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Project DELTA
Wichita State University

Finalkkeport

Carol W. Konek

Project DELTA (Design for Equity: Leadership, Training, Attitudes)
was funded by the Women's Educational Equi&y Act of the Office of Educ-
ation to develop an exportable model for enhancing the entry of women
into, and the advancement of women within, leadership and decision-making
roles in higher educ%ﬁion. The project employed a capaéityrbuilding ap-
proach to institutfonal change by conducting workshops and seminars for
taculty, adminigtrators. and support personnel in subject areas related
to the attainment of equitable leadership in higher education. The pro-
Ject also shpport@d thé initiat{ion and implémentation of equity goals on

the part of individuals and administrative units. The project supported

<

the development of a regional network for enhancing leadership opportun-

ities for professional women in highér education, and offered intensive
leadership training to leadership teams from institutions of post-secon-
dary education in Federal Region VII. Project staff compiled a leader-

-

ship manual, Design for Equity: Women and Leadership in Higher Edgéation,

to be disseminated to individuals and institutions working for incresased
“ . ‘

représentation of women in leadership positions in higher education. * (

Project staff developed a battery of bias-free instruments for the self

4

agsessment of qualities related to sex role attitudes and values, role
. .

sat lstaction, decision-making stfategies and leadership stvle. These /

instruments were pilot tested with the use of samples of male and female

faculty and administrators from a stratified sample of institutions of

. 4



post-gecondary education in Federal Region VII. The instruments were

-

administered to similar groups of subjects in a national validation

.

sample.

-

Premiges for Promoting Equity in Highet Education
The development of -strategles for creating a climate supportive

of institutioha{ and i{ndividual change were based on the fqllowing prem-
. -
1ges: . .

*

1. The attainment of educational equity increases the synergy of

the “institution. That 18, the attainment of educational aquity demon-

strates that' the good of the individual, the good of the university, and

1

the good of_éociety are synonymous, rather than antagonistic. Increasing

*
leadership opportunities for women within the university will increase
the ability of the university to function as a model for equity in a
society based on democratic values and on the belief in the worth. of the

individual. ) ' -

2. The unf?@rsity can increase its vitality by adjusting to changing

' N .
social realities.? The university is an open, rather thgn a closed sys-

tem: {ts dynamic equilibrium depends upon its ability to continuously ,

adapt to changes within and outside itself. Higher education has been
slow to adapt to the changing aspirationsp and abilities of women; such

an adaptation requirés the inclusion of women in all areas of the system

in order that the university‘keep pace with internal and external forces

. : & .
for equity. The leadership challenge inherent in attaining educational

) -

equity is to mesh what the outside. world wants, needs, and expects from

the institution in Eerms of goals, prioritiys, and related programs with

what the internal constituencies want, need, and expect,, thle téalizing

-
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that an tnstitutidn whiqh {s alien to its environment cannot survive.3

3. The history ot higher education in the United States has demon-

strated an egalitarian trend congruent with the concept of educational

T 3

equity. The Carnegie Commission on Higher Fducation reported that the

1 / -
three petriods of basic transformation of access to higher education in-

. . 8§
c¢luded the movement from elite access to mass access to universal access.’

t

This trend has had the effect of removing'obstacles based on race, sgex,

age, and economic status and can be viewed as the soclal milieu within
which leaders in higher education must work to see that equity in access
to education i1s balanced with equity in access to the effects of education.

TN

Such a swphilosophy clearly imblies that individuals for whom race, dex,
age, and economic status might have‘been‘disqdvantages to mobility in the
past must be given affirmatdve assistance inﬁobtainihg the benefits of

education Ln\fhe future.

4. Heterogenous leadership is appropriate to institutions with

diverse student populations. As the leadership in higher education is

trangformed by an inclusion rather than an exclusiomn ptinciplé, entry

« of diverse students into higher educatién should increase,” along with
the level of academic achievement and degree attainment. Legidlative’
géins in reducing disadvantages based on race, sex, age, and economic
status can b; viewed as a reflection of the social impérhtive for equity

in leédership and for the expagsion of role definitions of leadership.

5. The presence of women as role mcdels is directly proportional

- to the development of young women of talent into career—successful
adults.5 The situltaneous deéline of women in. faculty positions in all

undergraduate educational institutions and the increase in the enrollment

%

of women students during the last 40 yearsj(répresents a kind of dis-




equilibrium T?iCh has serious implications for the mission of higher
educatfon. This imbalarce represents 4nnumerable opportunities for
-positive leadership and for the creation of affirmative policies and

) : . N 4

pragrams for re-establishing equilibr fum.

6. Three dominant sources of change in education are: a) resources

avallable for it, b) advocates interested in it, ¢) openness of the

system gé_ig.7 Resources fgr the support of educational dquity are ev-

idenced by increased enrollments of women Btudegss of traditional college

Qges and of re-entry women . ?

Federal funding of Womem's Educat’ional
Equity Act projects, Title IX brojecﬁs,.and Career Education and Commun-
ity Education programs affec;ing the educational attainment of_women
demqn;trate the évailabillgy of resources, in both external funding and,
increas®ed tuition revenges. .The fact that wqpen Pnd men work for re-
cruitment, cognseling and advising, curriculm revision, and program
devglopment to increase equityldemopstrates the availability of per-
sonnel resources to implement chagge. Openness of the system to change
1s demonstrated by legislation, political inv?lvemént, and by the in-
creasing awareness of equity issues in political, economic, and educ-
ational spheres. In many institutions, however, ;he informal system
(\ has been more open to change than has the formal system. Special pro-
_ . -

‘grams forxyomen have often been begun by these info;mal'systems and have

theq”been formalized when they demonstrated that they met legitimate

needs. (The development of Women;s-SEUQies programs demonstrate this -

- principle of change.) ’ L

\

7. Institutions, #s well as individuals, sometimes profess one

set of values while demonstrating another. The institution which for-

mulates policies of equal access to educational offerings may be founded

»
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upon tH®™Mrinciples of the democratic ideal and yet'eontiﬁue staffing

patterns in. which minorities and women obviously'occupy the lowest ranks
and leadershib positions. Similarly, individuals within these inati—l
tutions‘may express egalitarian values while enacting reward and recog-
nition policies which perpetuate injustices structured into the system
in the past. Such incongruence\or cognitive dfgsonance creates conflicts

which must be resolved to insure positive change toward growth. '

. 8. Conflict and institutional or personal change are<;§éocia(edf

‘Sex-role values ;re among those learned earliest and are mo;>\qlosely
associated with identity formation. The intensity of conflict associated
with ihe changing roles and status of women and men is one in;ication of
the dégfee of ingecurity in an individual and the degreé of inflexibility
in an institution. Conflict represents a'leafning need which call!’for
the gevelopment of supportive leadership techniques; but the energy gen-
erated by conflict can be t;énsformed into affirmative actdion when/érowth

in the individua% and change in the institution are regarded as natural

. and desirable as well as inevitable.

9. Every professional administrator is a change agent. While some

administrators Ffunction as managers rather than as leaders, every person
in a recognized leadership role can more adequately function ;n that role
if emabled to define, support, create, aﬁd administer programs and poli-_
cies which are new and which produce institutional and’ individual benefits.

The ability to assess success in effecting change and the ability to ar- -

{

ticulate strateftes employed and benefits realized by others are both '

*

kY
er
'

essential to encouraging equity changes.

\ ’ - 10 ‘
10. " Leadership can be regarded as service. Outmoded concepts of

- @

leadership often focus on the status, recogaition, and responsibilitieé

L] l ""5"
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_of the leader. Such concepts are likely to overemphaéize the qualities
' : ‘ v

of wisdom, control, and the recognition accruing to a leader with ﬁlegic-

{imate" or-fsanccioned" power. Howeéver, the facilitative leader 1is more

14

often one with "enabling" or supportive power, one who does not 4Lsist

upon personal recognition for his or her contnibutions to the greater
[ 8 -
Bood for the greater number. ) !
4
11. The implementation of policies which will benefit women and

minorities must orginate in various areas of the institution, rather

than always cominé from an assigned advocate.or a special interest

roup. Just as institutions have a limited capacity for the implemen-

L .
tation of simultaneouq_ghanges,\}hdividuals have a limited capacity

fo; crediting one individual or oné group with the 1eadership necessary
to éffecé change. Holding on to ownership of idegs for poéitive change
retardg institutional growth Qnd the professional who @glps an insti-
tution become more just in itg policies beqefits indirectly and_some—
times directly. | “

-

12. Change agents need to assess the impetus for change outside
. ! ) . ’

the institution and work to resolve individual and infgtitutional resis-

tance to that impetus. This nus?™be done in such a way as to increase
the congruence of individual needs and institutional goals, a process

dhich is integral to the attainment of educational equity and to the
. P .

attainment of equitable leadership opportunities for women in higher

b d

education. It is obvious, furthermore, that the inclusion of éomen in

new models of parcicipatory‘leadership is a sound application of human-

I3 .

istic and organizational theory to current social needs and imperatives.

-



Capacity Building -
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Project DELTA employed a capacity-building approach to individual

~ ~ 14
and institutional change. The grant-writing committee selected an ad-

visory committee which would create broads representation from var lous

constituencies across the university. Advisory compittee members were

‘

chosen for thelr commitment to educational equity, for their recognition

4

as leaders in the university community, and for their willingness to

contribute to the blanning and implementation of equity goals.

/
4

- Advisory com@ittee members assisted the staff in déveloping support
*ﬂiﬁi; the university, in outlining goals for Gorkshop.activities, in
assisting wi;h recruitment of resource persons from.outside the univer-
sity, and in disseminating information about the project on campus. Ad-
visory committee q;ﬁbers provided legitimate{ experg and treferent power
to ‘the project.' The-QFatus of the members of the advisory committee un-
4. - -
doubtedly contributed to the positive image the project enjoyed from its

inception. |

L3

The capacity—buildﬁng prdcess employed by Project DELTA could be

regarded as a participatory or egalitariaﬁ action model rather than as an

-

édministrétive or hierarchical decis;on model. While the advisory com-

‘mittee gave the project legitimacy in the eyes of the university commhn-

ity, the change strategy moved from the "bottom" of the ofganizétional

ey

ini-

1" 1

up. Involvement, identification of priorities, and the
' b,
tiation of change began with the individuals most directly involved with

gstructure

educational equity issues, and then spread to those in pésitiqgs enpowered
. . ] %& - "
to enact policy. The informal system was often utilized to gain access
[ 4 . . n L
to the formal system. Women professionals identified personal ?uq organi-
: . ' 2.

@

zational goals, received skill tréining from qualified peersband outside

o
™
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resource persons, and practiced leadership behavior in implementing'goals.
The design for equity w&‘ch emerged was process eoriented, in that
participants in all workshgops were enabled to hecome policy makers, and

to define their own goals. The professional autonomy of participants
was protected by designs which enabled them to identif& inequities within

1

the system and to dévelob policies for ovescoming those inequities.

\\Evéry attempt was made to avoid a "redress of grievances" orientation.

Fégplty and adminisYrators were encouraged to measure their successes
, . ‘ » :
ratﬁé&;than their failures in adapting to changing social imper@tives.

They wQ)Q\encouraged to see themselves as empowered to design more ef-
Z\ . . . -
, ) Y .
fective andhsocially relevant models of equity in their personal and
‘\ Bt

\ _ , -
professional.Iiyes, in their departments and in their areas of the

' governance .systen,

chulty and administrators were encouraged to -assume leadership

\ 3
roles, both in the presentation of programs and workshops, and in policy-

. making. Every attempt Qgs madé by advisory committee members and staff

f
to avoid adversarial attitydes and behaviors, and to create a generative

\
\

model of change rather-than‘§ deficiency. model. This philosophy neces-
’ "\\ " “ !:'7\‘49 ’
sitatgd focusing upon support ?Pd ignoring resistance. It necessitated

]

the design of approaches that 1d activate leadership within the formal

- and the {nformal system of the university organization.

The initial target;group for ¢ pacity%ﬁuildiug and for training was
e

defined as faculty women because it ﬁas felt they would have the highest
™~

degree of motivation and interest in'ﬁarticipating in Project DELTA ac-
tivitigs. Because many women whose roLes ard administrative in'nature

' . ! . - v
are separated from faculty women by classiﬁicatiop systems that reinforce

isolation and the failure to 1dent1fy with one another, the original tar-
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get group was expanded to iﬁclude non-teaching professional women in.

rY .

the women's activities. Womew professionals were 1nvolveq in the major-

ity of the early training activities to increage their dhderstanding
>

¢ . :
v of their own equity issues, to help them become adept as change agents, ¥

and to prepare them to play leadership roles in the educationm of their

colleagues to the necessity of {nvolving more women 1in adninigtrative

and decision~-making roles. Workshops and. seminars for women faculty, N

. . / .
administrators-: and non-teaching professionals were designed to provide
;instruction in leadership and decision-making skill development, to

focus on equity issues, and to provide a supportive enviponment within

.
-

which'women could develop leadership potential.
Poiicy design workshops were held first for women professionals,

then for chairpersons and general faculty, and,aigsn for key administyra-

s

“f ,thors and governance leaders at thé end of the first year of funding.
The organization of these workshbps was designed to contribute to thel
capaciﬁy—building design'of programing, and to prepare adminstraqivé

units to initiate policy change with the support of DELTA staff &uring

..

the seecond year of'fuuding. The purpose of these workshops‘ynsgto dis-
tribute 1eadership.opportunities related to equity 1issues to those in
key declsion-making roles, and to create a collaborative model for seeking

congensus on policy solutions to equity problems. Women who had received

/)

leadership training and advisory committee member's whose awareness had

'stgadily 1ncreased in the planning process were selected.as faé&lita;ors

!
. .-

for the)p workshops. Resource persons with national $tature and recog- .
nized expertise as equity specialists were utilized to encourage parti-

cipation and involveent of the audience. The delayed involvement of
- - ’

key.admihistrators permitted the profect to develqp support from women,

%
]

-9~
/ SR
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to develop a'reputation for using'affirmative strategies, and to develop

~

- N ' Y ] > ' s : -"\
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>

a track,reeord fbr focpsing on content of concetn to 411l professipnals,

- e

-
_ male and female. This strategy also involveflkey adminatrators at the

point at which}the focus could shift from attitude modification to policy

design . | ) /ﬂ,/ an

! : N .
Womes d4nd men in leadership roles in the formal and informal s;eff ’ »

.
-

tem worked im groups to: 1)'aesess e obstac%es :&E and the opportu%—

. - / . , R
) ities for, leadership for women; 2) assess the equity obstacles within gga
- A ' . AN _

oo A -+ the thtal hniverslty; 3) identify the igﬁé;t of inequities on the quality

. S . _*' . .
. ' 0f education; 4) identify areas in which the under-representation of /=«

woltten in leadership roles; in ‘faculty positions and in the student body™
. 3
undermines the quality of -education and prevents the uﬁiversit} from

| <« - ' ' ‘
) being a model of equity in a society undergoing rapid change. These”) ; et '

" groups then worked collaboratiyely to: 1) iﬁterpret this\infdrmationﬁ
2) formulate hypathetical policies and progrdﬁs to contribute to an " /

. institutional design for equity; 3) identify financi§1, personneLJ or” ' L

; attitudinal rééburces{neceSsary‘to the,implementation of rhese policies ' - A
. ' ,and programsc and 4) aséess-their own expertise and commitment to effect /
. ) $ ) ‘
change.‘.The policy—developing focus of these activities subordinated ehei_ .

attitudinal aspects of the activities to a more practical solution- . ‘ -

e - sgeking focus. The effect of this strategy was to reduce the threat of S B
I S s .
conflicts s ettitudes and values of participants and to provide -1 con-‘
" . - . "_\_ o )
senaus-seeking, action—oriented experience which would create a positive = o Tt

.

