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SR '.'-;-'ABS»’{T‘RACT_"

The purpose “of. th1s study was to obta1n informatiom about women
adm1n1strators pcesent]y employed in six Alberta Commun1ty Co]]eges

It concerned how they v1ewed themse]ves thewr jobs gnd the1r orqan1za—

. t1ons The s1x Commun1ty Co]]eqes part1c1pat1ng in th1s study were:
Graht MacEwan Commun1ty Col]ege, Med1c1ne Hat Co1]ege Mount Roya1

Co]]ege, Lethbr1dge Commun1ty Co]]eqe, Red Deer Co]]eqe and Grahde @ﬁ

W%
A 4

Pra1r1e Rég1ona1 Co11eqe
1 ‘ : - : ‘
. ' The T1terature rev1ew Fbcused on the three stages of a’ career
. o~ G -
o (career cho1ce, career 1mp1ementat1on and organ1zat1ona1 career) as -

they affect the deve]opment of career goals of 1nd1v1dua1s 1n
genera] The 11terature on the soc1a11zat1on process was. then '

rev1ewed in terms of 1ts 1mpact on 1nd1v1dua1 career cho1ces, career

s A

.1mp1ementat1on and organ1zat1ona] careers .
-~ A quest1onna1re adapted from one deve]oped by Crawford (4977)
. ', | - a '%' |
was ut111zed ‘to’ survey the tota% popu]at1on of women adm1n1strators

in six A]berta Commun1ty Co]]eges 1n order to obta1n 1nformat1on 'on
N

how these women V1ewed themse]ves, the1r jobs and the1r orﬁanTzat1ons

In order to address the above, Six spec1f1c questlons were answered

- u’ . \
' N

in this study . [; T P v
» S s N . . v v \

'_] ~What 1s the genera1 prof11e of ‘women' in adm1n1strat1ve\
pos1t1ons today? o 'H*\‘ , | o | p}”g~ \\\
2. Do women adm1n1strators perceive any factors Within the1r\\\
respective organ1zat1ons wh1ch\have enhanced or 1nh1b1ted the1r
employment career advancement7 ".
NN

\.



\

\

3. If these women adm1n1strators did perce1ve enhanc1ng Qor é
1nh1b1t1ng factors as descr1bed 1n (2), what were these factonSO

4. How are women adm1n1strators careers affected by;theTr
- . . . e NS r’!) -
- perceptions of these factors? R ST
5 . How do women adm1n1strators perce1ve themse]ves 3(a) on

.. the job,k(b) 1n general, (c) as wives, and (d) as mothers7

-y ‘V‘X» ) .
o 6[‘ Are women adm1n1strators themselves obstac]es;to the1r

career progress1on in Commun1ty Colleges? ¢
The stat1 t1ca1 procedures used to ana]yse the data co]]ected

were frequency d1strrbut1ons with percentages and Pearson corre]at1ons.

o

Vi
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Chapter T

*®
i

INTRODUCTION TO THE STUDY

Over the past‘decade,.a.number of'writens'haVe expressed
their dissatisfaction with the status of women -in North ATerican
society (Epstein, 1973; Richardson—walum, 1977; Stephenson, 1973;
Zellman, 1976). A recurrent theme in many booke has been tne coneern

- expressed for' the oc:.pational segregation, by séx, of the Canadian

and American labour forces.

- In The Report of the Royal Commission eon the Status of .

Women in Canada (1970), attention is directed tOWard the restriction

- of women's occupational opportunity in the Canadian labour force
. women represented 34.2 percent of the tota] number of occuoat1ons .
listed for I969, More women were emploved in clerical occupations
than 1n any others, ho1dfng 69.2 percent'of\the‘positiona in this
‘category.‘ One of the ma]e'dOminated occupational categories {n 1969-;
was management, w1th men ho1d1ng 88 4 percent of .these pos1twons
and women ho1d1ng on]y 11.4 percent of them

" The genera1 occupat1ona1 p1cture in Canada, described in

The Report of the Roya] Comm1ss1on on the Status of WOmen in Canada

(1970}, is one of_occupat1ona1 segregat1on‘by sex. Some occupations
such as clerical are ehown as female dominated,_whi]e(others,

including the management category, arerehown ae being almost entire1y‘
Filled by men. .

As noted in The Report.of the Royal Commission on the Status




v

of WOmen in Canada (1970),  the occupational segregation:by sex of
many occupations in Canada has Ted to the. practice of‘Yeferring to
these occupat1ons and professions as "trad1tlona11y male" or
~”trad1t1ona11y female." Management, as an ocgupat1ona1 category

dominated by men,. can then be_cons1dered as .a "trad1t1ona11y male".

_ occupation
. ")» e
Why, if one assumes all th1ngs to be equa], are not’ more ,%L R
T ~ ‘ - Wiy
'women ho1d1ng pos1t1ons in the "traditionally ma]e“ occupat1ona1 i

area of management7 In order to address this quest1on, the focus of
this study is d1rected toward the women employed in ‘the ”trad1t1ona11y
male" occupat1ona] area of management, spec1f1ca11y toward the womena
presently ho1d1ng administrative pos1t1ons within a part1cu1ar type
of organization in Alberta——post secondary,,non university educat1ona1

organizations.
The'Studx'
Purgoée

The purpose of this study is to obtain 1nformat1on on how
all the women adm1n1strators presently employed in s1x Alberta
Conmun1ty Colleges v1ew themse]ves, their Jobs and their organ1zations.
The eix'Community Co]]eges were; Grant MaCEwan Community CO]]ege,
Med1c1ne Hat . Co]]ege Mount Roya] Co]]ege, Lethbr1dge Commun1ty |
: Co]]ege, Red Deer Co]1ege and Grande Pra1r1e Reg1ona1 Co]]ege |
In order to address the above it is nece§%ary to answer the |

fo110w1ng spec1f1c quest1ons

1. MWhat is the‘general profile of women in administrative

<



. : - N
'~ perceptions. of these factors?

above)? '\ o _ A

2. Do women adm1n1strators perce1ve any factors w1th1n

!

their respective organ1zat1ons wh};h enhanced\hr 1nh1b?ted the
emp]oyment and career advancement of women adman1str§%ors7

3. If\these women adm1n1strators did perceive enhanc1ng or '
inhibiting factors\as descr1bed in (2)1‘what'are;these factors?

\ S oy 3 N R
4. How are women administrators' careers affected by their

5. How do womenfagministrators perceive'themse]veS' (a) on’

S N v ;,“

the job, (b) in general, (c)‘as wives, and (d) as mothers7 .
N _

6. Are women adm1n1stra¢ors themse]ves obstac]es to the1r

: B
'progress1on in communwty co]]eges7

N

i N
Definition of Terms
BN

AN

Admtn1strator _ | ' : N

The term adm1n1strator is synonymous wi the term manager
N

Tosi and Carro]] (1976) p]ace managers in a separate\and d1st1nct
category from other emp]ojﬁes in an organ1zat1on They pognt out- that

a manager in an organ1zat1on is in a pos1t1on that has at 1ea t two

»

character1st1cs L . B LN
: , o ‘ e \\\
1. ManagerS’usua]]y have the right to decide how those kN
who work for them [operative employees] can use B
resources needed to accomplish the operative tasks

[of the. organ1zat1on], the execution of work .

2. "He, 1s respons1b1e to a h1gher super1or for the’ _
.supervision of subordinates [operative emp]oyees].
(Tosi and Carroll, 1976, p. 6) ‘ -



Qperative EmpToyees

~ ences, S. A 1.T., N. A 1.T., the Alberta VocationaTACentres“(A

Those people in an organization who are’ 1nvoTved in the
execution of tasks, carrying out the activity, doing the
work itself are operative employees. Their primary
assignment is doing the work, not planning or managing
it. (Tosi and CarroTT 1976, p. 5)

Ooerativevempioyees may be fu11~time'(atvieast 37 hours/week)_ or

part-time (less than 37 hoUrs/week) emplovees.

People in‘COmmunif}'CoTTeges who may.be operative employees,

may also be professionals,®such as faculty members. chers may have

entirely different educational backgrounds or experience, such as

secretaries and administrative assistants.

Communit17CoTTeges in Alberta .; Lo -

The six post- secondary, ‘non- univerSity educational institu-
tions which Heron (1972) identified as Community Colleges in Alberta
are the‘same institutions deTined here as Commuhity CoTTeges These
ihstitotions are  Grant MacEwan Community College, Grande Prairie
Regionai College, MediCine Hat CoTTege, Mount Royal CoTTege,
Lethbridge Community CoTTege and Red Deer College.

Heron_notéﬁ that in 1971,aTiybut Grant MacEwan had

yagcepted students for at least one year. As of 1978, all six of the

\"fAiabove\Community CoTieges have been accepting students for at Teast

five years and each of these colleges has had a Board of Governors

or Trustges appOinted from its surrounding community for at Jeast one"

~ year. They are all pubTicTy supported‘community coTTeqes

ATthough there are both some’ 51m11arities and some differ—

g 1 v o

‘\M”Keyano‘CoTTege, hakeTand‘CoTTege;bVaTTeyview College and 0lds College;



also post-secondary, non-university educationa1 institutions, are not
1nc1uded in this study because they either do not have Boards of

Governors or have had Boards of Governors for less than one year.

Boundaries within Organizations

Boundar1es within organ1zat1ons are defined as rea] or per-
ceived factors wh1ch inhibit the advancement of emp]oyees from.one

tevel to another within an organ1zat10n

Assumption

* This study operated on the assumption that:
- 1. Whether boundaries were perceived or real, they influenced
women administrators' behavior and responses to their jobs and their

organizations.

Delimitations

This study opeﬁated uhder the following de]tmitationS'

'T. Respondents were asked to cons1der only their own percep—
tions about their jobs and their organization. ;

2. A1l the women classified by their respective 1nst1tut1ons
as adm1n1strators were used in the study.

3. No one from outside the community colleges was asked to

participate in the study.
Limitatiohs

The study operated under the fo1low1ng 11m1tat1ons

fT:f The effect1veness of the” study in- 1dent1fy1ng percept1ons



was limited by the ability of the technique to elicit these percep-

.~ 2. The study was further limited by the amount of care taken

by each respondent in responding to the instrument used.
- .

3. The degfee of participation as indicated by the rate of

returned questionnaires was also a limiting factor.



Chapter II
REVIEW OF THE LITERATURE

~Introduction

The term career has been defined as .the ". . . 1nd1v1dua11y
perceijved sequence of attltudes and behaviors associated w1th work—
rre]ated exper1ences and act1v1t1es over the span of a person 5 11fe“ |
(Ha]] 1976, p. 4). Thevt1me span between,earjy c¢hildhood and emp]oy-"
ment within a particular organization’becomes,’in termsvof'Hallts |
“definition of career, part of the individual's oVera1] career-and. is -
,divided here into two stages: (t) careet‘choice prOCess and'(2) career
1mp1ementation process. The time spent by an 1nd1v1dua1 emp]oyed in
a part1cu1ar organization 1s descr1bed here as a thwrd stage of their
overall career: the organizational career.- |
The Titerature review in thﬁs chapter will be,focused:dnnthese.

three stages.as they affect the deve]dpment of career goals of
individuals in general. The Titerature on the socialization process
is then reviewed 1n terms of its impact on_;ndividua1_career choices;
career implementation and'organizationa]kcareers;

| Three areas are tdentified as being ef particu]ar 1mpontances,‘
- to people's career choices, career 1mp1ementat1on and organizational
“careers.‘ How these areas, (1) ab111ty, (2) 1nc11nat1on and
(3) opportunwty are affected by the soc1a11zat1on process and, in
~ turn affect the three stages of a career for women in management '

is examined.



The Three StageS‘of a Lareer

Stage I: The Career Cho1ce Process :

Career cho1ce s not T1m1ted to a once- in-a- T1fet1me seTect1on
of an occupatlon, but may be any cho1ce that affects one's career" .
g(HaTT, 1976);' In th1s way, career cho1ce 15 seen as a process 1n
which 1nd1v1dua1$ beg]n the task of career selection as earTy as the
period cover1ng ch1Tdhood, ‘up to age 11,1;»what G1nzberg, G1nzberg,
‘Axelrad and Herma (1951) descr1be as-the fantasy period. Wh11e
ch1]dren dur1ng th1s period are not/actuaTTV seTect1ng an occupat1on'
or even express1ng a preference toward a part1cuTar career G1nzberg o
et al. point out that they beg1n to 1mag1ne var1ous th1ngs they woqu
T1ke to be as adults, such as Tawyer doctor teacher, nurse, -etc.

G1nzberg et aT “note that tentat1ve cho1ces about- careers

begin between the approximate ages of 11 and 16.  Although dur1ng this

per1od of preadoTescence and: adoTescence the voung person 1s

st1TT not - fuTTy cogn1zant of the essenttaT factors that shoqu deter-v
mine his decision about his future occupat1on, every year he ga1ns
.'greater insight into h1mse]f, 1nto his’ true 1nterests the extent to
“which he has the capac1ty to. transTate them 1nto an occupat1on, and ‘the
‘H'vaTues he pr1zes most h1ghTy” (p. 73) The externa] env1ronment , d-

offers opportun1t1es but 1t a]so 1mposes T1m1tat1ons G1nzberg et aT

',note that as young peop]e gain a greater understand1ng of the1r externaT':t,p

_ env1ronment they Tearn to base the1r tentat1ve career choices on more'\
ﬁ_than'lust the1r 1nterests As part of the matur1ng process they __ii:
beg1n to cons1der, s1mu1taneousTy, the1r 1nterests, ab111t1es and the

opportun1t1es offered by the externaT env1ronment These three factors
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.;tend to narrow or T1m1t the young person's cho1ces to part1cu1ar

‘occupat1ons G1nzberg et al. po1nt out that Tater on, people's

va]ues deveTop to the po1nt where they aTso beg1n to 1nf1uente career' Ti,f»

pneferences

Stage_II: The Career ImpTementat1on Process

The process of career 1mp1ementat1on begins in the period
descr1bed by G1nzberg et al. as the reaT1st1c cho1ce period.
These cho1ces they note, are more likely to be PmpTemented "
than are the fantasy or tentat1ve choices. vStart1ng at approx1mate1y
age T7, 1nd1v1duaTs have to make specific’ dec1s1ons about whether
"or not to attend co]Tege or un1vers1ty, what to major 1n, or what
'.k1nd of JOb or tra1n1ng to seek if _they are/not/gontTHU1ng the1r
» educat1on Dur1ng the 1atter’part/etffh//tentat1ve choice per1od

it was noted that 1nd1VTduaTs beg1n to cons1der external rea11ty in’

-

o terms of/what/ﬁt represents for the1r career cho1ces However

/

'G1nzberg et” aT//po1nt out that 1nd1v1dua15 must postpone most of S
"fthe1r expTorat1on untii they are- abTe to change the1r home T]fe and

educat1ona1 Tlfe 1n h1gh schooT
| Three substages of the reaT1st1c cho1ce per1od are descr1bed
:by G1nzberg et aT ' "

T.‘ an, expToratory sub stage dur1ng which 1nd1v1dua15 exam1ne‘

SA

“several poss1b]e career options, 5

2. a crystaTT1zat1on substage in wh1ch preferences become

-A.more sharply focused, and -
R I

3. a spec1f1cat1on per1od in wh1ch 1nd1v1dua1s choose a

part1cu1ar occupat1on



' According'to Ginzberg ¢t al., the rea1ist'>wchoice‘period_ -

v(or career implementation s age) ma} contin 1on§iintoeadu1thqod;
‘;fencompassihg/evenbthe ordanizational reer'stage-of‘ﬁndtviduals‘
| careers IndiVidualu " rough several cycles of explorﬁng—;
crysta1]1z1ng—- i'ng, in an attempt ‘to find a career that fwts

the1raneegsx “interests and abilities, part1cu1ar1y 1f these 1nd1v1dua1s

/;///Eijé/ dvanced educat1éhs. S o Lo .'i .
~" “Stage 11I: Theborganizationa1 Career o o }Ai;v»

The structure and process of the organizationa1 careerﬁhas

" been described by Schein (1977) from three points of view: (1) the

‘. : . A
individua1'émp1oyee'5‘ (2).the manager’s and (3) the 0utside'observerfs.

o) The 1nd1v1dua1 mov1ng through an organ1zat1on bu11ds

- certain expectat1ons having to do with advancement, persona]

. success, nature of the work, and so on. (2) The 1nd1v1dua1s

“who are in the organization as managers take the organ1za— 1fb

tional" point of view, build perspect1ves in terms of the "~
development of human resources, allocation of the. right pebple .
to the right slots, opt1mum rates of movement through depart-
ment-Tevels and so on. (J. 146) ‘ s

(3) The th1rd po1nt of V1ew is that of the outs1de observer who sees
certa1n s1m11ar1t1es between organ1zat1ona1 careers and other transi-
t1ona1 processes such as soc1a11zat1on,wh1ch occur in soc1ety;
'Bytaking thi's third View of ‘an outside observer, Schein -
b01nts out that the structure and process of the organ1zat1ona1
career becomes 1dent1f1ab1e as a set of bas1c stages, wh1ch create _
”ftrans1trona1iand_term1na1_statusesvor pos1t1ons for’ 1nd1v1duals.
fThese tnvoive certaiﬂ,ﬁsycho]ogical and orQaniiationa1 processes'
Stmi1ar1y,iwheh one uses'Schetf s perspect1ve of the outs1de observer
- to view the first two stages of a career (career cho1ce process and

A

‘ career 1mp1ementat1on process) 1t«revea1sva series of trans1t1on
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points in these processes that individuals move through to attainment
of an organizational career.

Within each of ‘the three stages of a career, career choice
proces;, career 1mp1ementat1on process, and the organ1zat1ona1 “
career, there are three areas in which the 1nd1v1dqa] is affected
by the socfa]ization process. These three areas, 9bi1ity, inclination
and opportunity, in turn affect the stages of an individual's career.
Ability is defined broadly as the power to do something; inclination
as the interest in doing something and opportun1t§ as the chance to
do something.

The: Socialization Process: Its Impact on
the Three Career Stages

As pointed out by Richardson-Walum (1977) “éveryone is born
into.a cu]turéﬂi (p. 4), which she defines as a set of 1deas shared
by a group of people, 1deas that are symbo11ca11y expressed in their
behav10rs and artifacts. "These 1deas comprise beliefs about the
‘nature of reality, moral judgements about what is right or wrong, and
evaluations of what is des1rab1e or attractive or disqusting and to
be avoided" (p. 4). Soc1a11zat1on is the process by which
1ndindua1s learn the va]ues of the culture in which they live, ,/—
so that they consider these values to”be a natural part of them-
selves (Riphardson—wé]um, 197%; Deaux, 1976).
| If cultural norms and values are so thoroughly learned by
individuals that they are considered a natural part of themselves,
it is reasonable to assume thaf the;e norms and values form a

fundamental part of the context in which decisions about careers

o
¥
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are made.

Epstein {1973) notes that "from their culture, children derive
a set of expectations about themselves that become a crucial part of
their self-image. From the value svstem they learn what to 11ke and
d1s]1ke what to cher1sh and d1sda1n, and, . . . what are acceptab]e

s

occupational and fam11y social patterns” (p. 19). She ndtes further
thatuchildren are taught that cergain work is eséentiaﬁ and valuable
while other work js essent;ai but of 1dw value. Ho]]and'(1973)
points out that Strong socializing influences such as social class,
race and sex affect an individuaﬁ's personal orientation toward
specific types of occupations. As a result of ‘these inf]uehces,
individuals Tearn which types of work aré:encouraged, tolerated dr
tabooed for them, !

Just as we are bofn into a1duyture,vwe are also dﬁtegorized
by others, as male or female at birth, within the cultural context
that everyone is (should be) either'mafe or female acdording to
anatomical differencgs (Richardson—Na]um, 1977). However, "gender
idedtity——what.it means to be male or female in terms of appropriate
role perfdrmances, personality structures, attitudes and behaviors‘
1s_not determinéd at birth" (Richardson—wa]um, p. 6). Rather, as -
pointed odt by Richardson-Walum, "a child with d given'anafom%déld
structure is socialized or taught to tHink, feel and act in ways
' considered natural, and morally appropriate for a'person of that sex"
(p. 6). Thus, people who are socialized into our culture Tearn what
y,behavwors and att1tudes they shou]d have accord1ng to their label—

'male or fema]e

12
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While Richardson-Walum notes that/appropriate behavior

. 1s socially shared and transmittedvthroudh the culture, with'peop1e
learning what is appropriate to- their gﬁgaE?T_EﬁE‘a1so points out
that théyJare.constantly CHquing'teIpre ent.themselves as
masculine .or feminine. "Therefore,* persons have the option to
accept or reject cultural definitions of appropriate gender

behavior and’cqpsequently the ability to change themse]ves or the
culture" (Richardson-Né]um, p. 8). As shall be seen later, the woman
who pursues a career in management has chosen to ;eject a number

of cQ1tura1 definitions about what are considered appropriate td her
gender. S o0

Definitions of Masculinity
and Femininity

Numerous investigators have noted the ex1stence of sex- ro]e
stereotypes (consensua] beliefs in society about the d1ffer1ng 4
characteristics of men and women). These stereotypes are w1de1y
held (Br0verman,,8roverman, Clarkson, Rosenkrantz & Vogel, 1970;
Deaux, 1976; Epstein, 1973; Maccobyy&wqqckljn,b1974; Riphardeooj o
Walum, 1977). | |
e 514;§fu8roverman et a1 déYeTopéd«andvaEMjﬁﬁspefeﬁ e:qdeétfonnéife,e;}'
A1ﬂto_bfaeﬁi¢ing mental hea]th CIinicians-that-assessednﬁndividua1

ercept1ons of typ1ca1 mascu]1ne and fem1ne behav1or in order
to determine current1y held def1n1t1ons of sex ro]es Thé
results showed that male valued stereotypic items such as
aggressiveness, independence, mathematical abi1ity, dominance,

objectivity, competitiveness, analytical skills and 1eve1-headedness)

[



were more oftenlascribed to healthy males than to fema]esﬁ‘ Females .
Were associated- with characteristics in our culture that are con-
sidered negative and representing opposites of the male character-
istics: submisstveness, dependence, avoidance 8f math and science,
lack of ana1yttca1 skills, easi]y'fnfluenced, subjective and passive.
The clinicians agreed that the mature adult was substantially
equivalent to the mature man. However, for a woman to be considered
~mature and healthy in‘this culture, she must behave.in ways that are
considered socially undesirabTe'and 1mmature'for‘a combetent adu]t.h
There exists, then, a_cu]tura]jy constructed conflict situation for
women.  As Broverman et a].'point out,rifvwohen choose to act in.
the more soc1a1]y des1rab1e and adu]t ways preferred by the1r cu1ture,
they risk hav1ng the1r fem1n1n1ty questioned. | If they'phoose togact »
in the prescr1bed fem1n1ne ways, women are accepting a non-adult
Status. S e »
Epsteinv(1973) has noted -the. d1st1nct1ve prob]ems of women e
which come from confus1on of sex ro]es w1th occupat1on roles, so
that women are 11ke1y to be cu]tura]]y ass1gned work funct1ons wh1ch

«

ref]ect an extens1on of the1r sex ro]e Also ‘because.women learn

o from~the“cu1ture ~a set of expectations about themselves. that become:

"3’ érucial part of their self- image, they themse]ves tend to aspire
,,on]y to soc1a11y sanctioned work funct1ons

we have seen that children fantasize about the1r future
ro]es.from a very ear]y age Hennjng and Jard1m (1977) po1nt out

that, through the1r parents ro]e mode]s one of the messages 11tt1e

gwr]s get about the1r future is that it probab]y has a husband in dit:



at that point her parents aré the only role models she has. “Fathers

support wives and children and even when a mother works, the father's

job is usually seen as the more critical" (Henning & Jardim, pL“16§.

‘Hennﬁng.and Jardim note that 1ittle girls look at Tittle boys they

know and wonder whether they would be good husbands someday——as good
or better than their fathers are'to their mothers. What is %moortant
here is that ‘the theme of what Henning and Jardim call vicarious

independence is very real and the feelings associated with the

failure of not being chosén as a wife someday are concentrated in

how one looks, seems and appears, not with what one can or cannot do.

Individual attributes become'an important focus for women's expecta-

~ tions and ambitions because they tend not to actively engage the

fuenvironment-for cha]lenges‘theyutould master, deve]opino a feeling

| for someth1ng they are oood at, someth1no that m1ght be of tremendous

. ;Lvalue to them 1n a"career (Henn1ng‘& Jard1m 1977) ‘ Perhaps, as

'_‘Hennlng and Jard1m pownt out th1s 1s because through marr1aqe women
| uhave an alternat1ve to occupat1ona1 success and fee] they can opt

o out when the go1ng gets rough

’f'Men, on the other hand learn at a very earTy age that they

" “are expected to work to support at least themselves. The tensions

and anxieties that surround this issue thus tend to be directly

related to the prob]ems they encounter in the environment. They Jearn

ffect1veness through mastery, while the effectiveness of g1r1s is

‘3-hcont1ngent on’ e11c1t1ng the he]p of others (H]adls.Hoffman, 1972);

ey

" As a result, g1r]s, Tess encouraged to be 1ndependent andrsubject to

]5



more- parental prbtectivenégs'than boys, engage in less independent
exploration of fheir'environments (Henning & Jardim, 1977; Wladis

Hoffman, 1972).

>Aiggoted earlier, the fantasy period in the careere choice -
process stage is followed by the tentative choice period in which
choices are first based on an individual's intérests and later, on a
combination of their abilities and interestsf If'that individual is
a woman, her intefestsVin occupations may be narrowed by the effects
of the socﬁa]izatiqn process.
This process begins when boys and girls stakt‘to receive
vdiffefent me§sajes aboutvtheir futdre roles and continues to shape
a woman's perceptfons about her place in society and about which
kinds‘of work are appropriate or 1happropriate for her.
Epstein (1973) notes that:
Girls tend to accept the definitions of what. they might do,
they do not aspire high. Even the smart ones, those who could
become qualified, never are motivated sufficiently to attain
the skills they would need later to become members of the
professions . . . The socialization of the typical American
woman affects the motivation-even of the college educated
woman and usually undercuts her career potential. (p. 21)

wirtenberg and Nakamura'(1976)\reviéwed the research completed

on the development of occupational aspirations in” young women and

discussed the possible confribution of sex-biased educational
practices to the restriction of these aspirations. They concluded
that dccupationaT stratification between the sexes has been eﬁcoyraged
by the pub]icAschool process frz@ kindergarten tolgrade 12.  They

LY

stated that®:

<
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Having progressed through e]ementary schoo] w1th textbooks
filled with stereotyped characters in stereotyped occupations’
~and through junior high school where vocational tracks
prescribed "sex appropriate” activities and occupations, the
9irl arrives at her counsellor for vocational quidance. There
the occupational distinction between the sexes is stil] all
too often perpetuated. (p. 168)
. "In a study by Matthews and Tiedeman (1964) of women's
attitudes through early add]escence, ado]escence and young adulthood
and how these attitudes affect the deve1opment of life style, 1t
- was found that women's career commitment drops significantly from
junior to sen1or h1gh school. This drob in career commitment when
studied in d1rect re]at1on to the three developmental stages
. revea]ed that the senior high group had a greater acceptance of
‘ marr1age than did. the junior high group. A]thouoh the sen1or
h1gh group believed that neither men nor the1r own peers deny women

a position of equa]wty, they did be11eve that women are concerned

- about the1r possible denial of "the cu]tura] 1mperat1ve of feminine

1nfer1or1ty and of homemak1ng for the woman (p. 183) They found
that women s att1tudes toward career and marr1age var1ed accord1ng

to- the Tife plans which women express. Women Tose the1r 1nterests,1n

the vocational world as their thoughts turn. to marriage. Conversely,

1ack of marrwage plans heightens a woman's interest . in a vocation.

17
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r_ThénStructure of;a-Career: A Model ..

\“i‘GeneraT'Descriptton:offth&;Mode]t'

ﬁFromﬂtheféantageipoint'of‘outside-observer,:it miohtdbe said

7”'that 1t is poss1b1e to see. the comp]ete career process from beq1nn1nq

to end. If one of the many career goa]s atta1nab1e by an individual

1s 1dent1f1ed the mu1t1p11c1ty of routes that lead to that goa] m1ght

e R T

be cons1dered as form1ng ‘2 three- d1menswona1 cone w1th the peak of" e

the’ .cone’ be1ng the goal 1tse1f (anure 1) The base of the ‘cone ,fiifi-'-.
represents a]] the possible: status po1nts, or de5cr1ptors, an 1nd1v1d-
"ual could have, at birth, for which the identified goa] 15 potent1a1]y
ach1evab1e For example, if the pres1dency of the\Un1ted States was
the identified goal, essentially all children born in that country,
regard1ess of race, creed, coiour, sex, etc., could be considered as
being at the base of a cone that has "U.S. President” at its peak.
A child born in the Soviet Union would not be so considered, since
it is impossible for such a child to attain that goal.