S - Q\vironment 'for nurturing organizational change. ’ " o

The ftfgt year s final ‘Design for Eqdlty wotkshop for key adminis~ s

i"ﬁ-' trators and governance leaders re3ulted in the generation of a list of L
wy policy prioritief wh#.h were distributed to administrators to reinforce'
- w A ' . t “L- N . I'4 "
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N\
the understanding of the issues which emerged from this workshop, and

to prggp{e the'way fbr-assisfing administrative units with th;'imprbmgn-
tat}dﬁ;;%ichapge in the secoﬂi?}uﬁn of the prgject;” Results, entitled
"Adm;nistrators' Assessment of Institutional Priorities at Wichita State
'Qni&ersitf," is tncluded. 1t serves as a content model for fOCu;inﬂ on
equity 1ssue§ whiéﬁ'gre likely to affect women in most institutions of
" higher eAucaﬁion. It is also useful for éhe longitudinal evaluation of
‘ change QE/Wichtta State University. xhé utili;ation'of the resulgs of
sucﬁ a workshop design for evaluating progress toward qguity can have
the‘effebt'of renewing the coﬁmitment of auﬁjects who rec;gnize their
own policy_éoals and recall the impact of'such a workshop. As project
staff offered assistance to administrative units in implementing equity
goals d:ring the second year_of.the'broject, they discovered that many

of the participants of this workshpp were eager to report their own

péogress. Several administrators acgnowledged that the workshop enabled

..u',‘ ’ \ *

them, for the first time, to understand 'the spirit of affirmative acw

- ghon," and to articulate-their personal commitment toward the attainment

&

" of equity. The following abstracts of selected worgshops and seminars

, sgmmarize a portion of the content of these activities.
\ . N B .

*a
-
-«
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DELTA Workshop Designs ) -

'S

‘~Pérsbn&l, Interpersonal, Professional Needs Assessment

' "4 -

The formatiz:«of a support network for professional Women within

the idgciuution_ s %Eftiated with the identification of women who had

us

altreddy dempns{zfted co;;itmeﬁt to the advangcement of_colléagues and to
- N
the support ‘of poLicieg&And programs improving thé status of women. The

expansion of the'suppoft“network. the 1nclu§lon of more women within 1it,

-

T
<
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and the examination of ways in which it could more éffectively support

. &
tpe‘pfofessiqnal‘development of women wer® initial goals. In early DELTA =~

activities, the women were encouraged: 1) to see each other 48 resources;

2) to counsel one another on issues such as career development, promotiom,
!

tenure, and preparation for leadership; 3) to enrich interpersonal yela-

. - A
tionships in the course of collaboration; and 4) to identify common and

unique concerns. The needs assessment provided the basis for additional

programming by identifying the specific issues which women within the

network saw as revelant to their own leadership and professional develop-
,"‘

ment. Y

Positive Professional Assertiveness

Assertive behaviot” is direct, honest, and effective in communicating

" values which increase thag3elf-esteem of both participants in an inter-

£

action. Professional women often find that their own professional ad-
4

vancement, the advancem;gx of their colleagues, and the attainment of
equity goals for their institntiqp Eesta on their development of affirmae~

¥

tive communication styles. The development of assertive techniques can

teach supportive attitudes toward the self and others. Participants.

trained themselves in: '1) afticﬁlhting their own accomplishménts’-;J 2)
2

articulating their appreciation of the accomplishments of one colleague
}

to another; '3) aytic iating their appreciation of the accomplishments

of a colleague to that person, Sgecific applicétions of tﬁese activities

include volunteering for additional leadership responsibilities, recom-

mending, nominating, and voting for one another, and creating recognition

awards and rituals.-
-

Power wssessment:

N

Womhhuare deveIoping‘q‘eater sophistication in unde:gcanding the

~-12-
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nature of power, in ackqgwledg}ng their own power, and in recognizing
values 1issues re%ated to the use of power in their perscnal and oFgan~
izational lives. Th;\self assessment of beliefs“and experiences which
contribute ﬁo the gecognition and ﬁse of power can be useful in 1ncreasing
assertiveness, in défiA;hé.appropriate leadership style, and in recog-
nizing facilitative leadership ardd membershifhp behaviors and strategies.
DELTA activities were almed at helping women: 1) assess and expand their
‘roles in situations in which tﬁe power exchange is undefined; 2) under-
stand :and us; position power, expert power, referegt power and enhabling
power; 3) identify personal and professional situations 1& th;ﬁ they
experience power and powerlessness,_and in which they see others empowered,
by extrinaic circumstances and 1n;tf1nsic factors; 4) set goals for 1’

_ creasing their sense of self-control and for facilitating others res-
ponsible use of power; and 5) identify the professional development ex-
periences which can increase their individual and collective power to

influence and. change tle system.

Communication goles/Leadership Roles

L

-

Professional women can become more effective communicators and can

develop'techniques for facilitative and participatory leadership by

practicing a variety of block#ng and communication behaviors and by °*
- processihg the task-completion and grouprmainCQnance effects of thesé
behaviors. ‘DFLTA activities inclu?fd: l):simulation situations‘wﬁiqh
required the arbitrary curtailing or expansion of"verba1~and ﬁon—vcrbal

communication and facilitating and blocking behaviors, and 2) interactions
=0 .

which simulated differences ;nd similarities between male and female

!

communication behaviors and interaction patterns in same sex and mixed

sex groups. Such group experiences enabled participants to experimenp

o -1- ‘

N
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with new éoﬁmunicatibn behaviors and to receive feedback. -

Decision-Making

\ Participants in DELTA deciaion—making activigies hssesse& their
decision~making strategies with the use of a decision-making instrument
and other self-assessment processes applied to simulated.deciaion~making
experiences. Activities include& processaing/ feedback and cdnplrigon of
di?iérences in decision-making strategies./ Group experiences were struc-
tured to: 1) help decision-makers broaden or narrow‘alternatives, arrange
priorit;gq, consifer values issues related to outcémes, and project short-
term and long-range outcomes; ?) allow participants to recreate previous

decisions and to rehearse future deg}siona or conflict resolution exper-

lences; and 3) enable participants to set goals for themselVeﬁ‘for iﬁ-

/ v
proving and expanding decision-making strategies and to identify supportive

~ colleagues. Self-selection of decision-making situations resulted in the

examiniation of career choice and organizational change situations.

Lélldership Style Assessment and Development

13

Participants explored 1e§d!rship and fbllowqrship styles .evident

in their own and others' behavior by: 1) examining styles in relation

to role expectations and to indfgidupl and gfoup situations with various
purposes ana tasks; 2) exploring their perception of appropriate 1edder—
;hip and f;llowership behaviors in refgre&ce to stétus, power, aqd or-
ganizational climata; and 3) ident;iz:ng opportunities for expanding and

refining leadership behaviors, and. emulating the leadership behavior

, -
of pesrs, role models, and mentors whose leadership style they admire.

The Male Culture/The Female Cultufc:'A;iumptiohg'About Leadership

Role ekpec;gtiona and perceptigns affect the ways in which males
¥ %
and females collaborate, compete, and communicate in interpersonal and

-14-
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professional relationships, Women may feel thet the norms of organi-
zat ional béhav}or are male-defined, while males may wonder whether social

behavior foward females needs to be modified in a professional .setting.
- ) 4
DELTA participants compared -their perceptions of male organizational goals,
5

leadership and followership behavior, and mobility strategles with their

own by: 1) defining their' own values and behavibrs; 2) identifying male
colleagues‘whose behavio?s and g;rategies could be studied; and 3) mak}ng
value decisions for modifying their behavior, for functigning effectively

with male colleagues, and for clarifying the values they want to express /

1naghgir/GG;‘organizntional behavior.

Changing Roles of Men

Male and female colleagues can engage in communication activities
which help them clarify role expectations and perceptions by examining

the reinforcing effect of male and female socializatioh processes on v

.male behavior. DELTA workshops enabled participants: 1) to compare

male roie perceptions with female perceptions of those roles; and 2) to
identify congruities and incongruities in men's view of_themselvea\and

their view of females' expectations for them. Such clarification became

_the basis for further examination of changing roles in interpersonal and

”
professional relationshipg, and of rale behaviors as they influence in-

stitutional climafe and colleéiglity.

Understanding the System: Identifying Leadership Opportunities

Many professional women wish to increase their understanding of
ayatem éheofy and to apply that knowledge to an understanding of their
own organizational system. Colleagues’ with theoretical ‘and hxperiential
exportiae w;re recruited to conduct seasions on: yf'the functioning of
the formal and informal syatems; 2) sources of formal and informal power;

A
~18w _
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3) university govérnanﬁe and committee roles; and 4) the.decision-making

“and missfon-defining system of the university. Participants fdentified

r :
issues which merited further study on issues on which leadership is

-

limited or lacking. They discussed strategies for increasing the par-

ticipation of women in administrative, governance, and ad hoc or entré-

P
P

preneurial leadership roles, such as: 1) identifying powef vacuﬁms in
present leadership opportunities; 2) increasing participafion in profeg-
sional orgahizations and other organizations which offer visibilicy and
training in change agent behaviors; and 3) developing leadership isaues
within the curriculm. Leadership opportunities exist wherever ethangés
6f information, eXpertise, and energy are lacking, either within the
sub-systems within the institution, or between the university systeﬁ

. and its suppor;*pg environment.

Life Planning
\ While the development of five-year or ten-year plans is essential

to the planned advancement and upward mobility of womén, it 18 possible
. .

to expand such planning activities to include an holistic approach to
goal setting for personal, interpersonal, and professiénal growth. Ac-

tivites which include the design of life lines, trees of 1ife, career

paths, or other aymbolic representations of plans for growth often re-~

veal ‘buried or’unacknowledged ggpea, expectations and potential. Im-
,,I_J ¥ . :
portant features of DELTA life planning activites included: 1) the

L 4

sharing of aspirations for the dévelopment of support; and 2) an oppor- .

tunity to imagine the institution and the society of the fufure, and the A.gﬁﬂ

means by which the future might be shaped. &

Change Agent Strategies
.‘r‘ » ) )
. Individuéin can increase their understanding of their own power,

%
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their ownership qf the}r own leadqrship abilith,lnd their appreciation
"""" for their ability to 1nflu9nce others and the gystem by oxggining their
own change agent behavior? Qs 1n1;ia;orb or fgciiitators.of change. DELTA
activites enab{pd ;articip;nta: 1) to identify epecific techniques they
“* had d;veloped to create a poait .c envi;onmehc for changéa. 2)1to talk
about the ways in which change enabled them to .expand or redefine their \
self-concept; 3) to discuss the way 1nlwh1ch theyNpight €licit support
~~For cﬁanging their own roles; '4) to identify changes they expect to
make throughout the life cycle; 5) to share strategies for preparing
" for change; ghd 6) to discuss ways in.which they might function as agents
of change as colleagues within the institution.

by

Stress Maqggeﬁent

Professionals are becoming increasingly aware of &he creative and
the debilitating effects of stress on their health, relationships, pro-

fessional performance, and the organizational climate. Participants in
» . 4

.
-

the DELTA stress management wﬁrkshop used a rating sheet to measure the

stress caused by Larticular life experiences; professional ro}es, inter-

pers&nal relationships, and personal ambition. They learned ways to
‘hevelop: 1) stress reducing strategies; and 2) tethniqueé for coping

creatively with stress. '

Institutional Aaggssment.and‘Policy Design Activities

While the qapacity—bgilging approach to in:titutionaluchaﬁge ini-
rially térgeted women professionals as the training audience, the inte-

gration of female and mile audiences was an important strXtegy for .the

creation o§ a collegial atmosphere within ‘which collaborativq planning
for equity could occur; Workshops and seminars conducted for and with
— - . )

the leadership of women resulted in the generation of equity issues and

-y
T
[
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in the acquisition of a abirit of cooperation which provided a foundation

of good will for integrated discussion Q& equity issues.

Ihterface Activitiea

The project developed important liaisons with existing programs and
administrative units to insure that all of its activities generated coop-

_ | _ . ™
eration rather than competition. From the beginning, the goal of the

>

project was to écnerate power by sharing\power, and to avoid the d{ffi-

culitiéa:tnhef!nf in reinforcing territoriality. The project sought op-
portunities for co—sponsoring programs and projects,'for offering assié—
tance ‘to thosa who wanted to develop equity strategies in their own

ficlds and for activating individuals to take leadership in their existent

-rples. The project sought to become an affirmative source of support

and energy to unleash under-utilized or unrealized potential in indivi-
duals, programs and departments.
The liaison with the Kellégg'Prpjébc had the 1mportaqt effizt of

encouraging the selection of four women and a black man as recipients of-

five administrative internships, and of influencing comm;tﬁee selection
and decisions. The liaison with the Forum Lecture Series and the Sum-
mer Lecturé Serites hqd the effect of co—sponiarihg a number of speakers

on equity issues, inEluding Herbert Goldberg, Warren Farrg}l and Jane

/

Trnhey. The 1iaison with the mathematica departmené\in hostingnﬁpeila
Tobias visit had the effect ff initiating an on—going gseries of math

anxiety workshops.

a ‘

Project PELTA coordinated its activities with those of other ad-

?

ministracive units whenever possible. It also attempted to distribute'

A »

leadership responsibility to administrative units which could insure

[

on-going institutional implementation of equity goals. This effort was
~18-
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intensified during the second year of on-campus programming. While
cont inuing workshop and seminar activites, project staff assisted with

the development of a lecture .series featuring women scholars from var-
- -

| 4

ious acédemic disciplires, with tﬁe‘initiation Qf ‘the-Geraldine Hammond
Chair of Humanistié‘Studies, with ataff development activigies in var-

ious administrative areas, with grant applications affecting opportun-

*

ities for both -‘;’scudents and faculty, with search committee activ-

/
itles, with cayeey and seling of individuals, with

cessing co

editorial aspistaple /for articlas and papens of profesaionalg seeking

increased ty and mobility 3nd with/curricular reviaions related
to the changing roles of women. Project ataff.also sponao;ed.informal
social events which"were {nteﬁded to maintain the internal support met-
work which has been developed among womeﬁ éiofessionalé. N

Project staff encouraged individuals to become‘self—activating

agents of change'by offering low vigibility support to individuals who
could.increase their own ieadership effectiveness working within their
own departments, c&mmittqu, professional organizations fory increasing
1e;aership opportunities for women. It was felt that it was important
to slowly decfease fbe on—campus viaibility of the pro{/;t as the end

\\ of the funding period approached, so that the institution would continue
to 1mplement.projhct goals. The advisory committee has chosen to retain

its identity to monitor the system and to provide on—gbing support to

individual and institutional change.

External Resource Personnel and Capacity Building ) T

External consultants contribute legitimacy to a project 'focused on

.

-19-
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intensive efforts to attajn institutional change. They also proV@ﬁe
excellent role models fér those who are Intent upon increéasing their
leadership skills'and opportunitieg; Externai cqnsultants who contri-
bﬁted to tge‘first year's programming include Marjorie Downing Whgner!
Marjorie Bell Chambers, Sheila Tobias, Thomas Schaeffer, and Barbéfa

Uehling, Wichita State University graduate. The texts of their addresses

to Project DELTA audiences are included in the leadership manual, Design

\0 for Equity: Women and Leadership in Higher Education. Consultants for
second year activities and for the Regional Leadership Conference included

N

Warren Farrell, Patriéia Kosinar, Linda Moore, Jane Trazey, ?nne Wilson
Schaef, Dorothy Clark and Emily Taylor.’

External resource persons were useful to the project in a number of
important ways. They provided the kinﬁ of recognizable status and leg-

itimacy which often accrues to the.outside expert with a national repu-*

tation. The outside resource persons were selected as part of -the par-

A%

-~

ticipatory design of decisionéhaking. Faculty and,administfators were
/, able to use contacts wi?h professional organizations, and other insti-
| tutiong to help locate experts in various fields. The resource pgfsons
were offered an extreyely small honorarium for their contributions to
the project, so every attempt-was'made to give them re%}onal visibility
within the developing network, and to give them mational visibility with /
the publication of their c&nsributions ‘to the projecg in the leadership
manual. External resoulce persons were effective in energizing‘the par-
ticipante, and in helping them assess their individual and the instituy-
tional progress toward equity. fhroughou; the program, the emphasis was

in developing an institutional model of educational equity. Participants

ere encouraged to experience ownership in the process. Inevitably,

-20- ' ' . ‘
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outside resource persons compared our campus favorably to other campuses,

with the effect that faculty #&nd administration began to experienceia

renewed sense of pride in this institution- and {its receptivity to change.

N O

The external resource persons demonstrated an on-going commitment to
\ . )

A

Wichita State University's design for equity process which has had far-
reaching effects in facilitating professional deveiopment, professional

advancement and profesgional mobility for Project DELTA paréicipants.

6esign for Equity: Women and Leadership in Higher Education

L]

Project DELTA developed an exportable model for enhancing the entry
]

of women 1nEo leadership roles in higher education in the form of a
' d

leadership manual entitled, Design for-Equity: Women and Leadership in

. Higher Education. The manual was prepared to provide background infor-

"

matfon onh the gtatus of women in 1eadetship positions in higher education,

to glve an overview of the factors which provide opportunities and ob-

gtacles to the advancement of women in higher education, -and to summarize
tgé change strategieé employed by Project DELTA in supporting change on
one campus. ‘The'ﬁanual brings together information and tﬁeory e?sential“
to the individual or institution working for increased equity iﬁ-léader:

shiprand in all other.systemic.areas. The manual 1is desiéned'to be
useful to a person functioning within the informal or the formal ofgan—
1zational’structure, either out of personal commitment to the attainment
of institutional eqGity or out of administrative respdns&bilities.