While the shortest, direct path to the peak of the cone
from its base_is a]ong the central axis, the longest path originates
at the circumference of the base. The‘significance of this can be
i]tustrated by considering "high school principal” as a career goal
for a child born to middle class parents in an urban centre, who take

' an act1ve interest:in. educatton and for a ch]1d born to poorer pareqts ;

,i¢@1n a rura] sett1ng, who take no . 1nterest 1n educat1on and may even

».
T e

”7i;??regard at as a’ waste of t1me A]though th1s goa] Jis potent1a11y fiii“

:-r:f?atta1nab1e by etther ch1]d the route to the goa] is. 11kely tO be

*:shorter (or eas1er) for the former than.for the 1atter ;Therefore, SRR
"”L,1n th1s examp]e, the urban ch1Jd{cou]d_be said.to be closer to the

WL e,
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axis of the‘cone than the "rural" child.
It shou]d be emphasized that th1S model does not requ1re that
"a ch11d at the base of the cone be. aware of the goal 1dent1f1ed at
‘the. peak of the cone. In a more genera] sense, 1t cou]d be said that
'ethe3ohjid35»deserptors (factors that are spec1f1c to a part1cu]ah
child's_desc?ﬁptTOn) p]ace h1m or her in, }'éa;é that s common to ﬁ
many cones; - the peaks of wh1ch 1dent1fy a]] the career qoa1s that
'wg further d1scuss1on here will be limited ma1n1y to the app11cat1on .of
a s1ng1e cone model. h R .
MoveMent‘wtthin the oone can‘be de§ot1bedwtn anyioombtnatton
of the three types of motion shown in F1gure 2. Angu1ar mot1on 15
essent1a11y c1rcu1ar and does not move a Derson any c]oser to or

‘ farther from the axis or peak of theé cone. For the urban child in

the previous example, the fam1Ty s relocat1on from one urban centre

that 1nd1v1dua1 cou]d potent1a11y achTeve “For S1mp11c1ty,-however; o

o0

to another might be considered as anqu]ar movement A1though,such a~”i'

move changes one or more of the ohi]d's descriptors, it does not
necessarily a]ter‘the chi1df$ position relative to a shorter or easfer
route to the goal of high schob] principal. Nor does such a mowe'
necessarily move the child closer to the goal itself.

Radta] motion is along a radius of the_cone~and, while moving
a person cioser to, or further trom,"the axis of the cone, it does‘not

'direct1y contributerto'movement toward the peak. Aaa1n, us1nq the

prior examp1e, shou]d the rural child's parents deve]op an act1ve

interest: in education ‘and - joan;thegr‘1oca1.parent—teachers organiza-

'7?t{on;”the'e%teet‘@ooTa;beﬁto“aTte;ﬁthevstatus of.the}chfidgin‘such,aa“'
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't‘fics1tuat1on where both the urban and rura] ch11d are ”Jumped“ ahead

'ﬁ'way that he or she 1s now c1oser to a shorter dwrect route to the goa1

) , Vert1ca1 mot1on 1s movement a]ong, or para]]e] to, the- ax1s A

- of the cone and actua]]y moves a person c]oser to or further from |
the career goa] Th1s type of movement may be character1zed in the
a grade level in schoo] Th1s moves the ch11dren c]oser to the goal,

but does not necessar11y a]ter e1ther ch11d $ re]at1ve pos1t1on w1th
»respect to the ax1s Vert1ca1 movement is also a funct1on of t1me.
‘Given that the outs1de observer 'S vantage point. 1nc1udes {he know-

. ledge that the 1dent1f1ed goal will be ach1eved by the 1nd1v1dua1

the pass1ng of t1me 1tse]f contr1butes to vert1ca1 movement

N

-

-_Pp11cat1on of the Model to the . : . e S
”Three Career Stages - - T e e

Dur1ng the fantasy per1od of the career cho1ce stage, the
'V:1nd1v1dua1 makes no consc1ous effort to move c]oser to the ax1s of;.~
3,the cone. Thfs 1s because ch11dren 1n th1s stage have not yet "s
the1r s1ghts”'on _any partacu]ar career goa7 ' Therefore, 1t”1s not
poss1b1e for them to make any concerted effort toward ach1ev1ng a RN
goal. In this stage, vert1ca1 movement 1s a funct1on of t1me on]y,
“while angu]ar and rad1a1 movement is a funct1on of the ch11d s externa]
' env1ronment Changes 1n the externa] env1ronment, such as att1tudes ,"
_of ‘parents or access to good schoo1s, can make 1t eas1er or more b |
‘d1ff1cu]t to ach1eve the goa] that the ch11d w111 eventua]]y choose, -
therebysupp1y1ng radial movement Changes,,such as mov1ng from one:
good school to another wou]d produce angu]ar movement

As the ch11d enters the tentat1ve cho1ce period of the

career cho1ce stage, he or she may now- beg1n to make some conscious

e



movement toward the axi of the: cone.

The more awareness the ch11d
'e f,- the more 11ke1y w11] be ‘the conscious pursuit: of

act1v1t1es wh1ch ”f1t 1n”‘w1th h1s 1nterests, ab111t1es, opportun1t1es

g . .v-,l

h and va]ues wh1]e t1me is sf111 the maJor factor in vert1ca1 move— -

ment , the rate of movement can be 1ncreased by sk1pp1ng drades,
&

read1nq books which re1ate to 1nterest areas,,or any other act1v1t1es
which acce]erate the ch11d toward the area that will eventua11y
become the chosen career. Dur1ng th1s per1od, angu]ar and rad1a1
pos1t1on can a]so be a]tered through conscious efforts of the child
as we11 as by the externa] env1ronment For examp]e wh11e extra—_f,

eurr1cu1ar read1ng 1tse1f may acce]erate the vert1ca1 movement

A

read1ng mater1a]s wh1ch bave spec1f1c relevance to the career qoa]

even though 1t 1s yet unchosen w1]] move the ch11d c]oser to the f

"1'ax1s of the cone‘~ Because there are 11ke1y to be many subJect areas

o the know]edge of wh1ch w111 1ead to the same career goa], concentra—

'h t1on in.one of these- SUbJECt areas as opposed to another may

_ produce angu]ar movement For examp]e, 1f‘the goa] eventua]]y

chosen 1s ”h1gh schoo] teacher " the pursuit of an interest in

h1story w111 have an angular re]at1onsh1p to mathemat1cs Both sub-

=

Jects are spec1a1ty areas for h1gh schoo] teachers, but the cho1ce of

\

one ‘over the other does not necessar11y br1n9 the goa] 1tse1f any
\. .
N .
IR ;\\,

The beg1nn1ng of the- career 1mp1ementat1on phase is shown-in-

F1gure 3 as’a hor1zonta1\1lne drawn through the _cone. It w111 be

”»recalled that the base of the cone represented a1] the poss1b1e des-

\

-

cr1ptors a ch11d cou]d have at- b{rth and: st1]] potent1a11y/ach1eve a
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given career goal. Similarly, the line between career choice and
careerlimp1ementation represents aT] the possible descriptors an
individual could have at the time that the given career goal is
realistically considered aﬁd sti11l achieve that goal. . In this:
context, it/is not necessary that the/individua]‘be at the axis of
the cone at the beginning of the career implementation stage. Nor
does the action of choosing the career goal that is represented by
the peak of the cone, in 1tseif} move the individual closer to the
axis. It is the procesé which the individual chooses to pursue the
goal that results in radial movement.

In £efms of the career goai that the outside obserQer kﬁows
wil, eventually be attained by the individual, the exploratory, .
crystallization and sbécification sub-stages which occur during the
career implementation phase result primarily in radial movement.
If the individual actively pursues, even temporarily, a tentative
. goal other than that goal he or she will eventually attain,.such
action will move that individual further from the axis, unless it
also contributes to the evgntua] goal in atﬂ1east an equal amount.
Since it is possible for an individual to go th%bugh a number of

exp]orat1on/crysta111zat1oh75pec1f1cat1on cycles, movement w1th1n

the cone during the career 1mp1ementat1on stage cou1d be very erratic

depending -upon how relevant this "recycling" is to the eventual goal.

In its simplest form, this phase will contain only one
exp]oration/crysta]]1zation/specif1cation‘cyc]e. The end of this -

cycle is marked by the ihdividua] engaging in activities that will

assist in the dchievement of the chosen career goal. At this point,

25
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the 1nd1v1dua1 will have bequn to 1mp1ement the career that the out-
side observer knew would be chosen.

The end of the career implementation stage occurs when the
- . individual has completed the preparaﬁion hecessary to enter fhe
organization in which his or her goal will be realized. 1In the model
(F1gure 3), this point is represented as a hor1zonta] 11ne through
the cone, separating career 1mp1ementat1on from the orqan1zat1ona1
career. )

As was the case when the individual moved from the career
choice phase to career implementation, transition to the'organiza—
tional career does not necessarily occur at the axis of the cone.

How c]o;e the individual is to the axis is still a function of the
individual's descriptors as they relate to the ease with which ﬁhe
goal can be attained. For example, a1though atta1nment of a sen1or.
position in an organization may be possible for g3 persan with only
high schoo] education, the achievement will likely be eas1er if this
person had a university ~degree. In terms of the model, hav1ng a
university degree would place an 1nd1v1dua] closer to the axis at the
trans1t1on po1nt to the organizational career,

It should be noted here that individuals may move from the

career choice 1mp1ementation stage into the organizational career

stage and back again if, during the organ1zat1ona1 career stage, they

find that the1r interests, abilities and needs are not being me“n
As pointed out earlier, the realistic cho1ce period of the career
1mp]ementat1on stage may last for years for peop]e with advanced

educatlons They may mowe frqigpngﬁergan1zatqona1 careerfto;another

PR
.
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or move from the organ1zat1ona] career back to career 1mp1ementat1on,
return1ng 1ater to another organ1zat1ona1 career.

In the organ1zat1ona] career stage, the three d1rect1ons
A{Jof movement within the cone take on character1st1cs which are
:pecu11ar to the organizetipn«itse]f These are conceptualized
and defined by Schein (1977) and are descr1bed in the fo110w1ng
sections that are: ent1t]ed ”The Organizational Career: Schein's

Mode1" and "The Structure of the Organization: "A Model."

The Organizational Career: Schein's Mode] |

As described earlier, Schein views the process and structure
of a career within the organization from three perspeetives: (1) that
of the 1ndtvidua1 moving through the organization,‘(Z) that of the
-managers in the organization and (3) that of the outside observer.

The perspective of the outside observer of the structure and process

of the organizational career permits one to see it as a set of basic
stages which create’transitional and terminal statuses or positions

for individuals and involves certain psychological and organizational
processes. These basic. stages ere transition'points through which
Nthe individual passes in the precess of the career within the organiza-
tion. Schein calls these transition eoints boundar} passages.
Similarly, us1ng the perspective of outside observer to view the

career as a: who]e, perm1ts one to see a ser1es of transition p01nts

in the career choice and 1mp1ementat1on stages. through which an
/'\
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individual passes on the way to attainment of an organizational
career...

“ Justlds thetinteraction‘bétweeh‘the;sociéiizatioﬁ process and
the individual can influence that person's abilities, interests and
opportun1t1es toward certa1n career choices and career 1mp1ementat1on,
so will the 1nteract1on between the structure of the organ1zat1on and
an 1nd1v1dua1 affect that person's ab111t1es, interests ‘and oppor-
tunities tor success in any organizational career.

Schein explains that;this interaction between the individual
and the organization contains.two basic processes: (1) the ipfluence
of the organization on the individual (a type of acculturation or
adult socialization); and (2) the influence of the individual on the
organization (a process of innovation).
| Schein's outline of career movement throush the organization
includes three processes which the individual must ondergo after
each boundary passage: -

1. a process of learning or socialization during which
organizational influence on the individual is ot a maximum.

2. - process of performance during which the individual S.
_‘1nf1uence on the organ1zat1on is at a maximum.

3. g process of becom1ng obsolete or learning new skills

for further movement.

3



The Structure of the Organi2ation: A Model

Figure 4 IMlustrates Schein's conceptualization of the - = -

lorganization as a three-dimensional cone. ngure 4 fs a magnified
“view of the top section of the cone depicted in Figure 3. Schein\
“describes caneer movement as occurring along three.conceptually
distinguishable d1mens1ons corresponding to three types of boundar1es
which characterize the internal structure of organizations.

First, vertical movement occurs up or down in ranks or 1eve1s

in the organization and crosses hierarchical boondaries. In

Fmgure 4, this'pkocess is depicted by movement along the axis of
‘the cone. Second, rad%a1 movement inwards, closer to the inner
c1rc1e of decision mak1ng and power, occurs and crosses inclusion
boundar1es which distinguish degrees of centrality among individuals
or groups. This process would’ berrepresented by movement from the
periphery toward the axis of the cone in Figure 4. Thifd, angular
movement changing one's function or division in the orgenization
occurs and crosses functional or departmental boundaries. .An
example of this process would, in Fiqure 4, be movement from

Marketing to Sa]es

Schein notes that boundaries can vary in numbers, degree of
permeabi]it} and filtering properties. Most organizations have
. numerous functional boundaries that separate different line and staff
activities' In some organizations, these funct1ona1 boundar1es may
be highly f1ex1b]e in that movement from one d1v1s1on or department

to another can be accomplished with relative ease. However, 6ther

29
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‘organizations, such-as-co]leges may conta1n many funct1ona1 boundar1es

-{'whlch are h1gh1y 1nf1ex1b1e or 1mpermeab1e For examp1e the move- - - ...

......

extreme]y'un11ke1y. §1m11ar1y, the filtering properties of hier-

archica] or inclusion boundaries may exhibit, varying degrees of

"“"being on the dinside" with the boundar1es separat1ng ‘the 1eve1s or -

inner reg1ons being more Qr 1ess permeab]e

Each boundary has spec1f1c f1]ter types wh1ch specwfy ‘the -

&

-set of ru]es by wh1ch one passes throuqh them . Sche1n exp1a1ns that

o h1erarch1ca1 boundar1es f11ter 1nd1v1dua1s in-terms of the1r_sen1or1ty,

merit, persona] character1sf1cs, types of attitudes he]d, and by :

-

Ves f11ter 1nd1v1dua1s in

.....

who is sponsor1nq them ’ Funct1ona1 bounda
terms of spec1f1c competenc1es or their needs for broader exper1ence
ingsome scheme of tra1n1ng and deve]opment Inc]us1on boundar1es

J

f11ter 1nd1v1dua1s in terms of h1gh1y 1nforma1 norms wh1ch may change

as one gets c]oser to the inner core and ‘which are shared by the group

to be entered.

The Structure of the fndividua]: A Concept

- Schein asserts that "it is nOt sufficient‘to describe a
person in terms of bas1c persona]1ty structure if we are to under-i
stand his or her relationship to the organisation" (p. 143). 'He
bases his analysis of the structure of individuals on the concept of .
the constructed social self. This concept deseribes the individual as

possessing many constructed social selves. Fu1f111ment of expecta-

tions in the 1nd1v1dua1 s environment is possible through thése



'-constructed soc1a1 se]ves and not through the more endur1ng underlying
qua11t1es of the bas1c se]f  Individualsy then, have an "outer shell"
fof social se]ves, wh1ch they use -in- dea11nq w1th the var1ety of soc1a1

~ws1tuat1ons they encounter, as we]1 as an inner core of more stab]e

N
o ¢ o s

soc1a1 se]ves that make up each 1nd1v1dua1 s' basi¢ persona11ty
structure. Schein notes that, while this outer shell can be changed
,_to f1t a new s1tuat1on, the inner core is fa1r]y rigid and 1nf1ex1b1e
as it contains behav1ors and att1tudes he]d since. ch11dhood .He'
t,stresses that a11 of the~patterns of behavior and attitudes refTected
in the constructed soc1a1 selves. are a "part of us, to the extent
that we are not consc1ous of the aTmost 1nstantaneous ‘choices' we
make among posswb1e patterns as we compose ourselves' for entry into
a new social situation“ (p. ]44) | o

Sche1n notes that the role demands that- 1nd1v1dua1s encounter
‘1n positions they take or to which they aspire contain three types
of behaviors and attributes: those that the 1nd1v1dua1 must be
willing to engage in or to have in order to fulfill the role minimally;
'those that would be re]eVantvand desirable but not necessary; and those
that might be jrrelevant to the role under consideration,-but may.
"contain}eertain role capacities that would be useful in another

position, perhaps at the next career Tevel.

.A. Career Choice of Management

Management Defined

Many definitions and deSCriptions have been formulated about

what managers do, who they are and what abilities are required of them.



"Tosi and Carroll (1976) note that managers are a ~separate and d1st1nct
category of employees in an organ1zat1on They po1nt out that both -
. the Pres1dent of General Motors and the afternoon shift superv1sor at
ﬂMcDona]d S are managers. However, there~are-some'1mportant'differ—_-f<
~enceS~in what theyvdo, how they do it and the kinds of dec1s1ons they ™
make, as we]] as some common e]ements or functions..of the1r JObS
The bas1c functions of a manager are usually Tisted as
planning, organizing, leading and controlling (Neuner, Keeling &
Kallaus, 19725 Shilt, Evard. & Johns, 19737 Sisk, 1973)." Shilt et
al. (1973) say:
P]ann]ng means deciding what has to be done and determining
how objectives are to be met. Organizina.involves getting
set up to be able to do the necessary work that has been
planned. A manager leads when he aguides.the employees and
controls when he checks to see that the work has been done as
planned. (p. 574)
- Tosi and Carrol] defjne a manager as g person whose position
in an organization has at least two characteristics:
~-T. - He makes decisions about how other people, pr1mar11y
suhQrg%nates USeé resources. Managers usually have the
right o decide how those who work for them can use
execution of work.

2. He is responsible to a higher superior for the supervision
of subordinates. (p. 6)

Tosi-and Carroll stress that what most sharp]y'distingu1shes
a manager's job from others in the organization is the respons1b111ty
for ensur1ng that the resources allocated to subord1nates An order
to ach1eve obJect1ves are well ut111zed Essent1a11y then managers
_are respons1b1e for the work of‘other people.

 While some writers define managers 1in terms of the



eharacter1st1cs of their position or their bas1c funct1ons in an
organ1zat1on, other wr1ters have defined or described managers in
terms of . required persona11ty tra1ts, knOWTedqe, 1nte1]ectua7 tra1ts
and spec1f1c skills (Barnard 1960 Bas11, 19705 Planty & Freeston, J

1954; Say]es 1964, Tead 1968) However there is d1sagreement

If one cons1ders that some similarities do exist in the
11terature on gement abilities in how the d1v1s1on between
1nte11ectua1 and cognitive abilities on one hand, ahd persona]ity'
character1st1cs on the other, are “made, sex differences in these
areas can then be &valuated in terms of whether women are more or

less ]1ke1y to succeed in management poswt1ons

Women's Inte]]ectua1 and Cognitive

Abilities for a Management Career
——————=—=1_3d Tlanagement Career

| In 1974, Maccoby and Jack]1n reviewed a massive body of
research on the psycho]ogy of sex d1fferences Although, ag;poted by
Trav1s and Off1r (1977), the Maccoby and Jack]1n rev1ew 1s not the
final word on sex differences, it is by far, the most comb]ete-ahd
thoughtfuyl summary to date. In the following section, the di'scussion

draws almost exclusively on the Maccoby and Jacklin findings most

relevant to sex differences in inte]]ectua], cognitive and personality

characteristics.
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In their review of research f1nd1nas in the above areas,
Maccoby and Jack11n found that tests of general intelligence did not
show any d1fferences between the sexes.. This is true they note,
" because several such tests were originally designed to minimize
differences,between the sexes. Therefbre, 1n order to. assess sex o
l-d1fferences we must. turn to tests of spec1f1c ab111t1es where as"
shall be Seen, differences between the sexes do emerge.

In genera], 1t was found thatsgirls exce] at verbal tasks,
after age 10 or 1], and boys excel at mathematical and visual
spat1a1 tasks from the start of adolescence. Visual spat1a1 sk11ls
“are 1nvo]ved in tasks where subjects must man1pu]ate objects in

space either mentally or physically (Maccoby & Jacklin, 1974). They

-‘noté that.wh11e3boys do excel in math, the magnitude of this differ-
ence varies. A]so, they stress that the greater skill adolescent
'boys.disp1ay on_tests‘calling for spatial abifity (genera]]y
equated with ana]yticbab11ities)}shou1dhnot be»taken to mean a
generalized superiority ih thought process. This is because girls
do as well or better on tasks that call for the abiTity to respond
to stimulus without being distracted by its content.

The sexes were foond to be similar in task persistance.
Maccoby and Jack]inbpoint out that it is sometimes alleged that girls
ach1eve for the praise and approval of others while boys achieve for
: the sake of sheer. 1ntr1ns1c 1nterest in the task. ".There is, so far,
according to Maccoby and Jack11n, no research evidence to prove this.
Both ‘sexes are influenced a]most equa]]y by the reactions of parents,
_teachers and others to the1r performance

N

s
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When Maccoby and Jack11n looked at research dea11ng w1th

’ .s1mp1e rote 1earn1ng, they found no'evidence to support ‘the theory

that _women perform 1nte11ectua1 tasks 1n a rote, repet1t1ve manner

while men use more comp]ex prob]em so1v1ng strategies.

'1Homen S Persona11tv Character1st1cs
for a Management Career

&

As discussed earlier, Henning and Jardim (1977) and H]ad1ss
‘Hoffman (]972) stressed that g1rls are more dependent than boys, more |
T1ikely to ask for_he]p, wh11e boys ehoage in act1ve prob1em so]v1nq
with or withodt the mediation of" others. If this were true then it
“m1ght be expected that differences-in performance between men and
T women work1ng a]one or in aiqroup»cou1d be detected Maccoby and
- Jacklin evaluated sex d1fferences in soc1a1 ability, such as the
need for approval From others, affiliation with others dependence
and empathy, to Judge whether there are. any sex d1fferences that m1ght
affect 1nterpersona1 re]at1ons and women s job performance. They
found very few differences in th1s area between the sexes. Children
- of both sexes seek to be close to parents, but-are equa]]y ready to
Teave them to explore a nove1‘environment Gir1s do not spend more
t1me .than boys interacting with others as playmates. )

Up to now, some w1de]y held be11efs about psychological d1ffer—
ences have been shown by Maccoby and Jack11n to not be supported by
available research ev1dence An area where Maccoby and Jack11n did
find c]ear and cons1stent sex d1fferences was 1n the area of aagres-
sion. They note that boys are more aggress1ve, both phys1ca11y and

verba11y than girls from approx1mate]y the age of two years.
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It is w1de1y be]1eved that the two sexes may be equ1va]ent 1n
the1r under1y1ng potent1a1 for aggressive behav?or, but that §1r1s
inhibit the outward’ displays ofnaggress1on because they "are more

1likely to be punished for it. This coincides w1th the view that
d1fferent1a1 socialization on the part of teachers and parents affects
girls' percept1on of the behav1ors that dre appropr1ate for them to 5
d1sp1av accord1nq to their sex-role or1entat1on and may inhibit

the1r agoress1ve potent1a] Maccoby -and Jack11n note however that

if this were so, g1r1s wou]d exh1b1t aggress1veness ih ways and
s1tuat1ons where there would be no repercuss1ons for 1it. Hence,

they d1sagree wwth the be11ef that g1r1s aggress1on is more

1nh1b1ted by punishment. a | n

S1nce aggress1on-1s c]dse]y linked to dominance in many

peop]e s minds and by some writers is seen as an essent1a1 character-
1st1c to the 1eadersh1p funct1on of management, does this mean that
‘women will be less effect1ve managers. because they w111 tend to be
dominated by male co]1eagues and subordinates’ aggressiveness?
Maccoby and Jacklin disagree.u They state that as individqals grow
older, phystca]\aggressjon plays a smaller and.smaller role in
determining who w111 have ]eadership.- In adh]thood, there appears
to he little or no relationship between dominanee and agaression, |
since the linkage weakens with 1ncreased matur1ty and there is no
’1ntr1ns1c reason why the more aggressive sex shou]d be the dom1nant
one in adult relationships. |

In genera] then, the d1fferences between the sexes irn

1nte11ectua1, cognitive and persona11ty character1st1cs are fewer

-
<
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and less dramatic than most people believe. However, as pointed out .
by Travis and Offir (1977)uwe should péhhaps‘be cautious about that -

fact. ¥

Even if all the evidence were in and al] the stereotypes about
men and women turned out to be false, it would not mean that =~
‘being male is no different than being female. Psychological
research tends of necessity to focus on the more obvious and
measurable - aspects of behavior and .personality. But a person's
subjective experience is hard to capture on a paper-and-penci]l
test, and the subtleties of behavior and thought may go
‘unnoticed by an observer in a laboratory. Girls and women-

- probably see the world differently from. boys and men. They
make different plans and have different experiences. Most
important they think of themselves as different—which sets
the stage for a self fulfilling prophecy, because when people
think they are different, then in some sense they really are.
(Travis & Offir, 1977, p. 56) : .

Given that there are no substantial sex differences estab-

lished by, research in-the abi11tiés'that‘hre considered by some

writers to be essential for managers, one could then assume that

women are equally able to succeed infa:méhagement career on the
basis of their_ahj]fties (1ntei1ectuaf and cognitive).and their
persona]ity‘characteristic§f “But:as pointed out in Chapter One of
this thesis, very few women;cdmpared tb men,are'emp]oyed in such
positions., 'ATso, as noted .earlier in fhfs chaptér, tentatfve Career
choices are first based on interests and 1ateb on abT]itiés. The
combinatioh of an individual's inC]fna;ion and abilities toward é
particu1ar“careerfarea then impacts the éareer choice process during

both the tentative and realistic choice periods.

L]

Women's Inclination toward a
Managerial Career

5

It was noted earlier that, through the socialization process,

men and women learn what are appropriate behaviors, attitudes and even
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occupationa1'and'fami]y—socia1 pattefns for them according to their
label—male or female. The Brbve?man et al. study (1970);discussed
eaf]ién de]ineated fhége characteristics that are considered descrip-
tive' of masculinity and femininity in our society. These character-
istics represent stereo%ypica1 beliefs about the differing character-
A%étics of men and women. ‘Se1dom are masculine characteristics (which
are highly valued) attributed to women.

. The cultural norms and.vg]ues of our society that define the
stereotypes about masculinity and femininity also extend to define
' certain:jobs as either masculine or feminine, pursuits, affecting
;Vwomen's inclination toward tﬁem. Given the male-dominance of the
workplace, ftvis not .surprising that male characteristics have come
to be associated with thoseféttributes required of most professional
and dccupationa] roles. |

Characteristics such as competitiveness, aggressiveness,
Tndependénce and rationality are among those used to{describe the
idealized stereotype of masculinity in our society. These character-
istics are among those cited by some anhors as desirable managerial
characteristi;s. . |
The sex—typihg of the managerial role as masculir ey

account in part for women's lack of represenfation in suc.. positions.
If a woman who possesses the ébilities required of the managerial role
perceive:rménageria] careers as being socially sanctioned primarily
for men, the inclination fo develop an interest in this career area
May be Timited. Simi]ar1y, if their inclination to ch¢ose a’ manage-

ment career is limited by their perception of culturally imposed work
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anctions for men and women, their perception of‘the opportunities

for entry in this area will be limited.

2

Women's Opportunities for Entry to
.Management Careers

Status 1ncons1stency has been de11neated as a factor 1n the
structural components of organwzat1ons wh1ch can affect women S
opportunwty for entry to them (Epste1n, 1973; Lockheed & Patterson-
Hall, 1976; Ri,ehardson—Wa]um'3 1976). Riehardson—wa1um defines status
“inconsistency as the situation in which ". . . a person may ho]d
differeht statuses which'are Jinconsistent with the perspective of
the cu]ture“'(bQ 154). Richardson-Walum notes that "meeting Someone
of the 'wrong' sex (or %er fhat'matter of the wrong age, race, ethnic
background, c1ass) for an occupation causes dissonance"” (p. 154).

For example, students with a female professor of engineering would
-tend to be.distracfed by the fact thathshe is female. Therefore,
sex, which is irrelevant to tHe skills required for virtually any
occupat%eﬁﬁ becomes salient when jobs are sex-typed as male or
female and affects women's opportunity for entry and advancement to
them.

As noted earlier, the cultural norms and va]ue%sof our society
define certain jobs as either masculine or feminine pursuits. Hence,
women have difficulty beingAacceptedror advanced within occupations
that'are not in accord with the roles or characteristics prescfibe
for them by society. Although this is beginning to CTQL“e, theJ
statistics reveal that there are still not many women positions of

power or prestige in the work force. "Consequently, co-workers and

"
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others reduce their discomfort.in dealing with a woman in these
positions [in positions of poWér or prestige] by focusing of the
fact of her femaleness. In short, they make sex salient—when it

is objectively irrelevant" (Richardson-Walum, pp. 154-155).

Epstein (1973) points out that the major consequence of a
person's acquisition of a status which does not appear to fit with
the others held is that.irrelevant statuses will be focused upon. [

v

This differentiation in status presénts implications for women's

opportunity and power in the workplace. It serves tQ inhibit their
entry to and advancement within jobs that are sex-typed male and
which frequently are potentia]]y‘the most powerful and prestigious,
such as management positions.

_Nixon énd Gue (1575) have noted the general absence of women
in administrative positions within school systems. Nithin the ,
Edmonton public school system, they found that women were reluctant to

apply for administrative positions. "Women teachers hold few

expectations for advan;ément in their careers and many have withdrawn
from what they perceive as highjy competitive achievement Situations"
(p. 205).

By comparing female administrators' responses with matched
and random sample teacher responses, the teachers' major reasons for
not applying for this type of position were outlined. They perceived
opportunities for advancement as being restricted for women teachers
and did not see administrative tasks as interesting. Also, the

administrators stated that they would probably have not applied for
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administrative positions had they not received some kind of pro- \

fessional sponsorship. 7 | \\\
Hennipg and Jardim (]977) point'ouf that women may lack an

interest in administrative or managerfa] positieﬁs because they‘have

never experienced, Tearned, then internalized as men do, the skills

that app]y to such positions through playing sports. Boys, for

example, grow up with sports such as football, in which they Tearn

the value of teamwork, persisteﬁte and the ability to deal with

criticism objectively. They note that these skills are developed by

boys in an outdoor classroom from which girls are barred. After five

the'same opportunities as men. ConSequént]y, wormen may view manage-
ment tasks as dull or uninteresting.because they have never experienced
the use of such skills to their‘advantage in sports while growing up.

‘Kanter‘s (1972) analysis of the strucfure of organizations

reveals that women, more SO0 than men, have difficulty accessing

She notes the important role that sponsors can play in changing this
by increasing the signs of power and influence for women.  Consequently,
a powerful sponsor can help narrow the gap between men's and women's

progress upward in the organization.