The leadgrship manual was designed for national dissemination. It

was developed prior to the Regional Leadership Conference, and was disg-

tributed to participants to provide them with a fommon body of knowledge

' as background for the conference experience.




_institutions from Federal Region VII. Pafticipants were selected for

» . A
.

~ b . .
Regional ‘Leadership Conference and Network Development

& 4 /

The Regional- Leadership Conference which was the culminating aczivity-

of the two year project was 6ffered to leadership teams from post-secondary
‘ .

i

- thelir recognized commitment to women's equity and their leadership ability.

They were selected by developing a recruitment network based on first
vear plilot study subject;, women's organlzationg, professional organiza- R 3
tions Qnd yord-of~mouth contacts. The decision to invite leadershiﬁ teams
was based on the supposition that women. who returned to their campuses
to initiate institutional éhange would have better results if they worked Ly
in éelf-selected teams. The decision to pair faculty leaders and aémin- .
igtrative Iéagers was made as a result of observations of the decision- )
making process and the power structure on this campus. While traditional
leadership models have focused on‘the sanctioned ieadership role of ad-
ministrators, it was considered more practical to inclﬁde boéh administra~
torg:&q¢”leqders ir the informal srﬂfﬁe governance system among cotifer—
ence participants, since change on beh;lf of eqhity has more often than
not been generated in the informal sﬁructure before being codified in the
formal structure. Tﬁe_inclusion of faculty leaders was alsélinténded to
cultivate the aspirations of’ women who were considered to havé adminié-
trative potentfal.

The Regional Conference condensed the most valuable ;oﬁponents‘Bf K
the two-year on-campus program 4into a week long b;dgram of training ex- N
periences,focused'on'$ersoqal, 1qterpetsonal;-professional and organi-

zational development. Conference sessions included content covered in

on—cimpus seminars and workshops and offered opbortunities for parti- -\\\

clipants to engagé 1; collaborative problem-solving. The development

s
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" of a support network was one of the most importanmt outcores of the con-
. ' - . v '
ferguce. Emily Taylor, Director of the American Council on Education °

- ”~

ldentification Project, spoke to the group and helped formulate plans
. “ . . 'Y
wieh the four state identiFication prejects for.increasing the visibi-
. _- )
lity of and the communication between women seeking adminiatrative roles

in higher education.

Testing and Research Component

Project DELTA was fundgd to develop a battery’pf instruments® for,
the self-assessment of qualftieéfassociat;d with leadership. The instru-
(ments weré to be free of gender bias in language, images and i/alues'.Q
They were to have zero gender correlation in i{tems and scales. The iq;

struments which were developed included the RBles, Goals and Values

instrument, the Deciqion Making Analysis, the Past Reihforcement Mea-

surement instrument, and tnhe Self Assessment Instrument.

Norms for the four instruments were developed for professionals in
\ .
higher education. Pilot sample results were obtained by administering

- the instruments to ﬁemale and male administrators agd faculty in a stté~
tified samﬁie of institutioﬁs.éf pogt—secondary education 1in Fede;al
Region VII. Results of the pilot study were analyzed for_cénstruct and
scale reliability apd were reviged at cﬁl end of the first year. Revised:
1nstrumeﬁts were admiéstered to female and male adq;nisCratorf anf faculty
from a national aamplet Institutions of pbstvsecoédary education were
includgdrin the,populatidnlif they were'acctediéed by oge'of the six

regional accrediting associations, if they were co-aeducational and if

they had males and females serving as adminfstratq{s-gnd faculty. Insti-

tutions were randomly selected from the Educational Directo:y,-Collegeé

and Untgersitiéa,~1976-77;' The samplé was adjusted to stratifitation

N
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criteria to_aquure~that it included reépresentation of geographical dis-

> - tribution of types of institutions. Female administrators from thése

‘h\{inatitdtions provdded the smallest groups, so equal numbers of female

faculty, male administrators and male fatulty were randomly selected

from the same 1;et1tu?lgns to guatnntee balance in the four groups. | oo 5’
= _The foux 1nstrunents'§erelsent to 664 subjects in each of the £0ur. | ,
8r§npa. ?h:\return rate fot Ssmale administrators was 46%; for female
. tagxlty, 37%; for male‘ aﬁminist torst 29%; and for male faculty, 27%.
' »

- S \
~- . I No additionpl qfforts Vere made to increase the»q£le responge rate,

.

lf\“ . although it was assumed that ‘the most equitable males might be thode -
; intereiifa*in participating in the study._

Three, of the‘four instruments resulted in zero gender correlations

indicating bias free scales. The Self Assessment Instrument éerrelations

Vi indicate a significant difference in role satisfaction for female admini-

/s '

strators over male administrators and male and female faculty. Norms

" and scale characteristics for all the instruments are included in this

repéﬁt.
Testing manuals were developed for all four instruméntg. Additionally,

‘individual scale profiles were developed and were returned to subjetts

.. patticipating i the study. . . . i S

»

Partigipants‘in the Regional Leadership Conference were given the ?§

o

opportunity of taking the tea;s and receiving profiles, Many of these
(' o , i . . . .

e paftlcipants, now. phrt of the regional network which is actively 'supporting .

) ) N
i‘_ the American Council on Education's Leadership Identification Project, -

Fd -

i
report that ‘they have found the profiles on the battery of 1nstruments

" most uqeful for the self Assessment of leadership potential.

- PN
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Impact of Pgoject\bELTA

.- ‘ ;‘ ' Tﬁe activities supported by.froject DELTA had a positive impact on the self
- image of wghen préfessibnals at Wichita State University. . The Project enabled
: - involved p#rticipants to gvaluate their own_careers.in relation to oéganizational
needs. Many women became more self-initiating in seeking 1eadership opportunities,
— and in increading their 1nfluence on the university. The Project was successful
ig maintaining a facilitative role in assisting individuals in defining and attain-

d ~

N\ ing professional and organizational goals. The Project was successful in gaining

~ . A

s

the active suppbrf of Administrators; The participatory model of change proved
to be one which had positive effeects which will, hopefully, be far-reaching. The
‘enhancement ot/ieaderghip potential and effectiveness is not easily measured. This
university resemsles every other university in t#e country in that women are under-
represented in administrati&e roles. .This university also resembles every othér
university in the ‘ecountry in the unéertainty of its ability to simultaneously
adjust te gconomic, demographic and ;ocial change as it attempts torbecome a’
model of eqﬁity. The two-year experiencé thisigniversiCy experienced in developihg
a Design for Equity generated greater undersfqu}pé, commitment and ambition on §

' the part of most éarticipan;s in the experieﬁeé. The effects of this experieﬁce ‘
are summarizea in the Evaluation Report included in the Appendix. The long range

.

. effects can be measured in the demonstrated commitment to work for social change

which will result in this university's becoming a model of equity. It is im-

-~

possible to:dstimatethW'long it will be before women and’ﬁéﬁfshare equally in

the opportunities for and benefits of leadership. c »
A ; \ o
‘ _j
“.
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/ - APﬂINISTRATORS' ASSESSMENT OF INSTITUTIONAL PRIORITIES

AT WICHITA STATE UNIVERSITY

-

. :

A Design for Equity workshop, attended by ‘the president, representa-
tivey from the ranks of vice president, dean, assoctate dean, director,
. chaifperson, university committee, and others, was conducted under the
auspices of Projcct DELTA on April 29, 1977.

Out of th. deliberationa of the participants there evolved a number
" of specific recommendations for things to donsider in an effort to im- -
prove and increase possibilities for achieving equity on our campus.

These recommendations were conucquentlY’scnt to 156 persons, including
all top administrative officers, all participants in the April 29, 1977 ,
workshop, all chairpersons, directors), toordinators, and faculty members -
serving on various college and university committees. We received rec-
ommendations from 65 persons, or a 41.7% return. Three of these were not
included in our tally since they were returned unsigned, leaving & 39.7%
actual return. Of this return, 30.7% were from associate deans, deans,
assistant vice presidents, and vice presidents. Chairpersons, directors,
and coordinators comprised 41.9% of the returns; 27.41 were from faculty
members serving on varfous college and university committees. Below is
a list of the recommendations in descending order cccord;ng to percentage.

|
t
|

Adminigtrativc wkashogrkncommcndations l

I conaiLcr this

. c SO e —_— -oo- important -
. o _

’

1. Equalize salaries for women and men in all areas of \
the university. oL 142

2. Make sure that a;lcction criteria are consistent and
clearly related to actual job duties for both men

and women. ; . ' 72.6%
3. Improve academic counseling, exposure of students to
career opportunities. ‘ . . 72.4%
4. Recruit women for roles in central administration. - 66.1%
~28- R
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I consider this

important
- 5. Provide opportunities for women and minorities to ex-
perience administration on a temporary or experimental -
basis. ) - 65.6%
6. Improve faculty's and staff's understanding of the
process by which people obtain assignments, positions,
etc., which lead to career development. . 62.3%
7. Improve the awareness level of women students in the
area of life planning and career development and edu-
cate female students about rewards to expect in non-
traditional fields. o ‘ 62.12
8. Provide internships for jobs as they become available,
continuing an administrative internship program beyond
the Xellogg grant. ‘ 61.3%
. 9. Train individuals who wish to be more‘activc on campus
in coymnittee effectiveness, administrative skills, etc. 59.7%
¢
10. Finance off-campus ptofesoibnal development, attendance
at meetings, etc., in an equitable way. 57.6%
11. Provide institutional support for team research, released
time for research and scholarly activities. 55.2%
12. Improve racruitment of women and minority studeﬁts, espe-
cially in areas in which each group is under-represented, . 55.0%
. e 13.. Relasga .time, graot. laavna“¢£ absance. for fgculty apd .....,.. . .
) others who wish to pursue additional graduate work. 54.,2%
. Encourage administrators to look for opportunities to
serve as role models and mentors for capable women with |
wvhom they come into contact at Wichita State University. - 53.2%

15. Increase number of role models for women Qtudents and
professionals by increasing women in administrative and

faculty positionu. ~ 1 50.0%
16. .Continue discussions of the true meaning of "equity,"
' i.g,, what is related to numbers, and what to equal access? - 50.0%
-




-1 consider this
. , . 1mportant

17. Engage in consciousness-raising to eliminate stereo-
typic thinking. _ 47 .5%

18. Ignore traditions which keep women out. "It's always
been that way'" is not a sufficient reason to continue
with policies, 45.2%

19. Use lecture series and guest speakers as an opportunity
to provide role models. 43.3%

20. Effect attitudes of men and women on campus in order to
change the "0ld Boy" system of promotion and career
development. - 41.0%

21. TImprove status of part-time faculty. . ) 40.0%

22. Improve institutionally-supported services for faculty
in the area of child care, parental leaves, job-sheiing. 40.0%

23. Increase funstitutional commitment to affirmative action
by developing retrenchment policies and revising tenure
and promotion policies which recognize goals ahd aims of
affirmative action as priorities. 39.3%

24, Improve campus understanding of objectives and accom~

plishments of the women's studies progﬁrm 39.0%

25. Seek funding from internal and extermal sources to pur- N

sue equity goals. ' : . 38.7%

T 6. ™Institite fiex-time for staff and administration. 't % v3g.3%

27. 1Include awareness of equity in orientation of students;
extend orientation over firast year to handle entry into
non~traditional fields, career counseling, etc.. 37.9%

28. Provide financial assistance for part-time women students. 37.3%
Y29, Improve communication between univeraity and community

about positién of Wichita State University on issues, es-
pecially regarding the status of women. 35.0%




1 consider this

iwmportant
J0. Establish a clearinghouse for information about
career mobility for women. . 33.9%
31. Improve upwayd mobility for women, especially from
classified to unclassified positions. : 33.92
32. Obtain and use exiatinﬁ training programs for admin-
istrators (&f. ‘University of California, University of
Wiscondin, M.Svobodan, Assistant to the President), , 33.9%
33. Generate support systems for huasbands and families of
women who have career aspirations which might disrupt
the traditional family system. 33.3%
3, Scek departmental support of OUTREACH Erograms for —
adult women. L 33.3%
35. Dovelop & math anxiety clinic. \ 31.7%
36. Develop curricula specifically addressed to the needs .
_of adult women. 31.7%
. * ,
37. Develop a faculty exchange (e.g., between English and
Business Administration) for rotating visiting profea—
sorships in non-traditional areas. - 31.7%
38. Offer courses iA personal development, career devélop— .
ment, and confidcneefbuildipg. 30.5%
39. Recruit graduate studénCl into non-traditianal areas. 36.0%

RO D N I R

4dj“ﬁ§r5;1d, fiﬁ;ﬁéiillsub§6ftn¥gr ;E;ff vomen who wish to )
attend classes. . . 30.0%

41. Impress the need for equity‘on'Acadimic Planning and

Curriculum committees. . - . b 27.4%
| 42.. Rotate administrative positions. o 27.4%
43, Establish a center.for support services for women, 24 ,2%
44. Conduct workshops to train women in publishing techniques,
research topics. (/ : 21.7%
) 1
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45.

46.

47,

Designate spccific target areas for the appoint-
ment of women.

Inncicuto policies to facilitate the efforts of
women students to secure full and superb faculty

credentials.

t:
Appoint ombudspersons in several levels and‘in
different areas for equity grievance.

™\ akalhy _f‘n ’
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I consider this

important

21.0% -

20.0%

12.9%
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PROJECT DELTA REGIONAL LEADERSHIP CONFERENCE

RESULTS OF SPECIAL INTEREST GROU?S ON PROBLEMS OF PROFESSTONAL WOMEN

“

One seasion Of the Regional Leadership Conference was devoted to

. an a‘alyais of the profequional problems of women in higher education.
'Participant's in¢luded women in faculty and administrative leadership

roles from a representative sample of institutions of post secondary
education in Federal Region VII. The Regional Leadership Conference
was the organiring meeting for what was envisioned as an on~going re-
gional network. The discussion of professional issueg.was designed to
"help leadership teams define areas of focus for organfring action on
their own campuses, and to help establish areas in which mutual support
on a regional basis could enhance the leadership potential and perfor-
mance of participants and their colleagues.

1. Isolation of the Professional Woman

Problem: Women are often isolated in all-male or male majority
departments, and are not sought out either from within
or from outside of the department. Others are not
seeking these womery as essential professional contacts.

Solution: Women need to initdate contacts for professional visi-

bility and mobility. They need to develop a system for

identifying those who can share information, opportun~
ities and support. They have to find ways to overcome

socialized inertia and passivity. o

Problem: Women are often isolated from both staff and superiors.
They lack ready access to.the power in the informal
system. They may be resented if they associate with
female staff. They may have only limited profcssional

- contact with,superiors i .

Solution: Women need to develop support among women colleagues'
.which may cross departmental or administrative boundaries.
They need to develop strategies for inclusion in infor-
mal gatherings in which rank distinctions are less im-
pottant. Thcy may need to learn how to join the men at
lunch or to jog on the athletic field.

4

Problem: Access to communication, information and peer relation-

ships nay be limited to departmental or administrative
o unit groups, rather than being system-wide.
Soludion: Women need to develop a systems view of the organization,
' They need to broaden their point of view by rounding out

both professional and personal interests. They need to
understand the social patterns of male dominated groups.
They need to be able to discuss athletics if that is
necessary to keep their presence from being intrusive
or blocking., They need to show flexibility in their
own behavior to cncourage men to broaden their role op-
tions.
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Problem: Women can be kept out of the mainutredm‘because chey
are overburdened with committee assignments in organ-
- izationa in which there is an attempt to compensate for

’ the previous under-representation of women in the gov-

: ernance structure. .)
i Solution: Women can be sensitive to achieving a b.lance between

- self intqtaat and service by weighing the value of their
contributions to the organization and td their own
professional advancemunt.

Problem: There can be a social barrier between the wives of male
colleagues and female administrators.

Solution: The female administrator can initiate informal contacts
with these women. She can also pursue common interests
with these women as she would with any community con-
tact.

Problem: The woman professional who is new to an academic com-
munity meay have a slower and more painful inclusion
process than her male counterpart.