Career Implementation Process: Management as @
Rea115t1c Career Choice Made by Women

Ginzberg et al. (1951) note that the process of career
implementation begins when 1nd}v1dua1s start to specia]ize their
educational choices in areas re1evant to a part1cu1ar occupat1ona1
area. A woman who chooses manaqement as a career goal area may begin
imp]ementimb that choice in high school with the decision to take
courses that are considered essential for university entrance. This
narro;mng of educatiohé] choices can be conceptualized in
Figure 3 as a comb1nat1on of vert1ca1 and radial movement within
the career 1mp1ementat10n stage If this same woman chooses to add
a French or Latin course to the ones which will allow her university
entrante, she will be mvang angu]ér]y, neither advancing nor
retreating from her career god] area. She méy still have some years
in the educational system to chenge her career choice and hence, her
educational specialization without losing much headway in the completion
:of the training necessary for a career. Nevertheless, as she advances
to higher levels, particu]ar]y after'tomp1etjqn of undergraduate
university training, she must make a firmer commitmenﬁ\to a particular
area or she will suffer losses in terms Q% 1nve§ted‘t1me and money.

Even if she possesses the abilities and inclination for a
management career and makes a firm commitment to comp1ete what she
perceives as the required educetion, a woman faces difficulties in
staying on such a career path. This js because it will probably
involve her in a conflict between éociety‘s image of her place

within it and her image of happiness.
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The Dual-Role Dilemma and Pre-University

While it is true thatwability does not necessar11y'br1ng a
person success 1n his/her career when that person is a male, he can
expect to do well and derive not only satisfaction from his work but
. support and approva] for it from family and peers When that person
is a fema]e however, she genera]]y cannot count on soc1ety for
encouragement in k1nd

As a member of society, a woman -can beiong to a number of
groups concurrently: fami]y,'friends, co]Teagues,_c]assmates,
mawried, single, employed, non-employed, etc. = Her concurrent member-
shg: in any of these groups can present'her with problems if her
needs and des1res are expressed in: behav1ours too d1vergent from the

group standards. Lew1n (1951) has said that:

. Such difference is permitted or encouraged in different cultures

to different degrees. If the individual should trv to d1verge
too much from the group standards he will find himself in
increasing difficulties. He will be ridiculed, treated severely,

and finally ousted from the group. ‘Most 1nd1v1duals, therefore,
stay pretty..close to the standard of the groups they be]ong to
or wish to belong to. (pp. 226-227)

Although Darley (1976) has shown that it is a frequent occur-
rence with both men and women to experience differentiated role
‘requ1rements from concurrent group membership, she notes that for
women the role requ1rements are more contradictory than aff111at1ve
She found that women-are faced with a dual- role dilemma: fear that '
success .in a career w111 ru]e out success with the opposite sex.

Further, this kind of d11emma may inhjbit occupational and professional

achievement. "Women who try to combine the traditional feminine role

-
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of wife and mother with a career are caught between two reference
groups which haVe*conf]icting values and standards%for self-appraisal
by .their members" (p. 95).
Glazer-Malbin and Younselson Waehrer (1973) noted that: -

A woman's full-time commitment to a job or a career ijs

considered a stumbling block in the fulfillment of her duties .

as a woman; if she,pursues a career she supposedly lessens

her Tikelihood of marrying, while if she does marry, . the

career woman presumably will neglect her husband and children.
(p. 131), |

4 -

As a woman deve]ops.hef 1ife goals, she must somehow resolve
the successive conflicts @hat arisg bétween—her personal 1ife and
her choice of a career. Her resolution of these confiicts may
exclude or 1limit her_competition for profeésiona] jobs .in héf choice
of and gommjtmentffb‘the necessary educational training. This proceés
may bréc]ude her entrance to post-secondary institutions ‘and results
in her entering the~1abour‘market after completion of high scﬁoo].
If she does enter univeréity, it may be because she perceives her
education, even at that 1evei, as primarily an “inSurahce policy"
against a lack of marriage prospects. The Report of fhe RoyaT

Commission on the Status of Women in Canada (1970) states that:

The stereotype of the idea] woman has its effect upon Canadian
women. It appears that many women have accepted as truths the
social constraints and the mental images that society has pre-
scribed, and have made these constraints and images part of

themse]veg as guides for Tiving. (p. 14)



University

Sho&]d a woman make a serious.commitment to educational
training for a management career and enter un1vers1ty for tn%t purpose,
she will tend to exper1ence growing role strain as parental, peer and
societal pressures continoe to affect her commitment. This role
strain, a conflict that {s an indication of the contradiction between
society's role demands and her personal aspirations, may cause her to
exit before completing her professional training for management and
discontinuing career plans altogether, or to sett]ino into a job
until mar}iage does become a reality. A]ternative1y; she may con-
tinue with university training but switch into a traditionally

female areas such as Education or Arts. If one considers Figure 1

i

as depicting a career in top management at the apex, the woman

who originally entefed university with a career goal of management
would be p1aced at some point w1th1n the career 1mp1ementat1on stage
Should that woman 1eave un1vers1ty before comp]et1on and marry

without enter1ng the Jjob market, she wou]d move rad1a11y away from

the axis, exiting. through some point at the periphery to enter another
cone with an apex of “Wife and Mother." However, should the woman who‘
enters university with a career choice of management ; change her |
career choice, but complete a un1ve}s1ty Drogram such as Eduoht1on or
Arts, she* w111 remain in the manaqement cone. . ‘Her movement will be
radial, towards the periphery but, since she still is potent1a11v

aole to ach1eve a management career even thgugh she has made another

career choice, she remains within the cone.

% Mehra (1974) found that, at the University of Alberta,
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- approximately 30% of women get married after entrance to‘dﬁiyer§ﬁty
and thét one-third of these women voluntarily drop out in good
standing. This suagests that marriage is an important factor in
women's voluntary withdrawal from university. Mehra contends that:
Whereas men cited financial difficulty, unsatisfactofy college
experience and loss of motivation as the three major reasons
for their dropping out, in the case of women, marriage ranked

first followed by loss of motivation and unsatisfactory
college experience. (p. 4)

In a-study by Chase (1968); marriage dr plans to marry were the
reasons .most often given by females for dropping out of university.
Nearly 46% of the women drop-outs surveyed by Faunce (!968) gave

reasons involving marriage, husband, or pregnancy for leaving

university. At the time of this follow-up study, near 4
.theéé women were housewives and over 11% were in a traditionally
female job such as secretary.

Hornér's (1968) "fear of success” measure (negative imagery
to achievément in women) and i£s usefulness as a predictor in the
achievement of women has been questioned by Condry and Dyer (1976).
They  found ﬁonf1icting'evjdence concerning its validity and suggested
‘that Horner's concept seemed not to represent a feqr of success but
rather avfear by women of the negative consequences that could occur
~as a result of thefr dev;éting from traditional sex-role expectations.
Male censorship, demonstrated by rejection, dis probably what is most
feared by women“ (p. 77).

Tom]inson-Keasey (1974) compared the level of’fear.of success
between a group of single younger women coeds and-a group of o]derl

married women coeds. She found that fear of success was highest in



the younger group. It was suggested that this was attributable to

the fact that career/marr1age conf11cts are at their peak at this

age. "Some of’ thé’thﬁﬁ&és and pressures that sﬁng]e women face during

BN ;"" P
co]1ege lend credence to th1s per1od as an extreme po1nt *or ah§a§!§ ’

<G

about success" (p. 236). The fact that ‘¢he older marrfed coeds had
y 0

already fulfilled the role of wife, and in some cases mother, made

them less fearful of male censorship in that they;had already attained

H

acceptance as women: they were married.
While on the surface this may appear to contradict Dar]ey S

findings about the existence of a dual- role d11emma in women, in

fact, the findings are mutually supportive. It js‘in part the desirel

. to belong that creates role conflicts and thedmarried coeds have

“already established their belonging. It would he reasonable to assume

that their membership in the married group allows career pursuit.

Given Darley's study it wou]d also be reasonab]e tg assume that

should the group norms not condone a woman's pursuit of career, con-

flict” wou]d again arise. The fact that the unmarried coeds exhibit

a higher‘fear of success/only highTights the point that they have

not yet established membership in either the married or the career

group.
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— _ . The Organ1zat1ona1 Career for Women
o o in Management

Opportunity, Inc]ination and Power

A- woman who aspires to be a manager may find it d1ff1cu1t to
pass through the f1rstnb0undary organ1zat$§ns offer'them——é;try
directly to management ranks. The right paper qualifications for
entry, combined with individua] ability, are often not enough' for

women because these credentials only meet some of the f11ter1nq

criteria of the h1erarch1ca1 boundaries to management entry. While

they may "pass" on merit and educational 1eve1s within this boundary - -

type, women may be seen as not possesS1hg the proper personal charac-
-ter1st1cs or attitudes necessary to "fit" in with other managers who
are most likely to be males. 4Sim11ar1y, inclusion boundaries,

wh{ch are ”guardéd“ by the group to be éntered, are based‘primari1y
On norms shared by the majority of the aroup which, again, is
probably male. Since these group norms, as po1nted out by Kellen-
(1972) and Kanter (1977) are largely reflections of the male culture,
females who do not share the homogeneitylof male backgrounds and
culture will find them very difficult to overcome. |

‘ If the female aspirant to management accepts a ]ower paying

clerical or secretarial position within the organization, hoping to
eventually advance from that position to managemenf entry, she is
unlikely to "make jt" through the next boundary separat1ng her lower
status position from the f1rst level supervisory positions leading

to management. This can be attributed largely to the fact that the
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h1erarch1ca1 boundar1es separating the two 1eve1s are highly 1mperme-r_
able in most organ1zat1ons Since they usua]]y conta1n no forma]

routes through and out of them Kanter (1977) notes that th1s lack

of opportun1ty for advancement and promotion from these positions
présents further 1mp11cat1ons for the woman holding them. ﬁhe differ-
entiated hieranchica]~form'of the large orqanization;Kanter'studied
created & structure of opportun1ty wh1ch, in turn, def1ned the ways

people. perceived themselves and their Jobs" (p. 132). Thus, h1erarchy,

\\_\\

an organ1zat1ona1 characteristit, affects the individuai‘s self-
evaluation and'ts reflected in organizational members' work behaviors.
Low opportun1ty d1rect1y affects one's ach]evement ambitions,
.for the less the opbportunity, the Jess people appear to desire
advancement. Since women formdihe‘majority'of those in Tow oppor-

Bl

tunity positions, they are affected in the greatest numbers §§ this

differentiation in hierarchy and de-escalate their goals 1in accordancerf

with perceived Opportunity. As the work they do 1oses 1ts 1mportance
and meaning for them, their interest 1n what Herzberg ( (1968) called
h-giene factors," such as salary, physical environment, and friends,
increa .
Karter points out that this becomes part of a vicious circle

"With emplo: ers not1ng women's low work commitment and motivation and
~discountir them from consideration for  promotions. Hence, not only
is their rogress upward blocked by the hierarchical structure, but
the woi  in this pos1t1on eventua]]y come to think .that what they

have -, good enough for them and do not aspire to advancement

50
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Women as First Line Supervisors

: L e
Power, as defined by Kanter (1977), is the "

.. abi]ity to
get things done, to mobilize resources, to get and use whatever it

is that a person needs for the goa]s he or she is attempt1nq to meet“
{p. 166).

She descr1bes,the powerfu] as those 1nd1v1dua1s who are

well placed in h1erarch1es or prestige and status and appear powerfu]
Because they are seen as hav1ng access to the inner circles of
decision-making,

they are able to influence peo?]e around them to want
to do things for them. 4

Schein's model of the structure of organ]zat1ons (Figure 4)

would place the powerful people that Kanter describes at some

vert1ca1 po1nt 1nward from. the per1phery of the cone, 1nd1cat1ng that -
these peop]e moved 1nward, as well as upward

, in the organization and
are close to the core of dec1s1on mak1ng and power

Similarly,
Kanter's description of first line supervisors as people in highly

routinized and technically oriented positions

would place them in a
fairly low vertical position on the periphery of Schein's model in
relatively powerless positions

Given the relative powerlessness of theik pos1t1ons in the

organ1zat1on how do women superv1sors make themse]ves more visible,

e

in a pos1t1ve way, to those 1n,pos1t1ons ab]e to advance them through
the set of boundaries to manager1a1 ranks7

The woman superv1sor
finds herself 1n a part1cu1ar1y d1ff1cu1t pos1t1on for promot1on

A]&hough the set of boundaries that stood between her advancement from
E3

S

cterical to a supervisory function are the same set that now stand



between her advancement from superv1sor to management the f11ter1ng :
characteristics of the h1erarch1ca1 and inclusion boundaries have
shifted toward an emphasis on informal bases. While it is true that
now she has the'necessaru experience to meet. the functional boundary
critehion of‘some departments in the organization and can access S
hierarchica1.routes thhough and out of her position, the emphasis is
now on certain ‘other hierarchical and inclusion boundaries She is ._

now expected to d1sp1ay more human re]at1ons skw]]s and a broader

knowledge of the organization in order to cope with the 1nterdepart— e

menta1 co- ord1nat1ng function of m1dd1e manadement positions. However,
as a woman, she has brought to-her present superv1sory position, a.
her1tage of be11efs and assumpt1ons through” the soc1a11zat1on process
that are d1fferent thanuthose of her male counterparts and often

\ -
f111ed with ambiguities.” ...

Henning and Jardﬁm_(1977) point out that these ambiguitiesif:

are reflected in the questions that women strugg]e with: Will I work,

‘.

or Won't I? If Qmﬁo %hen for how long will I work? Will work inter-

fere with marr1aqe and ‘motherhood?

Men, they po1nt out grow up: know1ng that they will have to
work for the rest of their 11ves because it is expected of them and
they prepare for it. The1r work ambitions, eveh 1f m1n1ma1, are

socially sanct1oned and 1eg1t1mate They have to prove by the1r work

performance that they do not belong, whereas women often have to prove

by their work performance that they do belong. "In effect, they [women]

have to prove success, and on a continuing basis. They have to prove,

giyenuprior and often articulated assumptions that they will, that

"~ 52
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their careers will not be dual, discoétinuous and, conséquent]y, marked
by a.lack of commitment——a burden of proof tblwhich a man‘is never
asked to submit" (Henning & Qardim, p. 18). Tnis differentiation in
preséures women e;perience will often cause them to overinvest time’
and energy to master the techpicaiities of the jbb because over-
investment will give«tﬁem 1egit1mdcy and, thus, security in their owﬁ
eyes and the eyeé of others;‘ | |

Thelsdcfa1 se]vqs they create to fit their work situation are
used unconsciously to éffect a close supervisory style that does not
breed initiative insubordinates nor lend itself to delegating respon-.
sibility. As Henning and Jardim point out, "it is a style éeavi]y
dependent on self for performance and on formal structuré and‘ru1es
to define both job and performance" (pl 39). While this style serves
(them wé]] in terms of éarning them fecbgnition as the fabled out-
sténding supervisor and exceeds the standards of behavion required by
fﬁe orgaﬁization to succeed‘in the<.present position, it leaves no’
robm for the development of desirable or relevant characteristics for
a higher positfon.

.Tactica11y, this is a style constructed of social selves
that will serve to block women from Sonsideration for promotion to‘a
position in middle management that reqﬁires entirely different tactics.
Also, because it may have a basis in the stable sBcia] selfy it will
be very difficult psychologically to relinquish it 6r adapt it to :

allow for a change 1in attitudes, competencies and images of self’

required for the transition to middle management.
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In Henﬁing and Jardim's study {1977) of twenty-five .top women
managers in American business,and 1ndgstry, two points were identified
fn these women's careers when the cultural and socjalybiases‘they
faced on the job were crucial to their se]féconcept and self-ideal.
Self-concept referred to the 1mage‘the person held of herself at any -
one time, while self-ideal referred to what she reaj]y hoped to
become (Henning & Jardim, p. 695. The two pbints in the careers of
these twénty—five women which they identified as crucial were (1) the
point of choice and entry to a position, and~(2) the point at which

the individual woman reachedﬁher highest career level.

Transition to Middle Management

Kanter points out that peop1é in large organizations need
each other for the completion 6f complex task;. Théy become dependent
on co-operative effort to get their work done. In the context of this
organizationally fdstered'dependency, She notesnthat peob]e seem
willing to work hard to reduce it. One way of doing this is to align
oneself with thé powerfu]——peop]g who can make more independen&é by
creating more certainty in the individual's 1ife. |

However;‘the relative powerlessness of the positions that
first line supervisors hold give them little chance to gain visibility
and power due to their inability to control feievant sources of
information and to solve dependency problems. Their functions do not
lend themse]ves to the demonstration of the éxtradfdinary, nor do they
allow for high visibility gained by the solution of problems the

organization finds troublesome. How can they offer such solutions

/
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: wﬁen they do not have_éccess to "inside information" and their
areas of control are virtué]]y invisible, usually well within a
particular organizational unit? “

Kanter notes that powerlessness in an organizatfona1 setting -
where power is needed to help one survive, fosters certéin behavioral
sty]es in the powerless. First line supervisors ofteh develop re—‘
strictive management styles because of this situation. If people‘.are,
or feel they are, powehféss in terms of their position within the
hierarchy or in term; of their inclusion with1n the informal power .
structure, they will tend to exeYciSelheavier control over their area
of responsibility in order to increase théir feelings of se]T—esfeem
and well-being. "Giving orders has profound effects on both thé
order—giver and the ordér—taker.‘ The behavior, deportment, and

" litany of the order-giver reflects his or her position of power and

prestige” (Richardson-Walum, 1977, p. 155).

Women in Middle and Upper Management

The person who passes through the boundaries separating
first line supervision from managerial ranks has moved up and'inwgﬁd
toward the core of Schein's organizational model. This person is;“
now in a position whibh‘carries with it a certain amount of 1egiﬂimate
power, that is, one in which the 6rganization has vested a certain
amount of authority which is accepted by others as appropriate (Kanter, -
1977). However, as the statistics gquoted earlier in Chapter 1
indicate, if that person is a woman, she is also likely to be in a
miﬁority position because of her sex. Th{é wili Have‘imp1ications

for her pattern of interaction with the organization. Kanter notes



that the scarcity of women in such positions creates a situation tn
which women become tokens or symbols for all women. She exp]a1ns

that this occurs 1n ~groups where there is a large’ preponderance of

. one kind of person, for example, males, who then become "dominants"

and, in effect; control the group. The few of the other typs become
"tokens," like the minority of women who are in management groups,
Kanter calls groups with this imbalance of numbers, skewed groups and
points out that its token members must deal with pressures and stresses
that oominants do not experience.

The inclusion boundaries that are guarded by the group a
token woman enters may be h1gh1y impermeable because ‘they are likely
based on a background of culture and homogeneity_that~1s largely male.

The group members may exaggerate the differences in male and female

- behaviors by indulging in more behaviors that are considered "masculine,"

such as;‘backslapping, recounting off-color jokes, and evaluating
women as prospective romantic partners. In effect, this exaggeration
of differences is a means of shOWﬁng the ﬁeu woman member that she
does not belong in the group. ’Kanter'c1assifie§ this ae one of the
tactics of boundary heightening. She notes that boundary heightening
tends to occur when an obvious outsider appears and is seen as
threatening a group's collectivity. Hence, the group wiJ1'attempt to
keep a female member on the periphery of decision- -making in that group
which, in turn, reduces her power. l l

Another boundary heightening tactic Kanter describes is that

of accepting a token woman in the group. by "casting', her in a stero-

typic role. It could be hypothe%ized that this occurs because many -

A
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‘male managers have not had fo construct a pattern of behavior to deal

opportunities for advancement that are shared by males who are

2

with women as equals in work situations. As & resuit, they tend to
Jfa]] back" on nsing fotme qf interactions that are based on social
Situations with which they are familiar. Hence, women are mothers,
sisters, wives (and other romantic pantners), or work subordinates.

It then beecomes very d1ff1cu]t for women managers to. be accepted on
the basis of the1r talents or merits as managers, when they.are judged

on ‘the bas1s of these stereotypes Further, th1s type of 1nter—

: N X
action exc]udes them from many of the personal growth exper1ences and”’/ﬁ

)

!/

accepted as members of equal status by their co11eagues

to have anyth1ng to offer the peers with whom they miaght attempt to
form alliances for mutua] support and help in 1ncreas1ng their Share 0
of the organization" S resources. Powerfyl sponsors who are generally
male, often will not consider them as proteges: because they do not
share the homogeneuty of male bacquounds and culture, and, conse-
quently, are not perceived as trustworthy enough to be drawn closer

to the inner circle of deci. 1on—mak1ng:, Subordinates may perceive
them to be capable, at most, of no more than individual advancement
Thus, any 1everage they might have with subordinates in offering them
opportun1t1es for advancement (reward power) is a]so reduced.  Con- |
sequently, the women who do move up the organ1zat1ona] h1erarchy w111
have d1ff1cu1t1es moving inward toward the centre, of decision- -making
and power.

If women do find acceptance within thé group guarding the



inclusion boundaries, it often may be on the condition that they con-
fofm to the éte%ebtypes the group imposes on them. Conversely, if-
they resist responding tp‘sterebtypic norms of behavior, they may be
1abe1ied as cold, unfeminine women and isolated from the informatl
dihénsion of peer intefactjoﬁs whére much valuable information about
the organization is f;équently”gxchangéd. It is during those times
that problems and issues are posed along witﬁ many .solutions;
attitudes”afe exbressed;'qnd a large body of professional etiquette

is Tearned.

-Summary of Chapter I1°

Individual careers are described as having three ‘stages:

(1) the career choice'pfoCess,'(2)'the'career implementation process,

and (3) the organizational career. Three areas are identified as

being of particular importance to peop1e‘;mcéreer choices, career
-implementation and organizational careers. How these areas,

(1) abilityy (2) inclination, and (3) opportunity are affected by
the.socia1ization process and, ih.iurn, affeﬁt the thrée stages of a

i

areer for women in management are examined.

58

It s shown that women, more so than men, have great difficulty. .

in making a decisions as to whether they want a particular career,
especially if it .is a traditionally male one such as management.
Once they decide to retain a career choice 6f management, theyl
continue fo have difficulties entering and advaﬁciﬁg within that
choice. ‘

.

As soon as they enter a field such as management which, is
' /



seen as requ{ring some competﬁtive action‘and aggressiveness, they
aré viéwed with suspicion and discomfort.. If they sit back and try
to.comply with sfeheotypic norms of 5ehavior,‘they are seen as
inadeddate and powerless. Thase that=fry to find their own .
cbmpromisQS'éomewhere in the midd]é,find.it very difficult because;
all the whiie, they,may feel on trial, not ac ind}viduals, but as

representatives of women in general.



Chapter III
PROCEDURES -

The purpose of this chapter is to describe: (1) the develop-
ment of the questionnaire, (2);the popuiation, (3) the collection of

data, (4) ‘the returns, and (5) the statistical procedures.

The Development of the‘QueStiOnnaire

The QUestionnaire (see Appendix C) was adapted frmeOne
designed'Ey:Crawford.%1977). Permission to adapt Crawford's
instrUment for thﬁs stﬁéy'was obtained by telephone from Mr. Forkner
‘of the Forkner Publishing Corporation, Ridgewood, New Jersey. The
que tjonnaire,jaé adapted from Cfanord's instrument, consisted of
four main parts: (1)=Genera1_8ackgr§und, {2) Job Situations
Peéﬁ]iar to Women, (3) felf-Perceptions, ané (4) Perceptions of the“
Organization. | |

Sections (1), (2) and (3) of'the questionnaire remain
virtually unchanged from Cranord”s original questionnaire, with the
'exceptipn of word substitutions, fhe'deletion of an itemrand the:
addition of an iteh. Section (2) of Crawford's original instrument
entitled JJob Activities" was omitted as it was not related to the
Apurposes of this study. The_new items, word substitﬁtions and item
deletions were uti1izéd to‘make the 1nstfument more applicable to
post-secondary educational institutions. These were necessary

because Crawford's instrument contained wording more suitable for the
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population she sUrveyed;—wohen ménagers in private business corpora-
‘tions. | '

Crawford generated the items for categories (1), (2).and
(3) ébove, through.a neview_of‘the literature, dischssions with
women in management and with persons in the educational field.
From these sources, she identified the.mosf relevant points for her
study and incorporated them in her questionna{ré, The 1tems for
. category (4) aEpve, were degigned by the researcher and genérated T
for this‘étudy through a review of the literature and dfscussions
with women adminTstfators and:researchers in the educational field.
The purposes of Crawford's sfudy were sufficiently re]ated to'fhe
purposes of this study to utilize parts of her questiohnaife.

Crawford used’the General Background items to Bbtaﬁn a
general prof{1e of the women in middle management posifions in
Mihneapo]is and St. éau] industries. Jn.thjs study, Crawford's
"General Backgroynd“ items were used;to obtain a general profile
of the women admih&stratoré_in SiX A]befta community colleges. The
"Job Situations Peculiar tp Women".item category was deéigned by
Crawford “to shed 1ight on étereotypes and possjible problems still
present in this area of the country ISt.vPau] and Minneapolis]" ¢
(Crawford, 1977, p. 36) énd was used in this study to provide
information.on How woﬁeh administrafors view their jobs.

The "Self-Perceptions" item category was designed bj’Crawford
to brovide 1nfbrmation on how the Fespondents_fe]t abodt themselves ’

as women and as managers, and was used in this study to provide

information on how the'respondents felt about themselves as women



and as educational administrators.

The "Perceptions of the Organization" item category,
déve]oped_for this study, was used to provide information on how
women adn:;istrators perceive their organizations. Crawford's "
"Job Activities" item category was ohitted as it was designed to

generate curr1cu1um to be included in a management proqram for women.

Hence, it was not relevant to this study

Pilot Study

- Pr1or to beginning this study, a group of ]1 women teachers
and adm1n1strators from the Department of Educat1ona1 Adm1n1strat10n
Master's program and'teach1ng staff, University of A]berta, and from
“the Personnel Department;'Government of Alberta, were asked to
participate in a pilot study.

The pilot study revealed: (1) the need to add and delete
items in categories (1), (2) and (3), (2) the need to increase

overa]] spacing of 1tem response categor1es »(3) the need to clarify

the word1ng of some of the 1tems in category (1), (2) and (4), and

(4) the need.to number response categories- for purposes of tabulation.

The original questionnaire and pilot study instructions for partici-

pants have been placed in Appendix A.

s

The Population

The specific purposes of this study were to provide the

answers, to the following questions:

1. What is the general profile of women administrators in
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Grant MacEwan Community C011ege; Medicine Hat College, Mount Royal
College, Lethbridge Community Co]]ege, Red beer College and Grande
Prairie Regional Co]]ege?

2. Do women administrators perceive any.factors within
their respective organizatibns whigh enhance or'inhibif the
‘empioyment and career advancement of women administrators?

3. If these women administrators did perceive ephancing or
inhibiting factors as described in (2), what are these factd?s?

4. How are women administrators"careers_@ffected'by their
perceptions of these factors? ‘

5. How do women administrators perceivelthem5e1ves: (a) on
the job,.(b) in general, (c) as wives, and (4) as mothers?’

6. Are women administrators themselves obstacles to their
progression in community colleges/

The community co]]egés.were included in this study on the
basis of having the following characteristics in common:

1. . Each js a.post—secoﬁdary, ndﬁ—university educational
institytion, 1dentffied\by'Heron (1972) as a comﬁunfty college in
Alberta. |

2. As'of 1978, each college had been accepting students for
at least five yea;s. |

| 3. As of 1978, each college had a Board df Governors or
1 TrusteeS appointed from its‘sufrounding community for at-1eas; one
year.

3. Each college is a pub]ié]y supported cohmunity college.

As the only post¥secondary, non-university educational

¢



institutions operating in Alberta possessing the above chanéctefistiés
the six community colleges included in this study were considered to
be unique. | |
The-gubjects in-this study were the total number of women
classified by these;six’organiéatfdns as'administrators as they
~were considered fo fofm a total hopu]atidn of a particular type.

} . S/
On November 4th, 1978, a letter (seeprpendix B) was sent

~

to the President of each of the six colieges explaining the purpose
of the study. The names of the women in:their colleges who-wefetv
~classified as administrafors and to whom a qﬁestionna1re could be

mailed were reduested from each PreSident.i,

L4

~

The- Collection of Data N,

‘Since the lists of female administrators_réceived from each
co]Tege'on1y totalled a small number of women (45), it was felt that

~a high percentage of returns would £ cfitica], ~In order to help

b L
increase the chance of a higher percentage of returns, the researcher

felt that it would be beneficial to meet w{th the.woméh who agreed to
participate in the study andlpiCkfup their questionnaires iﬁdivﬁdua11y.
~ Consequently,-upon receipt of the names of tHe womeh adminis-
tratd}s.from each ﬁo]]egé, a letter was sent on November 20th, 1978
tq Qach woman administrator, expﬂain{ng the purposes’of the study and
the Tmportance of each woman's participation (see Appendix B).
Enc]oéed with each letter was a form (see Appendix B) which the

participants could complete, indicating whether they wished to

participate in the study. One woman declined to participate and one
P :

64



woman, on 1eave_of absence; was not ava1'1ab1e.~

On November 30th, a second_]etter-was sent -to each .of the 43
women who indicated they would participate, thank?ng them for their
1nterest in the study and asking them to comp]ete the attached
questionnaire (see Append1x B). As in the first. 1etter they were

a]so rem1nded that the researcher would be contact1ng them by phone

to arrange a mutually conven1ent t1me in which to meet them and pfck"

-up their questionnaire. Durfnq the second week of December 1978
the researcher arranged appointments w1th the participants for
January 1979. Those who were not aya11ab1e for a short meeting
genera11yfarranged'w1th the researcher‘to 1eave their completed

quest1onna1res in a sealed envelope at some des1gnated peint where

2

they could be collected.
Specia] arrangements were made with the participants at two
Hof the colleges to either mail their qUesticnnaires direct1y_to
the researcher or to have them pjcked‘up and delivered to the
. researcher by ‘a visiting University of A]berta Educational Adminis-

¥
tration instructor.