Solution: The new person can try to develop contacts from ref-
erences from previous colleagues and contacts. Those
who, are established in the academic community can ini-
tiate activities designed to include newcomexs. Women
who are conscious of developing a support network can
invite newcomers to social and campus events. They can

. plan informal gatherings to start the school year. Women

. who have worked on search committees can take newcomers

under their wing. They can introduce newcomers to col-
leagues with whom they might share interests.

Problem: There are distinctions between personal and professional
isolation. There is often a confusion between a woman's
personal and professional associations. Women are somes
. coe obines unahle. o cnmp&:xmentqlixe relationshipa as men
sometimes do. : “
Solution: Women need to be experimental in seeking both professional
and personal alliances. They can be self-defining in | |
choosing the degree of commitment: they wish to' make to - '
professional relationships. Professional support 3roups
are often essential to personal survival in an organization.

2. Professional Organizations as Career” Ladders

Problem: Professional women often experience difficulty in at-
taining roles and visibility in professional organizations
such as NAWDAC, AAHE and AREA. They also often lack
rexperience in using such professional affiliations to
increase professional mobility within their own univer-
sity.

“ .
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Solution:

Problem:

Solution:

Problem:

Solution:

Women need to create mentor/mentee relationships within
professional orRanizations. They need to seek appoint-
ments to nominating committees. They need to nominate
women ‘'who will perform well, and who have a chance to
win. They need }to publish 1in the Journals of the or-~
ganizations in which they wish to hold office.

The power structure within professional organizations
often seema exclusive. The bqrriera do not seem per-
meable to newcomers. -

Women who are active in Buch organizations need to begin
to initiate search for mentees as men ‘do. They need

to expand their reference group to a professional rather
than a local identification. Such leaders need to become
more conscious of their responsibilities as role models
to young aspirants.

Women who attain recognition and responsibility in pro-
fessional organizations often succumb to the pressure

to behave as tokens by serving as a representative of
"alli women" and by adhering to male dominance within

the group.

Women need to recognize their responsibility to advocate
equity principles and to continue to work to include
morde women in the decision-making process. They need

to resist adhering to the belief that their own in-
clusion represents the attainment of equity.

A

Professional Development: Publication, Paper Presentations, Grant-

Writing
Problem:

Solution:

It is difficult for the inexperienced grant writer to

-learn the basic principles of grant writing.

Professional women need to learn to initiate grant-
writing projects. Thcy'E;R‘thnn assemble a committee
of experts to share 1d¢as, shills and development ac-
tivities which xesult’ fn funding and in organizational
readiness for implementation. In addition tag. working
with experienced grant-writers, women professionals .
can follow the progress of funded grarnts on their own
campuses. They can offer to serve on advisory boards
or as consultants to these grants. They can increase
their knowledge of grant administration as a technique
for preparing for grant application. Thcy can also
read grant regulations in: their own fields, and in
interdisciplinary fields. .Grants often require team
work. ‘Women need to be available to function as part
of the teams which are being formed. Women cap study
the sybject of grant-writing as an academic subject.

Al A »
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Problem: It 1s difficult to understand the principles of grant-
. writing which contribute to funding success.
Solution: Most publications on successful grant-writing, as well
N as most proposal regulations stress tha definition of

clear, measurable and needed outcomes which 4re repli-~
cable. Mgst reviewers prefer clear, concise style which
is free of jargon. Reviewers also want clear ‘information
on the qp‘&ifications of the sponsoring institution and
the proposed staff. They want a clear, bare-bones budget.
They are looking for projects which will reflect well
qn the funding agency, and which will contribute to, the
public good. They seek integrity, xelevance and exper-
tise. -

Problem: It is difficult to understand how to organize the grant-

, writing project to increase the odds for funding.

Solution: It is important to allow sufficient time to gather in-
formation, develop consensus on goals and objectives

» among the proposed staff}y and to do thorough research

on the needs of the target audieficg or the area of
research. It 1is important to tap #Xperts for special-
ized input. It is important to develop administrative
support within the institution so that the grant can be
seen as contributing to the mission of the institution, ¢
rather than as draining resources from the staff, activ-
ities and mission. .

Problem: It 1is difficult to plan successful publication st’htegies.

Solutidn: Professional women can develop a .support network to en-
hance their auccés?.' in publication as well as in other
areas of professional development. - They can seek the
editorial assistance of their peers and mentors. They
can collaborate on publications projects. They can be
selective in the choice of journals to which they submit
their work. They can become familiar with the focus,
editorial policies and style of the journals to which
they submit. They can use the editorial suggestions from
rejections to improve their writing. They can solicit -
criticism from peers prior to submission. \

Problem: . It 1s difficult to expand one's range of publication
‘ opportunities.

Solution: Professigonal women can increase_their risk-taking behavior

) and initiation behavior. They can become more creative
in seeking new areas of -professional development. They.
can volunteer editorial assistance, consulting assistance
and collaborative activities to their colleagues. They -
can volunteer to do book reviews and abstracts for jour-~
nals of their professional associations. They can develop
short-term and long-range publication goals. They can
work on more than one publication goal at a time.

) -37"' |
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Problem:

.Solution:

.
Prdbleg:

. 4ffirmdtive Action: Problems and Poosibi-lities .

y

~ Solution:
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It 1is difficulg to get rezogndtion for publicationo

It {s impgrgant to know. how to call-tha, attenti¥n of éne's

colleagues 4nd superiofa to one's. publications In addi-.

. ‘tion to using the existing merit ‘aystem for recﬁgnition, '

one can seek editorial assistance or cbllaooracive ac~

tivities from thege peers. QOne can also offer such edi-' -

torial assistance taythose who, because of their rank
and. status, may be 1 ed in sfeir ability-torgeek as-
sistance.’ - . .

It is difficult to iﬂccease one's acceptance rate for,

- presentatiors of papers. . )

. hearsals to’ become better self-critics. * _ :

Again, it is importang to’ devnlop a_support network to -
increase professional ve ent opp¥rtunities in the
presentation of papers .at §?§¥quional conferepces. -
Women profesaionals .can seek t:h% agssistafice of success-
ful presenters, asking for tips gggpnderstanding the
audience, on the use of visual aidB¢.pandouts and sta-
tisgical daoav/uThey can also seek audiences whom they
¢an use for rehearsals, Thgy ¢an ask colleagues, to
criticize these rehearsals. ' They 'can tape their " re- -

/

!
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Problem:

"_
;P;oblemi

,Soﬂocion:

L]

-

»

Solution:

L3
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‘The Affirmative Action officer is often isolated from
support which would enhance Ehe effectiveness of. Affir-,
mative Action polictes. ' }

Women can develop support for!Affirmative fA cion’
forming either formal or informal advisory units
Affirmative Action office: Womeg can actively support -

the

K
o

Affirmative Action policies in their professio l/gﬁgnh/}?/
8

committee roles. They can volunteer to serve o
committees. They can monitor the system for openings.
and tan utilize professional organizations and regional
and national networks to 1ncrease the recruitment ef
women for those opqnings. -

'Grievance procedures are often 1nadequate or are in-

L 1)

adQQuatoly implomontod.- There 1is oftgn a discrepancy
between the way procedures are" implomented for admini-
atration, faculty, staff and scudants.

An opery compunicacion system is most effective for
correcting inadequacies. in procodures, implementation or
diff entidl application of procedures. Communication
protqapes can be opened by innovative measures such as
bro

. “Q; an Affirmatige Action newsletter, and distridution of

inionaires to measyre progress. Programs which have

. a8 their mission the correction of inequities can share

thoir visibility and logitimacy ‘'with Affirmative Action.
: “" .
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Problem:
Solupion:
o |
Problem:
‘Solution:

5. _chategips

v N

Ry

VEven though Affirmative Action policies are in effect,

it is often difficult to discern changing attitudcl in
personngl -and in the student body.

Women and minorities can collaborate to-plan educational -
activities to explore and explain the principles of
racism, sexism and elitism. They can educpte peers and
§tudents on the legal ramifications of discrimination.
They can publicize policies and decisions which contri-
bute to the correction of discrimination.

-Under représented groups often divide rather than uniting.

Women and minorities can engage in information sharing
and in collaboratf€ve monitoring and educational efforts
to increase their mutual power.

for Career Mobility -

Problem:

sSolutian:

~ 0.

Problem:

Solution:

3

J.
£y o
w7 .

Problcﬁ:

'Solucion:

"Ptoylem:

Women sometimes have special problems developing a career
overview.

Women nacd to be continually involved in self development
and self assessment. They need to continually do home-

. work for present and futute positichs. They need to

expand their options through reading, through accrediting
new accomplisiments, through career counseling and through
careful analysis of potential opportunities for advance-
ment. Women need to seek the assistance of .peers and
mentors for career planning. They need to sSponsor career
planning seminars. . They need to have counseling help in
prepnring/resumcs, rehearsing interviews and secking op-
portunities. In a sense, every profasaional nceds to
become a skilled dareer counselor.

Women are often trapped by the limited career mobility
associated with employment at a particular type of in-
stitution.

Women ‘need to seek associations with professionals in
other types of institutions. They need to ‘seek program
appearances, consulting opportunities and informal as-
sociations which may increase the range of their oppor-
tunities. They need to engage in projects defined by
regional rathcr than inltitutional type boundaries.

Wbmen ofteen wonder how employable they are in other
carders.

Consulting activities, publicationl and community er-
vice can all increase one's acceps to related career
paths. {

" It is important’ to understand Eﬂh politics of careey

advancement. w
: &
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Solution: It 1._1mportant,fLr the professional to plot the career
' development of those holding the positions to which one
aspires. It is also important to develop vita breadth
. so that additional paths open to one as one advances.
Problem: It 1s difficult to snticipate the interview and selection
= processes when one is interviewing for a new position.
Solution: Membership on search committees provides good preparation
for this aspect of career development. Professionals
who actively engage in career .development processing
with colleagues can rehearse interviews, and can learn
to anticipate search committee concerns. It is impartant
to learn as much background information regarding the
institution and the ﬁo-ition as posaible. -
- S P
Problem: Women often find thcmlolvca limited by 1nviuibility,
tokenism, and dead-end positions.
Solution: Women can claim more power.in the selection process by
becoming active i{nr-.nominating other qualified women, by
‘keeping in touch with existing networks, by forming net-~
works where none exist, and by continually monitoring
the system for openings.. Women can overcome their sense
of their own limitations by learning to nominate them-
.selves, by becoming more visible in committee activity,
in publishing and in university governance and community
> activity. !

Problem: Women are often limited by being placc-bound rather than
by being career bound.

Solution: It is important for. women to explore alternatives through
close association with others who have experimented with
commuting, with alternating location choice between hus~
band and wife, and with other compromises which increase
mobility. Additionally, it is important to take a life-
span view of one's mobility rather than to assume one's

«8ituation will remain unchanged. Those who lack geograph-
ical mobility can create more innovativc approaches to
organizational mobility.

Problem: Women often experience role conflicts resulting from home/
family/career.

Solution: Women need to actively develop support for resolving such
conflicts. Current research indicates that women .profes-

. sionals experience higher degrees of role satisfaction

in family, interpersonal and professional roles than do
men. This evidence suggests that conflict may be associated
with satisfaction. It 1is important for women to recognive
thc benefits of dcvoloping role flexibility.

Problem: Women often -hive to ‘overcome special problems related to -

' ? sensitivity to personal issues such as those rci:ted to
age discrimination, to. personal insults, and to ‘other
assertiveness issues. -

T




Solution:

6. Leadership

Women need to undertake group and individual study of
the socialization process they must overcome in order to

"internalize a new, positive aself image. Support groups

are now giving women new skills in coping with personal
growth,

Skills | | "

Problem:
Solution:

Problem:

Solution:

Problem:

Solution:’

"It is difficult to set objectives which can be implemented.

Objectives which are made by consensus are often more .
easily implemented than those which come down from a
designated leader to those who are to do the implementing.
When objectiyes are created in a collaborative process,
the participants can identify those congruent with their
own skill. and intereats

Committee membership sometimes poses more difficulties

than committee leadership, in that it is more difficult

to organize the meeting and to encourage other committpee
members to become actively engaged in the committee 8-
sion. o0
As a committee membcr, one can ask that minutes include
only decisions made and names of those responsible for
implementing decisions, along with the deadline for the
implementation. It is important that absences not be
allowed to slow down the decision-making process.

Women often find they have fewer opportunities for lead-
ership experignce than they wish.

Leadership expcrience can be increased for those who

are willing to actively seek committee experience, by
nominating themselves, by making their interest in par-
ticular committee assignments known to those who make
the appointments, by sitting in on committees involved
in decisions in which they have an interest. Women can
also find mentors who play leadership roles in areas of
special interaest. Leadership training programs sponsored
by post-secondary educational institutions and by pro-

" fessional associations often provide not only training,

Problem:

Solution:

" but institutional awareness of o“i: potential mobility.

The acquistion of budget skills 1s often difficult for
women to obtain, since they are more likbkly to be in
positions in which they lack budgetary cofitrol.

" Women can seek positions which require budgetary deci-

sions. Sometimes this experience can be obtained in .
professional or community organizations. Budget skills

" can be ncquircd through academic study. Astute pro-

fessionals gather as much badget information on their -

own institution® as possible.. Such information is es-~

_-41-—’ “ ‘ ‘
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sential to the development of a Systems view of the
institution. The budget expresses the priorities of a
given institution. It is important to develop an over-
view of the changing trends in institutional mission

48 revealed in the budget. Sensitivity to the financial
prio¥ities of the institution will enable one to anti-
cipate areas of poasible professional development which
will increase one's value to the institution. Politi-
cally, one can work to increase the congruence between
the institutional mission and the budgetary priorities.

Problem: Professionals often have problems finding the necessary
' time to devote to planning and priority setting. .
Solution: It is important to be able to ask for time and to con~
' sider it a legitimate priority when good ideas, requests,
~ assignments come to one. It is important to be able
" to predict the amount of time, energy and personal com-
mitment each assignment or project will demand. It is
important to keep peraonal priorities assessed so that
one knows when to accept new challenges and when to wait.

7. Effecting Institutional Change

goals and philosophies. S

Solution: It is mportant td-devise both a strong and a hard data

- base and a published time schedule for change. It {is
important to do the homework necessary for a strong
presentation of the case for change, and have a number
of alternative plans’ in mind. It is important to be
willing to work for high goals in order to achieve
* medium goals.

Problem: It is important to develop a procass for identifying
\

Problem: It is important for leaders and for institutions to ,
learn to initiate rather than to respond.

Solution: It is possible to develop the ability to anticipate
problems, and to plan alternative courses of action.

Problem: Change agents must always learn to deal with those who
resist' change.
Solution: Change agents need to identify persons with the will and
“ . the power to effect and support change. They need to
‘ : know how to present the benefita of change in positive 1
vays that reduce resistance. They need to know how to ™~
reduce the threat to.resistors, and to see what is at
stake with rasistors. They need to take the time to
work with individuals, exercising patience and persuasion.
Problem: Many changes are blocked hecause’of financial limitations.
Solution: Many are. On the other hand, many changes never go beyond
™~ the "what-1f" phase because change agents are often un-
certain about the cost benefits of uninvestigated changes.

< . . ’




Problem:

Solutfion:

Problem:

. Solu;ion:

Problem:

Solution:

' Problem:

Solution:

It is important to study peer institutions, professional
literature and conference proceedings to become ac-
quainted with the implementation techniques possible

for any given change.

The absence of on~going evaluation procedures of ten .
inhibits institutions from engaging in the,identificatiom PR
of needed changes. ’
Ong can often encourage committees to undcrtake the

gathering of data essential to development. It is im-

portant for institutions who face enrollment declines, .

inflation problems, or other financial exigencies to be

pro-active in planning. Higher education is going to. -
bacome mors #vVilustion oriented in‘the future. The ad-

ministrator or the faculty leader who develops evaluation

skills will become more valuable to the institution.

Wowen find it difficult to advance in institutions in
which there are no women in central administration. b
Some institutions are so resistant to change that up-
wardly mobile women reach a plateau from which they move
to another institution. Such women often observe that
they have prepared the institution to consider women
simply by their action of having moved upward and else-
vhere. : ;

What techniques can one use to help an institutiod to
overcome its resistance to change?

External funding, consultants from elsewhere, special
interest groups formsd within, - careful reading of extér-
nal forces for change, and the study of change as an
academic subject all play a part in changing the climate
for change.

Some women report that they cannot act as change agents ~

without flar of reprisal. They often feel that they are
required- to be even more conforming than men.

There is no question but what there are double standards
of role expectations which affect the way in which women
will be reinforced for working for change. The subjects
of leadership style, of effective change agent behavior
and of patterns of social change are major subjects. The
investigation into these areas of study has judt begun.
Women can become researchers of their experience. They
can torm support networks to share as much of their ex-
poricnco as possible with other women. They can share
the wisdom of their stryggles with each other and with

their colleagues.

- .
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EVALUATION REPORT ¥
by

Dr. Annette TenElshof, Tulane Uuniversity

Evaluation of First Year Workshops

Overall, the participants viewed the personal aspects of the workshops.
in a positive way. Participants expanded their perapectives of themselves
and of women colleagues. Approximately 70%Z of the women saw the workshops
as relating to their personal concerns, and over 80% saw them as relating
to their professional concerns. Percentages related to the participants’
increased sense of personal and professional worth were somewhat lower,
which was frequently explained in the '"comments" section of the question-
naire as being due to the fact that participants had a sense of their own
personal and professional worth prior to atteqding the workshops. Concerns
‘were often related to their perception of others' recognition of their

ersonal and professional worth. Through the year, almosc 80% of the par-
ticipants developed new goals for themaolves

A further illustv‘Lion/dI the interest in the workshops was the large
percentage of participants -wishing to have an ongoing relationship with
DELTA through participation. Of those responding, 73.3% indicated that
they hoped for ongoing participation. - Almost 60% of those participating
reported seeing new ways in which they could become effective in bringing
educational equity to the campus. This becomes meore significant when
one considers that the response indicated a willingness to become more
active. For a number of womon, this may be a first otcp in helping ohape
their own ‘and other women's futures.,

Over 90X of the participants felt the workshops facilitated group inter-
action. Workshops were designed to give participants opportunities to
voice their viewa and to play leadarship roles. About 90X also saw the
activities as appropriate to the program. About 80% of the participants
sav the programs as baing well-organized. About 50X of the participants .
saw the timing of the programs as appropriate, while about 30X:were not
sensitive to the issues of timing.

- In gokorll, the responses to the workshops indicate that they were res- -
ponsive to personal and professional concerns of participants. Partici~-
pants were able to set goals for thepselves and to move from these goals
to focus on gogds for qquity. Also/ the workshops ssemed appropriate and
well-organized for thoq:xprocsed gaals of Project DELTA. Evaluation data.
indicates that the program-has been effective to data. '
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As the program progressed, people participating became aware of gen-
eral equity concerns. As this concern developed, they expressed a need
for more skill development and for taking a more activc role in 1mp1¢ment~
ing goals related to equity. (See Table 1)

Evaluation of Second Year Workshops

From the workshop evaluations the data was gathered to determine the
effectiveness of the workshops presented. Eighty-one percent of the par-
ticipants felt that the workshops related to their personal concerns in a
positive way. About 702 indicated that the workshops related to their
professional concerns positively. Through participation in the workshops,
about 681 found that their personal worth was enhanced and 55% were able
to ldehtify new goals Yfor themselves. Ninety-one percent of the indivi-
duals felt that the workshops were well-organized and 77% indicated that
the timing of the workshops was convenient. Prom the workshop experience,
64X of the attendees felt they had learned new ways to facilitate equity,
and 872 wished to continue their involvement with DELTA projects. (See
Table 2)

The individual workshops had very positive responses. Each leader was
seen as effective by about 902 or more of the participants. Similarly, the
sessions were felt to be appropriatc for Project DELTA by 88X to 952 of - .
the attendees. /

Overall, the responses of the Project DELTA participants were very posi-
tive. To arrive at a further understanding of what was happening to the
individuala, several of their comments are listed:

"I'11 definitely pursue .a master's degree." S

"I got information which will be very useful in my teaching.'

"New techniques for dealing with being the only woman at a meeting "

"1 realize how critical it is to set your goals and jult not let your
life adapt to what comes your way."

"I'm making an examination of my values and role as a person.’'

"I'm leaving and going on go-get my Ph. D.." -

"I'm setting up a real network." '

& n going to be less emotionel and better prepared in some stressful

-~

2 *

Evaluation of the Regional Leadership Conference

e Each Regional Leadership Copference -participant was givcn an evaluation <\k
form to help in the determination of the effectiveness of the conference
and materials. The first area to be considered is.the manual, Desigh for
Equity: Women md Ludqqhip in Higher Education. Eighty percent of the

» "66- . . ' ‘ LI



attendees fult that the manual helped them in preparing for the confer-""
ence. In addition, over 91X of the participants felt that the manual
provided an overview for understanding the need for leadership equity in
higher education. The manual was helpful to 527 of the women Iin assess-
ing their own laadership aspirations and opportunities. .The response to
the manual was very positive, with many of the participants requesating
extra copiles or asking where they would be able to purchase copies of
the manual. (See Table 3)

' The benefits of the gonference to the individyals seemed to indicate
positive resulfs to them personally and professionally as well as to
their institutions. About 80 felt that the conference had been useful
to them in terms of thelr personal concerns. Further, 83% suggested that
the conference had been useful to them in terms of their professional
concerns. Almost 70% saw the conference as a way of focusing on methods
to facilitate equity and about two-thirds identified goals which they
intended to implement at their institutions. These last two statements
are important for they indicate that capacity-building for the model
has been initiasted. Also, 58% of the women had identified new profession-
al goals for themselves. One of the most significant aspects, and a
factor which could have long-range impact, was that over 912 of the par-
ticipants felt that a regional professional hetwork had been developed.

A number of the women began sharing information about positions which
vere available, or which would become available, for those women inter-
ested in looking for new jobu They were giving the new network imme-
diate business. '

e individual sessions were rated from 100X positive responses to a
low oK 23X. < Aa the sophistication of the audience was high, and its ex-
posure to many different programs and conventions was above average, this
result could be antigipated. The participants seemed most responsive to
the speakers who had national reputations and were well-known in higher
education. The participants were less happy with small groups and self-
leadership. This may be attributed to the fact that most of the women
are leaders on their. own campuses, and when in the group, felt that they
" should have the leadership, or were less willing to permit a peer to
have the leadership. The minority panel of the conference brought frus-
tration to many of the women, for they wished to share in the concerns of
minority wemen, but were not given suggestions or recognized as under-
-tanding the problem. The group was very enthusiastic about Barbara
Uehling's presentation, "The Woman Professional: Which Way Is. Up?" nd
Jane Trahey's speech ahd discussion concerning power.

Fron the commcnta-lcction of the evaluation, several statements were
selected which represent the majority of the participants' opinions:

"After two years workshopping, plus giving thought to these issues
constantly in a variety of contexts, I sort of doubted I would find any-
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thing new in an extended experience of this kind. I was wrong--I have ﬁgx
had several valuable 'epiphanies,' refinements of earlier perceptions -
and acquired a few new twchniques that will be useful to me personally
and profesaionally. . , "

"Appreciate having DELTA as a model." ;

"Networking system beginning a positive step--knowing other women
administrators 1is both hnlpful in a practical way and personally 1ns~

piring (role models)."

"I'm stimulated for my personal growth and groqﬁg?kor our institution."

"A really stimulating group of participants and speakers''

"The staff and resource people were excellent."

"You brought to closure a most meaningful and complicated event. The
diversity of backgrounds in the participants was hoth a strength and a
weakness; a strength in that it provided interaction at a personal and
professional level between women in the academic and non-academic areas
of the University family and at various levels of their career develop-
ment; a weakness in that the diversity made it diff#icudt to establish a
strong peer base with whoih more specific and particuY#f professional
problems and possiblé¢ solutions could be shared.” N -

A further cémmant which a number of the participants mentioned was
related to the length of time for the conference. Several recommended
a shorter conference; however, they usually qualified their statement
with a question as to whether or not the program could have been pre-

. sented in a shorter time frame.

An important validation for the model presented, which clearly shows
in the data, is that the responses of the local participants and the
regional participants to the same personal questions show similar re-
sults. For example, "the workshop or conference related to personal
concerns,' was true for 81% of the local participants versus 80X for
regional participants; "helped me identify new goals,'" 55% for local
participants versus 58X for regional participants; "focused on ways to

facilitate equity," 64% for local participants versus 68% for regional

participants. Considering the differences in the groups, this data
becomes significant replication. '

-

Overall Evaluation . \

This cvaluation was ‘made througininterviews with aach of the ad-
visory board members. This group was involved in the project for two
years and probably has a broader view of the project than any other
persons, whether participant or obderver. The members of the advisory
committee were asked the following questions: 1. What do you see aa
the strengths of the program? 2. What do you see as the weaknesses of
the program? 3, What do you feel the long-range impact of the.program

/ ¥ °



will be? 4. 1Is the model developed at Wichita State University exportable
to other campuses, and if it is, under what circumstances? 5. What ig

the effect of the program on minority women? 6. Did the campus workshops
help in the planning of the Regional Conference? 7. What general comments
do you have to make about the program? Finally, each was asked for an
overall evaluation on a scale from one to five with five being high.

In drawing the material together the following topics were used: the
leadership of the project, the effects on the women and men, the program,
and the institution. From these topics, the strengths, the weaknesses and
the impact of each will be summarized.

~ The Staff f

First, the staff leadership of the project will be vievcd from the eyes
of the advisory committee. The strength of the staff was that it had an
attitude which made the project acceptable to the campus. This was impor-

Py tant as many of the advisory committee were corcerned that the ,program
would be revolutionary in nature and this frightened them. Dcscriptionn
of "not offensive" and "non-militant"” were used to differentiate the pro-
Ject from what are feared by society as some aspects of the women's move-
ment. Also, they felt the ataff of the project was dedicated and hard-
working. Throughout the duration of DELTA, the advisory comnittee was
able to note growth in the staff members who were responsible for the pro-
ject. As the project progressed, the staff took more leadership and
found it was less dependent upon the advisory committee. The members of ~
the campus community supported and respected the staff. This became ex-
ceedingly important as the project developed a high degree of visibility
on the campus. The director and her staff maintained an appropriate image
for the examination of and commitment to equity, which by most was consider-

- ed a delicate issue.

The Women

The women on the w1cﬁita State University campus probably derived the
most benefit from Project DELTA. The women on the campus changed their
attitudes about themselves-~they were able to maké self-assessments and,
from these, raise their aspirations and set new personal and career goals.
Through the project they were able to learn new skille and concepts and
find a supportive atmosphere in which to practice them. A network of
wvomen was formed on the Wichita State University campus and an awareness

\// - of the resources of the other women on campus wvas developed. Women came
together without a crisis situation,to help and support each other, a
- to discuss issues, A forum was thus provided on the campus. The adminis-
trative role became an acceptable role for women to expect of themselves.
Administrative skills were learned, shared, practiced, and expected by




other members of the d'&t:raity community. Competent women became visi-

ble in the university setting--Wichita State University became aware of
ts women. Women came to DELTA for many concerns; i.e., job problems,
equity, and they were able to find help and solutions in the university.

The weaknesses of the project for the women were that not all the
women on campus were changed-~not all of the women were able to intcrnal—
ize the values of the project and the learning they were 3aining Fur---
ther, not all of the women participated in the projcct--all faculty and

professional wvomen were invited; however, a number did not become involved.

A number of students, community people, and classified people would hate

liked to be invited, but were mot. Some minority women and some Success-

ful women ’id not feel that the project met their needs.

Tha.lodk-raugc impact for the women is that they have developed a new
sense of themselves which will make them more effective in their present
positions, in committee responsibilities, and -in higher positions when
they become available. A number of the advisory committee were antici=~
pating the development of a plan_fo&‘thc university to enhance the oppor-
tunities for women and ensure equitys The women have grown through the
two years of the project; they have become more assertivé and have set
new goals for themselves; they have been employed in a few entry level
administrative positions; and the women on campus have a strong network.
The advisory c ttee saw the prospects as excellent for the future of
the women on the Wichita State Univcraity campua.

The Men

The male administrators on the campus also experienced change. They
became more aware as reflected in their conversations and behavior to-

" wards women; they showed an increase in sensitivity and responsiveness

to the needs of women. The men had a number of opportunities for learn-
ing and for trying out some of .their new understanding. The men had
their thinking challenged and found some new solutions tq problems of
equity within the university. -

The w.aknollnl in the prograa for men wcrc that thera vere not enough.
opportunities for the men to participato. A humber of senmgfons bhuilt
the support of the men, but more follow-up was needyd for them. Although
the men were exposed to a.lot of information, the q:i;flbn§gri:co as- to
vhether thc objectives of tho ro;rnm have bdeen internalfzed by tham.

The long~range impnct of the progr:m for the men will be depandcnt on
the degree to which they ara committed to equity and tha amount of true

change wﬁ&ch has otcurred. Some men see thea need to include vomen on the .

"01d Boy' network and are willing to take steps to imclude the wohen.

.
\

:.' -
}&‘,}‘



duration of Project DELTA, no appointments of women could be made, The

-

The men have grown through the experience of Project DELTA and are be-
ginning to understand the language of aspiring women.

The Program

“ Two of the strengths of Project DELTA are its products, the manual,
and the tests. These two products will have nationwide appeal to a
broadly-based audience in higher education. Another strength of the .
program was the liaison with the Kellogg program, one result ofi which
was the selection of five women interns, giving them an opportunity
to test their interest in administration by working with a person who
is presently in an administrative position. The program was carried
out in a professional atyle and programs were always well-organired
and wvell-planned with speakers and facilitatora who were excellent in
their fields. The individual sesaions were open to everyone, and the
recruitment for. them was done in a poaitive manner. Finally, the pro~-

-gram made peop}o awvare of the problem regarding equity on the campus.

Weaknesses of the program were listed a3 a possible communication
problem early in the project, and a question regarding the strength of
the people being brought in as role models. :

The manual and the tests will have obvious Lohg-rahgc impact. Also,
the project set models for collaboration and cooperation between men and
women. This style of men and women working together will.be ongoing £or
the university not only in this setting but in many others.

M hY

The Institution

For the institution, one of the foremost strengths is the fact that

Wichita State University had the project and that the facilities and the

resources were made available. Project DELTA gave visibility to women
and legitimized their leadership role throughout the campus; thus, the

university learned more about the female part of the university resource.

The institution gained regional and national recognition from the pro-
gram. Also, a number of university. problems and concerns were solved
through the Project DELTA experience.

The only weakness listed, which may also serve as a suggestion for
the future, was the need to institutionalize DELTA processes.

J

{ o he .
The long-range impact for the institution is the beginning of an
androgynous system which seems to be the most appropriate kind for an

educational setting. Also, placing a woman in a high-level administra- °

tive position 'should ocour witbin the pext two to five years. Since
there were no vacanciesin a major administrative position during. the

A



‘ institution, howtvnr. haa rccqguizad thc problen of "no women" in the ' ’
' central administration and phe deans' po‘itiona. Having Project DELTA )

at Wichita State University gavc the impetus for the state of Kansas

. to approve the Center for Women's §tudies at the idstitution. There
was a feeling from the various pale members of the advisory committee
that an ingtitutionalized comnitment to women had been made. .In addi-
tion, the institution hag tapped into a network of rasource peqé}e
whiéh may have further implications fer the university.

& .

An BExportable quel - " : _ ] J

The advisory committee unanimously agreed that a exportable model
_ had been produced; howaver3 a number’ wished to suggest qualificationa
“and others wished to state why they felt positively. The qualifica~
‘tions were that at any,institution the program ¥ould need leadership
\ ~ and support from the institutien, preferably from the presfdent, and
those sponsoring the ;project would need ta be diplomatfc., Also, the
. program would have to develop within the climate of the campua and be .
structured to fi¢ the particular environment. -0

N Hinority Womgp ' \\ Qh‘

< 1\'" A1l minority women were. invlted fo all fuﬁctions arid extra efforts
) were made to ensure their involvcmont. Mindrity women at Wichita:
State University comprise 8% of faculty and. administrative women; and,
s 6X of the participants in DELTA on-campus” events for women were minor- -
ity women. ‘There wére some good results with the minority women; how-'
' ever,~the results did not seam to be commgndurate with the effort. A
. number of minority women did not identify with the 8group "women'' for
they did not feel that they would be able’ to gain from the experience.
. ° They were distrustful of the program as an artificial environment fot
- sharing; rather, they prefer a natural development of ralationqhips -

/

e D ocutside any ptedeterhined format where white women may learn what black , .
. women have to offer. The 1ssue of "racism® continues to arise; it seems -
}“ that more time wiil he tequired before the trust level for maximum par-
' ticipation can eccur. . .o .
. [ S o . . 'a g
L Staff Statiatics: ' ot : e o
LT e e ' : X o A . (‘:’, _ 1st year 2nd year
- . Lo ‘ T e e Y . - .
- ~  Professiondl Staff* =~ white men - 2 - 2 ‘
¢ . . B :
‘ white women 4 4 \
- - T  . : - - minof éomen 1 : 3 ’
-3‘ ) ’ . ?.4 ’ p 4
' p -.\ ' . <

IR PR



~

Staff Statistics: (continued)

lht year 2nd year

Administrative Staff  white women 1 2
minority women v 1 Q
’ ¢ AdvisotXVCommittde** white men ' 3 ' 3
| | minority men 1 0
white women 3 2
minority women 1 . 1
Adjunc; Staffrss whitc men ' é 0
white women . \20 6
/ ‘)‘4 m}hérity women 1 1
i ‘&u ’ 8
External Consultants °  white men 1 ' 1
white women 4 6
./' | - | ~ mifority women 0 1

-

wOrkshogs on Campus' and the egional Leadership Conference

The advisory ‘committee unnni#ounly felt that the campus workahopa ‘were -
preparatory for the Regional Leadership Conference.. The Regional Confer-
‘ence was the culminating activity for thre two years of Project DELTA.
There were some differences in the audiences of the two groups. The con-
ference participants held highcr-ranking levels than the .camppus partici-
pants; however, this was by design. The Regional Conference attendees
had more experience and sophistication than the campus group, again by

nature of the two gréups. On campus there was a self-selection process
|

*Excluding one-time only honoraria‘rqcipients o .
**Excluding ex~officio pro{;;:ional staff
*AOnce only consulting hondtaria,6




I

+

" for each event, while at the Regional Conference the participants were

expected to attend all of the sessions, The Regional Conference was
composed of about one-third facylty, one-~third adminstrators, and one-
third people with faculty and administrative responsibilities. The
Wichita State Universtty group was primarily faculty.