- ’ | ¢ The Returns

By February 1, 1979, all 43 of the quest10nna1res had been
returned. Subsequent ana]ys1s of the returns determ1ned that two
of the respondents were. 1ne11g1b]e as part1c1pants based on. the
cr1ter1a for an adm1n1strator as set out in Chapter I of th1s studya
i.e., one woman was' an . adm1n1strator within a facu]ty association

.but not within the institutiony the ‘other was in fact solely a

N

R
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fatU]ty member. Thts.1eft 417 participanté jn the.stddy.
’ On the basis of return rate of questionnaires (i.e., 43 out
of 43);, the return rate was 100 percent However, given that‘the
-actual popu]at1on includes the woman who declined and the woman who
was unavailable, it is probabTy more accurate to record the return

I

rate as 41 out of-43 (or 95.3 percent).

’ "FhefStatisticaﬂ Procedures

Frequency distributione'with oercentages.and Pearson correla-
\tions/were used: (1)>to obtain_a general profile of the women in
this §tudy,_(2) to determine whether they perceived any factors
within their respective organizations which inhibited or helped the
emp1oyment and advancement of women administrators, (3) to deter@f‘e
what these factors are (if any) (4) to determine their percept1ons
about how their careers were most affected by these factors, (5) to
determ1ne how they perceive themse]ves (a) in general, (b) on the
JOb (c) as wives, and (d) as mothers, and (6) to determine whether
they are themse]ves 1eg1t1mate obstac]es to their career progression

in colleges.

Summarx |

The questionnaire items for categories (1), (2) and (3)
were adapted from a questionnaire designed by Crawford (1977).

The questionnaire 1tems for category (4) were created by the

earcher through a review of the literature and discussions with

WO admi

jstrators and researchers in the educational field.  The
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four questionnaire categories were entitled as follows: (1) General

. : : : v
Background, (2) Job Situations Peculiar to Women, (3) Self-Perceptions

and (4) ﬁerceptions of the Organization. The questionnaire was
seven pages in length.
The population consistéd of 41 of the Wbmen classified as

. éducationa1'administrators by tﬁe six following Alberta commun}ty
colleges: ‘(1) Grénde Prairie Regional Co11egé, (2) Grant MatEwan
agommunitled11ege, (3) Mediéine Hqt Co]]ege;‘(d) Mount Royal College,
(5) Lethbridge Community College, and (6) Red Deér éoTﬁege. The
cémmunity colleges wgrelincluded in this study on the bas%s of having

Ry

the following characteristics in. common:"
: s

1. Each is a post-secondary, non-university educational @

institution, identified by Heron (1972) as.a community college in

/

A]be:ta.

_

2. As of 1978, éach college haa been accepting students
for at least five years. -, ‘

3. As'dfmT978, each to]]ege had - a Boa;afof Géverﬁors or ’
Trustees appointed from its surroundbng communit;h%or at least one
year, | | P

4. Each co]]gge/fg a publicly supported -community ;ol]ege.

As the;paTy/bost—seéondary, non-ghiversity’educétiona]
_institutionéﬂoperating jn A]berta“pbssessing the above character-
jsfics at the time this’study'was conducted; the six community
co]]ege; inc]uded/in~this study vere considered to-be unique. ' -

;'The participants in th%s.stgdy were the total number of women"

classified by these six organizations as administrators as they were:

|



;
consid-re: to form a tatallpopu]atien of a pecuTiar type. Of the
total population of 45 women, 1 women dec]fned to participate, 1 womdn,
on leave of absence, was not available and 2.women were disqualified
as participants by,the researcher. Forty one.participants received

and completed the questionnaire. Forty one questionnaires were
returned for a return rate of 100 percent. \

The statistical procedures.used to analyze the above data

were frequency distributions with percentages and Pearson correlat1ons

o o

/
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Chapter Iv
ANALYSIS OF FINDINGS

Th1s chapter presents the.frequency distributions and
corre]at1ons used: {1) to obtain a general profile of the women
in this study, (2) to determine whether women administrators per—
ceive any factors w1th1n their respective organ1zat1ons which enhance
or inhibit the employment -and advancement of women adm1n1strators
. (3) to determine what (if any) these factors are, (4) to determine

how women adm1n1strators perceive their careers to be affected by

these factors, and (5) to determine whether women administrators, are

themse1ves legitimate obstacles to their career progress1on in colleges.
The number of women responding as reported in each of the

tab]es of thws chapter is 41 (N = 41) unless Otherwise stated.

A General Profile
\R_

The population chosen for this study was women in education
adm1n1strat1on pos1t1ons in six A]berta Community Co]]eges The -

fo]1ow1nq parag: apns w111 present resu]ts of the frequency distribu-

tions on the fo]low1ng aspects of their 11ves (1) personal and job
information, (2) family background, (3) marita]ibackgrdund,

) husband's status, (5) children, and (6) household and child care help.

l'end‘Job Information

e age of respondents ‘is presented in Table 1 The 1argest

number of re ’ondents 12 (or 30. Q;percent) are in the 26 to 31 years

\\\\.J o i ‘ o



of age category, with the next largest number, 9 (or 22.5:percent)

in the 44 to 49 years of age category.

 Table 1

Respondents' Ages

Frequency (N = 40)

A

Response Category (Years) Absolute | Relative (%)
20225 o | 1 | 2.5
26-31 12 30.0
32-37 . : 8 - 20.0
38-43 y |  7 8 i 20.0
44-49 - 9 | 22.5
50-55 ] | 2.5
56-61 - 1 S o

The educational backaround of the women in this study, shown
in Table 2> indicates that at 1ea$t»70 percent have a Bacheior‘ss?'
degree, 41 percent have Master's. degrees and 7 percent have Doctorates.
A breakdown of the degree areas at the undergraduate and qraduate
.1eveis is shown in Tabie 3. ervthe 36 undergraduate degrees held by
the 29 women at the Batheior's level, no one major specialization is
dominant. Only in two reas does the percentage of all Bachelor's
degrees granted rise above 10 percent Education, 13.9 percent and

Nursing, 11.1 percent. This finding may not be surprising if the

‘assumption is made that in educational institutions most administrative



~Table 2

Educational Attainment of Respondents*

Frequéncy
Régponse Category , . Absolute Relative (%)
Less than high school _ 2 _ 4.9
High schbb] graduate 32 78.0Q
' Bus%neSs school o : 5 12.2
Some college _n . ;ﬁgggﬁf}ﬂ’ ’ . '9.8
_ : , A
Some university . ) 6 - 146
College graduate . 3 7.3
UniVersity gréduate 29 70.7 &
Master's degree ' | 17 41.5‘-
Doctorate | ' ) 3 “ 7.3

Note. The percentages do not equal 100 percent because a woman may be
included more than once .in the above figures, i.e., she may be
a business school graduate and hold a Master's degree and a
Doctorate; she may have graduated from vocational school and a
college or university also. ' :

*For more detailed information on the respondents’ specializations in
‘business school und. vocational school see Appendix D.



Table 3

Bachelor's, Master's and Dbctorate Degree Majors
- of. Respondents :

” Degree Type Ffeguency
Frequency -of | Frequency of Freduency of-
Bache or Master's Doctorate
Relative |, - Relative|  Relative
' : (%) (%) (%)
Majqr : No. (N =36)|No. (N=17)|Now (N = 3)
Sociology 3 2 5.6
Library Science 2. 5.6 1 5.9
Education 5 13.9 6  35.3 2 66.7
Early Childhood Educ. 2 5.6 ’
Nursing Education 2 5.6 1 5.9
Psychology 3 8.3
Poljtical Science - - 17 5.9
English ' 3 .3 (
Social Work 3 1. 2.8 , 3
Curriculum Instruction | o 5.9 1 33.3
Public Health 2 5.6
Law : ‘ 1 2.8 1 . 5.9
Food Nutrition 1 2.8
Commerce/Marketing ]‘ 2.8
810199y , 1 2.8 l
Student Personnel _ ) L 5.9
Nursing o 4 - 111 2 11.8
Nursing Administration 2 1.
Education Administration - A 1 5.9
AnthropoTogy 1 2.8 | il
Interior Design 1 2.8
Drama/Dance 1 2.8
Unspecified Major 3 8.3

Note. The number of Bachelor degrees in the above table does not
‘correspond with the number of respondents in Table 2 who are
university graduates because 7 respondents held more than one
Bachelor's degree. o :
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' positions are heldAbyfpepple pq?moted from the instrgctiona]'rans.
The data presented in Table 4 support this assumption. 0f the 21
Arespohdents who were promoted to théir.present positions, the 1abgest
numbér, 13 (or 61.9 perceht) cite academic related positions as the
type of position they last he]d befpre being promoted. Academfc .
related positions were'défined as part-time or fuT]—time instructor

positions. .. - B ' > /

B ‘ « e

9.

Table 4-

- Entry Positions of Promote Respondents to Present Jobs

Frequency (N = 21)

Response Category . , ~ Absolute | Relative (%)
0ffice Related o o 2 9.5
Academic Related | 13 619
Service Related . - - 2 ' 9.5
Administration Related R - 19.0

a , ) ‘ . ) N

Categories -for thé;remaining'positions cited in TabTew4:were: |
defined as follows: office related, i.e;,‘secfetar;, typisf, ;ierk,-
etc.; sergice_related, i.e., 11b?arian, 1ibfafy fechnician,'étg.; ;
admfnistﬁ%tién‘re]ated, i.e., amenistrative;ass?stant, manager,

~coordinator, chairperson and dean.

On]y f1ve women (or 12.2 percent). took spggial training to
receive the1r promot1ons Two of these‘women indicatéd tha this |

tra1n1ng 1nvo1ved comp]et1ng un1vers1ty degrees w1thxone of them '

' comp]et1ng a Ph. D program and the othen comp]et1ng a Bache]or of t

f__'



-Science degree. . The three remaining women completed an assortment of
'courses at the community college level as well as individual credit
and non-credit ceurses in psychology and management at the university
level. | |

ps indicated fn'Tab]e.S, the largest number of respondents,.
28 (or~68.3 percent) began their educational administrative plans

while working.' The next largest number of respondents, 6 (or 14.6

* percent) ihdicated that they had never really planned to .be educational

adminﬁstratofs ~Their present positions were obtained e1ther because -
. 1t was offered to*them w1thout ‘their spec1f1ca11y app1y1ng for it or
because it became ava11ab1e while they were already in the employ of
their college and they app11ed
In Henn1ng»and Jardim’ E (1977)_study of successful WOmen execu-

'tives,lit was found.in interview after interview with these wemen that
.typical]y, the dectsjon to puhSUe‘a career:had been made relatively
late in thejr working lives. At the agé of 30 to 33, these women
suddeh]y realized thatlthey Were‘qoing to have to work foh'the rest
of-their Tives. In some cases, 1t was a sudden rea11zat1on on the1r
part that th‘gpenjoyed their work and that 1t had much more meaniny

“than something done" JuSt to* pass the,t1me 0Henn1ng and Jard1m, 1977,
fh. 6). L I |

A lHenning,and Jardim point out that typjca11y/?mnmn do not plan
" a careerf-un]ike men who use the critical yeats in their twenties to
-build- the fouhdatiphs of their careers. Thecfindings of this study
presented in f:h1e 5 wogTd tend to supp@ht the betief_that women do
.'hot plan careers—¥they tend to just Tet them happen.

¢ ) 1

t

74



75

“
Table 5
When Respondents’ Managerial Plans Beganf
'Frequéncyb -

.Response Category Absolute Relative (%)
In high school 1 2.4
In university 5 2.2
While working 28 | 68.3
Other:. ' ,

I didn't p]an»in advanCe/offered | : RS .

“the job without applying for it 6 , 14.6

Wh11e,attending vocational

school 1 2.4




Ry

This might also explain why, ;h Table 3, no o6ne maJor subJect
spec1a]1zat1on dominates the undergraduate degrees held by the women
' at the Bachelor's level, but does at the Master's level. The largest
percentage of Master's degrees (4112 percent) is tocu%ed'in Education
or Education Administration. Since'the largest number of’women

adm1n1strators in this study began their p1ans for'careers in educa—
t1ona1 administration wh11e already emp]oyed (see Tab]e '5), one
- could assume that their focus sh1fted to Educat1on/Educat1ona1
Adm1n1strat1on spec1a11zat1ons at the Master's level in: accordance
with those p]ans. _ A |
| The JOb titles and functional areas of the 41 respondents are
presented in Tab]e 6. While a]] 4] respondents hold adm1n1strat1ve
pos1t1ons the largest number of them 24 (or 80.0 percent) are ip
functional areas that are desngnated_as support. services, i.e.,
éPersonne], Food Services, Library Services, Student Services, or
functional areadjtraditionally dominated by women, 1.e,,<Secretar1a1
Science, Early Chi]dhood Education,,Nurs1ng and Genera] Office.
In’Kanter's (1977) study of women in a large corporat1on,
g%?%he found that women could advance,albe1t with some d1ff1cu1ty, from

y
‘secretarial pos1t1ons to superv1sory 1eve]s in generé] off1ces bute

that the next step fb management was a much more d1ff1cu]t one.

~This 1s because the boundary between superv1sory levels and management
Was ‘much more 1mpermeab1e than the boundary between_secretaria]
positions and sUpervisory positions. It is fnteresting-to note that
-in this study, the women classified by their respective co11eges as

administrators in the Genera] Office- category below.or at the

supervisor level.

>
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’ ' Table 6

T

Job Titles and Functional Areas of Resbdndents

Frequenty

o/
/0

)

Functional Ayea .  Absolute Relative (

General Office:

- Admipistrative Assistaht
- Supervisor
f_Manager

General Office total

N —_— N —
O P AN
O P~ONS

Library/Learning Resources:

- Supervisor
- Chief Librarian
- Acting Chairperson

Library total

Ny —_— N
O NN DS
[0 o NN “ N “ Vo ]

Continuing Education: . ' - S T e

- Coordinator. _
- Continuing Education Officer

N~

Continuing Education total - -4 ‘ 9.8

Nursing/Health Services:
- Director
- Chairperson’
- Section Head

.= Acting Coordinator -

[e))] —_ ) — -
BN NN
oY BBwb

Nufsing/Heé1th Servicesvtota1

Farly Childhood Education:

- Section Head . | 1
- Day Care Coordinator o 1

N
O ~h

Eaf]y Chi]dhood Education total _ v

Food Services: o |
- - Director o R 1
" Food Services total. : 1

¥

=
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Table 6 (continued)

Frequency
Functional Area ! Absolute Relative (%)
Educational Development:
- Dean N 1 2.4
Educational Development total 1 2.4
Secretarial Scien;es: _
- Coordinator. 1 2.4
Secretarial Sciences total 1 2.4
Merchandising:
- Program Head 1 2.4
Merchandising total 1 2.4
Personnel: _ _ i
- Personnel Officer 4.9 k
Personnel total ~ 4.9
Studefit Services/Information: w/)
- Coordinator ' 1 2.4
- Residence Manager 1 2.4 i’
- Director 1 2.4
- Information 1 2.4
Student Services/Information total 4 9.8

Other:

- Program Head
- Chairperson

- Section Head
- Supervisor
- Cdordinator

Other tota]

_ W~ W W
M 4
® wnFs
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Only 20 percent (or 6 women) in this study are 1n relatively
non- trad1t1ona1 funct1ona] areas such as Continuing Educat1on¢ ‘
Edycat1ona1_Deve10pment and Merchand1s1ng. The'category,”non-‘
traditional" is defined here to include functiona] areas not tradi-
tionally dominated by women dn the Canadian‘work force as, for
examp]e,havébeen Nursing, Library Services,'SecretariallScience, etc.

The position distance in terms o? hierarchical reoorting

‘relat1onsg1ps of respondents from their Co]]ege Pres1dent s pos1t1on
v1s presented in Table 7. The largest number of_respoﬁdentsj/;d (or
35fj.percent) have two positions between their own and their‘" '

,Eresident's When a corre]at1on was computed between respondents

* position d1stance from the President and- respondents ages, the

Pearson ro= - 4018 at a s1gn1f1cance Tevel of .005 (N = 40).

©

Table 7

; Distance from President

' - Frequency (N = 37) ey ]
. . Response Category L : — - < N
(No. of Positions from President) Absolute - Relative (%) b
‘ v : -
0 (Reports directly) ' 4 0.8 N
1 ' 10 ©27.0
2 o : 13 35.1 : ‘
3§ o 8 216 b
4 . AR 2.7 ]
5 1w 2.7

Thus, as the number of pos1t1ons between the respdhdent S and Pres1-
dent s 1ncreased the respondent S .age decreased This is net =,

surprising. if one assumes that seniority in an‘organization is usUa]]y

-2
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proportionate to years of work experience attained. People at the
h1ghest levels of an organqzat1on wou1d tend to have more work
,exper1ence and because of th1s tend to be older.
One mjght assume then that-there would be'a correlation
between respondents'bposition distance from the'President and'respon-
dents' ]ength of emp]oyhent. However, when this correlat1on was.

~computed it was not s1gn1f1cant

As shown in Tab]e 8, the ]argest number of respondents, 22
(

(53 7 percent) have been emp]oyed over one year to five years, 1n
their respective'co11eges. However, no data was collected on the
'respondente' tota]'years of work experience~eccumu1ated outeide
their respective co11eges» If th1s information had beep corre1ated

with pos1t10n distance from the Pres1dent a s1qn1f1cant corre]atlon

/ \ " .
may have been found ‘ . : .

oy

“Table 8 ’

ReSpondents Lenqth of Emp]oyment in Their
Respect1ve Co]]eoes ‘

u

/ - N

| ‘ . . . Frequenéy ‘

Response Gategory (Years)‘\‘ - Abso]ute‘ f‘yﬁe1at1ve C%):,.
Under 1 © a3 7.3
der 1 to 5‘ _ : : L L 22 - / 5317 ’/
Over 5 to 10 . L 16 . 350

L
'”The-respondents sa]ar1es are Dresented in Table 9. The

largest number of respondents, 28 (or 68.3 percent) present1y earn

between $20, 000 and $29, 999 per year.

i
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o CTableg
_Respondents'. Salaries . I
_ .{ ‘ ;j . - , R Frequency .
Response Cétegoﬁyf($/yéar) R Abs?1ute “_ Re]ative‘(%)
B - .' . N
P Y ; . .
$10,000-14,999 -~ . S 2 4.9
| $15,000419,999 - 7 17.1
$20,000-29,999 - e L 683
'$30,000-39,999 | , 4, - 9.8

Most of the wdmenijh this study do not appeér to be having
prob]emé receiving equal pay for equal work. The majority of_réqun-

dents, 34 (or 89:5.percent) be]ievé that theif_sa}arﬁes are comparab1e

~ with men's salaries for the §ame jostinvtheir colleges (see Table 10).

Table 10

- Respondents' Salaries as'Cpmpared with Méﬁ!s Salaries for
. the Same Jobs in their Colleges

Frequency

Response‘Cgtegory ‘ , "Absolute Relative (%)

Sa]ahy comparable = : | 34 . 89.5

Salary not comparable : : 4 10.5

<

Only 20 percent (or 8 women of the 40 respondents) 1ndicafe
that, to their knowledge, they_werefpaid less than men for the same

work within the past five years (see Table 11).
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Table 11~ | -
: \ . )

" Men Paid more than Respondents for the Same WOrk
within the Last Five Years ‘

T Frequency . © -
Response: Category’ | B . AbsoTute - cRelative (%)
Men paid more | i‘ o 8 = 20.0
Men not paid more ~ 32 | - B0.0

The f1nd1ngs in Table 12 1nd1cate that the maJor1ty of women
adm1n1strators 76 Z\Dercent (or 16 of 21 promoted respondents) were

promoted to the1r present pos1t1ons after holding one previous JOb -
)

in theur_co]]eges. .

qu'e'12 *

Number of, Jobs Held by Promoted Respondents
Before Reaching Present Pos1t1on y L

o R ' o Frequency »
Response'Category _ ‘ Absolute - Relative (%)
~ One jobf . 16 - 76.2
Two jobs - 4 19.0
Five jobs ' . 1 4.8

It would appear, from the findngs presented in Tab]es 13 and

14 that very few of the respondents feel that they have been affected’

by 1nequa11ty in promot1on pract1ces

On]y 2 respondents (or 4.9 percent)’feeT that -they have lost

a promotion to a man when they were equally qualified ?or'the'jon

)
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Table-13 o

Promotion Lost to a Man
\

- ';Frequency
Response Category'x _ o | " bsolute ‘Relative (%)
. Promotion Tost : ) o 2 T a9
~Promotion not lost - 39 / 95.1

Table 14

w

Respondents' Passed up for Promotion because It Meant
Travelling A]one or w1th Men

' 'Travelling Alone Travelling with Men
Frequency (N=37) Frequency (N=36)
Response “Category Absolute Relative (%) Absolute Relative (%)
Passed‘pp‘tor o SR : o
.vpromotion' 10 2.7 2 - 5.6
' Not passed up for ' .. o ,\ :
promot1on‘ / : 36 - 97.3 - 34 94.4

On]y‘t‘respondent (or 2.7 percent) felt that'she Was,passed up for
prpmotion_because it meant traretling a10ne. A]so only 2'resppn4nh
dents (or 5;6 percent) felt that. they were’ passed up for promot1on
becausg” ht meant travelling with men.

A]though the maJor1ty of respondents who were promoted to
hthe1r present pos1t10ns (see Tab]e 15) d1d not»beg1n making p1ans
- for a career in educational administration unt1] they were a1ready‘5‘

working (see Tab1e 5), it wou]d appear that from the results in

Table 15, once plans were made in this area, the 1arqe maJor1ty ofv
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wopen renained committed to these plans As 1nd1cated in Tab :

H'very few‘respOndents,,4 (or 9. 8 percent) have ever turned down a“‘. o

promotion. - = o
1"‘7, 4 ) ‘ R ’ ' L
QJabTe 15
Number of Respondents H1red for or Promoted X
to Present Pos1t1on e
Frequency. (N = 39) | :g
'Response‘Category L Absolute Relative (%) |
s _ o, TSI o i
_Hired for present'position - 18- - 6.2
“Promoted to_preeent position = ¢ . 2 . | - 58.3
v ‘g ) it .
3"'@;"‘ W Talels - T "
Number of Respondents Who Turned Down a Promot1on
’ W1th1n the Past Five Years :
TN
s Frequency -
:pReSPOHSé Cafegory . e'l 593 \ . Absolute - ‘Re1ative’(%)
Turned down a promot1on s N 9.8
D1d not turn down a promot1on : '_-'f};! 37 o 90:2 S

A.

0n1y one. of the four women who turned down a promot1on c1ted

,1 . . é, \'\\

fam11y respon51bq]1t1es as the reason for her dec1s1on It wou]d seem
then that the added respons1b111t1es of a promot1on do not appear to

-create conf11cts in the home for most of the ‘women in th1s study. 45&.
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: execut1ves, that the maJor1ty of these women 22 og the totaf 25 T
1nterv1ewed) ‘had fathers 1n manaoement pos1t1ons 1n bu51nessf These

women execut1ves reported t@at the1r fathers were the peop]e who

.most 1nf1uenced the]r career choice of manaqement It was the1r

fathers ‘who taught these women a great dea] about the pract1ca1 s1de

.\‘

vof management before they had even entered: co]]ege ' B ’& S &g

~

. T However, very few of the women in th1s study hadda father
',Whose pr1nc1pa1 occupat1on was profess1ona1 w1th manager1a1 respon—
91b111t1es As can be seen 1n Tab]e 17 on]y 10 wom&n (or 28 6 per—é

cent) had fa hers 1n th1s category wh11e the 1arqest number of women,
¢ . . ',
16 (or 45 7 percent) had a father 1n the sk111ed occupat1on category

a
L

‘Tab]e']?b b - .
Father S and Mothar's Principal Occupat1on wh11e
Respondents were Grow1ng Up : s i

v

z i

Father ~ Mother °

} .5f§requency (N=35) - Frequency (N= i])‘”
~ Response Category “ Abso1utev Relative (%)'»Absolute’sRe1ativeg(%)?."L
Unskilled . - 7 200 - C3a 7.3

Skilled 16 15.7 o6 Mals
" Professional without ‘ ‘ EE ) G T s
~managerial respon- =~ - R IR
~sibilities - - -2 S5 2 4.9
Professional with S ' | T
-managerial respon- S ‘ R . .
v sibilities ‘ 0 286 3 - 7.3
Mot employed - . T 27 65.9,
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A]so,’d oord1ng to- the data presented in Tab]e 18, very few

‘\ women (3 or 7 7 pe cent) c1te the1r father as the person who most

\ -
1nf]uenced the1r career cho1ce In fact the person most often

c1ted by réspondents as\x\t1uenc1ng theT( career‘cho1ce was ”se]f i

\

.,.w1th 10 women (or 25.6 perca
‘ e !

L

) choos1ng th1swcate§bry ThTs is

. e3>\Qérson'or Thing‘MostrInfluéhting'Career"Choice

e ~ } d

e .

.4

' Fre&hencyng =_39),J -

Response Category

'

Abso]ﬁte,vf- Re]%tire‘(%)'

- — - T o
Father T ; “ J,m;',f . 3 - _777;
Mother Lo o 3 T
';7Both,barents e L e 7 7.9
- Instructor - h 1  ? o L G2 v BN

Other: ;Encouragement from work R S A .
| colleagues ﬁ? s SR 5 e e 12.8 °

Offer] lof a- scho]arsh1p T
“Se1f L y + f»_ Cl0E S 25
- ;iHusband 7 S T 3 ' 7.7
.“Fr1ends o ‘ o f » h % i2.6
Un1vers1ty brochure | ] s 2.6

Don't know A ‘-: S e 2 "" . 5.1




Epste1n (1973) notes that the woman manager is., usua]]y an
vonly ch11d or the eldest. ch11d in the family.’ Henn1ngvandndarduu
(1977) found th1s to be true for twenty out of the twenty-kae women ‘
execut1ves they 1nterv1ewed for the1r study ‘These women spoke of
‘fee11ng as ch]]dren that they assumed a spec1a1 ro]e/1n the1r parents'
”eyes;f They had espec1a11y c1ose re]at1onsh1ps w1th the1r fathers.
:Crawford (1977) a1so found that overhalf of the 174 women managers

e 1n_her study (105 women or 60 3 percent) were either only ch11dren

: or,the o]dest ch1]d 1n the1r families. She notes that these women

i
2,

may a]so have exper1enced the trad1t1onat encouragement to ach1eVe_
usua]]y extended to the e]dest son by their parents. ﬂ

As 1nd1cated in Tab]e 19 the 1argest number of women 1n
thﬂs study, 22 (or 53. 7 percent) were not the e]dest or onty ch}]d;

However, the numbers are a]most even]y d1v1ded with 46 3 percent

. 3
A o
£

(or 14 women) 1n.the only.or oldest chw]dv;ategory.'

Table 19

Respondents’ Position in Family

Frequency r
Response Category TR _-Absoiute  Relative (%)
Only child e 5. o 12.2
Eldest child ~ o
© Other . . . 22, 837

r

~ ]

- The educat1ona1 atta1nment levels of the respondents' parents

are. presented in Tab]e 20 As can be seen, only a small number of

N e . . . . . 8 .
. : . : 7
“ P -+ . . E . . % .
: . T . P M

L
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“the parents hold either undergraduate or graduate Jégréés. For more
detailed information on the undergraduate,and graduate degree majors’

" - of the respondents' parents see Table 3 in Appendix D.
o . S O ,

@ 5 TabTe 20 S
e Father's and MptHeffS Eﬁucétioha],Attai”me“t'Pe“E]v.

[ v, W'

a7

g‘v‘f' . o ) .Father ‘ f" ~ % Mother
‘ - s ' Frequency (N=35).. /. Frequency (N=41)

oo

" Respdnse Category - Abso]Ute Re]dtiveg(%)' Absolute Relative (%)

’Less;thaﬁ_ﬁighxéchoolgf 20 RF; : 57;1i . 17 | v4T.S ~
High school gpaduﬁté' 12 f‘ ‘34f3”7ja;. 20 o489
Business school -~ . 1 2.9   "i ‘ 6 i. 14.6

‘Vocational school o 2. 5.7 T

-

Some c011ege ) ,_>  2 ”_5.7 T .2 -7 4.9
Some uhiYgrsfty g S 2?9{ B 3, ‘7.3
College graduate | o 2 a4l
Unfversity graduatg' 5 ’14;3 S é 4.9

oy
..

CURRLD. T 2.9

Master's P ] 2.9 1.7 2.4

!

Other e 3 8.6 3 1.3y

Note. The pércehtageS'do,not equal 100%‘1n the above figureé because
a person may be included moré than once, i.e., he or she may °
be business school graduates as well as holding a Master's or

Ph.D. degree.
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Marital BackgrOund

~In this sect1on, tables record responses from the .32 women who
, P
are or were married. Re]at1ve frequenc1es do not total 100% s1nce

each woman could have responded in more_ than one response category

AY

‘1tem
N

As the resu]ts in Tab]e 21 1nd1cate, the magor1ty of respon-

dents, 32 (or 80 percent) are now or have been marr1ed

. &,
N -‘\{‘, )

Tab]e 21

s

Respondents Mar1ta1 Backgrounds

Frequency (N = 40)

Response Category :” - Abso]ute; Relative (%)
Never married | | N - 20.0
.Marr1ed B B i_ o 24 | - .60.0 '
Separated S . - 25
Divorced o | , | _ | 6 15.0
 Widowed | o B o 25

.Epstein (1973) and Lewin (1951) have noted that as a member of
soc1ety, a woman can be]ong to a number‘of groups concurrent]y
fam11y, friends, co]]eagues, classmates, marrwed, s1ng]e, emp1oyed,
non- emp]oyed etc. A]though Darley (1976) has shown that it is a
frequent occurrence w1th both men and women to experlence differ-
ent1ated ro]e requ1rements from concurrent group membersh1p, she notes

that for women, the role requ1rements are more contrad1ctory ‘than

aff111at1ve. This. is why married women who work are sometimes

o
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-

faced with‘conf]icts‘between'their roles as wives or mothers and
their'roles as'career women. These women find themselves caught
between two reference groups which have conf11ct1n§ va]ues and

e 1

‘standards for self- appra1sa1 by their members. Should the group
norms of the married group,not condone a woman' ; pursyit'otva career
role conflict for the woman could arise o

G1ven Dar]ey S f1nd1ngs, one could assume that a woman's
dhusband S feel1ngs about his w1fe s career his w1111ngness to :
share househo1d or child care tasks and h1s overa]] support genera11y
of her career goa]s can do much toward he1p1ng her overcome or avoid
role conf11cts |

Accord1ng to the resu]ts presented in Tab]es 22 and 23, it
wou1d appear that most of the yomen 1n th1s study have th1s support
and encouragement from their husbands The largest number of women,

18 (or.64.3‘percent) feel" that the1r husbands are proud of the1r

careers.

| Table 22
, Husbands'.?ee1ings'about Respondents‘"Careers
| 'N‘ N . rFreguéncy (N =28)
Responselcategory‘ o e ; o AbSoTute.b_ - Relative (%)
Proud 5 _ T 18 4.3
B S s 17.9
30w oy ’ 3.6
2 o R 6.3

Resent 1 ' L 2 /6.3
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Tab’l‘e 23

_Ways in which Respondents
: _ Assets to their Careers :

9]

Husbands have beeng

Category_:~

i Frequeney (N.= 32)

L

w1fe s colleagues)

'ReSPOnse' '17;-Abso1Ute‘ o Relative (%)
"Through moral support/enoouragement 1231’ L‘. o 71.9
vHe1p w1th the ch11dren - / 14 2 o 43.5 :
'He]p with househo]d tasks e -ﬂ‘j23‘cr‘;t' 71.9
Expert1se/know]edge in W1fefs field | 83‘ | | ]8;8
'ﬂOthers Sound1ng board _ | 1 : 3.1
Overall support _ T 30
Ab1]1ty to get a]ong with i.rh : / '>3 : r o

Areas wh1ch the respondents 1n th1s study fe]t are or cou]d

: be prob:lefms 1n the1r marr1ages are presented 1n Tab1es 24 and 25.

“In both tab1es, the w1fe be1ng asked to transfer was c1ted most often

by respondents as a present or poss1b]e JOb re]ated prob]em 1n

‘ marr1ages

C

r ’A



 Tableas . N

o
[

Job. Re]ated Prob]ems in- Respondents Marriages

/

© . Frequency (N = 32)

| Response Category - T o _ “Relative (%)
Wife makes more money DU 2 63 -
“Wifevadvances to,higher pos?iion: . : 35“;uf"' o 9;4
Husband asked to transfer - u_ 2 - 3; o - 6.3

W1fe asked to- transfer R 5 : - 156

Others, W1fe S 1nvo1vement 1n__ o e
' - after work- comm1ttees ] v o 3.1

‘T1me demands on husband to SR -
'share household dut1es - B 3.1

Tab]e 25

; - Poss1ble Job Re1ated Prob]ems in Respondents MarriageS‘

]

Frequency (N = 32)

*‘Response CategoryA AR . Absolute 1j}*1Re1afWVe (%)
‘Wife makes more money e : ",'?7lf7 - RN 21.9
“Wife. advances to h1gher pos1t1on- R 6 : 18.8
Ly _ o

Husband asked to transfev' S 7-”4‘3";,9~v_ ". o 28.1

| . Wife asked to transfer R '.‘l B 't . 3.8
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Husband s Status ‘t CLE ;‘ - o A _
| A1though data were co]lected 1n th1s study on the respondents
. present or past husbands JOb t1t1es,‘1ncome and educat1ona1 1eve1s,
these data will not be presented here due to-a weakness Jn the des1gn -
~of these 1tems "in. the 1nstrument t'l% ' '
| A]] respondents who were or are now marr1ed were’asked to
- answer these 1tems : It was nat or1g1na]1y recogn1zed by the researcner
_that some of the 1nformat1on co]]ected wou1d be cons1derab]y out- Of"f
date as w1dowed, separated and. d1vorced respondents wou]d answer these -

: 1tems ‘based on. the t1me they were marr1ed A]so depend1ng on the

1ength of t1me these respondents had been d1vorced w1dowed or :‘“

separated there wou]d be ‘no- way to even ascerta1n how much out of—r tfqunjv,{

Jv'date th1s 1nformat1on m1ght be
- \\ : 3

, S1nce these 1tems were or1g1na11y 1nc1uded in the 1nstrument
SN L R
- sSo that the1r resu]ts cou]d be compared w1th the resu]ts on the

v1tems request1ng respondents presen JOb t1t]es, 1ncomes and educa-

- tlona1.1evels the1r tabu]at1on and compar1son wou]d serve ]1tt1e G

or no purpose. Therefore, they have been om1tted from ‘the data

analysis. e

Ch11dren BEEE ._" : |
In th1s study, on]y women who are marr1ed or who have been
married.have ch1]dren/ Of the 32 women 1n these categor1es, 19 ‘
’.-twomEnihaVe chf]dren.‘ 4 ,“ o ' B }r. i | |
o A number of, researchers, Nye (1975), Bardw1ck (197])rand“f _
w1ad1s Hoffman (]975) have p01nted out that the number of ch11dren L 3

' a woman has may have an- effect on her work performance and herab1]1ty

@, . = X ) 0
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‘to care for her ch11dren However Crawford (1977) notes that it is not

'on1y the number<of ch11dren a woman may have but the ages of these ch11-

“dren that may affect her work performance and her ab111ty to care for them

The age group1ngs and number of respondents children

| presented 1in Tab]e 26 1nd1cate that the hwghest number of ch11dren

are in the older age categor1es N1ne respondents have chi]dren in

the 13 to ¥8 years of age category and- 9 respondents have children

vat

Mf1n the over 18 years of age category Only -3 respondents have

x

ch11dren in the youngest age category (O to 5 years)
As indicated in Tab]e 27, the 1argest number of respondents

15 or (51.7 percent) use some type of househo]d or child care he]pt"

Lo ' VI
.

H- T

Job Sftuations Peculiar to Women

E A]though women managers have the‘same management prob]ems
as ma]es 1n these poswt1ons Kanter (1977) has pointed. out that
women in management often have to’ dea] with s1tuat1ons and pressures
that their‘male- counterparts do not experience. Th1s is because
WOmen ‘managers are in pos1t1ons which have trad1t1ona11y been
occupied on]y by men. 4 |

In this sect1on of th1s study, women administrators were

asked about ‘some of the aspects of the1r work s1tuat1ons that are
peculiar to women. ' |

Luncheon and Other Informa1
Soc1a1 Gather1ngs

It 1s often dur1ng the’ 1nforma1 d1scuss1ons that take p]ace

among c011eagues in casua] 1nteract1ons over 1unches or soc1a1
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Table 27

-

Type of Household/Child Care Help Used
' by Respondents

Frequency (N = 29)

Response Categofy f_gAbéoTuté Relative (%)
Day baBy fifter .y - o 1 3.4
Déy;cére/ndrsery §choo1‘- o . ' 2 6.9

' gﬁ]1<time housekeeper (1ive out) | 2 6.9,‘
.C1ééning woman y _ 10 34.5

- None of thé above 14

ol

48.3

)
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gatherings, that 1nd1v1dua]s have the opportunity to 1earn a 1arge
body of profess1ona] et1quette or maJor 1tems of information that
' coqu be very usefu] to their career progress. Accord1ng to Kanter
(1977) women managers are sometimes exc]uded from these gatherings
by their ma]e colleagues because they are perce1ved to be “d1fferent”
and perhaps not to be trusted Their ma]e co]]eagues usua])y;,
dominate in management groups that are mostTy ma]e, share group
norms and values among themselves and are somet1mes re1uctant to
‘accept women as equa]s in these groups As Kanter po1nts out,
_ these males ”guard“ the entry to their group by engag1ng in
behav1ors that w1]1 make 1t d1ff1cu1t for the women members to feel
’comfortab]e | -
‘ The women in this study ‘were asked whether they were 1nc1uded
in 1nforma1 gather1ngs by the1r ma]e colleagues. Accord1ng tovthe'f
, resu]ts presented in Tab]es 28, 29 and 30, it wou]d Eegm—that the
maJor1ty_of women feeg:inCIUded, if not a]ways, then at 1east some-
btimes,'in 1uncheon gatherings (38 or 97.5 percent) and other 50c1a1
gatherings t33 or 82.5 percent) With male co])eagues Most of them
‘also indicate that they have access to. office 1nformat1on (32 or
80 percent) , ' | S S

‘ It would also appe from the results Dresented in |
Tab]e 31 -that the maJor1ty of the respondents, 29 women (or 82 9
percent) fee] accepted by the1r ma]e co]]eagues at 1unch gather1ngs
and are not s1ng1ed out as women. 4 |

: Very few of the respondents (5 or. 14 3 percent) fee1 it to

be an uncomfortab]e Situation if they try to pay the cheque’ at

these 1unches (see Table 32).



Table 28

ALY

Respondents Inc]uded in Luncheon Gather1ngs
-with Male Colleaques

N Frequency (N = 39)

Response Category - o . ~ Absolute { Relative (%)
Not included in 1uncheon gather1ngs N 1 2.6
A]ways 1nc1uded in ]uncheon gather1ngs , 26 ’ 66:7

* Sometimes 1nc1uded in 1uncheon ~

~ gatherings S 12

30.8

Table 29"

.

Respondents who- Fee] Inc]uded in Soc1a1 Gathérings

- with Ma1e Colleagues

Frequency N =”40) 

Response Category - * Absolute Re]ative (%)
Always included~ | 15 37.5

Sometimes included . . g 45.0

Not included - a | - 7 17.5
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.~ Table 30.

Respondents' Access tg Oﬁ;jﬁ§:z)fdrmatﬁon o

: Frequency'(N = 40)

Response Category ' S AbsoTute Relative (%)

Yes, I have access. o S 32_” TN 180.0*"

No, I-do not have access =~ = . g : 20.0 -

Table 31

Type of Treatmént-Respondénts Receivéd at [unthesﬁwith‘Ma]es' {“

:_‘Fréquency (N = 35)

'Response_Catégohy ’ _ . o Absolute - Relative (%)

Treated as one of the to]TegefS’ o o
administrators R - 29 Lo 82.9"
o Singled out as a woman ) _ C "6 AR 17;1’ o

¢
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' |
Table 32 X

Number of Respondents Who Feel Pay ng the Cheque atLunch is an
Uncomfortab]e S1tuat1on _— : :

P

N \ ﬁ'-Fréquency (N = 35)
Response .Category ol : "\Abs§¥u%ei - 'Re1ative (%)‘
Respondents who feel it is uncomfortab]e X 5 143

. Respondents who do not fee] it ise : ' C :
' uncomfortable L : ‘30 = . 85.7

R

)

Sometimes, women themse]ves act as obstac]es to %?eir ownv
dcareer progress by be1ng 1gnorant of the opportun1t1es to ]earn useful‘
1nformat1on, such as those opportun1t1es which present themseTves at -
',Tuncheons or other social gather1ngs
' The resu]ts presented in Tab]e 33 wou]d 1nd1cate that aTthough
' very few of the respondents (7 women) fee] eXc]uded from social
qather1ngs w1th their ma]e co]]eagues, of those that' are 4 women or ’

.57.2 percent would Tike to be 1nc1uded 1f not always, then at 1east S e

sometimes.
e Tab]e 33

Respondents Who are Not Present]y Inc]uded -in- Soc1a1 Gather1ngs
’ w1th Male Co11eagues but Would.Like to Be

f | Frequency (N=7)

'“_:ReSpohse‘Category _ S AR, AbSo]ute_'--,Re1ative’(%)

Yes, I would like to be included ) 2 128.6

Yes, T’ wou]d somet1mes Tike to be ': . o
1 1nc1uded : e e o2 - 28.6°

.No,_I do not want to berinc]uded ' 3 K 1 42.8
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Meetings'and‘ConFerences

Itvwou1d‘appear frbm the results presented in“Tables 34 and 35
hat the maJor1ty of respondents feel, that the1r 1deas are ut111zed
at\meetings and conferences 1n the1r departments ‘as we]I _as in their

coIIeges in genera]

.Table 34°

: Respondents' Ideas Utilized at Meetings and Conferences

"

‘ Frequency
Response Catego?y B R Absolute Relative (%) -
Ideas always ut1112ed - ' . T 6 - 14.6
-Ideas used most of the t1me ,f ' - 29 70.7
Ideas utilized occasionally = 6 o '14.6~

Table 35

Respbndents' Ideas Utilized in their Colleges in GeneraI

e o N S A
i . | ' rFreqdencyv(N = 39)

" Response Category . Absalute Relative (%)
Ideas always utiIiZed | " _ ' 3 7.7
Ideas utilized most of the time" 25 64T
Ideas ut111zed occas1onaIIy ‘ f ’ - 100 _“ '; 25.6
Ideas never utilized =~ . R 'v}- »II; o i ‘“'21637

3 ‘ L R )

Y
Thom
o
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Job Satisfaction

The results presented in Table 36 would indicate that the
‘largest number of respondents, 22 (or 53.6 percent) do not feel. that

the1r max1mum capab111t1es are being ut111zed in, the1r JObS

h
\

. Table 36

. Respondents' Maximum Capab111t1es Ut111zed
“in Their Jobs

i

| Erequency.
. Response Category .° | Absolute \ Relative (%)
Yes | . . 19 463
No L - R IR 2.4
No, and I want to do more ' : 13 31.7

" No, but 1 am satisfied 8 195

QOverall Acceptance by Others of Women
in Adm1n1strat1on

A]though, as the resu]ts in Table 37 indicate, the 1argest '
f;number of respondents 19 (or 46.4 percent) do feel they are the
bruntiof sexist comments, not one respondent feels Tike a_token‘
women (see Tab]e 38). AWso, very few respondents feel that they are '

resented by subord1nates, co- workers or superiors (see Table 39).

The findings in Table 40 show that the maJority of respondents,

75.6 percent (or 31) do not feel that as woman adm1n1strators they ‘have

~an adverse effect on people they deal w1th outs1de the1r co]]eges -

e

n
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. Table 37
Respondents' Feelings About being Brunt
of Sexist Comments
. Frequency
" Response Category =~ , _ABéo]ute ~ "Relative (%)
Sometimes ‘.  ‘ - | o 19 - 46.4
Seldom - = | R RS 34.1
Never , o : 8 o i9.5
/ //
[
& iy
, A
-[’_‘,;’{
Table 38
Respondents' Feelings about®Being a Token Woman
Frequency (N = »40)
' ReSthsé Category - =~ o " 'Absolute - Re]at1ve (%) 
" No, not a token woman ' | 40 1100.0
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E " Table 40
Respohdeﬁt$'1Effects QnPebp]e Outsidé'their College
_Frequenqyk
"Résponse Category _ - B : ‘ AbSo]uté . Relative (%)__ -
Creates adverse effect ;*‘Av - SRR *1: - o 2.4
SohetiméS'creates adverse ef?éct'q - 9 - - '22.0'
Doeé not créate_adyerse effett _ - 31 756
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Perceptions of thehOrganfzatng

4’"'xanter (1977) and Zellman (1976) have po1nted out that women

“more 50 than men have d1ff1cu]ty ga1n1ng entry to management ranks
m'.w1th1n organ1zat1ons Those women who do succeed in be1ng adm1tted
L to management then have the Same’ d1ff1cu1ty advanc1ng w1th1n the

'organ1zat1on

t1ons of certa1n aspects of the1r organ1zat1ons in an effort to
determ1ne 1f any factors ‘are perceived which enhance or 1nh1b1t‘the B
A emp]oyment and advancement of women.

‘W~Perce‘t10ns of Factors that Enhance or R S . »
“Inhibit the Employment and - . ‘ B B w

Advancement of Women - -’5{ -
- T eenenL of Women -

The fo]]ow1ng paragraphs w11] present results from the fre-,;
quency d1str1but1ons and corre]at1ons on the respondents perceottonSf
S of the fo]]ow1ng aspects of the1r organ1zat1ons o | Co
o trf_1ﬁ.fTra1n1ng opportun1t1es on the JOb g

h 1éf‘-Management deve]opment opportunltles
.'3. 'Informa] off—the record deve]opment opportun1t1es
;7f14l:iPursu1ng careers try1ng for promot1on
| h&. Sponsor/protegée system - |
Males work1ng for fema]es

. ‘Male view of women wantIng to get- ahead

8. Equa] opportun1t1es for women

@ .

Women work1ng for men . b

',]O./_Oyera]I job sat1sfaction‘7'
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1. Co]1ege s pos1t1on on equa] opportun1ty tﬁi,
12, Treatment of women S '{ : ;'v 5;.;9
Judg1ng from the resu]ts presented in Tab]e 4], most of the
{vrespondents feel that they are rece1v1ng falr and equa] treatment-
w1th the1r ma]e co11eagues, part1cu1ar1y in the fo]]ow1ng areas:
1. spec1a1 tra1n1ng opportun1t1es, 80 5% (response

vb‘ . 1
‘.categor1es 4 and-5 comb1ned)

"‘2.g'management deve1opment opportun1t1es, 68 3%—(response
categormes 1 and 2 comb1ned) '4 R : " - y, ‘ﬁ o ;,i B
3.i 1nforma1 off the record deve]opment opportun1t1es, 61A :
(response categor1es 1 and 2 comb1ned) | el |
'4: encouragement to try for promot1ons in non- trad1t1ona1 :
B areas, 63.4% (response categor1es 4 and 5 comb1ned) |
| :5”‘ the1r treatment in general,, 83.24.(response categortes]
4ands combmed) " B " R
It is 1nterest1ng that these areas represent a m1x of areas
that have been - descr1bed by Sche1n (1977) as be1ng part of both
‘the forma] and 1nforma1 structure of organ1zat1ons . The on]y areav
' ﬂh1n wh1ch the 1argest number of respondents do not fee1 they are | ‘
""rece1v1ng fa1r and equa1 treatment w1th the1r ma]e co]]eagues repre—~ ‘,.
gsents an area in the 1nfo 21 structure of the organ1zat1on, i.e. ,;JZF

':'19 (or 46 3%) of the respondents fee] that ma]es prefer not to work -

- for women A1so while the 1argest number of respondents, 14 (or

'vf34 2 percent) do not be]1eve that - the top male adm1n1strat1on in

'vff-‘the1r organ1zat1ons wou]d be, 1eery of hav1ng a fema1e protégée, on]y‘}

_”a s]1ght1y 1ower number of respondents 13 (or 31.7 percent) are not"f‘

sure-.,‘~
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Perceptions of Self

[t has been pointed out by Broverman, Broverman, C]arkson,
Rosenkrantz and Vogel (1970) that perceptions of male and female

Pl

character1st1cs on the part of individuals in our society are often

LY

stereotyped. Character1st1cs such as aggressiveness, independence,
dom1nance, ob3ect1v1ty, compet1t1veness, ana]yt1ca] skills and
Tevel-headedness are more often ascribed to males than to females.
Females are’ assoc1ated with character1st1cs in Gur cu]ture that are
cons1dered negative and represent1ng oppos1tes of the male character-
1st1cs. subm1ss1veness, dependence “Yack of analytical sk111s,
eas11y 1nf1uenced, subJect1v1ty and passiveness. 6

Ze]]man (1976) notes that the character1st1cs genera]]y
ascr1bed to the successful manager are ‘those that are often des-

cribed as male character1st1c5' compet1t1veness, aggress1veness,

conf1dence and ability to dea1 ‘with pressure However when a~

woman displays these so—ca]]ed masculine character1st1cs she may
A .
_ be considered as cold and unfeminine. On the other hand, if a woman

“does not display these masculine character1st1cs she may be con-

s1dered 1nadequate for a management JOb -

A e

Statements in this. section ref]ect1ng the above sntuat1on "

were directed toward the women in this study in- an effort to deter-

m1ne how women adm1n1strators1n colTeges perceive themselves and

, whether-through these self-perceptions the women themselves are

]eg1t1mate obstac1es to the1r career progress
‘On a L]kert sca]e from 1 to 5 they were asked whether or’

not they agreed w1th the statements-as 1nd1cated h1gh agreement

SR

G

SR

- 109
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1 indicated Tow agreement. These statements were divided into four
sections: (1) I-fée]'tﬁat 6n my job:. . ., (2) I feel that in .
Qenera],. ;.., (3)'as alwffe . . ., and (4) as a mother ;
Perceptioné of'ée]f on the Job.xJ
Table 42 shows agreement, from high to 1ow,.on the statements
included in the "I fée] that on myvjdb . . ." section, aTong wfth 3
-éésociated pércentégés; | |
Judginglfrom'ghe results preéented in Table 42, the women in
this study perceive themselves as havingfthebcharacteristics,genera]]y
ascribed to the management role:’ N |
1. bersuasive——32 women or 85.2 péréént (respbnsé categories
4 and 5 combined). | |
2. competent-—-39vwomeh or 95.1 percent (respon?e”categoriés~
4 anq‘s combined) |
3. aggféssive4~22 women or 55 5ercenf (respoﬁge éafegofies'_
4 and 5 combined)
4. Tike a great'dea1“of pressure—18 women or 43.9 percent
(response categoriesiifaﬁd~ZﬁéghgiHéd)”iffjiif‘?if:;igi-w;:;ﬁii~ii:'

R elﬁ._gﬁ;g,éonfidébt;=SZMWOmen,0ti78fbetgept‘(reéponsefcétegoﬁfeé,ﬂ“";f"

©

.1 and.2 combined)
6. competitive—24 woren or 58.6 percent (response categories
1 and 2 conbined). I
It is intergsting‘to'note that the'1argest number of women
in this study, 18 (or.43.9 percent) perceive themselves as being
right in the middle of the scale (response catego}y 3).on-a measure
'J@f’ﬁhg sfatémgqt “I?am:aq-gmo;johaf"personi“ jBeing highly emotfonaﬁ?*{ )

Dt e
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/
/

a character1st1c usually ascribed to women, is also not a character—
" odstic generally ascribed to the managerial ro]e One cou]d assume
from the respondents uncerta1nty on this 1tem that they perce1ve
themse]ves to be more emotional than they a]]ow themse]ves to d1sp1ay
- on the JOb | o
It would also appear from the resu1ts presented 1n TabTe 42
that the respondents are not themselves,’ through the1r self-
percept1ons on ach1evement mot1vat1on desire for promot1on, se]f-
esteem and se]f conf1dence, 1eg1t1mate obstac]es to’ their career |
progress The 1argest number of respondents, 37 women (or 90. 2
'vpercent).report that they are ach1evement or1ented 16 women (or
40 percent) report that they desire- promot1on, 31- women (or 75.6 k
percent) report they have a high source of se]f esteem, ‘and 32
women (or 78 percent) report that they are. conf1dent of the1r

ab1]1t1es ‘.éfﬂ~fd;;~£ SR

»Perce t1ons ofvSe1f 1n Genera)rvv i

"L Henn1ng and Jard1m (]977) reported 1n the1r study of twenty—
";; : f1Ve successfu] women execut1ves that these women felt they had to
o forego the1r fem1n1n1ty 1n order to advance‘on the JOb Accordlng

to the resu]ts presented in Tab]e 43 on)y one of the women ‘admin-
1strators in this study (2. 4 percent) feels that she has to forego
her fem1n1n1ty -in- order to advance in her JOb The maJor1ty of
respondents, 27 women (or 65.9 percent w1th response categor1es 4 and

R 5 combvned) perée1ve themse]ves as fem1n1ne persons

It is 1nterest1ng to note that while the 1argest number of

respondents, 20 (or 43. 8 percent w1th response categor1es 1 and 2

s
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combined) did not perce1ve themse1ves to be tomboys as ch11dren, the o
.rema1n1ng number'of respondents are evenly spread 1n their degrees
of agreement over the high and m1dd1e parts. of the sca]e (reSponse
‘categor1es 5, 4 and 3). J A1so when the respondents were asked if,
as ch11dren, they more c]ose]y’1dent1f1ed w1th the'ro]e'of their
fathers, the 1argest number of respondents, 17 women (or 41.5 per-
cent) rema1ned neutra] (response category 3 on the sca]e) on:this
item. | |
" Henning and Jard1m have noted that most of ‘the. 25 women o
execut1ves in the1r study cons1dered themse]ves to be tomboys as .
_ch11dren——that is, they p]ayed sports»or games with boys more than
.g1rls and disdained the wearing of fem1n1ne appare1 such as fr111y '
dresses These women had c]ose re]at1onsh1ps w1th the1r fathers
who encouraged the1r engagement in’ such. act1v1t1es When the women' '
in this study were asked if. the1r parents were more 1nterested 1n o
the1r marry1ng than hav1ng a career the 1argest number of women,{
26 (or 63. 4 percent) sa1d their parents were not more 1nterested
in their marrying than haylng a career. |
| X Henning'and.dardim point out that'many women-may 1ack an
R '1nterest in adm1n1strat1ve or manager1a1 pos1t1ons because they have '
e never exper1enced Tearned, then- 1nterna11zed as’ men do, the sk111s #‘
- that app]y to such pos1t1ons through p]ay1ng sports Boys, for |

examp]e 1earn the value of teamwork pers1stence and the ab111ty to R

 deal, w1th cr1t1c1sm open]y through p]aylng sports such.as footbaY]

P T

'eThese sk111s are deve]oped by boys 1n an outdoor c]assroom from df{éfijj?w~
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However, 1t cou]d be. assumed that gwr]s who were. tomboys as oo

__ch11dren, as were the maJor1ty of women 1n Henn1ng and dard1m s

iﬂff;study had more opportun1ty than other g1r1s to ]earn these sk1]15'l. :

'Land are more read11y abTe to recogn1ze the1r usefu]ness and 1mpor-

. tance to management Job performance

S

bPercept1ons of Se]f as_a W1fe

Ear]wer 1n th1s chapter 1t was . noted that career women who

' ';fare a]so marr1ed are somet1mes faced w1th confltcts between the1r ff;;*;,)

'roles as w1ves or mothers and their ro]es as career women., It_was.d_'.p.
" pointed out that a woman's husband through his wi]]ingness to . ;
share household or child care tasks and hws overa]] support of his
wife's career can do much toward he1p1ng her overcome or avo1d ro1e,'-~
_conf11cts. Accord1ng to the resu]ts presented in Tab]es 22 and 23
most of the women in th1s studv fee] that they have the1r husbands
overa]] support of the1r careers and he]p with househo]d tasks
However, 1t would appear.from the resu1ts presented in
~Table 44 that the 1argest number of respondents 14 (or 45‘2 per- -
 cent, response-categorres 4-and 5 comb1ned) do exper1ence role con-
»f11ct between the1r roles as wives and career women—in spite of
~their husbands. 5upport and encouragement of the1r careers. Th1s»

may suggest that the source of conf11cts is not on]y 1n a

" -woman's react1on to a s1tuat10n wh1ch¢ as Bardw1ck»(1971) po1nts , g{ﬂ;:uégi .