The;comparative'reeufts for the groups on the reactions to the
various personal sections of the evaluation for workshops and the con-
~ ference were very similar, which may suggest that the needs and res-
ponses to equity by women are the same,. regardless of level.

- .
Final Comments

t

The comments included statements like, "14: glad it happened A
was worth the time, money and effort," "The program needs to be con-
- tinued," and, 'Succees will bring more success." A recommendation&ggs-
made that a report should go.to the faculty and administration whic
would idclude steps for moving forward. :

On a scale of one to five with five as high and one low, the advisory
comnittee gave the project a composite rating of over four (4.2). -
-— . ’

In conclusion, the goals of the project were met. The environment at

Wichita State University is more positive towards women in administratien.

The leadership and administrative skills of women have been developed

through workshops on the campus and in the Regional Leadership Conference. °

The wotkshops, the Kellogg internships, the conference, the manual, and
the teats will provide and have provided’supportive services for women
pursuing careers in academic administration, and will be a basis for the
dissemination of the activities of Project DELTA. If women can reduce
the barriers to administrative positions, this will happen soon. As the
-advisory committee projected, a major position will g0 to a woman at
Wichita State University in two to five years. The groundwork has bden
laid* to change attitudes and develop awareness. The equity model, tha
manual, Design for Equity: Women and Leadership in Higher Education, and
‘the tests, are the major activities as deecribed in the proposal, and all
are now complete.

4



e - ‘Table 1

Evaluation of First Year Workshops s

Positive ‘Neutral

Negative \gt‘gi

PERSONAL

Workshop relates to ( 82)
personal concerns 70.69%
Workshop relates to ¢ 95)
professional concerns 81.90%
Workshop enhances personal ( 51)
& profeasional worth: '57.96%
Workshop helped identify '( 5%)
new goals for self 46.61%
ORGANIZATIONAL
Workshop well - (72)
organized 82.76%
Workshop facilitates (77)
group interaction 90.59%
’Workshop fulfilled activities (106)
& goals of program 89.83%
Timing of workshop ( 74)
convenient 58.73%
\_, .
y EQUITY
Wérkshop.focuscs on ways * ( 70)
to facilitate equity 58.33%
Desire for participation in . ( 88)
other DELTA pragocts 73.33%
, ) .
J
58
d Lot .

v

(22) (12)
18.97% 10.34%
© . (14) (12)
12.07% 10. 342
(21) (16)
23.86X% 18.182
(38) (25)
32.20% 21.192
( 8) (7N
9.20% 8.042
(& - (&
4.705% . 4.705%
(8 ( 4)
6.78% - 3,392
bt .
(42) (10)
33.33% > 1.942
- y‘"
]
(30) (20)
25.00% _ 16.67%
(21) (11) .
17.50% | 9.17%

(116)
100%

(116)
100%

( 88)
100x

(118)
1002

( 87)
1002

( 85)
1002

(118)
- 100%

(126)
100%

(120)

- 100X

(120)
1002

. Ll
SR )
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" Table 2 ‘
Evaluation of Second Year Workshops
. -~ ' .
Positive Neutral ‘,Ncgative }otu:
PERSONAL !
Workshop relates to (54) \ ( 8) (4) (66)
personal concerns 81.82% 12.12% 6.06%
Wm.:k:hop ,rolatu to (46) ° '-_(16) n (4) (66) - .
professional concerns 69.70% 24.24% 6.06%
Workshop enhances personal (44) (18). (3) (65)
& professional worth 67.69% 27.69% 4.62% \ . .
Workshop helped identify (35) (20) ¢} (8) (63)
new goals for self 55.55% . 31.75% 12.70X
1 . | A -
ORGANIZATIONAL )
Workshop well- . (60) ( 3) (3) - (&) -
organized °- 90.90% LB.54% 4.543
Timing of workshop : (50) (12) (3) (65)
convenient "t o 76.92% “18.46% . 4.822
EQUITY
Workshop focuses on ways 42) .- (16) X¢)) (65)
.to facilitate equity _§4«612 . 24,62 10.722
‘. : n .
Desire for participation in (57) ( 6) 0 (2) (65)
: other DELTA projects 87.69% 9.23% , 3.082 - : .
v . | . - AN yd
(Table 2 ‘contin{xed on next page.) b
. m .
N\ \ ‘ .
A .
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Table 2

o~ -

Evaluatiop of Second Year Workshopa

(Continued from previous page)

Positive Neutral Negative Total

INDIVIDUAL WORKSHOPS

- Kosinar: leader effective (21) (0). (D) (22)
: 95,45% . 0X T 4)s5% ’
g.— appropriate for DELTA (21) - (0) (1) (22)
‘ : : " " 95,45% S 0%~ 4.55%
Moore: leader effective (26) (0) )~ (27)
, - " 96.29% .0x 3,702
. . appropriate for DELTA  (25) (1) RE¢)) - (27)
| | . 92.60% 3.70% 3.70%
- - Farrell: leader ef?ectivc : (15) , (1 (1) (17)
- ‘- 88.242 5.882% 5.88% 100% -
. appropriate for DELTA (14) (2) ~ /kO), (183,
. : o 87.50% 12.50% 0% . 100%
: ) X I By .
‘ -
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Table 3
L
. ' &y
Evaluation of the Regional Leadership Conference "
Positive Neutral Negative Total
. ‘ MANUAL
. 1. Preparation for - (36) ., (6) ( 3) (45)
conference 80% 13.33% 6.67%
2. Overview of need | T N42) ( 4) ( 0) (46)
in higher education 91.30% 8.702 . 0%
3. Helped assess personal (24) (19) ( 3) . (46)
leadership aspirations 52.17% 41.302 6.52% a
0o ' PERSONAL RESULTS OF CONFERENCE
4. Useful for personal . (38) ( 5) (5) (48)
concerns : 79.16% 10.4;2 10.42%
S. Useful for professional (40) ( 4) ,!lK 4) - (48)
concerns ¢ 83.33% §.33% © 8.33% - 7
¢ C | ~
, 6. Helped focus on ways to i (32) (10) (5) (47) ~
fac{litate equity 68.08%  21.282  10.64%
7. Identification of new (28) (11) ( 9) (48)
professional goals 58.33% 22.912 18,762 o
8. 1Identification of goals to be (32) (10) ( 6) (48)
implemented at my institution 66.67% - 20.83%  12.50%
9. Identification of professional - (44) B ¢ 4)“’ ( 0) (48)
< network , 91.67% 8.332 oz .
» ) (Table 3 continued on next page)
N
~58~
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10,
11,
12.
13.
14.
15.
16.
17.
1.
19.
20.

21.

Table 3

Evaluation of the Regional Leadership Conference

(Continued from previous page)

Neutral

EVALUATION OF EVENTS

Women and Leadership

'Personal Leadership
Assessment

The Female System:
“The White Male System

Role Conflict: 'Male and
Female Values in the System

Stress Assessment--
< Stress Management

On Women and Power

Activities Concerning
Power lssues

4

Minprity Women

The Woman Professional:
Which Way Is Up?

Small Group I }

Small Group II

Action J&dﬁning

Positive
(33) ( 8)
752 _18.18%
(19) - (12)
45,242 28.58%
(29) (10)
65.922 22.72%
(20) (10)
42.55% 21.28%
(18) (13)
38.30% 27.66%
(38) ( 4)
80.85% 85.11%
€38) (5
80.85% 10.64%
(10) (9
23.262 20.93%
(47) ( 0)
100%

(24) (12)
55.81% 27.91%
(17) - (17)
39.53% 39.53%
(22) ( 6)
64.70% 17.65%

62

17.65%

-§gg§t1ve Total
( 3) (44)
6.82%

(11) (42)
26,19%

(95) (44)
11,36%
. Q7 (47)
36.17%

(16) (47)

34.04%

(s (47)

10.64% :
( &) (47)
8.51%

(24) (43)
$5.81%

( 0) (47)

(7) (43)

16.28%

( 9) (43)

20.94%

( 6) (34)
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Research and Testing Results
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FIGURE 1: A HEURISTIC MODEL FOR PREDICTING SUPERORDIVATE AND
SUBORDINATE ROLE BEHAVIORS ‘ .

(Sweney, 1970) *

.SUPERORDINATE ROLES | o h

14

EQUALITARIAN OR
PARTICIPATOR

Impunitive
"Truth-sayer"
Objective

Shares Power
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Diminishes ) Exalts
. Superidr Impunitive Superior

" "Truth-sayer" -
i Objective
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N SUBORDINATE ROLES

Diract Reinforcement--The subject perceives that he or she has been rewarded

for having engaged in the described behavior, .
Indirect Reinforcement--The subject perceives that others have been rewarded

for having engaged in the described behavior.
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. PRM ’
Means for National Standardization Sample
) N = 853°
SCALE ) Fem.Ad. Fem.Fac.  Male Ad. Male iac.
1. Direct Reinforcement, Authoritarian 23.35 23.63 23.54 24.58
2. Direct Reinforéement, Equalitarian 39.50 39.27 $39.25 38.38
3. Direct Reinforccment, Permissive 28,10 27.24 . 27.69 27217.
4. Direct Reinforceﬁent, Rebel 28.33 27.06 27.85 28.33
5. Direct Reinforcement, Critic o 43.89 42.36 42.67 41.61
6. Difect Reiﬁfotcem nt, Ingratiator .19.00 19.77 20;23 19.39
7. Indircct Reinforcement, Authoritarian 31.26 31.08 31.00 '31.65
8. InQircct Reinforcement, Equali;arian 45.39 45:?5 44.87’ 45.97
9. Indircct Rélnfbrcement, Permissive | 28.07 27.67 28.22\ ‘2?.23
10. Indirect Reinforcement, Rebel 17.28 18.10- 17.62 17.99
11. Iﬁdirect Reinforcément, Critic 35;40 32.02. 33.07 32,28
‘12, Indirect Reinforéement, Ingrdtiaﬁor 34.25 33.59 34.37 33.83
. A ‘
65

6o



TABLE 2
i PRM _
' Standard Deviations for Nationdl Staandardization Sample
N = 853

SCALE Fem.Ad. Fem.Fac. Male Ad. Male Fac.

1. leect.Reinforcement, Author@ta;ian ) 4.39 4.26 4.53 4 .35

“ 2. Direct Relnforcemént, Equalitarian 3.70 3.69 T 3.83 3.69
3. Dfrect Reinforcement, Permissive *ZLSb 2.36 2.45 2.27 -

4. Direct Reinforcement, Rebel 4.73 ‘ 4.Z§> 4.36 . 4,02

5. Direct Reinforcement, Critic N 3.39 .54 3.73 3.88

.6. Direct Reinforcement, Ingratiator LT 3.51 | 3.77 3.63 3.56,

7. Indirect Reinforcement, Authoritarian 4.28 4.32 4.94 - 4.65

8. Indirect Rei;forcement, Equalitarian | 4.33 4.10 4.35 4.0;
9. Iudlrect‘Relnfdrcement, PermtssiQei 2.60 f? 2.80 2.89 2.73 -

0. Indirect Reinforcement, Rebel ’ 2.64 2.55 2.65 2.90

11. Indirect kelnforcement3.0ritic 3.62O . .3.67 . 3.53 3.46

. g . _ <
12. Indirect Refinforcement, Inératiator 3.93 . 3.85 .3.53 3.48
A e g e vt = o N - —

N T .

" e . -




'\ " ) * ,
v ’ . '
; | > TABLE 3 ' _‘ -
Characteristics of Past Reinforcement Meagurement
N = 703 '
. .y ] ’ !
- SCALE # of ltems Scale St. Cronbach - Saturation Self
L " ) ' Mean / Dev. °  Alpha h? (%) - appreciation
1. Direct Reinforcement, Authoritarian 9 23.69 4.39 .68 - .63 . .40
. . « 1
2.° Direct Reinforcement, Rqualitarian 11 39.18 3.70 oo .53 93 . .25
. N, 3 . N .
3. Direct Reinforcement, Permissive 7 27.61’ 2.44 .57 .52 .36 X
4. Direct Reinforcempent, Rebel 9 ©27.817 4.43 ) .61 .58 .13
" 5. Direct Reinforcement, Critic 11 42.85 3.64 . .67 .6k . T
6. Direct Reinforcement, Ingratiator 7 - 19.59 3.65 . .59 . .38 ~ .10
7. Indirect Reinforcement, Authoritarian 11 31.23 4,50 .584 - .40 ~ .07
. ‘ . * . ‘ ) - . :
8. Indirect Reinforcement, Equalitarfan R 13 45.11 4.25 .51 .39 '19“~"
9. Indirect Reinforcement, Permissive 7 27.85 L 2.75 .60 .52 43
10. .Indirgct‘Reinforcement, Rebel 6 17.72 2.68 Y. Y 43 - 124
v . A . . ’ <. . . )
11. 'Indirect Reinforcement, Critic 7 32.77 3.61 .62 .45 .30
12. Indlrect?Reiﬁforcement, Ingntiator : '8 3.0 | 3.71 .70 .59 .21
S 2 N o -~
L S . i < -\
b9 . : 74U




TABLE 4

\

.

Scale Characteristics on National Stanllardizing Sample
Past Reinforcement Measurement (PRM)

N = 860
SCALE Mean St. Dev, Skew Kurtosis
= == - Bt
1. Direct Reinforcement, Authoritarian 23.60 4.51 0.21 0.53
2. Dirvect Reinforcement, Equalitarian 38.98 §.20 ~0.88 5.13
3. birect Reinforcement, Permissive 27.5) 2,68 -0.72 7.74
4. Direct Reinforcement, Rebel 27.77 4.57 -0.16 1.30
5..D1rect Reinforcement,.CrftIg'. 42.57 4.28 ~-1.33 7:94
6. Direct Roinforcement,‘Ingratiator 20.83 T 3,35 0.14 0.80
7. Indirect Reinforcement, Authoritarian 31.07. 4;7} -0. 41 - 1.42
w '
8. Indirect Reinforcement, Equalitarian 44.95 N 4.68 -0.82 \\1r99Q
9. Indirect Reinforcement, Permissive 27,74 3.01 ~1.16 7.41
10. Indirect Reinforcement, Rebel 13.82 5.53‘ ~-0.28 0.78
11. Indirect PBinforcement, Critic 32.61 3.84 - -0.65 2.75
12. Indirect Reinforcement, Ingratiator ‘,;33.84 4.12 " -~0.85 3.74
{ -
4
~ L ) ,‘
‘.
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'TABLE " 5
Validation Co;r;latlons for Pa;t Reinforcement Measurement®
“# N = 100 ‘
SCALE L PRM . SAS RI - " RPM '_Z
1. Direct Reinfor;ement, Author}tariah ’ .SD' ) .04 ‘ .41 ‘.._
‘2. Direct Relgforcemeﬁt, Equalitarian B .84 .25 v .ﬁ%»ﬂ (;
3. Direct Rell\f()rgexnel\t.', Permissive .'55 .23 : - .08 \{‘
4, Direct Relnforcemenqi Rebel I-- - .29 . . .29“_ | 14
5; hlregﬂ Reinfo;cement, Critic - '; .4& ] ' .6& . .58 o
-6. Direct Relnforcement, Ingratiator ;ﬁ ' . .08‘ .04 .2é
“7. iﬂdirect Relnforcemént, Authoritarian - .50 .47 40
8; Indirect Reinforcement, Equalitarian . >.84 . .19 - | .33
5.' Indirect Reinforcement, Permissive '\' i 55 " .15 k .14 "
10.. l&dlgaét Reinforcement, Rebel | ~-7§9 \ .25f | .20
1. ln{(ruc( Reinfurcement, Critde = = o { :Aé 44 .+ +60
12.E Indlrecé'k;igforcempnt, iggraciator ' .08f_.~ T .35' .lq-
/ ‘ - T ' o

‘* corrected for attenuation




. : / .

. Validat ion Correlatiéna(éf PRM and SAI Scalea'

TABLE 6 a ‘ g b

Professional Family Interpersonal Personal\ Self

o L . __Role Satis. Role Satis.  Role Satis. Role Satis. Appretiation
f ' e B
'l.. Direct Relnforcement, Authoritarian . .03 .26 .33 ‘ - 26 - .40 -
2. Direct Reinforcement, Equalitarian - 216 . ¢ 20 .17 \\\\\\’//§30 , .25
. 3. Direct Reinforcement., PermiasiQe \\"i‘0".31 .22 .29,/# . ;30 _ .36
4. Direct Reinforcement, Rebel ‘“- .20 ' - .11;,. .03 ;. f03 . .13
5. Direct Relnforcement, Critic AN .39 - .29 .37 ?ﬁ .40 ' .49
6. Dlr;ct Reilnforcement, Ingratiator : ~ .13 ' . 04 - .01 ) .;‘.02 ' .- .10
7. Indirect Reinforcement, Authoritarian »01 . ; .09‘ - .16 - .09 - .07
8. Indirect Reinforcement, Equal}tarian 22 | .15 JA3° | .24 .19
9. Indirect Reinforcement, Permissive «18 «25 - .27 g .26 ' .43
10. iIndirect Reinforcement, Rebel ~..03" ' . © .09, ‘ - .22 - .12 - .24
11. Indirect Reinfo;cemeﬁt, Critic " 17 - )‘A.IS - .20 .25 1 .?9
12. 1Indirect Reinforcement, Ingratiator w“:.lh' .28 .13 . .22 .20

Validation for Scaies direction only.




TABLE 7
CORRPFLATION WITH PAST REINFORCEMEvT MEASUREMENT SCALES

WITH GENDER //”’
N = 883 ) :

Identification Correlation
" of : with +  Significance ,
Scale . . Gender Level

Direog Reinforcement

v

o Authoritarian 0.024 ns
Equalitarian ~0.124 ns
Permissive | -0.051 ’ : ns
Rebel 0.030 ns
Critic ' - ~-0.138 ' ns

m ‘ .
Ingratiator ' 0.047 ) ns

Indirect Reinforcement

Authoritarian ~0.005 na
Equalitarian ' ' ~0.150 /) ns
Permiggive : 0.020 ‘ ns -
’ Rebc&\ J 0.052 ns

.\k_, : .
Critic - 0.013 ns
Ingratiatof ' . 0.039 ns
1] / »

/
* . f ‘ @ -
~ - 75 ” ~




{ TABLE 8

-

CORRELATION WITH PAST REINFORCEMENT MEASUREMENT SCALES

WITH AGE
N = 853 .
¢ ]
. Identification s Correlation
of with Significance
Scale _ age Level
Direct  Reinfrcement
Authoritarian ; -0.08 ns
3
Equalitarian - 0.09 ns
Permisaive . -0.00 n%
l// ”
Rebel -0.28 . ns
. ( _ ,
Critic . _ r ~0.04 _ns
Ingratiator ' 0.08 ns v
Indirect‘Reintorcement
Authoritarian . ~-0.04 ns
Equalitarian’ : 0.08 ns
Permissive _ 0.02 ' ns
Critic ‘ -0.07 ns ,
Ingratiator 0.15 ns
.‘w. < #
N



SYSTEMATIC DECISION MAKING MODEL

'FICURE 2
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TABLE 9

Means forhNatlongTAStundnrdizabion Sampiq,
N = 853 &

SCALE ‘ . Fem,Ad. Feny, Fac. Male Ad. Male Fac.
1. Reactive Orientation vs Proactive ‘Orientation 33.08 35.77 35.10 35.60
2. Capricious Risk Taking vs Serious Decision-Making 23.27 24 .65 | 24 .28 25.07
J. Néed for €ertainty vs Tolerance for Uncertlihty 31.30 | 31.62 32,07 30.65
4. Trust Dellberation vs Trust Luck 19.63 20.65 19.54 20,38
5. Adjustable. Decislons vs Firm Declajons _ 29.95 29.06 30.07 29.15
6. Slow Decisions vs.Fast Decisions ‘ 26.53 26.73 : 27.14 27.10 |
7. Res}stuncéato Feedback vs Desfre for Feedback 22.70 | 23.51 22.13 22.99
8. Tolerance for Complexity vs Need for Simplicity 25.02 24.62 24 .86 E 23.81
9. Diffuse Goals vs Concrete Coals '’ > 17.01 17.83 18.13 ° 18.01

N ’

RIS i T MEemr  cnms e Sms e eemme e e A e — e

-
<




TABLE 10

; DMA '

Standard Deviations for National Standardiration Sample

: N = 853 '

o
SCALE Fem.Ad. Fem.Fac."' Male Ad. Male Fac.
1. Reactive Orientation vg Proactive Orientation 6.91 7.97 7.93 7.12
2.‘Caprlciuus Risk Taking vs Serious Decision-Making 4.01 ) 3.71 ’ 4.41 '4.14
3. Need for Certainty vs Telerance For Uncertainty ;4,62 .‘ 5.11 5.07 " 4.66
v’ v
4. Trust beliberation vs Trust Luck ; . ‘ - 4,15 . 4.31 4.11 4.23
S. Adjustuble bDecisions ve Firm Decisions v 3.26 3.66 . 3.80 3,40~
6. Slow Decisions vs Fast Decisions | . 3.32 3.28 3.67 3.38
v . ' : . { A.’o :
7. Resiggance to, Feedback vs Desire for Feedback 3.65 3.74 3.76 3.80
8. Tolerance for Complexity vs Need for Simplicity 3.18 3.34 3.50 . 3.14
9, Diffuse Goals vs. €oncrete Goals . 3.5 3.96 .  3.66 3.73
/\‘\
' '
A
80 :
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‘\a TABLE 11 '

{ .

E Characteristics of Decisfon Making Analysis

| N= 703

!

SCALE i : # of. Ttems Scale St. Cronbach Satyration Self
R I | ' - ‘ Mean Dev. - Alpha h* (X) Appreciation
f - ‘ . -
1. Reactive Orfientations ?s Proactive Orientation 15 lﬁ 38.133 7.52 - .87, .76 - .61
2. Cypricious Risk Takingivs Serious Decfsion—making 13 35.33 . 4.05 .74 .64 - .45
. I .
. § . : -
3. Need for Certainty vs ?olerance for Uncertainty 10 35.39 4.81 71 47 - .18
4. Trust Neliberation vs ?ruét Luck - 9 24,10 4.26 .76 .48 -'.30
_ i
5. Adjustable Decisions vé Firm Declsions 8 33.50 ¢ 3.56 .60 .44 .36
6. ' Slow Decisidus vs Fast]Decisions ‘ ‘ o 8’ 31.84 3.42 .49 .51 - .17
. . : _ o _
7. Reslstance to Feedback vs Desire for Feedback 10 . 28.75 3.75 . 60 49 o 27 F: .
8. Tolerance for Complexéty vs Need for Simplicity 7 27.68 3.34 .59 22 .12
9. Diffuse Goals vs Conciete Goals ’ 8 23.70 3.79 .74 .58 - .51
! .
L 3
Yia%,
LA |
52
81 .




. TABLE 12
R
AN Scale Characteristics on National Standardizing Sample i
AR . ’ Decision Making Analysis (DMA) '
. ~ , N = 868 / . '
» BL ' .
. © SCALE ‘ Mean St. Dev. Skew Kurtosis
l« - (‘-.';7 . r
l.gﬁeactive Orientations vs Proactive Orientation 38.57 7.75 0.41 1.80
. ~ -
2. Capricious Risk Taking vs Serious.ﬁecisionimaking 34.90 - 4.37 -0.82 3.08°
3. Need for Ceftainty vs Tolerance for Uncertainty 35.25 « 5.14 -0.57 . 1.90
4. Trust Deliberation vs Trust Luck . 23,97 4.31 0.13 0.95
P ) % | . . ‘ < '
5. Adjustable Pecisions vs Firm Decisions 33.42 . 3.85 ~1.31 8.17 |
6. Slo&lnecisléns vs Fast Decisions - a . wm ‘ - 31.72 3.59 | ~0.70 2,85
7. Resistance to Feedback vs~Qg§ire.for Feedback . 28.67 3.98 ~0.53 2,85
" ot N . | S:;. - -
8.. Toldakance for Complexity vs Need for Simplicity 27.50 - 3.56 -0.83 4.11
‘ - L | i . R ¢ .
-9. Diffuse Goals va Concrete.Goals ' 23.51 WA 0.35 0 1.96
- v 4 i _ - . . Lo -
—_ - . N
- ) " ¢ ~
] 4% \ v o . o\' ’~ i l. i :ﬂ
’ B . - N -
N - ” NS < N -
£ T - :
| 53 . \ .
i . [
- h S & I "
' -1t ’ N




B ' - ' TABLE 13 -

Validation Correlations of DMA and SAI Scales

¢ Profeasional Family ' Interpersona} Personal Self
o _ Role Satis. Rol¢ Satis. Role Satis. Role Satis. Appreciation
. . o '

1. Proactive Orientation .34 .28 féﬁ // .30 ‘ .61

‘2. Serlous Declsion-Making .36 .30 29 % .34 Y

3. Tolerance for Uncertainty . - 13 .00 .14 R .09 .18
EA. Trust Luck o .10 .21 .16 Ce24 ' .30

i . > . ) \
. 5. Firm Declsions .12 .20 - .28 <24 - .36

b. Fast Decis}ons ' .12 ',65 - .16 , .21 .17

7. Desire for Feedback .27 12 | 17 .26 , .27
" 8. Desire for Simplicity V/) A4 .13 - .06 N .14 ' .12

9. Concrete Goals . 39 22 . .38 | Y .51

A} ’
Validation for Scales direction only, ' o /
/. Sna “
S A - | .
‘ A . Y ' ‘
. - & ) - .
> L 4 -
. ' |
8 S ‘i ® 8 5
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o . - TABLE’ 14 - . /.
P - CORRELATION OF DECISION MING ANALYSIS SCALES | S e
—~ Co WITH GENDER _ ) ' :
N = 853 ’ - N o L -
A : IJentifi‘c‘atlon . Correlation T ' . | Vv \r
({ of . 7 . with o Significance
\¢ >~ __Scale . ¢ Ny o ‘V(iender. - Level i
. - Y . :
Reactive 7Qrientat:iofr{ ~ * - 0.05%9 ' ns
(vs. Proactive Orientation) . T
Capricious Risk-Taking - : 0.074 - ns
(ve. Serious Decision Making) . SO . N IR
- o " \
) Need for Certainty N 0.002." o ns
¢ (vs. Tolerance for Uncertainty) 4 '
Trust Deliberation . S ‘0-0;9 K . as o*
v - (vs. Trust Luck) - - C ) oL e
. Adjustablé Decisions ' -, 0.045 | ng - '
' (ys.\Firm Decisions) " . .
A ;Slibw.Beciaiona - . ( . 0.074, o ns . Y g
(g#. ‘Fast Detisions). - L ' B
R ”- <, . * - ’ . Y ’ )
Resistapce to Feedback .\}“0-‘093 e ne - : -
(ve: Das¥re for Feedback) . ” y
. Tolerance }!\oi‘ Complexity s - -0.078 '. ng
.. (ve. Need for Simplicity) ‘ . . ’
» . \ . B - R , v
Diffyse Goals . ) 0.077 ns "
2(“. oncrete Goals) =«
v » : M L
V’:\ - - - ’ ' ' . R
. S _ . ‘
. [ . » ¢ ( .
r . ‘ . ) ~
. . Q‘ .
[N ! * '
. d . »
, f
| o
3
. W ¢ S .
-p . "- ‘ N .-

. e . . - 2 " Tl : N . » « oL
. 3 . " [ PR Ce R . A e - . o . e . LAt
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. oo L e TABLE 15°;
. LN
" K o - < - e '
P f_ggmdﬂou gm DEGISIﬁN MAKING ANALYSTS SCALES
1 . % \N'L!&& . . . 2 ¢
~ L ) WI-TH_‘ AGE
e ¢ TJ .
. ) H ¢ v ‘£,
: C N =853
A 0 . . ks .
- “ - 2 ‘ -
- ~ldentjfication . y Correlation -
of ’ ' " « ~ with Significance
*Scale ¢ - age Leyel
; . T o ~ T
s : ) o
Reactive Orientation ¢ .
(vs. Proactive Orientation) -0.0% ns
: . ) . e
Capricious Risk-Taking ’ ) do ‘f
(vs. Serious Declsion Making) =~ ~-0.03 ns
) ' N " o9
_«~ Need for Certyinty \% LY \\i -
« {ve., Tolerance for Uncertagpty) = . 0.08 ; fis ’
o " . ’ - .
' Trust Deliberatien L ~ -
. ¥{¥s. Trust Luck) ° - . -0.¥3 7 ns
‘ " k . o "." o 0. (— o ‘_ roT ~'| .
_Adjustable Decisions SRR R . wf" 3 )
"(vs, Pixm Decislonsx\\J I R "0.08 . ns
o T~ s ‘\ o, T ',“_\{.\ - *
t * - . g c o ’ - S
SIOW~Q§Ci§ ns - . - T : e NN
. . (vs..Fast .Decisions) o, N -0,08 ' N ns.
¥ e - ¢ 4 . " 7 ) ) )
"¢ Resistance to Feedback o . T L A
’ (vs. Desire for- Feedback) ‘ ) . +0.04 - ns
Toleranca{far Compiexity ’ °" . ”~ *fl 2 no
(vs. Neéed for Simplicity) , 0.03 ns |
[ : ‘ - " ﬂl' ® .-r“ ' N \7:
Diffuse Goals * X - e ™ . L
{vs. Concrete Goals) -0.00 , ns
. \ . % .
] + \. R ”' v :.’ 1
o —~— 4 “ . E
L / . o i ) ~ “ Y v ¢ ’ \ 0‘
) : ‘ o g, g
i { . . N 1;"_ ‘,‘../:_ ) , Sy v - . -
N e * - ~
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TABLE 16
\
= SAI
Means for National Standardization Sample ‘
N N = 853 | <
SCALE Fem.Ad. Fenm.Fac. Male Ad. Male Fac.
1. Professional Achievement vs Professional Frustration 28.62 27.72 27.25 27.21
2. Family Achlevement vs Family Frustration : 41.58 . 40.96 40.70  ° 39.90
. !
3. Interpérsonal Achievement vs Intex:personal Frustration 40.79 39.96 38.89 37.53
< 4, Personal Achievement vs Personal Frustration 31.97 30.55 30.26 30.03
5. Self Acceptance vs Self Dewciation ' 91.89 88.25 88.89 86.86
{ o
[\ 3 ’
@ @'
I'a
[ ] - * ( i’ 1
90 . :
* ['2
h -;.-‘\ ! ,




TABLE 17
- SAX )
o~ Standard Deviations for National Standardization Sample -
” .. ' N = 853
4
) s
SCALE " Fem.Ad. Fem.Fac. Male Ad. Male Fac.
- T . ’ .
1. Professional Achdevement vs Professional Frustration . 4.34 . 4.6% 4.5 4.56
2, Family Achlievement vs Family Prustration 5.82 5.58 S.BQ 6.30
_ . .
. ‘ {
3. Interpersonal Achievement vs Interpersonal Frustration 6.19 6.85 6.67 6.51
4. Personal Acheivement vs Personal Frustration 4.87 5.67 5.48 5.08
Y .
5. Self Acceptance vs Self Depreciation - 9,17 11.66 11.18 11.99
’ N =
y