“1}out Ws soc1a11y constructed bub, a]so,;from an 1nternalized set
5iof conf11ct1ng va?ues resu1t1ng£from the soc1a]12at1on process..,,;it-

v;;;Epste1n (1973) po1nts -out:-that eop]e are taught to th1nk act and .“5ﬁtv;;,
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be appropr1ate to a person w1th a certa1n 7abe]——ma]e or fema]e

_:Stereotyp1c not1ons he]d 1n our soc1ety ab0ut maTe and female ro]es
- are such that women who try to comb1ne marr1age or motherhood with

‘ ‘tcareers exper1ence conf]1ct between the two ro]es Th1s may: be

‘ fo]der ch11dren and husbands who are more act1ve—1n househo]d tasks
;As we: have seen from the resu]ts presented in Tab]es 22 23 and 26 _.fﬂgf.
the women 1in th1s study f1t this descr1pt1on |
" While the largest: number of respondents 24 (or 45 2 percent
J”Lresponse categor1es 4: and 5 comb1ned) feel they are successfu] |
w1ves, they .do not feel successfu] as women if be1ng a good w1fe s
ach1eved at the pr1ce of neg]ect1ng the1r JObS The largest number
"~ of respondents 27 (or 87 1 pércent, response categor1es 1 and 2
e 'comb1ned) report that they do not fee] successfu] 1f they are good
-Aw1ves and do a S0-s0’ JOb at work The ]argest number of respondentsx N
30 (or 96.7 percent, response categor1es 1 and 2 comb1ned) a]so do

not fee] successful if they do a good Job at work'and S0-s0 job as

From the‘resu]ts_presented in Tab]e 44, it-appears'that the
respondents' careers are important to them w1th the largest number
of respondents 32 (or 84.2 percent,. response categor1es 4 and 5

) comb1ned) report1ng that they are happler because of the1r careers.
1A1so, 1n sp1te of the ro]e conf11cts they exper1ence the largest
:number of women ]4 (or 45 2 percent, response categor1es 4 and 5

;fgiﬂrgcomened) report that théﬁr careers enhance the1r roles at home as’

BTN

. iw1yes;



“';i'the1r se]f percept1ons of (1) the1r w11]1ngness to move to accept -

"better JObS (2) their w1]11ngness to accept a promot1on, if it

‘ meant hav1ng h1gher~pos1t1ons than the1r husbands, and (3) the1r

]

.w1111ngness to accept 4 promot1on 1f 1t meant earn1ng more money

- than - the1r husbands The 1argest number of respondents 18 (or 48 3-

SN
......

percent, response categor1es 4 and 5, comblned) wou]d move to accept
'better JObS, the 1argest number of respondents, 28 (or 90L4 percent,

response categor1es 1 and 2 comb1ned) would: accept a promot1on 1f

';" it meant mak1ng more money than the1r husbands, the 1argest number

of respondents 29 (or 93 6 percent, response categor1es ] and 2
~ combined) would accept a promotion if it meant hav1ng h1gher pos1t1ons

.than the1r husbands. Very few respondents, 8 (or 25 8 percent

e,

._response categor1es 4 and,5 comb1ned) p]ace-the1r husbands careersﬁf

B

M‘Qﬂbefore the7r own 5.f‘ S

.r-‘J

Perce t1ons of Se]f‘as Mother Af"‘ P

Tt s 1nterest1ng that, accord1mg to the resu]ts presented
in Table 45, of the number of respondents who have ch11dren, the

.largest number of respondents 9 (or 42.9 percent) are in- the middle

of the sca]e in-terms of their. response ‘to. the statement "1 exper1ence 1,:.
”,the demands of ro]e conf11ct between mother and career woman |
‘Th1s neutra]1ty may be due to the fact that on]y three of the | A
frespondents have’ ch11dren in, the youngest age category (O to 5 years)
i presented in Tab]e 26. The remaining respondents have ch11dren who

are at 1east of schoo] age (6 to 18 years) or: who are a]] qrown (over
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' 18ﬁyears). One cou1d assume that older children represent 1ess

; anx1ety and energy dra1n for the career woman than do younger
ch11dren, thereby m1n1m1z1ng the poss1b111ty of ro]e conf11ct

between the ro]e ‘of . mother and career woman - V'i o _

3 None of the respondents report fee]1ng successfu] 1f they do _ {

a good Job at work and a so so JOb as mothers On]y one* respondent

reports fee]1ng successfu] 1f she 1s a good mother and does” 3 s0-s0

job at work However, 1t 1s 1nterest1ng to note that when a corre]a-

tion was computed between the respondents fee11ngs of success as

L mothers and the1r h1erarch1ca1 pos1t1on 1eve1 w1th the1r organ1zat1ons AR
the,Pearson r 3746 at a- s1gn%f1cance 1eve1 of' 009 Thus, as thesl-.

bi number of h]erarch1ca1 pos1t1ons between the respondents and the1r ‘
.h' a\ch1ef execut1ve off1cers(the pres1dents) 1ncreased the more the respon—;~;a A
2 dents Fe1t successfu1 as mothers Th1s f1nd1ng suggests_that the 1ess
Grespons1b111ty a woman has 1n her JOb (1 e. R the 1ower her h1erarch1ca1
- p051t1on 1n a co]]ege) the 1ess demand1ng her JOb resp0n51b111t1es

L and the more t1me she ¢ can devote to being a mother Hence. herz‘ff 8
’ v . s . . . ” .
1ncreased fee]1ngs of success as a mother - S |

\

Corre]ations
zofretdtions

Each of the data 1tems from Tab]e 41 (percept1ons of the
| orﬁan1zat1on) was corre]ated w1th each of. the data- 1tems from Tab1es ’
.42 (percept1ons of se]f on the Job) and 43 (Dercept1ons of self in "
- general)-’ On]y data 1tems from Tab]es 42 and 43 that corre]ated |
s1gn1f1cant1y at .05 or better w1th at 1east one. data 1tem from Tab]e jf:"b

Eil are presented in Tab]e 46
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Percept]ons of Factors that Enhance or
Inhibit the Employment and '
Advancement of Women

Kanter (1977) notes that males in management are often re]uc-

tant to act as sponsors to women, i.e., help them up the promotional

ladder, as they hive traditionally helped their male protégés. This

is because women do not share the”homogeneity of male backgrounds

" and cu]ture, and, consequent]y, are not perce1ved as trustworthy

enough to be drawn closer to the inner c1rc]e of dec1s1on maklng in -
an organization. : f
_ 4 .
One can assume that a woman S career progress may be inhibited
by this situation, as she is barred from the possibility of a11gn1ng
herse]f with a powerful sponsor who can help increase her share of the

~ gan1zat1on S resources. She may feel that she has to forego her

femininity in order to increase her chances of being selected as a

protégée. If one follows Kanter's reasoning, the findings presented
"in Table 46 would tend to support these assumptions. The more that

top male administrators are leery of having a female protégée, the more

the respondents feel they must forego their femininity in order to
advance on the job.# The more that women orefer working for a man
(1) the more the re@pondents feel that being single is an asset, and
(2) the less fem1n1ne the respondents feel., ‘ |

It is 1nterest1ng to note that respondents' self- percept1ons

of be]ng sexua]ly available as an asset in getting ahead correlate

sigh1f1cant1y with five out of the seven items relating to the

>respondents' perceptions of their organizations. The above findings

would suggest that a woman's self-perceptions in terms of feelings of

122
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femininity, forego1ng her fem1n1n1ty on the job and be1ng sexually
ava1lab1e as an asset in gett1ng ahead are 1arge1y proport1onate to
the degree of opportun1ty for persona] job growth and advancement
that she perce1ves within her organization. Henning and Jardim (1977)
have po1nted out that the majority of the twenty five women execut1ves
they 1nterv1ewed in their Study felt it was necessary for them to
remain single and to forego their fem1n1n1ty, until they were f1rm1y
estab11shed in the upper echelons of their oroan1zat1ons

If the assumpt1on is made that respondents self-perceptions
of the1r fem1n1n1ty affect their perceptions of the1r organ1zat1%:s
this would contradict Kanter's and Henning and Jardim's f1hdrngs
It would suggest that a woman S percept1ons of self in terms of her
femininity affect her percept1ons of the degree of persona] qrowth
and advancement opportun1t1es for her w1th1n her. organ1zat1on
This does not seem as logical a 11ne of reason1ng to - pursue, given that
it is precisely the woman who is perceived by others as cold and
unfem1n1ne who is also perceived as having. the characteristics
generally ascribed to the management role (Prather, 19715 Zellman,
1976) .- | |

-1

‘Kanter (1977) has pointed out that Tow opportun1ty d1rect1y

affects one S achievement ambitions, for the less the opportunity' ‘

1n an organ1zat1on, the less the employees appear to desire learning

and advancement. She found in her study of a large bus1ness corpora-

tion that there ex1sted a differentiated Structure of oppd?tun1ty
o

within it which def1ned the ways people perce1ved themse]ves and their

Jjobs. .

e R
' - . . 8 . - ey ‘o
| 1]



. One. cou]d assume from ‘this that an emp]oyee S se]f—percept1ons

in terms, for examp]e of self- esteem, ach1evement or1entat1on,

motﬁvat1on 1eve1, conf1dence and competence 1eve1s on the JOb are “
; 1arge1y proport1onate ‘to the degree ‘of” opportun1ty for persona] Job ’
Vm.growth and advancement that they perceive within their work organiza-
t1ons | B o

The. findings presented_ﬁn Table 46 would appear to support
this assumption. It‘is'interesting to note, for examp]e, that the
respondents perceptions of self-esteem correlate s1gn1f1cant1y with
every item relating to the respondents"' percept1ons of their organiza-
tions. Also, the respondents’ perceptions of achtevement orientatton
correlate -significantly with (t) equality of treining opportunities,-
(2) women's degree of welcome in their organ1zat1on S management
: deve]opment opportun1t1es, (3) equal access to 1nforma1 deve]opmenth
opportun1t1es, and (4) men' s fee11ngs about giving equal. opportun1t1es
to women. Thus as equality of tra1n1ng opportun1t1es in a co11ege
_ ﬁncreases the less the respondents feel they are not achievement

oriented. The more that women are not welcome in a college's manage-~

ment development program, the more they feel non-achievement oriented.

The more that informa1 off-the-record development opportunities are
given to men, the more the.respondents fee] noneachievement‘oriented
The more that men are not in favor of equal opportun1t1es for women,
the more the respondents feel non- ach1evement or1ented

However, as Hennwng and Jard1m (1977) point out, women bring
- with them to the1r jobs a heritage of be11efs and assumpt1ons through

i
4

the j§f1a11zat10n process that are different from those of their male

\ » _ -

\
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Counterparts and often filled with ambiguities. If a woman has a
']ow,perception'of self-esteem, Se]f—conf1dence or lacks ach1eVement

By

' or1entat1on, one cou]d assume that th1s will affect her percept1ons _

" of the ava11ab111ty of opportun1t1es for her w1th1n an organ1zat10n.

It is d1ff1cu1t in situations such as these to assess wh1ch
comes first: 10w se]f esteem affect1ng percept1ons of the organiza-
tion or Tow 0pportun1ty Within the organ1zat1on affecting. ]evels of
o se]f esteem However, w1thout further study and 1nvest1gat1on these

quest1ons cannot be answered w1th any degree of certainty.

Shmmarx

A br1ef summary 1% presented 1n the fo]10w1ng paragraphs of
the general prof11e of the 41 women in adm1n1strat1ve pos1t1ons '
'1n‘the Six Alberta Communi ty Co11eges who part1c1pated in th1s study,
their job S1tuat1ons, their sejf- percept1ons and their percept10ns

of their organizations. Deta11ed conc]us1ons arising. from these

findings .are presented in Chapter 5.

Genera] Profile
2egrd: Frotile

~ Age. The modal age bracket of the respondents was 26 to 3]

’

years of age.

Educat1on More than half of the respondents (70 percent)
-have comp1eted Un1vers1ty degrees with 70 percent ho1d1ng BacheTOr s
:degrees, 47 perCent holding Master's degrees and 7 percent ho]d1ng

Doctorates



, ,".qppeqr,xq‘havephad prob]emsnreeejving equal pay.for equal,work...”. .
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§§l§i¥. The moda1 salary bracket of the respondents
was $20,000 to $29,999. Most of the womer in this study do not
The majority of‘respondents’TBQ.S peréent) believed that their
salaries were comparable with men's salaries for the same jobs
in their c0lleges. On]y 20 percent of the respondents 1nd1cated
that to the1r know]edge they were paid 1ess than men’ for the same

work within the past five years.

Job titles and work-areas While al1* 41 of the respondents
were administrators the1r JOb titles and work areas’ varied lp'
_considerably; The majority of reSpondents worked in functional
areas that were genera11y regarded as support services, i. e,
PerSOnne], Food SerV1ces L1brary Services, Student Serv1ces or
funct1ona1 areas traditionally dom1nated by women, i.e.,
Secre;ar1a1 Science, Ear]y Childhood Education, Nursing and General

Office.”

Position distance -from the President * The ‘modal position
distance category from" the Pres1dent has two positions between the

respondents and the1r Pres1dents

Léngth of employ. The moda] length of emp]oy of the respon-

dents was the over 1 year to 5 year category

Promotions. Over half of the respondents (58.3 percent)
were ppgmotEd to the1r Present pos1t1on5 0of thOSe who were promoted

61 9 pePcent he]d entry ]eve] pos1{\oss as e1ther part t1me or



5
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fu11—time instrdctors.

L

- Only four respondents have turned down a. promot1on W1th1n :t<3-

~ the past- flve yearst ,A1sn Very few-regponﬁﬁhts 2. ( 9 percent&

.;1,;;---,*7

e reported that they have ever 1ost a promot1on to a man when they
. were equa]]y qua]1f1ed for-a job. v 0n1y one respondent reported

be1ng passed up for a promotlon because it meant trave111ng alore ™™ ”

trave]11ng w1th men..

.Plans to become administrator The 1argest number of respon—_
=212 DeCone administrator, ,

. dents,, 28 (or 68.3" percent) began the1r educat1ona1 adm1n1strat1on

career Dlans wh11e work1ng

-

cent) had fathers whose pr1nC1pa1 OCCUpat1on was profess1ona1 wwth

manager1a1 respons1b111t1es ' : o n" o
Person who most 1nf1uenced resBondent S career cho1ce On]y

three women cited their fathers as the persons who most exper1enced

the1r career choice. The ]argest number (10) cited themse]ves as -

the person who most 1nf1uenced the1r career cho1ce

Pos1t1on in the fam11x Whi1e*more than'ha]f the women in
th1s Study (53 7. percent) are not the only chI]d or eldest child.-
in the1r fam111es, the numbers are a1most evenly divided, 46.3

percent in the- o]dest or 0n1y child categohy

Father s occugat10n Very fey of the, reSpondents (28 6 per-

127

~and only two respondents reported be ing Dassed up, because it meant



A 43 8 percent)
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Mar1ta1 s1tuatlon -The. maJor1ty of respondents (80 percent)
,are now' or have been marr1ed It W0u1d appear that most of the h‘_,,._s.w
Worfien® if th1s study (64 3 percent) have husbands Who are proud of L

their wives' careers Further 71. 9 percent of the respondents

" said that the1r husbands have been asSets to the1r career in two

maJor areds’: '(T) through the1r mora1 5upport and encouragemeht

(71 9 percent), and,( ) through the1r help w1th househo1d tasks”

e

.')t

”(71 94 percent) e | - \

-

The maJor area wh1ch the reSpOndents fe]t ¥s or cou]d

‘be a prob]em in the1r marr1ages ‘was’ the w1fe be1n9 asked to ' = Fr"t

) transfer (1s a prob1em, 15 6 percent) and (could be a prob1em, ' B

e v
S

LN
R

Ch11dren On]y WOmen Who are marr1ed or were marr1ed have

‘.ch11dren Of the 32 women 1n these categor1es 19 have ch11dren

s

’The h1ghest number of ch11dren are in the older age categor1es w1th

9. respondents having. ch1]dren 1n the 13 to 18 years ¢f age. category,

and 9 respondents hav1ng ch11dren in. the over 18 years of age

category

G .

Househo]d and ch11d care\help Over ha]f the respondents

(51 7 percent) use some type of household or ch11d care he?p

,Job Situations PeCu]iar to Women\~

The maJor1ty of respondents d1d not appear genera11y to be :
having prob]ems part1cu1ar]y in: the fo11ow1ng S]tUdt]OhS - n
1. be1ng included in luncheons or other soc1a] gather1ngs

' by the1r male co11eagues
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' 2. belng accEDted at 1uncheons as ”one of the adm1n1strat1ve

' group rather than be1ng s1ng1ed out-as a woman by ma]es

ﬂiand treated accord1no1y

) b T “ s e g, e da w8 p e e e
4 FAREAE Y . o

4. 'haV1ng actess tg- ”off1ce 1nformat10nu/ T
5. having their ideas utilized in department meetings and

conferences

6{'"hav1ng heir 1deas ut111zed in the1r‘f%11699 in qe”era]'

7.’vthe1r EFfect on people outside the cO]]ege

s oerah

8. the1r acceptance by others (both ma]e and female sub-

) ord1nates, co]]eagues and superiors) within the college.

' A]though 164 percent of the respondents do fee] they are
the brunt of sex1st comments not one respondent fert Tike & token
woman However, oVer ha]f the respondents 53 6 pehcent (or 22
women) did feel that the1r max1mum capabilities wehe not being

v ut111zed in the1r Jobs.

Sé]f—Percegtions

~The women in this study were given statements about their

A

self- percept1ons ”on the job," ”1n genera]” and “as a W1fe and/or

mother. " More than half of the women in this study perce1ved
themse]ves on the JOb as haV1ng the character1st1cs generally
ascr1bed to the management role L

15«'persuas1ve (85. 2 percent) e

2. combetitive (95.1 percent)’

3. aggressfve (55 percent)

4. like a 9reat deal of pressure (43.9 percent)

- 3. ease w1th Wh1ch women can pay the cheqUe at 1uncheons -

LS9



5. confident (78 pefCent) h

6. cOmpetitive (58 6 percent) )
. It would also appear that the reSDondehtsvaretht theh$e1ve§;l
- through their sé]f percebtipns of,theih'(1) achietement motivatibn,v
o (2) desire for promot1on, (3) ]eve] of. self- esteem,- and kd)lleve1fotft -
nself conf1dence, ]eg1t1mate obstacles to the1r careerlprogress in f_f__ﬁ_fje
colleges. The highest percentage of respondents reported:

. : /
achievement orientation (90.2 percent) /

«

2. Heéife.fer promotian (40‘Der€ent)_ o .T\

3. a high source of Sejf-esteem (75.6 percent)

4. ‘confidence in their abi]itieS'(78 percent)

.However the 1argest number of women in this study, 18 (or 43 9 per-
cent). perCE1ved themse]ves as -being r1ght in the m1dd1e of the sca]e .
(response category 3) on a measyre of the statement "I am an emotional
pérSOnh”

Only one of the women administrators in this study'fe1t that
-shebhad\tg\fgrego her femininity in erder to advance‘on the‘jqb. The
maJor1ty of reSpondents (65. % percent) pePCeiQed themselves as
feminine Persons. » _

Not .quite half the reSpondents'(48_8 percent) perteived'them—.
selves to be tomboysvas chi]dréﬁ, with the remaining number of

respondents even]y spread in the degrees gf agreement over the high
and middle parts of the sCale (response categor1es 5, 4 and 3) Also,
~ when the respondents .were asked if they more c1ose1y 1dent1f1ed with
the ro]e of‘themr-fathers,‘the ]argest percentage of women (41.5

<

percent) responding took a neutral stand between high and Tow
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B agreement The respondents reported that their parents (63 4 percent)
”d1d not take more interest in their marry1ng than in the1r having a
__career | ) |

As wives "and mothers, the maJor1ty of respondents cons1dered
themse]ves as’ successfu] in both these areas1 The1r careers and .
the1r home ]1ves seem to, be equa]]y 1mportant to fhem in that they
do not feel they are "successful" wives or mothers at therpr1cevof
neg]ect1ng their work. .

However, a number of respondents do exper1ence ro1e conf]1cts
between their roles as wives ~and/or mothers and career women-1n
sp1te of the1r husbands support and encouragement But, in spite
of the role conf11cts they exper1ence, the respondents reported that
their careers .enhance their ro]es at home as w1fe and mother

It would appear that the women in th1s study are not them-
se1ves 1eg1t1mate obstacles to their career progress in terms of
their self- perceptions of (1) the1r w1111ngness to move to accept
better Jobs, and (2) their willingness to.accept a promotion if it
meant having a higher position or making more money than the1r

husbands did.

Perceptions of~the,0rganization

o A]though ‘the maJor1ty of women did not appear, generally, to
be hav1ng ser1ous problems, significant correTat1ons Were found between
",'the respondents se]f percept1ons and the degree of advancement or
persona] growth opportun1t1es in their organ1zat1ons For example,
as equa11ty of training. opportun1t1es 1n a co?]ege 1ncreased so did

(1) the respondents* self- esteem, and (2) the less the respondents
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‘fe1t ach1evement or1ented The more that women‘Were'not wel come in
d co]]ege s management deve]opment program the lower the respon—/

4 'dents motivation levels, conf1dence 1eve1s, feelings: of competence
and self- esteem ‘

=HoweVer,'the more that women were encouraged to pursue

careers, try for. promotlons and ap\T? for what have been trad1t1ona11y j

‘male_Jobs, (1) the h1gher the respondents self-esteem, and (2) the
less the respondents felt that being sexua11y atai]ab1e is an asset
in getting ahead-. o |
| There was some:questionhas to Whether the respondents' se]f-

perceptions were 1arge1y proport1onate to the degree of advancement
'vopportun1t1es they perce1ved for themse]ves as women within their
~organizations or whether se]f—perceptlons affected percept1ons of
the organization.

In the areas of percept1ons re]at1ng to fee11ngs of fem1n1n1ty,
.the forego1ng of fem1n1n1ty and be1ng sexually ava11ab1e as an asset
bin getting‘ahead on the job, it was assumed that se1f—perceptions
were 1arge1y proport1onate to the degree of advancement opportun1t1esh
perce1ved by the respondents in their organ1zat1ons

In the areas of perceptions relating to levels of self-esteem,
confidence and ach1evement or1entat1on, it could not be ‘determined w1th
any degree of certa1nty whether respondents'’ se]f perceptions affected

respondents’ percept1ons-of the1r organjzat1ons or vice .versa.

2
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B Chapter V
SUMMARY AND_CONCLUSIONS 5

This chapter of the study ent1t1ed ”women Adm1n1strators
~in A]berta Commun1ty Co]]eges” presents (1) a summary of the
1nvest1gat1on, (2) the- conc]us1ons reached (3) imﬁﬁications for

further stud1es, and (4) recommendat1ons for further study;f

- Summary

Th1s study proposed 1) to examine the women . in adm1n1stra—‘_z
t1ve pos1t1ons 1n six Alberta commun1ty co]]eges to ascertaln the v
k1nd of woman who asp1res to- and attains a career in educat1ona1
adm1n1strat1on and (2) to determ1ne how these women perce1ve them-

se]ves, the1r JObS and the1r organ1zat1ons The s1x commun1ty

- e

co]]eges were: Grant MacEwan Commun1ty Co]]ege, Med1c1ne Hat Col]ege,
Mount Royal Co]1ege, Lethbr1dge Commun1ty Co]]ege Red Deer Co11ege
and Grande. Prairie Reg1ona1 Co]]eq

To obta1n the data for the above, the fo]]ow1ng quest1ons
were asked ” '

1. What is the genera] prof11e of women in educatlona]
adm1n1strat1on pos1t1ons today, spec1f1ga11y in the six Alberta -
commun1ty colleges 11sted above? : |

2. Do women adm1n1strators perce1ve any. factors w1th1n
. their respect1ve organ1zat10ns wh1ch enhance or inhibit the career.

advancement of ‘women adm1n13trators?
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3. If.these women adm1n1strators did perceive enhanc1ng‘or
'1nh1b1t1ng factors as descr1bed in (2), what are these factors?

4.  How are women administrators’ careers affected,by.thetrv
perceptions of these factors? , | ~ .

’5. How dolwomen administrators perceiue thémselves: (a) on
the job, (b) Tn general, (c) as wives; and (d) as‘mothers?

I6. Are women adm1n1strators themseTves obstac1es to- the1r i

career progress1on “in commun1ty co]]eges’

._'The'Need.for thesStudy -

As po1nted out in Chapter I of th1s study, very few women
o vho]d pos1t1ons in management ranks - The genera1 absence of women

from manaoer1a1 and. adm1n1strat1ve ranks- represents under ut111zat1on

5 of women' s ab111t1es McLure and McLure (1974) noté that "in this = -

aper1od of strugg]e for women' s r1ghts, women are needed in dec1s1on—
_1mak1ng positions in d1rect proport1on to the1r numbers in the
population as a who]e” (p. 6). | |

Why, then;are not more'women'hoiding positions in the

occupat1ona1 area of management and adm1n1strat1on? A review of
‘the 11terature address1ng th1s quest1on 1nd1cated that the soc1a11za— ."--
tion process is the source of stereotyp1c att1tudes wh1ch h1nder
..women S career paths to management Through th1s process boys and
g1r1s Tearn ro]e performances anﬁ acquire persona11ty structures, _
| att1tudes and behav1ors that are cons1dered appropr1ate for each
sex. From a verv ear]y age g1rLs and boys rece1ve d1fferent messages o
about what to Tike and d1s11ke cherish or d1sda1n and what are

acceptab]e occupat1ona1 and family soc1a1 oatterns
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Boys learn at a very ear]y _age that they are expected to work

to support at least themse]ves (Epste1n, 1973 Henn1na & Jard1m, 1977

;R1chardson Walum 1977) One of the messages 11tt1e g1r]s get about

the1r future is that it probab1y has a husband in 1t at that po1nt

her oarents are the on]y role mode]s she has ."Fathers _support w1ves
and chlldren and even when a motﬁgr works the. father s job is usua]]y |

| seen as the more cr]t1ca1 (Henn1ng & Jard1m, 1977, p. ]6) . v' 4

Epste1n (1973) notes that. the- d1st1nct1ve problems of women
come: from the confu510n of sex roles with occupat1on ro]es, S0 that

women are 11ke1y to be cu]tura]]y ass1gned work funct1ons wh1ch

" refléct an extens1on of the1r sex role. . Also, because women learn

from the cu]ture, a set of expectatlons about themse]ves that»become

a cruc1a] part of the1r se]f-1mage they themse]ves tend to. - aspire _7

on]y to socially sanct1oned work funct1ons » .
The occupat1ona1 segregat1on by sex of the Canad1an 1abour

force has led to the pract1ce of referr1nq to certain occupations-as

135

trad1t1ona11y ma]e “or- trad1t1ona11y fema]e (The Report of the Roya]

Comm1ss1on on ‘the Status of WOmen ]970). Management one of the _

'. occupat1ons dominated by men has not been .a soc1a1]y sanct1oned work

~funct]on for_women.

@
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charaeteristics for examp1e, are often ascr1bed to the management
'ro]e. Women who d1sp1ay them, however, may be seen as unfeminine.
A woman who does not d1sp1ay these so- ca]]ed masculine character1st1cs
may be cons1dered 1nadequate for the job. | Thus hav1ng the r1ght
paper qua11f1cat1ons for d management job is often not enough for a
woman for she will be meeting only the more forma] requ1rements for
the job. |
Other . boundar1es may be 1nforma] and come from the people who
‘are a]ready in manaqement Since, as the statistics quoted in
Chapter I 1nd1cate, it 15 ]1ke1y that management groups will be
composed pr1mar1]y of ma]es, women w;;] be n a minority pos1t1on
because of their Sex. Kanter (]977) has noted that th1s will have
1mp11cat1ons for their patterns of 1nteract1on with the organ1zat1on g
‘Women in such positions become tokens or symbols for all women and
must deal with pressures and stresses that the dom1nants in the group
do not experience. s
Kanter points out that dominants wil] attempt to keep a
fema]e member on the per1phery of decision making in a group, thereby
reduc1ng her power. Dominants may, for example, éxaggerate the .
dlfferences in male and female behaviors by indulging in more behaviors
that are considered ”mascu11ne,'>such as backslap, na. recounting
otf-co1or Jokes, and eﬁa]uating women as prospectivevromantic
partners. This exaggeration ‘of differences is a means of showing
the new woman member that she does not be]ong in the group. It is,

an attempt to protect the group S co]]ect1v1ty from an obvious out—

sider (in this case a woman).
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As women begin to enter non—traditiona1 career fields such .
as management, a number of research studies centening on women
‘managers in bu51ness org:nizations have been conducted in an effort
to determine who these women are, how they tend to think what
kinds of work areas and«habjts they have what is important to them
in their day-to- day workingylives and whether as women ina
Qnon-traditional occupation, they experience differentiated oppor- ..
tunities within their’organizations compared to their'ma]e'counter-

_parts (Bass, Krusell & Alexander, 1971; Crawford, 1977; Henning &
Jardim 1977;‘Kanter 1977, Van der Merwe, 1978; Ze]]man, 1976)

' On]y one study was fdbnd on the Canadian woman educationa1
administrator (the counterpart‘of the “manager in educationai organ—
izations) emp]oyed in a post secondary educationa1 institution other
than a univer51ty (WOmen and the Colieges of Applied Arts and

-Techno1ogy, 1975). This relative lack of information in the

literature concerning women administrators in community coileges

Ted the researcher to ask: Do female educational administrators
‘differ‘fromltheir counterparts in business organizations generally, ’
in‘terms of their backgrounds perceptioris of se]f their jobs and

their organizations?- This study was conducted in order to obtain

data relative to this question. v ' - v

The Population
The subjects"in this study were the total number of women
classified by six Alberta community co]]eges as ad~ nistrators as

they were considered to. form a total populat’~n . a particular type.
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The Collection of Data

Letters- were sent to the ch1ef executtve off1cers of each of
the six colleges request1ng that they prov1de the researcher with a
list of a]] the women in their organ1zat1ons who were classified as
adm1n1strators. Upon rece1pt of these‘]ists, a letter was sent to each
woman on these 1ists, request1ng their part1c1pat1on in the study
In order to help 1ncrease the chance of ‘a h1gher percentage of '

returns, the researcher arranded to pick up the quest1onna1res that\

were mailed to each participant.

The Returns ‘
A1l 43 of the questionnaires that had been mailed out were
~returned. Subsequent. analysis of the returns determlned that two -
of the respondents were ireligible as part1c1pants based on the
criteria for an adm1n1strator as set out in Chapter I of th1s Study..
One the basis of the réturn rate of quest1onna1res (i.e., 43 out of
-43), the return rate was 100 percent. However given that the actual
population includes ‘two addittona] women (one who dec11ned to part1c1—

pate and the other who was on 1eave of absence), it is more accurate

- to record the return rate as 41 out of 43 (or 95.3 percent).

The Questionnaire

The data for this study were collected through the use of a . -
seven- page questionnaire des1gned by Crawford (1977) and adapted by
ithe researcher for use in this study. The;questionnaire, as adapted

"'from.Crawford's instrument, consisted of fdur main-parts: (1) Genera]

Background, (2) Job Situations Pecu]iar‘td Women, (3) Se]f—Perceptions,



and (4) éércep}ions of the Organization.
| Sections'(]), (2)‘and (3) of the quest1onna1re remained

virtually unchanged from Crawford's orvg1na1 quest1onna1re, w1th
the exception of word substitutions, the de]et1on of an 1tem and the
add1t1on of an 1tem Section (2) of Crawford's or1g1na1 instrument
was om1tted as it was not related to the purposes of this study.:

Crawford generated the items for categories (1), (2) and
- (3) above through a review of the literature and discussions with
women in management and with persons in the educat1ona1 f1e1d The
items for category (4) above were des1gned by the researcher and
generated for th1s study through a review of the i1terature and
'd1scuss1ons with women adm1n1strators and researchers 1n the educa—
t1ona1 field. '

In sectionll of the quest{onnaire;‘”Genera1 Background,"
the respondents provided (a) personal and job 1nformat1on, |
(b) famity background, (c) marital background (d) husband's ‘status ,
(e) chi]dren, and (f) household and child care he]p However, due to
- a weakness in the’ des1gn of the items pertaining to husband S status
the data collected on these 1tems had Tittle or no value for the |
study. It could not be. ascerta1ned with any degree of certa1nty
whether the respondents who were but are not now marr1ed prov1ded
1nformat1on on these 1tems ‘based on the time they were marr1ed Hence
the data cou1d not be compared as was or1grna1]y planned with data
on the 1tems requesting respOndents present job titles, incomes‘and |

educational ‘level.