TABLE 18

Characteristics of Self Assessment-Instryment

N = 703 S
-
SCALE # of Items Scale St. Cronbach Satyration Self
e L . ’ ~ ' Mean Dev. Alpha h® (X) Appreciatior
L. Professional Achievement vs Professionai Frustration 8 28.81 . 4.58 .77 .56 | .4? }
2. Famlly Achievement vs Family Frustration L 10 44 .85 - 5.91 ‘ .88 37 44 |
3. }htcrpersonnl Achievement vs Interpergonal Frustration - 11 . 46.37 : © 7 6.65 . .82 45 .52
.6: Personal Achievement vs Personal Frustration. ‘ \9 . 31.73 5.33 | .80 .70 » .72
5. Self Acceptance vs Self Depreciation co 2} 106,05 11.07 .92 .82 1.06///
e e e - > ’ w

v




TABLE 19 ' \

Scale Characteristics on National sStandardizing Sample

Self Asscssment Instrument (SAL) / -
, N = 878
A
7
)
. . PR
SCALE ' ' : Mean St.Dev. Skew Kurtosis
ammem At e s i a—m — o aae e e s ______,(.w_-_..__ > - -~ e -~ ’
1., Profesnsional Achiuvmnent_vs Professional Frustration Coo28.1M 4.60 ~0.17 ' 0.30
2. Family Achievement vs Famlily Frustration T < 44.74 6.04 < -0,83 1.35
.- . - s ' . _ P
3. Interpersonal Achievement vs I‘nter_personal Frustration 46.40 6.64 “=-0.41 0.21
4. Persional Achievoement vs Personal Frugtration . 31.75 5.31 - -—O'.32‘ 0.32
¥ “ ’ . - . 'Jv‘ L "l.l N
'b. Selt Acegptygnee ve Self Depreciation - ' 106.11 - 11.06 ~-0.66 0.92
TS s ““"*c' '. ¥ g 7 | R v ~ N e . - <
» . ‘
>
3
a M hd
‘ &
' @

~*
i
‘
r
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TABLE 20
-~ :“J-:I’“u--:”. ?
T CORRELATION OF SELF ASSESSMEN’I‘ INSTRUMENT SCALES
. . - WITH CENDFR
o IO N = 853 V4
‘ Ideﬂil%&citiqnl._ \ Correlation S
- of _ with » Significance
Scale ' e, N Gender Level -
| Proﬁessfonal Achievement - ‘ -0.087 ns
(vs. Professiohal Frustration) ‘ : T
Family Achievcment o -0.093" h ns
(va Fﬁmily Fruatration) ' _
Interperaonal Aéhievement 1 ~0.154 ns
(vs. Interpersonal Frustrafion)
Personal Achie®ement = -0.101 ' . ns
(VB, Peraonal Fru.tration) . :
. Salf Acceptance . \ —0[b9a.,: -, ns .
. (vs. Self -Depreciation) e - . \
: ‘ i
. _ !
o
) ‘ ﬁ
e 57
- & . ! W
o - ) x3
&
N ' %
o ¢
F g '
\ | ‘ e
N\ At ' ' l“'
. .
’ N
N . . .
,Qj..f. : S .f*b{
y \‘f;"g" *
{ v
‘ ) 4
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TABLE 21 ‘ i

»

- CORRELATION OF SELF ASSESSMENT INS’I‘RUMESNT SCALES

WITH AGE '
N = 853 '
s, .
, Identification , Correlation
o of ’ with -Significance
! Scale \ age Level
Professional Achievement .
(va. Professional Frustration) ) ] -0.23 ns
Family Achidvement .
(va. Family Frustration) ' 0.Q9 ns
A .
Int #personal Achievement .
'(vsg\Interperaonal Frustrétion) 0.04 ns
Personal Achievemént_ >
(vs. Personal Frustration) : 0.14 ns
Self Acceptance .
(vs. Self Depreciation) 0.05 ns
.
» .
a . {
!
]
!
e *

oo



SELF ASSESSMENT INSTRUMENT - ROLE SATISFACTION- MODEL
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‘ TABLE 22 ' R )
- : ' RGV .
/ ‘ : Means for National Standardization Sample ‘ : *
. \\ ‘ N = 853 - . : ) .
, ' .
| SUALES ‘ | ) _ ' , Fem.Ad Fem.Fac. | Male Ad. Male Fa::. N
1. Proactive role selection vs Reactive role taking 27.91 27.20 27.60 27.12
2. Jub challenye vs Job' constraints ’ 25.20 S 23.67 24.75 24.21
‘ 3. Sex role flexibility‘ vs Sex role conformity : 39._%)8 - 40.22 36.46 36.88 .
l4. Complexity of roles vs Simplicity of rol'es 25.49 24.35 24.41 | 23.91 e
5. Self flexibility vs Self consistency : 17.];? 17.76, 18.07 | 18.77
a : ) ' :
6. Identity confidence vs Identity conct_}‘rn - | . 35.07 34.44 ©-33.42 ‘ 33.86
. _ . .
7. Cosmopolitan vs Local g . ‘ . 18.09 18.35 17.60 19.34
v 8. I:;uccésﬂé; {;ot‘ivation vs Fear.of Ia\lx;tcess: ’ 26.11 2.5.86 . $25.73 \ ©25.82 \
9. l,"e" of Pailure vs 'l"oieran’ce‘f‘oxi failure . (22.74 ' 22.84 — 22.’36 ) 22,38 \
. . -
10. Sex rolc‘s‘xtisfa(:tiulf ve Sex role dissatisfaction 33,58 - 32,01 . 34.81 33,51 ,
"1, Ekternd* role .cul:t’idence vs External role conflict - 25,15 “2;1.35' 24.63 .. 23.95
12, _Interna.l' role ;xanfiq«aﬁce vs interpal role'confli_c;t 22,65 21.43 22,26 - 21,90
«1-3.l Feeling of uniquen.ess vs Feeliny of communality 25.85 - 25.51 24.96 25.24

v et e e = cemen N
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TABLE 23 - \ . \ T:‘
R RV
) Standard Deviations for :a:lgggl Stan'dardiz;tion Samplie
) SCALE . L Fem. Ad. ' Feft..Fac.  Male Ad. - Male Fac.
1. Proactive Role Selection vs R;eactiv.e Rolé ‘Taking 3.51 . 3.91 . 3.98 3.84
2. Job Challenge vs Job Constr_aint:s : | ; 3.23 4.08 3..18 4.19 ¥
3. Sex koie Flexibility vs Sex Role Conformity - 5.37 5.51 . 5.22 _.6.15
4, Complexity of Roles vs Simplicity of Roles o o 3.52 3'. 56 3.48 ) 3.69 (//
9. SuJ.f Flexil;tlity .vs Self Conslstency i 3.88 4,08 | 4.07 4.58. :
., - 6. l!dm‘\tl'ty Confl_deuc_e vs Tdentity Concefq ) 3.7?_ : 3.62 ) 3.\54 : . 3.38 ‘
7. Cosmopolitan vs Local o o 5.35 5.45 ‘ 5.27 5.62
8. Success Moti-v.ation vs(l"eér of Success 3.62 ~3.32 ;.50 2 3.42
9. Fear of Failure vs Tolerance for Failure | . 3.61 3.81 3.67 4.40
W 10. Sex Role Sat;isfacc.lotl.vs Sex Role Dissatisfaction | 5.64 g 5.93 4.25 4.55
11. Ex'ternal Role Confidence vs External Role Conflict 3.17 . 3.63 | 3.40 | . 3.51
' L4 . - .
12, Inteérnal Role Confidence vs Internai. Role Conflict @ 3.97 4 .34 : 3.72 - 4.03 .
13. Feeling of Uniqueness vs Feeling of Communality 2.43 2,58 2,95 © 2,59
T - —_— L /
e ' . | - ; - 106
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TABLE 24 N v '
f ° ¢ . N ~
- Characteristics of Roles, Goals, Values : L
N = 703 : :
- v
. SCALE # of Items .  Scale " St. ° Cronbach Saturation Self
: o . N Mean Dev., _ _Alpha he (%) Appreciation
1. Proactive Role Selection vs Reactive Role Taking 7 27.37 . 3.8 .68 63 .60
. '
2. Job Challenge vs Job Constraints. 6 24.55 - 3.71 . .83 - .48 .60
3. Sex Role’ P‘lexibllit,)\fq Sex Role Co:ffz)rmlty ; 11 38.79 . 5.74 71 - .61 i .15 A
* 4. Complexity of Roles vs Simplicity of Roles &, 7 L2460 0 3.61 .60 .45 .38
" 5. Self Flexibility vs Self Condistency L YA 17.89  4.11 .65 .28 - .26
. ' » :
6. Identity Conflidence vs Identity Concern «e 9 - 3439, 3.64 .51 4k .32
. > - S * :
7. Cosmopolitan vs Local - .7 18.35 5.46 .83 .40 - .32 iy
8. Success Motlvation vs Fear of Success 7 . '25.96 ' 3;45_ .58 .28 \32 '
9.  Fear of Failure vs Tolerance for Failure 7 22.63 3.82 .59 - 40 - .09
~* 10. Sex Role Satisfaction vs Sex.kole Dissatisfadtioq 9 33.44 5.36 3}¥), .45 .36
11. External Role éonfidence vs External Role Confligt , 7 . 24,57 3.50 - .59 ¢ .54 . <48
. 12.  Internal Role Confidence vs Internal Role Conflict 6 % 22.04 “4.10 .76 .65 .59
13. Feelfng of Unigueness vs Feeling€bf Communality w2t 25.44 7.07, | .63 .36 ' A2 ‘
r
{
. .
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~ ' TABLE 25 = . B ) .
. .
. chle Characteristics o National standardizing Sample
I .. Roles, Goals, Values (RGV) = . ,
. o N [ ) - - o , .
- ) : ld
- SCAI.E S o . J "Mean st. Dev. Skew Kurtosis _-/- _ .
e P . L o J‘; — . " N \
1. qu%&,we Role .Selection vs Reactive Rule ‘l‘aki\ng( ) - 27.30 3;.89 -0.70 - 1.74 .
RN . . . ’ ';\S}'x
2. Job Chdl‘leuge vg Job Constraints : g AN . 24.46 3.77~ -1.13 2.06
. . oo . - o T . ., . ) o
3. Sex  Role Flexibility vs Sex Role Conformity- . - 38.60 - 5.85 . @ -~0.20 0.43 -
. P R R ;{_.J ° N ,
4. Complexity of Roles vs Simplicity of Roles _ - 24,60 . 3.62 -0.17 0.72 - -~
: - ! “ : . bl
5. Sel\‘f\'.l-‘lexibllity vs Self Consistency ‘.'-_ﬂ!-' ‘ “J.r"'\\ . 17.80 4.17, 0.11 -0.14
: ' . } L ’ v [N fe » L . (8
6. Tdentity Confidence vs \Ident"ity Concern ° - -, 34,22 3.78, -0.24 1.17 .
7. Cosmopolitan vs Local i v, 18 26 .- 5.46 -0.26 -0.13 y
' . LA b &y R . ' .
. . S ~
8. Success Motivatior vs Fear of Succass . Sete ‘~'25 86 3963 ,' r0.18 -.52 s
. ) : ¢ . . . | N
Al i ) ’ - “ » * n - Y
9, Fear of Failure vs Tolerance  for Failure . . LS ;( 22. . 3.88 ~0.23 -.,30,
iy Lo . o ; N ! . - .o ' )
10, 'E}ex RKoule ‘satisfaction vs Sex Role Dissatisfactjian T .7 33,30 ' 5.3? - -«0.412’ 0.21
- ) . . N ) . ..‘ ' .'{. o« / - ‘
11. External Role Confidence vs External Role Conflict . 24.56 3.45 ~0.23 . 0.63 ‘4, &
12. Internal Role Confidence vs Internal Role -Conflict .- 22.04 4.10 -0.64 . .0.527 'L )
e « e : - T T - o
13. F‘«:e‘:ling of Uniqueness vs Feeling of Communality 25.42 . 2,75 .05 4.86 . oy LT
) I . — R L ¥ o
. ‘ e ’ 2 Y- . - _ . . ¥
‘ 5y :: i ‘\‘:‘ ' \ /
. N R , 1Uw
168 ~. - « SR L Dol
\ ) y, - \ AS Z
- ’. ‘ . 4 r Y " 4 7 ““ “.. . ‘_v\‘
- . * *T - ol | w
T ; - N ' L] .o " 2 v r l‘(-‘i'
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"TABLE 26

Validation Corr:1ationa;of RGV "and SAl Scales

4
' Professional Family Interpersonal Personai Self
R . N ‘ 'Role Satis. 7 Rolée Satis, Role Satis. Role Satisg. Agpreciation'
1.  Proactive Role Seleétion ._ .24 .36 41 Vb4 .60 '
"2, Job Challenge Y .22 . +26 .45 .60
%, Sex Role Fiexibility : .15 - .05 12 .03 .15
4. Complexity of Roies .38 .}6 .30 .40 .38
5. Self Flexibility . .40 - .24 .27 - .25 - .26
6.  Tdeatity cOpfmen;‘ | .28 25 .28 .28 .32
7. Cosmopolitan Values } .10 -‘ .27 .18 - .33 - .32
8. S\lqcasﬂ Mot tvat ton ] .24 .17 ©.26- T .26 .32
9. Fgg;*;f~?al}ure .16 - .14 .19 \- .09 - .09
10., Sex: Role“gagiigfaction. 10 .35 .25 j .28 .36
I1. External Role Confidence .22 .35 .50 ’ ;47 .48
12, IntérAZl Réle‘Confi&ehée ' .13 43 .40 .52 .59
13. Fecling of Uniquemess .22 .27 31 .30 42 .
Validation for Scalég direction oni&;: . - ’
. 2 \
110 " 111
: Ry ARSI SRR



TABLE 27y,

CORRELATION OF ROLES, " GOALS, VALUES SLALES

LT : ‘ £ '

WITH GENDER RS
K N = 853 | |
Identificatlo& Correlation K
of "with . Significance
Scale ° - Gender 5 aevel
Proactive Role Selection ~0.052 ns
(vs. Reactive Role Taking)
Job Challenge ~0.038 ns
(va. Job Constraints) '
Sex Role Flexibility ~0.017 ns
(vs. Sex Role Conformity)
Complexity of Roles -3.077 . ns
(vs. Simplicity of Roles). .
Self Flexibility 0.031 ns
(ve. Self Consistency) -
Idehtizy Confidence ~0.103 ns
(vs. Identity Concern)- ’
Cosmopoli'p ﬁ; 9.007 ns
L'(vs _Local)® L
%uccess Motivation ¥, Y -0.057 - ns
{ve. Fear of Success) ,
Fear oﬂ%failure . 0.016 . - DB
(vs. Tolerance for Faildﬁe) .
Sex Role Satisfaction o 0.073 Bs_
(ve. Sex Role Dissatisfaction) )
External Role Confidence -0.01d ‘ns
(vs. External Role Conflict)
Internal Role Confidence 0,037 ns
{va. Internal Role Conflict)
~“E‘eeling of Uniqueness -0.052 ns
(vs. Feeling of Communality) 4
N ' by
N~
"y
'S ..
§ l-lug



’ . TABLE 28 v . |
N, | \

CORRELATION OF ROLES, GOALS, VALOES SCALES

WITH AGE
- T “j..r ‘853
. (’ vy
i Fi \ L
Identification ° {/\ Correlation ,
of 4 Wwith , ' Significance
Scale . Age Level
T - ’ Yo s 1
Proactive Role Selection _ .
(vs. Reactive Role Taking) 0.12 ns
/
Job Challenge.
(vs. Job Constraints) : 0.907 ns
Sex Role ﬁlexibility f
(vs. Sex Role Conformity) -0.20 . ns
Complexity of Roles .
(vs. Simplicity of Roles) 0.03 | ns
Self Flexibility A ,
(vs. Self Consistency) » -0.19 ns
Identity Confidence ) "
(vs. Identity Concern) -0.13 ns
Cosmopolitan ) '
( (vs. Local) ) ; -0.29 ns
"~ Success Motivation _ o
(vs. Fear of Success) . 0.00 . ns
Fear of Failure . _ (i;
(ve. Tolerance for Failure) . -0.07 o _ ns
Sex Role satisfaction | )
(vs. Sex Rqle Dissatisfaction) : S 0.12 ns
External Role Confidence
(vs. External Role Conflict). _ | 0.15 - ns
, Internal Role Confidence ‘ -
? (ve. Internal.Role Conflict) 0.15 ‘ ns LN
Feeling of Uniqueness | : E{
., (vs..Feeling of Communality) 0.0 ns
| ) '
L ]
| I}
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