In section 2 of the questionnaire; "Job Situations Peculiar X
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‘to Women,” the respondents prov1ded 1nformat1on on s1tuat1ons
lpecu11ar to women. In section 3 of the questionnaire, "Self-
Percept1ons,' the respondents prov1ded 1nformat1on on how they

fee] about themselves (a) on the Jjob, (b) 1n genera] (c) as

~ wives, and (d) as mothers. Section 4 of the quest1onna1re prov1ded

1nformat1on on the respondents percept1ons of the]r organizations.

Statistical Procedures

v

/ Frequency d1str1but1ons w1th percentages as: we]] as Pearson

'correlat1ons were ysed-to report the data from the quest1onna1res

Conclusions

e

The fo11ow1ng conc1us1ons are based on the f1nd1ngs of the
study and are d1v1ded accord1ng\fo the s1x questions usedﬂto.gather

the data.

Genera] Prof11e of WOmen Adm1n1strators‘_
in Six Alberta Commun1ty Colleges

1. S1nce the maJor1ty of women in this study have comp]eted
un1vers1ty undergraduate degrees pr1or to be1ng promoted to thenr
present. adm1n1strat1ve positions, it would appear that a un1vers1ty
degree tends to be a pre requ1s1te for atta1n1ng adm1n1strat1ve kd\
positions in colleges. ' - : | \

2,. The wide vartety of degree specializations at the
Bachelor's Jlevel tends to support the assumpt1on that 1n educat1ona1
‘post- secondary non-university 1nst1tut1ons most women in adm1n1stra—f
‘tive p051t1ons are promoted from instructional ranks, hence the

variety of undergraduate degree specia]izations.
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3. Thevassumption in (2) is further supported by the

number of respondents promoted to their present pos1t1ons from part-
“time or fu11 t1me teach1ng positions within the1r colleges. Of
‘the respondents (58.3 percent) who were promoted to their present »
- pos1t10ns, the maJor1ty (61.9 percent) cited part—time-or‘full—t1me

1nstructor pos1t1ons as the type of positton;they last heldvbefore

‘ ;be1ng promoted.

"

4. Although all 41 of the respondents presently hold adm1n1s—

trative~pos1tnons within thetr respect1ve colleges; only 6 women (or
20 percent) work in functional areas defined. as re]at1ve1y non-
;trad1t1onal, i.e., Cont1nu1ng-Educat1on, Educat1ona1 Deve]opment and
Merchand1s1ng (the term non trad1t1ona1 is def1ned here to inélude
funct1ona] areas not trad1t1ona]1y dom1nated by women as have been,
~for examp]e Nurs1ng, L1brary Serv1ces and Secretar1aT Sc1ence) ' It
would appear then, that women in educational adm1n1strat1on in
'th1s study tend to be concentrated 'in functional areas trad1t1ona1]y
.dom1nated by women | | ‘

| 5. As the number of h1erarch1ca1 report1ng positions between
the respondents and the pres1dents 1ncreased the respondents -ages
decreased. Thus, the older a woman adm1n1strator 1s, the h1gher her
h1erarch1ca1 pos1t1on within a co]]ege This may be due to the 7
tendency, as po1nted out by Henn1ng and Jard1m (1977), on the part
of women to make the1r career p]ans Tater in ]1fe, as oppospd to men .
who typ1ca11y bu1]d the foundations of their careers much earlier

than women.

6. The,assumption'in (5) ts*?urther supported by the number
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of respondents who began their plans for a career in educational

~administration while working. The 1argest number of respondents,

- 28 (or 68.3vpercent) said that the1r plans . gegan while WOrk1ng

and the next 1argest number, 6 (or 14.6 percent), indicated that
they had never rea]]y p]anned to be educational adm1n1strators They
Just let their careers h&ppen.’ | . |

7. There is np s1qn1f1cant correlation between the length
of theﬁrespondents empToy.in their respect1ve co]]eges and. the1r ">
ages. ! '

8. Most of the respondents are not hav1ng prob]ems ‘receiving
equal pay for equa1 work ~The maJor1ty be11eve the1r sa]ar1es are

comparab]e with men' s salaries for the same JObS in: the1r co11ege and

on]y 20 percent 1nd1cate that to their’ know]edge they were paid 1ess

- than men for the same work w1th1n the past five years.

- 9. The 1argest number of ‘women in this study, 16, had
fathers in the skilled. occupat1on category Very few women Cited
the1r fathers as be1ng the person who most 1nf1uenced the1r career
cho1ce Henn1ng and Jardim (1977) claim that women who advance in
management usua11y have fathers in this occupational area and were
great]y 1nf1uenced by his examp]e The f1nd1ngs 1n‘th1s study do not
support‘th1s c]aim. | | : '

“10. Epstein (1973) and‘Henning'and dardim (T977) c1a1m that

the successful female manager tends to be an e]dest or on]y child

. in her fam11y The f1nd1ngs in this study do not support this claim-

even . though the number of- women in the only or eldest ch11d category

. is on]y s]1ght]y Tower than half the tota] number of respondents

'(46 3 percent vs. 53.7 percent)
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TI.V The majority of women in this study are married. Of‘the_
-‘60.percent who are married, 45 2 percent experience role conf11cts
between the1r,ro1es as w1fe and career woman in spite of the -fact.
that the majqrity say their husoands support and encourage them in
‘their careers. Darley (1976) suggests that a husband’ s support of
his wife's career might help m1n1m1ze the confllcts she may experience
between her role as a wife and a career woman. Thevf1nd1ngs in this .
study do not support Darley's suggestion. However, they do tend to
support Bardwick's (1971) suggestion.that the source‘of role con-
f11cts comes not only from-a woman s reaction to a social constructed
‘ conf11ct s1tuat1on, but, a1so, from an 1nterna11zed set of conf]wct1ng
values resu]t1ng from the socialization process.

T12. Although very'few of the 31 married respondents (8) say
‘that the1r husband S careers come f1rst the majority of women cfte
be1ng asked\to transfer most often as»a present and possible job
related problem in the1r marr1ages |

.

13. Only women who are now or have‘been marr1ed have children.
The'highest~number of ch11dren are in the o]der age categor1es.f Of
the 21 respondents who'have children, 9 have children in the 13 to 18<
years of age category and 9 respondents have children 1n the over 18
years category. On]y three requngents have children in the 0 to 5
; years category Epsteim (1973) notes that stereotyp1c not1ons held 1n‘
soc1ety about male and fema]e ro]es are such that women who try to
'comb1ne marriage and.motherhood with careers experience conf11cts

between the two roles. In an attempt to minimize possible conflicts,

working mothers tend to have fewer children, o]der children and

Ny,
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husbands who are more active in househo]d ,tasks (UJad1s“Hoffman, 1975)
The findings 1n this study tend to support th1s descr1pt1on of the
working mother. An ear]1er conc1us1on which stated that the majority
of women have husbands who help with household or child care tasks
further supports the above description of the work1ng mother.

14., A]though the majority of respondents say that their
husbands are act1ye in househo]d and child care tasks, the majority
(51 7 percent) st1]1 utilize some form of child care of household -
help. E ] | |
Respondents"Perceptions of Self

e

1. The majority of women in this study‘perceive themselves

as havjng‘the‘so—ca11ed "masculine" characteri'fi;. genera]]y
ascribed to thevmanager1a1.ro1e. They see themsetves as persuas1ve, '
competitive, aggressive, competent and conf1dent persons.

2. It would appear that perce1v1ng ‘themselves as hav1ng the
requ1red management character1st1cs does not preclude the ‘majority of
respondents fram fee]1ng feminine. Genera1]y, very few respondents |
‘feel they must forego femininity in order to advance on the job. ) -
. One could assume from th1s and earlier conclusions about the respon- -
dents' acceptance by others in the1r organizations that the women in
th]S study do not’perce1ve their careers to be affected by their
display of both feminine and "masculine" characteristics Henn1ng

and Jardim (1977) have noted that the successful women execut1ves in-
their study felt they had to forego their femininity on the job in
- order to tncrease their chances of.being accepted generally by their

0

male colleagues as wel] as their opportunities for advancement.
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Evidenéé?, the women 1n this study dia not feel this was necessary.
o o »‘J\\-

_5? To the women in this study, being successful as. women

means be1ng good wxves ahd mothers as well -as being good adm1n1strators

the1r roles as wives and career women, the maJor1ty of respondehts
- report that their careers enhance their ro?es at home as w1ves They .
also say that they are happier because of £Lé1r careers. . It wou]d
appear, ‘then, that their careers are important to them.
! 5. 0of the respondents who have ch11dren, the ]argest number
of respondents are in the middle of the L1kert scale in terms of
the1r response to the. statement "1 exoer1ence the demands of roTe
conf11ct between mother and career woman. " Since the highest number
of children are in the older age categories (6 years to 12 years;’
13 years to 18 years; over 18 years), it would be assumed that they
represent less anxiety and energy dra1n for the career woman than do o
.younger children. Thus, ro1e conf11cts for the- -career woman who s
also a mother are m1n1m1zed

6. -As the number of hierarchical. report1ng positions between
the respondents and the]r presidents 1ncreases the respondents'
fee11ngs of success as mothers also increase. This suggests that
the ]ower a woman's h1erarch1ca1 position in a college (and hence

the 1ess demanding her job responsibi]ities), the more: successfu]

she fee]s as a mother because she can devote more time to this role.
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Perceptions of Factors that Enhance or
Inhibit the Emp]oyment and Advancement
of Women -

Job situations peculiar to women.

1. The majority of women in this study fee]vaccepted
generally by their male co]]eagues éhey are 1nc1uded//1f not a]ways
then at Teast otcas1ona]1y, at Tyncheons  and other social gatherings.

They do not feel they are s1ng]ed out at these gatherings as women_'

“and treated accordingly. ~They a1so feel that they have’ access to

office information. At department meet1ngs or in the1r colleges in

)

" general, the majority of respondents feel that their ideas are used

at least most of the tfme Very few respondents fee] resented—by

their male or female subord1nates gp -workers and super1ors Kanter

(1977) has suggested that women in management are not-accepted

'generaI]y, by their male colleagues because they are perceived to

be d1fferent and perhaps not to be trusted. As a result, they are

“exc1uded not on]y from the informal d1scuss1ons that take place

among. co]]eagues in casual 1nteract1ons, but a]so-from_participating
in more forma] 1nteract10ns, such aS»those that take place during
meetings. The_findfngs in thisxstddy do not support Kanter's
conc]dsions. | _ ‘ ‘

‘2. The majority of respondents (53.6 percent) do not fee] that
the1r max1mum capab1]1t1es are being utilized--in their jobs.

3. Although 46.4 percent of the respondents feel that they
are the brunt of sex1st comments, not one respondent felt 11ke a token

woman. It appears from th1s and ear11er conc]us1ons in th1s study

that the majority of respondentsvwere selected as administrators based
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on the1r potent1a1 and ab111t1es rather than to simply "pad” the

4 ~-

.adm1n1strat1ve ranks w1th women.

'RespondentS' perceptions of the organization.

1. The maJor1ty of ‘women in this study fee] that: they are
rece1v1ng fair and equa] treatment with the1r ma]e co]]eagues

part1cu1ar1y in the. following areas: »(a) spec1a1 tra1n$nq

: opportun1t1es (b) management deve]opment opportun1t1es, (c) informal

off- the record deve]opment Opportun1t1es, (d)vencouragement to try
for promot1ons in non—trad1t1ona1 areas, and (e);their treatment in
general. | N )

‘é.' The only factor within the1r respect1ve organ1zat1ons 1n
wh1ch the respondents careers cou]d be h1ndered re]ates to men's
fee]lngs about work1ng forga woman. . The 1argest percentaoe of
respondents 46 3 percent fee] that men 1n the1r co]]e%gs prefer‘
not to work for a woman. |

Corre]at1ons between the respondents perceptions of
their organizations and their perceptions of self. -

General conclusions. As.po1nted out in earlier conclusions
under "Job Situations Peculiar to Women," and “Respondents Perceptions
of tre Organization,” 1tlis true,that the majority of women in this
study ‘eel accepted genera]1y by their male co]]eagues It is: a]so
true w.at they feel they are rece1v1ng fair and equa1 treatment with
their male co]]eagues from their organwzat1ons

For the majority of women 1n th1s study, self perceptions of

etl1ngs of fem1n1n1ty, the forego1ng of femininity.and being sexua]]y :

available as an asset in getting ahead on the job,.were/large1y

B
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related to the dedree of oersonai qrowth and advancement 0Dpor-

tunities they perceiVed for themse]ves w1thin their organizations

- However, in the areas of respondents self- perceptions

reiating to the ieve]s of se]f-esteem achievement orientation and

confidence, it cou]d not be determined with any degree of certainty
whether respondents se]f perceptions affected respondents percep-

tions of their organizations or whether the opp051te was true.
2 ﬁ}a *

§pecific Conclusions

1. The more that equaiity of training opportﬁnities for men
and women increases (1) the more the respondents feei feminine,
(2) .the' 1ess the respondents fee] they. must forego their femininity,

and (3) the Tess: they feel that being sexuai]y avaiiabie s an asset

’in getting ahead on the JOb

/"fj”"- 2. The more that women are not welcome in an organization s

management deveiopment opportunities (1) the Tess the respondents

feel feminine, {2) the more they feel they must forego their

femininity, and (3) the more they feel that being sexuai]y avaiiabie

is an asset in getting ahead on, the Jjob.

f _ _3f The more that 1nforma1 deve]opment opportunities are given
to mené’i(i) the Tess the respondents feei feminine, and (Z) the more

they fee] that being sexuai]y avaiiabie 1s an asset 1n getting ahead a

' on the JOb

4.. The more that'men/ére not in favor of" equa] opportunities

'fﬁfAfor'women: (1) the more the respondents feel they must forego their

femininity, (2) the less feminine they feei, and (3) the more they feel

that being sexua]]y avai]abie is an asset in getting ahead on the job.

148h-
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Women Administrators &s Obstacles to Their
Career\Rrogressionvin Community Colleges

Genera] conc]Usions | Henn1ng and Jard1m (1977) have po1nted

out that a womdn's advancement can be affected by her lack of career f
'p]ann1ng. Typ1ca1]y, many women do not p]an careers untii 1ater in
 their work1ng 11ves Un11ke‘men who bu11d the foundat1ons of their:
careers in the1r ear]y twent1es, women tend to 1et the1r careers .

' JUSt happen They may on]y be start1ng to- take the1r work I .
ser1ous1y, and to. formulate concrete goals at the t1me dur1ng the1r?7
, work1ng 11fe that the1r ma]e counterparts are us1ng to’ moye up the
promot1on 1adder ina carefu]]y p]anned serwes of steps By. SR S

_neg]ect1ng to p]an the foundations of a career unt11, perhaps, the1r

";th1rt1es, women themse]ves become obstac1es to the1r career proqress.

S1nce the~maJor1ty of women adm1n1strators in th1s study did

not formu]ate career p}ans in educat1ona] adm1n1strat10n unt11n

1ater when they were work1ng, they themse]ves were obstac1es

"to their career progress However, 1t wou]d appear based on

"

..A(

the fwnd1n%§g1n Phis study, that the maJor1ty of women in this study‘
: i

no Tonger are themse]ves obstac]es to the1r career progress

1.f Ve;y few respondents {4 women) have turned down a
-promot1on yn the past f1ve years The maJor1ty of respondents per- i
;ce1ve themse]ves to be ach;evement or1ented Further the ma30r1ty
' of the marr1ed respondents 1nd1cated that the poss1b111ty of mak1ng
more money or hav1ng a h1gher position than their husbands would not
prevent them from accept1ng a promot1on This suggests,a strong -
des1re;for promotion among the respondents generally.

3

2. AHenning and Jardim (1977) have noted that women are often
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ignorant of thezfmpact thejf partipipation in informal discussions
that take place in casual interactions at infbrmé]vgatherings can »
have or their. career proéfess. They can 1;arn_a 1arge.body of
ppofessiona1'e}iquette or. uéefu] pieces of work related information
at theseAtypés'bf gatherings. Of. the 7 respondents who- indicated-

that they were thAan]uded'in sociai-gathérings by their male

colleagues, more than half said.they WOu1d_1ike to be.

Implications

Implications for Faculties df’Education

It seems sianificant that the majority of women administrators in

this study did not formulate career plans in educational administration

until they were working.v.FUrther, the majority of women who were

promoted to their administrative positions came from a variety of

teaching areas within instructional ranks in their organizations. The

1argest"number-of.undefgraduate degrees held by these women were in

.

€

education.
(Ba§ed on the above findings,.it would seém\re]évant for
Facu1¢1é57df,Educatibn'who are in the businéss ofltraining teachers
to a1so’addréss elements: of career planning in their curriculum.:

A ‘number of feachers-and,instruqﬁqré-move on to hold admihistrative,'

positiohs within their’Organizatidns., Some discussion about the

B J

possible career paths from ‘instructional-ranks to administrative ranks

might be of benefit to education students particularly at the-undér-
graduate 1evelsl‘

At graduate levels in departments of educational administration
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within Eacujttes of Education, the inclusion of curriculum components
whichlpromote an aWareness among ma]e‘dnd femé]e students in these
gdepartments of thes pressures. and conoerné‘that women often hdve to‘
deal with on the.job_should'be'considered: By»promoting'an awareness
amongrprosoeetive male and fema1e.adm1nistrators in these programs

of the effects of sex-role Stereotyping, men and women can stdrt
thinking about their behavior patterns on the job.

Implications for Women. Administrators
and Their Male Co]]eagues

- Traditionally women have not made serious. career plans until
‘later in Tife than men norma]]y do.’ The maJor1ty of women in this
study did not‘formu1ate career. p]ans in educational adm1n1strat1on
until after they were work1ng By neglecting to plan their careers
ear11er these women acted as obstacles to their own career progres—
~sion. Women must become more aware of the dec1s1ons to be made
about careers if they are to_1ncrease‘their personal growth and
advancement“opportunities By understand1ng cu]tural norms and
va]ues they can make a more 1nformed career ch01ce - The women who
: make it to the top can he]p subord1nates up the promot1on ladder.
The1r ma]e co]]eagues can he]p by be1ng more aware of the1r behavior
»patterns.1n interacting with fema]e_co]]eagues, subordinates and
"superiors. They can be more open to octing as sponsors to women,
he1p1ng them as they have trad1t1ona11y he]ped male protégés up the

promotion ladder.
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Implications for Educational Organizatfons

There was some question in this study as to whether the women
administrators' self- percept1ons were Targely reTated to the. o
degree of advancement opportun1t1es they perceived for themsé]Ves :
within the1r organ1zat1ons or whether the1r self- percept1ons affected
their percept1ons of opportun1t1es w1th1n their organwzat1ons
Although conc]us1ons based on the findings in this study re]at1ng
.to th1s area are- uncerta1n, Kanter" s’(1977) f1nd1ngs tend to support
the assumpt1on that self- percept1ons are 1arge1y proport1onate to an
individual's percept1ons of the degree of persona] growth and
"advancement opportun1t1es available to them w1th1n the1r organ1zat1ons
Thus it is 1mportant that leaders 1n educational organ1zat1ons ensure
that access to such opportun1t1es w1th1n their organ1zat1ons is equal

for both males and females.. -

Suggestions. for Further Study

1. This study dealt specifically with women in'administrative
-positions in six A1berta community colleges. A comparison study
u dealing with men in administrative'positionsvwou]d'seem'apprzpriete
- and relevant. . It could be instructive to gather the 'same baoquound :
.1nformat1on on these men, ascerta1n the1r percept1ons of themse]ves,
' the1r JObS and their organ1zat1ons ‘Do their behav1ora1 approaches
to their JObS differ s1gn1f1cant1y from those of women as revea]ed
in this study7 |
2.f Because many women in th1s study were promoted from

“instructional ranks to the1r adm1n15trat1ve positions, a comparison
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study,dea1ing specifically with women instructors might be apqupriate.
Again‘through this reseahch, ft.might.be:1eafned just what gaps

appear in bacquound job competenc1es, and se]f—percept1ons between
‘1nstructors and adm1n1strators o

31 As th1s study dealt spec1f1ca11y with women adm1n1strators
in A]berta Conmun1ty Colleges, a compar1son study dea]1ng,w12h§w2hen
adm1n1strators in Cpmmunjty Co]]eges in 0ther‘prov1nces would Seem
vapprqpriate and'rejevant. Do women admihistretors§in Alberta Cohmun%ty
Colleges differ significent]y'from'theif counterparts in other
prowinces across Canada?

4. G1ven the inability to establish with any degree of
certainty whether seTf—perceptions,of wémen eqmihistrators in this
study ere largely pfoportienafe-to-the‘degree Of‘bersona] growth ande
advancemeht opeortUnitﬁéé'they pereefve within thefr orgenizations
or whether the opposite. is true, further study in th1s area us1ng
an 1nstrument capable of assess1ng the s1tuat1on in qggst1on wou1d

seem appropr1ate and relevant.
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Pilot Study

Women in Administrative Positions Questionnaire

Instructions R /

Please read the attached respondent instructions and questionne .-
carefully. - - - ' ' o

Do you feel that other people will have problems with anf.questions?
[f yes, please indicateﬁon a Separate sheet of Paper which questions
‘might be unclear or. ambiquous and note any suqdgestions syou might
have for improving them. o

Do you feel that other peoplé‘ﬁight be unwilling to ahswer.any.of _
"~ the items or answer them truthfully? If ves, please 1list. item
numbers involved. S U o :

Please complete the attached questionnaire-as}if.yOU'WEre_presently
employed in a community college as -an administrator. Use fictitigus
‘information for answers to items requestingusa]ary-1nformation,'years
with the college, etc. “For items,requestingjinformation on marital
status or jtems asking you to respond depending-on your marital |
status answer .in.terms of your real marital statds. One of the
‘purposes  of the pilot study is to time the number of minutes it .
-takes you to compléte the questionnaire. This will give me an. ‘ 4
ideavof.hOW'1ong it will take the subjects selected for this study

to complete the questionnaire. - : C

- Any generg1 commehts you may have on the questionnaire in terms of
format, spelling errors, cl ity of questions, suggestions for
improvement would be apprectated. .. - > :




162

WOMEN IN ADMINISTRATIVE POSITIONS QUESTIONNAIRE

GENERAL BACKGROUND:

1.
2.

10.

17,

12.

& man when you were equa]}y'qua]if?ed? yes : no’

<7

What s your job'tit]evat_this time?

In terms of hierarchical réporting positions, how many. positions exist .within
your organization between your position and the ~President's?

Approkimate]y, how manyvpeople'WOrk in your college? _ ]

@gy@many years have you been with this co]]éde? Under 1 over 1 to §
over 5 to 10 ___over 10 to 15 . - over.15 ) _
. Were you hired forAyQuffpufrent poSifioh?*'yes‘ . no
If no, were vou promoted. to this position? “yes “no

If promoted, what was your job title when hired? : -

If promoted, how many jebs:did you have with this college before you were

promoted to this one? ' : L . - R

If promoted, did you take special training to obtain this. job? yes_ __no__
- If yes, where? . - - What? - o

Within the past fivé years, to your;kﬁbw]edge, have you-TOSt'a-promotion'to

Have you ever turned down a promotion?: . yes = - no
- If yes, check all the fo]Towing,reasons that apply:’ : :
family responsinlities - husband's opinion ‘ conflict with-
husband's job " - feeling of inadequacy ‘other :

‘What is your present income? $5-9,999- . + $10-14,999 $15—19,999 :
" $20-29,999 . : .$30-39,999 $40,000 or more e .

Do you think your sa1ary'ﬁs‘comparab1e to a man's salary for the7samg,jpb in.
your col]ege? " yes - no . ' S

W{thin the pé%t five years, to your knowledge have you hejd a job where a man
doinge the same type of work was paid more than you were? yes : no- -

Check all educational Tevels that apply to you:

less than high schoolggraduate
high schoot graduate :
business school « -

vocational school

some college

some university.

college graduate

major emphasis
. Mmajor emphasis

5 major field

university graduate “major field — T
o : B degree held '

Master's degree - - what field -

Doctorate - ‘ _ what field

Circle the appropriate category that corresponds-with your age. Under 20

20 to 25 26 to 31 32 to 37 38 to 43 34 to 49 50 to 59 56" to 61
over 61 . ‘ . ’ ,

.

-

v



13.

14,

15.

1.

"1'7.,

18,
9.

20,

-school . - whiTe working - other

~instructor . other
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When didiyour-plans to become: an educationa]Aadministrator beg{n?.
in high school -~ in college in university jn»graduate

-

P i (specify)

o

What was ybUr<féfhér?svbrincipa%’dccupatfon~Wﬁ11e'you were growing up?

-unskilled - - skilled . professional without managerial respon- = -

sibilities “professional with managerial responsibilities-

Check.gil?]evels that;épp]y'to your father's educational attainment:
- less than high -school. graduate _ L ' '
high school graduate . - '
business school '

majdr_emphasis .

vocational ‘school

_ major emphasis e
some college oo a
'some university

college graduate, . ‘major field.

major field

university graduaqegryhi
o B i degree held

: Master's degree ° o what field -
Doctorate ‘ o what field
-was‘yOUr‘mother ehb]byed-whi]e'you“were growing up?  yes no

If yes, what was her principal occupation during these years? .unskilled
skilled »professional without managerial responsibilities o
professional with managerial responsibilities L R
oV . . : . o : . .
Check all Tevels that apply to your mother's education attainment: .
: Tess than high school graduate _ o ; T
high school graduate . ‘ ; ;/;/ :
.business school - major emphasis

vocational school , major-emphasis - .

some college =~ Y NG
some university
college graduate

wn,

major field

major field

university graduate
' dearee held
what field

Master's degree

1 HTH

Doctorate‘_'

-what field

Who most influenced your career choice?  father . ~ mother

' ;(specify)

How many brothers and sisters do you haVe?A'

- How many are older?
How many are younger?

‘What is your marital status? never married ’ ’marrieq : ~ separated.

divorced - -widowed .

[}

¥ married or previously married,‘Whaﬁ is (was) your'husband's job tftTe?v

g%jhever&harried, Jgo on to'questﬁoh 21.
I
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. »
« 20: (a) What is (was) his income? $5-9,999 $10-14,999 $15-19,999
$20-29,999 $30-39,999 $40,000 or ‘above
!%(b) Check all levels that apply to his educational attainment: ¢
' less than high school graduate o '
high school graduate
business school major emphasis , =

vocational school - major emphasis

some college
“some university

- college graduate major field

T

university graduate: what field
- Master's degree what field
f Doctorate . - - .~ what field

(c) On a number- scale, how would you rate his Fee]ihgs about your career?

Circle one proud ' 5 4 3 2 1 resents

& (d) Which of ‘the following job-related items s (was) or could be a problem

in your marriage? , , ' -(is/was a) .
- If you made more money  than your husband did problem . could be
If you adyvanced to a higher position than his problem -could be

o

If ‘he was asked to transfer o problem could’be

If you were offered a better job in another - & :

city ) ' ’ : ' problem* - could be

Other ' R . - problem - could be
(specify) ,

None of .the above is" (was) or could be a problem in my marriage

(e) In what ways is (was) he an asset to your career? Check-all that apply.
- through moral support/encouragement
help with the. children ’
help with household tasks o S
expertise and/or knowledge in your field
other R '

\

g-~(spec1fy) B L

21.  How many children do you have in these age groups? - 0-5 years | 6-12

13-18" over 18- -not applicable

.22{‘ What type of ‘help do you have for your chi]dren_and,housekeeping? .

day baby sitter day care center or-nursery school for children - -
. full-time housekeeper (1ive-in)- full-time’housekeeper (1ive-out)
. cleaning woman (occasionally) v none of the above -

b4

JOé SIWUATIONS_PECULIAR,TO]WOMEN?

1. Do_yod.travel on your'job?i_yeS' no S
Have you ever, to .ydur knowledde, been passed up for a promotion begause it
meant-travelling alone? “yes - no - - -

' RN

Because it meant travelling with men? yes ,  °no -

\ o



-sometimes " never -~
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4

Do you feel included .in luncheon gatherings with yqbr male colleaques?
yes o no - "~ yes, sometimes ‘

- If yes. 2re you usually treated as "one of the college's administrators"
or ar« you singled out as a woman at the.gathering -and treated
accordingly? usually treated as one of the administrators
usually singled out as a woman and treated accordingly ‘

- Is it uncomfortable if you offer to pay, the cheque? yes no
 Do‘you feel ydu'arevjnc1uded in other social gatherings of yburAma1e,
colleagues? yes - no sometimes - S
I[f no, would you 1ike to be included? yes - no _sometimes

Do you feel you have as much access to "office information" as the men:in
your office? yes no ' C ’

v B

. Do you feel that your ideas are utilized in meetfngs/cbnferehtes? “never

occasionally . most of the time -+ always .
In your college in general? never .~ occasionally . most of the
time always. . » ' : .

Do you feel your maximum capabilities;are being utilized in your job?

yes no . . no, and . I would ﬁike to do more than I am now doing
ne, but I'm'satisfied with what I am.now doing : :

Do you feel that being a woman has an adverse effect on your relationship with

people you deal with outside your college, i.e. peoplé on your administrative

Tevel, below and above? yes : no sometimes ~ -
Do you feel you are the "token" wdian in your department? yes no
~.“Do you feel resented by ‘

male subordinates yes .. no. somewhat

female subordinates yes no . - somewhat "

ma1e~co—workers . Yyes : no ) somewhat ”

_ female co-workers = 'yes no . somewhat
male superiors yes no somewhat
female superiors yes no somewhat

If no to any of the above is it because
+you have .no male subordinate -
you have no female subordinate
you have no male co-workers
_you have no female co-workers
- you have no male supériors
you have no female superiors

or is it for other reasons . yes - no

_— |

Do you feel you are the brunt of sexist comments?llusually . seldom

- -Cd// ) 1”   M: . i._‘ .,-Li; :'k
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SELF PERCEPTIONS:

Rate the degfeé of your agreement to each of the following statements from 5, high
agreement, to 1, low agreement. For example, if you high]y agree with the
statement, CIRCLE number 5. If you do not agree, CIRCLE 1. Your feelings between
5, high agréement, and ‘1, low agreement, would. bé rated 4, 3, or 2. .

I FEEL THAT ON MY JOB:

o
=

v hiah : 1
I am a persuasive person : -
I have Tow motivation ' . '
- I am competent
- I am an agressive person- .
I do not 1ike a great . deal of pressure
I'am an emotional person
I can work without acceptance , .
I find a high.source of self-esteem within myself
I am suctessfyl ' '
I do not feel confident of my abilities
- I have aygood sense of humor
1
I
C

mmmmmmmmmmmm

-—l-——l—]—l—]-—l—l-—l——l—d._l——l

do, not exhibit my feminine qualities
want to stay right where I am-in this
ollege. I do not want a promotion.

‘J>-I>J>~l>-b~b-l>-b-b-b~b-b
f\)l\)l\)!\)l\)'f\)l\)f\)f\)l\)f\)f\)

R R R S .

(&2}
g}.\
w -
no
—

Cfrcle the appropriate number

ON MY JOB:

14, "I am not a competitive person | 5 4 3 2 1.
15, Being single is an asset S 5 4 3. 2 T
16. I am not really achievement oriented 5 4 3 2 1/
IN GENERAL: o - B

1. I ama dependent person - 5 4 3 2 -1

2. I am a feminine person. 5 4 3 2 2

- 3. I feel I must forego my feminity to advance - .

- inmy job - - . : ) 5 4 3 2 1
4. I feel I do not -have a good backaround for my jogb .5 4 3 2 1

5. I feel resentment from my. non-working female : , : ‘
friends ‘ o 5 4 + 3 2 1
6. Most of my close friends are career women 5 4 3 .2 1
7. As a.child, I was considered a "tomboy" 5 .4 3 2 T
8. As a child, I c.osely identified with the '
. role of my mother , R S 5 4 -3 2 ]
9.. As’a child, I closely identified with the

. role of my father ~— , - ) 5 3 2 1
10. I feel that being sexually available is an S - _

- asset for_ a woman to get ahead" 5. . 4 3 2 -1
11. My parents were more interested in my - e ; - S
-~ marrying than my having a career = = - ' S PP 3 2

7.



Ifinever married, go to question 10 below.

If married, begin with question 1 below.
If previously married, but not now married
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married if pursuing a career at that time.

T.«1 feel I am a successful wife

2.

My- husband's career comes first

I would not accept a promotion if I then made

more money than my. husband did

I would not accept a promotion if I then had
a higher positioh than my husband did

I experience the demands of role conflict
between wife and career woman

My career enhances ‘my role at home as a wife

I feel I am successful if I am a good wife and
. do a so-so0 job at work o S
I feel I am successful if I do a good job:at

work and do a so-so job .as wife

~Tefeel I am a successful mother ,
I would accept a position if it meant moving o

I experience the demands of role conflict
- between mother and career woman "~ - '
My career enhances.my role at home as a mother

I am happier because of my career .
I feel I am successful if I am a good mother
and do a s6-so job at work ‘ ’

} feel I am successful if I do. a good job at

work- and do a s0-so job as mother

PERCEPTIONS 'OF THE ORGANIZATION:

Read each item carefully and then
your agreement to each of the foll

ctos

» answer for the time that Yyou were

-Degrees of agreement

- high ) o - Tow

B~
w W,
nNo PO
—_

.5
5

g o
*
o
(%)
no
—

5 4 3 2 1
5 4 3 2 ]
5 4 3 2 1
5 4 3 2. 1
5 4 3 2 .
5 4 -3 2 1

' : T w .
decide how you feel about it. Rate the degree of
owing statements from 5, high agreement, to 1,

‘low agreement. For example, if you highly agree with the Statement, CIRCLE
rumber 5. If you do not agree, CIRCLE 1. Your feelingslbetween 5, high agreement

and 1, low agreement, would be rated 4, 3or 2.,

‘This college is just as willing to give -

special training opportunities to women
as to men . ' e '
Women are not- genuinely welcome in this
organization's management development
opportunities o
Informal, off-the-record development

" opportunities are usually given to men here o
'Women-here.are]encouraged to pursue careers, -

try for promotion, and apply for what Have

,been.traditiona11y "male" jobs

“

NA

NA
NA

NA
NA-

high ‘ . Tow -



. of equal opportunitié

Women are treated in
- men here .

r

Most top male administratdrs here wou]d-be

leary of having a female protegée 4
Most males here would not want to work for -~
a woman e . ‘ -
Most of the men here would view women who -
wanted to get ahead-as pushy '

Most men here are no genuinely in favor

for women

Most women here would
This college is a lead r in providing
opportunities for women

condescending way by

I am satisfied in general with the way I am
treated here - ' ‘
. ’ -4

refer working for a man

168

Degrees of agreement .

high ~ Tow

5 4 3 2 1

5 4 3. 2 1

5 4 3 50

4 3 2

4 3 2 1

5 4 3 2 1

5 4 3 2 1
5.
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Department of Educational Administration

The University of Alberta

_ Letter of Transmittal to Presidehts

November 3, 1978

Dear — 4 _ - N /

- 4lsam a graduate student presently working in thvDepartment
of Educational Administration at the University of Alberta. In -
“ partial fulfillment of the requirements of the M.Ed. degree, I am
conducting a study on women administrators in Alberta Community
Colleges. -This study is under the. supervision of Dr. €. Bumbarger.

In association with their rapidly changing roles in Canadian
" society, a growing number of women are entering careers that, unti]
now, have not held many women. A number of women are now endaged in
educational administration in post-secondary, non-university o
institutions such as Community Colleges. However, not much is known
about these women in terms of their educational attainment levels,
- their general background, or their pérceptions of their jobs and
organizations. R ' . : :

The objectives .of the study I am conducting are; '

1. To identify the general profile of .women administrators o 5\
in Alberta Community Colleges.. =~ - , o a ’
- 2. Jo determine how these women perceive themselves; their .

jobs and their ordanizations. - - o

In order te conduct this %tudy; I need your assistance to
Tocate women presently 1nradminiStrative‘positions.'-Spécﬁfica11y,
I would very much appreciate it "if you cou]dfbrovide me with the
following information: ‘ ' g R

1. The names of the women in your College who are classifidd -

as administrators b L e

~* 2. The working titles of these women o : <
®. ' 3. The names of the.departmenp'in“which_they work. ' :

I Hobe to’Ut‘abie‘fo

After receiving this ﬁnformaggon, '
eet wigh each of thé women who

arrange an itinerary sé that I'can m

agree to participate in the study,'answer_ g% questions they might —
have, and pick up the questionnaiyes. This will ensure more comp1etq ;/
results and, hopefully, a more carefully answered qu tionnaire. ‘ 7

-The exact details of the itineranx'can'be worked out h an individua
basis through correspondence with ?he»women administrators in your
- College. L LIET . : IR R

Ty . Lo N : . ) } '4.

S

’
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The results of this study will be based on the ‘questionnaire
responses from all the institutions involved and will not be specific
to any one college. I would be pleased to send. you ‘a copy of this
final study which 1 hope that you would circulate to the women who
participated in it. : o

. I Took forward to-hearing from you and to further contact N
with your College.. . ‘ . ~

¥

Yours sincerely

* Elaine Robillard -
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, 1 ; | .
Elaine Robillard  Telephones: Office 432-309% N
: Home 433-8066

November 20, 1978

- Dear

, I am a graduate student presently working in the Department of
Educational Administration at the-University of Alberta. I am conducting
a study entitled "Women Administrators in Alberta Community Colleges."
This study is under‘the'§upervision'of Dr. C. S. Bumbarger.
Associated with their rapidly changing roles in Canadian society,
a growing number of women are entéring career fields that, until now, have
not held. many women. A number of women are now engaced in careers in
educational administration in institutions such as Community Colleges. - :
However, not much is known about these women in terms of th€ir general %

_enrolling in the Master's program and am very .interested in expanding the
Sphere of knowledge about women in such positions. As an educational
administrator, you have already gained expertise and experience through
your admini$trative position and, as a woman, are in a unique position to
contribute to this study: ' : E L '

The objectives of this study are: = S
1. To identify the -general profile of women- administrators in
Alberta Community Colleges. . : : T -
2. To determine h0w~these,women_peFCeive themselves, their jobs

and their organizations. : , . 4 i
_ - Should you decide to particinate in this study, and I hope you will,
+You would be asked to complete a questionnaire which will be mailed to-you
. and picked up by myself at a later mutually pre-arranged time and date.
~This will enable me to-meet'%gu and answer any questions you may -have :
or the purpose of the study. : e e




BN »

The results of a pilot study I conducted with this questionnaire
.showed that the average time required to complete it was 20 minutes. Since
. the number of -women constituting the population of women administrators in
the Alberta Community Colleges selected for this study is fairly small,
your participation in this study is very important to its success.
In order to ®btain the names of women administrators at your Co]]ege$
I contacted your President. At that time I offered to send him a copy of
~the final study and suggested that it be tirculated to you and other ,
participants,from‘your College. The final results. will be based on findings -
from all the institutions involved and will not be specific to any one College .
or individual. = ‘ : . : 4

RY

_ : o : “\. 4 :
For your convenience in indicating whether you wish to participate in
“this study, enclosed is a stamped self-addressed envelope. Also enclosed is
a short form which I ask you to return-to me a /Soon as possible.  Should you
- agree to participate in this study, a questionnaire will be mailed to you. I
Will then contact you by telephone to arrange a utually convenient time and
date for our meeting and to pick up your comp]ete@ questionnaire.

. I Took forwagd to meeting you in the near\¥uturé;

- | Yours sincerely ’
° - ‘ : R Elaine Robi]]gqi o

1 Rl

=
S

LN

R
D
X

C. S. Bumbarger

173
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o

" Name

Ihstitution

- Check one‘ofvthe following: o - I {

Yes, T would like to participate in this‘study

,, ,_.No, I would not 1like tojparticipate_in.this Study'
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:’,QKV,

Elaine Robillard Telephones: O0ffice 432-3094
v | | - Home - 433-8066
November 30, 1978

Dear

~ Thank you for your <interest in participating in the study entitled "Women
. Administrators in Alberta Community Colleges." ' I am conducting this study
under the supervision of Dr. .. S. ‘Bumbarger in'partial fulfillment of the

Master's of Educational Administration degree at the University of Alberta.

- Associated with their. rapidly changing roles in Canadian society, a growing
' number of women are entering career areas that, until now, have not held many
women. A number of women are now engaged in careers in educational administra-
tion™in institutions such as Community Colleges. However, not much “i% known
about these women in terms of their general backgrounds or their perceptions
of their jobs and ‘organizations. I, myself, was a Community College adminis-
trator in the Ontario system befofi}inro]]ing in the Master's program and am
very iinterested in expanding the sphere of knowledge - about women in such
positidns. As an educational admimistrator, you have already gained expertise
and experience through yoyr administrative position, and as a woman; are in 4
unique position’to contr?agte to this study. o '

The objectives of this study are: . : _ R ‘ ,
© 1. To identify the general profile of, women administrators in
Alberta Community Colleges. ] g ‘ o B

2. To determine how these women perceive themselves, their Jobs and

A

their organizations. N

As a participant 1in this Study'you»ake asked to please complete the attached
questionnaire. The results of a pilot study I conducted with?phis question-
naire 'showed that. the .average time, required to complete it was .20 minutes.
he final.resutts of this study will be based on findings from 'all the

titltions involved and will not be specific to any one College or :individual.

,-.Contactingtyou'shbrt]y tb arrange a mUtuaT1y convenient time éﬁd date
v toimeet and to pick up your questionndire. 1. look forward to meeting

g’ near future. o oL S : -

S St

YQuk§?§Tﬁ€§f®]y

Elaine Robillard .

ra



176

1

. ] S

Dear Participant: ) : :
-
" mEnclosed is the quest1onna1re wh1ch you. aqreed to. complete as part L -
-of the study entitled "Women Administrators -in Alberta Community . ?
Colleges." 1.will be contacting you shortly to arrange a mutually '
convenient time to meet: you and answer any further questions vou may
have about the study. ' At the time. of our,: meet1ng I will p1ck up your
-compTleted quest1onna1re

.

Thank you for your participation.in th1s study I 106k erWard to -
meet1ng you. in the near future

Yours sincerely-

I ) - . ( .v " - N ' N ‘ , ‘ N . v\ - .
‘Elaine Robillard . . ' R ' o
Department of Educat1ona1 Adm1n1strat1on

University of Alberta
Edmonton, Alberta
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" WOMEN IN ADMINISTRATIVE POSITIONS OUESTIONNAIRE

{

Instructions

The purposes of this questionnaire are:

1. To obtain information on how women administrators
feel about their jobs and their organization.

2. To construct a general prof11e of women ih educational
adm1n1strat1on pos1t1ons today. K

In answer1ng each item, please 1nd1cate your own frank and honest -
opinion. There are no "right" or wronq answers. Some of the
items may not be worded exactly the way you would 1ike them;
however, answer the best way you cam. :

Please fill in the information requested below. This page will_be
separated from the questionnaire upon receipt and destroyed to
insure anonymity. The information is required only to permit
identification for fo]]ow up of non- respondents

1

Name: - {

“Institution: .
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WOMEN IN ADMINISTRATIVE POSITIONS QUESTIONNAIRE

GENERAL BACKGROUND:

1.

4

2.

17.

. your organization.between your position and the President's?‘

05. ‘some college

it '_.'

What is your job title at this time?

Is this classified as a full-time or part-time position? -
oo Full-time 2. Part-time* ‘ ' '

In terms of hierarchical reporting positions, -how many positions exist within

How many vears have You. been with thisfho}lege? ’ .
1. Under 1 . - 3. Over 5 to 10 5. Over 15

2. Over 1 to 5 4. Over 10 to 15 -

Were you hiréd‘forlyour current position? 1. ves - 2. no

1. If no, were You promoted to this position? 1. yes 2. no

2. If promoted, what was your job title when hired? .

3., If promoted, how many iobs did vou have with this college before you were

promoted to this one? .
4. If promoted, did you take special training to obtain this job?
1. yes 2. no K '
5. If yes, where? -

What?

Within the past five years, to your knowledge, have you-lost a promotion‘td a
kian when you were gqually qualified? 1. yes 2. no.

Have you ever turned down a promotion? -1:"yes - 2. g
[§ yes, check all the following, reasons that apply:
family responsibilities husband's opinion conflict with

husband's job feeling of inadequacy ___ other
Hhat is your present income? AR $5-9,999 2. 510-14,999
3. $15-19,999 4. $20-29,999 5. $30-39,999
6. $40,000 or more ' . :

Do you think your salary is cbmparab]e to a man's salary for the same Jjob in -

your college? 7. yes 2. no :

Hithin the past five years, to your knowledge have you held a Job where a man
doing the same type of work was paid more than‘you were? 1. yes 2. no

Check all educational Tevels that apply to you:

01. less than high school graduate
02. high school graduate

03. business schoo]

major emphésis
04, - vocational school

major emphasis

06. some university-

07. college graduate :

08. university graduate major field

- -degree held
what field
what field

Please specify

09. Master's degree
10. Doctorate
11. other

TH T



12.

13,

14.

16.

17.

18.

09. Master{s degree

S 180
Circle the appropriate category:that ;%rresponds with your age. ‘

1. Under 20 2. 20 to 25 3. 26 to 31 4. 32 to 37 5. 38 to 43
6. 44 to 49 7. 5 to 55 8. 56 to 61 9. over 61 ' ’

When did your plans to become an édutationq] administrator begin?
1. -in high school . 2. in‘co]lege, 3. in university
4. in graduate school . 5. while working :

6. other S
_ ispecifyi . , ~

Whatowas your-father's p?incipal occupation while ydu were growing up?

T. unskilled T2, skilled 3. professional without managerial
responsibilities 4. professional with managerial responsibilities
5. not applicable - o '

If No. 14 js not;app1icab7e, 90 on to question 16."

1 . . . 9 .
Check all levels that apply to your’fatheb’s educational attainment;
01. less than high school graduate C

02. high schoo] graduate '

03.  business school major emphasis )

=04 vocational schoo] | - major emphasisi;_“__ -
05. some college ' . [ —

06. . some university
07. colleqe graduate
08. university graduate

—

_

major field o v -
major field ' )

degree held )
what field '

10. Doctorate what field ' .

| o
11, other ' Please specify
: : , T ——

v

—
—_—
—_—
—_—
_—
F
—_—
_—

Was your mother employed while you were growing up? 1. yes 2. no

If yes, what was her principal occupation during these years? :

1. unskilled - 3. professional without managerial responsibi]ities ,
2. skilled 4, professional with manageria) responsibilities B

Check all levels that apply to your mother's education attainmént:
01. less than high school graduate - ;

02. high school graduate

03. business school

04. vocational school

05. some college

06. some university

07. college graduate - c .
08. university graduate

maqor_emphasys_ -~
major emphasis
" .

major field

major field : .
degree held )

what field ' \

what field - '

09. Master's degree
10. Doctorate

_—
—_—
_—
[
—_—
—_—
—_—

11. other " please specify B

_ } e
Who most influenced your career choice? 1. father  ° - 2. mother _
3. both parents 4. instructor 5. other

5

i ispecify5 R



.19,

»

20.

|

yow many brothers and s1sters do you have?

How many are older?.
+How many are younger’

Jhat is

our-marital statu

- 3. sep #ated‘v 4. d

AN

s? 1." never mar

If never married, go on to question'Z].'

v(a)'If married or previousiy married,»what is |
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ivorced 5.

&

r1ed
widowed

~

(b) What is (Was) his income? 1.  $5-9.999

3.
w6

01.

02.
.03

04
05.
06,
. 07.
08.

09,
10.
I

(d) On anumber sca]e

$15-19,999
540 OOO or above

4. $20 29, 999

‘( ) Check all levels that

less than h1gh sC
high school gradu
business school"

. vocational school

-Qggme college

me uaiversity
co1]ege graduate.
un1vers1ty gradua

Naster S degree

Doctorate ?QE—}

other

C1rc1e one proud

(e) Uh}ch of the fo11ow1nq JOb re]ated 1tems 1s

in your marriage?

-Iv.'

2.
3.
4

If you made more m

husband did

. If you advanced %o
position than h19 "
If he was asked tb
If you were offered a better
“Jjob in another cit
other

(f) None of the above.is - (

(g) In what ways is (was)

through mora? supp

‘help with ‘the chi)

help with househo]

-expertise and/or k

other

.
¥

2.

2. ‘married

$10-14,999

5. -$30-39, QQQ

P

app]y to his educational attainment:

hool grdduate
ate

te

how would vou rate his feelin

4 "3 2

oney than your!

/

a h1gher

t%ansfer

y

spec1fy

was) or cou]d be a prob]em in my marr1aqe

HH "i ‘I;f,l '

‘im.(ws/waé a)

he.an asset to your career7

ort/encouragement
dren

d tasks

now]edge in your

’(specify)

T

field

major emphasis
major emphasis

what field :
S degree held . 3 oy
~what field -
what. field

o]ease spec1fy

was ) yout husband'§ job title?

g

major'fie1d'

gs about your career?
resents does not apply

(was) or cou]d be a prob]em

2. could be

1. probiem

1. problem 2. could be
1. problem ”27 could be
1.5 problem 2. could be-

1. problem 2. could be

-

Check all that apply.
. : : . 5

.

rL

@



DB W N —

ey
o

| FERNIN |-
. 21.  How many ehi1dnen‘do you have in these age gtoups7‘ 1. 70- 5 years B ' '?;
: 2. 6-12 years 3. 13 18 4, 4over 18 » - 5. not app]1cab]e~ /3
L . —_— ) ——p S _ —
: : ' $oon
r22.! MWhat type of he]p do- you have for your ch11dren and housekeep1n97»' S
: ]. day baby sitter 2. day care center or nmurseny school for ch1]dren
3. full-time housekeeper (Tive-in) 4. *full-time houSekeeper 1yevouﬁyig
5. c]ean1ng woman (occasionally) 6. none of the above - , L
JOB SITUATIONS PECULIAR TO" WOMEN: o R : T
]. Do you trave] on your Job7 1. yes © - 2. no S o R
. 1. Have ydu ever, to your knowtedge, been passed up: for a promot1on because
S "1t meant: trave1]1ng alone? 1. vyes 2. no o, ¥
2. Because it meant trave]]1ng with men? . . yés ‘*.Z;ﬁ no
2. -Do you feel included in ]unc\\bnagather1nqs w1th your maTe coHeagues7 BRI
- 1. _yes 2.7 no . 3. yes, sometimes. '. L - ‘
1. If yes, are you usua]]y treated as "one of the c®11ege s adm1n1stnators“
- or are you singled out as a woman at the gatlering and treated .
. accordingly? - usua]]y treated as ape of the. aﬁm1n1strators 1.
: ~usually singled out ‘as a,Moman and’ treated accordang]y O
_ 2. Isit uncomfortable’ 1f you offer to pay tbe.cheque7 1. yes 2. no
- S ‘. . I o EE
- 3. Doyou feet you are included in other soc1a] gather1ngs of your ma]e co]Teagues?'
1. yes .- 2. no . 3. sometimes % o o
If no, wou]d you 11ke to be included? 1. yes o 2. n0 3. somet1mes
- 4. Do you fee] you have as much access ‘to "office information"'as theuméntin , ‘
your office? 1. yes 2. no ST , . o oy
5. Do-you feel that your ideas are ut111zed in meet1ngs/conferencés7  _ - o
1. never 2. occasionally 3. most af the t1me N 4.7 always
In your college in generai? R L e T
1. never 2. occas1ona1]y . 3, most of the L1me -4._a1uays-_;‘
6. Do you feel your-maximum capab111t1es are be1ng ut1112ed ]n your job? ”\ ;
1. yes 2. no 3. no, and I would like to do more than 1 am, g
now doing - 4. no, but ['m satisfied w1th what I*am now do1ng - f y
- 7.7.Do you feel that being a wWoman has an adverse effect on your re]at1onsh§p wi the
people you deal with outside your co]]ege, i.e. people, on your adm1n1strat1ve
“level, below and above? 1. yes _ - -2.”.no 3L somet1mes .
~ 8. Do you feel you are thev”token“ woman in your department? 1,7,yes'1, "?.‘not;i
- 9. Do you fee] resented by | |

female superiors

male subordinates t.’ yes 2. no " 3. somewhat L
. female subordinates' 1. yes 2, no ©3: somewhat
~-male co-workers 1. yes 2. ho ‘3. .somewhat .
female co- workers 1. yes - 2. no - 3. somewhat
male super1ors 1. yes . 2. no : 3. somewhat
1. yes 2. no 3.  somewhat - _



' If ho to any of the above 1s it because

“1..-you have no male subordinates
you have ng female subordinates
you have no male co-workers ..
_you have no- female co-workers
you havg ng male superiors -
’you have no. female superiors. ,
._‘or is it for other reasons ‘1 yes

’ll

f‘\ujmmhw.m-—‘a

‘g 'H |

_ gi' po-_ -
10. Do you feel you are the brunt of Sex1st comments’ ‘ .
ST usua]]y 2. se]dom _'f 3 somet1me§ 4. never

’

SEtﬁ.PERctPTions- ';j”' B I

Rate the degree of your agreement to each of the fo]lowing statements from 5, high
agreement, to 13 low agreement. For. examm]e, if you h1qh]y“agree with the

. estatemept, CIRCLE number 5. If you do not agree, CIRCLE 1.. Your: feelings between
;155 high, agreement, and 1, low agreement, wouTld be rated 4.,/ 3, or 2

; 1 FEEL THAT ON MY JOB ) high; 3 ‘, ‘ B

ow
1. T am a persuas1ve person .. . 55 4 3. 2 1
2. I have low motivation . - T - S R 1
3. T am compe;ent . . 5 4 +2 2 1
4. I am an aggressive person . . 5.2 4.1 3 .2 1
5. T do not like a great deal of pressure 5 4" 3. .2 1
6.  l-amsan emotional person . 7 . 5 .4, 3 2 1
7. 1 find a high source: of se]f esteem w1th1n myse]f "5 .4 3 2 1
. 8.. 1 am successful ...%, R P T R,
- 9. I do not feel coﬁf1dent of my ab111t1es 5 4 32 1
100701 have a good sense of humor . -5 4.3 2 1
11. I want to stay right where I am’in thTS 3 -
1 co]lege -1 do not want a promot1on ' 5 4 3 2 1
% ¢
Circle the appropr1ate number LT o '
‘ON My J0B: - - B e w0 _
14. 1 am not a compet1t1ve person oL 5 4 3 2 1
15. Be1ng s1ng1e Is am asset . 5 e Y . . . . ..5 4 3 2 ]
16, I am not rea]ly ach1evement or1ented ... ... 5 4 3. 2 1
N GENERAL .
1. 1 am a dependent person T a3 2 ]
2. 1 ama feminine person’. . . . . - 4 3.2 1
3. @ .feel I must forego my fem1n1n1ty to advance ;
< in-my job . . . . 5 4 3. 2 ]
4. I feel I do not have a qood b ckground for my JOb 5 4 3 2 ]
5. T feel resentment from my nast orking fema]e ' -
- friends . . . \ A 5 4 3 2 1
6. Most of my c]ose fr1ends are rareer women 5 4 .3 2 1
7. 5 4 3 2 1

As a ch11d I was considered 4" "tomboy" . .. . .

al



high “

8. As-a child, I closely identified with the -
role of my mother . ... . e e 5.4,
9. As a child, I closely identified with the o
-~ role of ‘my father ~ L 5 By
10.. I feel that being sexually avaflab]e TS an _ L h
" asset for a woman to get ahead /. ;. . . . . - R &
A1. "My parents were more interested in my ' w T
, Mmarrying than my having a career . . . .. . . . .. 5§ 4
R - , . y
If never married, go to question 9 below.. . 8
[f married, begin with question 1 below. ' - ' <

If previously married, but.not now married

. married if pursuing a career at tnat time

\

12.
13.
14.

—

Al v N
_ o o ‘ -high .

[ feel I am a successful wife . . . . . - 4
My husband's career comes first . . . . . B S
[ would not accept a promotion if I then: o '
made more money than my husband did SR Y
[ would not®accept a promotion if ] then had e T
a higher position than my husband did , 5 4
I experience the demands of role conflict o
between wife and®career woman - 4
My career enhances my role at home as a wife. . .. - 5. 4
1 feel T am successful if I am a good wife- S
and do a so-so job at .work . e e 5 4
I feel I am successful if I do a-good job at’
vork and do, a so-so job as wife e e g 5 4
I: feel I am a successful mother . e o, 5 4
I'would accept a position if it meant- moving . 5 4
[ experience the demands of role conflict ‘
between mother and career woman . . .- o . . .5 4
My career enhances my roTe at home as a mother . . . 5 4
[ am happier because of my career e e . ... .5 4
I feel I am successful if [ am a good mother ‘ -

~and do a s0%so job at work . e e, 5 -4
I feel I am successful if I do a good job at
work and do a so-so job as mother L 5 4

, answer for the time that you were
» otherwise go to question 9.

[NSIANY

[ASE AV N

NIV

’Degreesvoffagréemeht"

Tow

1

1

NA

NF
NA

NA

NA
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PERCEPTIONS OF THE ORGANIZATION: -

Read each. item gqrefu]jybgad | en_decide how*you fee},abdut it. Rate the degree

of youragreement: to each of t,efFO]]owing,§tatement3:from >, high agreement,
¢o. 1, Tow aggeement. For example, if you- highly agree with the statement,

CIRCLE number 5. 1If you do. not agree, CIRCLE 1. YoUr'feelings-between'S, high

o

1. _This go]]ege‘is.Just”gs wﬁ]Tihg to give.

agreement and 1, low agreement, would be rated 4, 3 or 2. S

P o Degrees of agreement

9 o L :
. ; N

high Tow =

special training opportunities to women

¢ as‘tomen ... . L R 5 4 3 2 -1
2. Women are not genuinely welcome in this. = - , // C
orgdrization's management development ' , o
. opportuynities . ... . . . - T 3 2 T
3. " Informal, off-the-record development o , _ S
' opportunities are usually ‘given to men here . . . . 5 4 3 2 B
4. Yomen here are encouraged to pursue careers,, ’
. try for promotton, and apply for what have o '
been traditionally "male" Jobs . . . oL 5 4 .3 2 ]
5. Most top male administrators here would be- L , ' '
- leary of having a female protegée . . ... .. . . . 5 4 3 2 1
6. Most males here would npot want to work . ‘ :
for a woman . . s . . Co 5 4 3 2 1
7. Most of the men here would view women viho o .
wanted to get ahead as Pushy . .. .. ... . .. . . 5 4 3002 1
8. Most men here are not genuinely .in fayor-
of equal opportunities for women . . . . L . . . . § 4 3 2 ]
9. _Most women here would prefer working for a man . . . 5 4 3 2 1
10. This college is a Jeader in providing :
- opportunities for women G 5 4 3 2 ]
11. ‘VYomen are treated in a condescending way by i
" men here . . . c. . 5 43 2 1

A2, T am satisffedv%n.généré1-w%tﬁ &he Qa} j am

treated here . . . . . . O T .5 4 3020
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‘ Table 1° T : o e
Specialized Areas of Respondents while in Business SchooT _
S and Vocational. School ' ‘ '
’ ] Frequency (N =']O)
Response Category o - AbsoTute L, Relafivg'(%)"
 Business School v
Secretarial Science _. ' 3 S0
General Secretary 1 - 10
Unspecified - | 2 20 .
Vocational ‘School
Mode11ing | I 0
Library Science I 1T 10
Personnel and Industrial . :
‘Relations S R o 10

> Nursing ' | R o 1 o 10
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. _.{ Reébonse Category = " R AbsQTute-

Table 3

Numberfof'Respondents who,Tféve] on theJob

Frequency (N

= 40‘:‘)

_ﬁéTétive (%)'

Travel on the job.  ' - | ,r 25

Do not travel on the jbb' R ;" 15, .

625

375

189 -



