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* FOREWORD - R -

_ Increasing sex fairness in vocational education_isfhandated.(

by the‘Educatiqn Amendments of 1976. The State Boards of Voca-

tional Education .are charged with developing and carrying ‘out
‘such program pldns as . to ove ome sex'discrimination and sex . = .
stereotyping in vocational'egg\ation'in both persqnnel ‘and pro- .. - ‘
gram areas. In today's 'society,y technological advancements, Sty
economic: pressures, psychologicﬁixawakenings, legal developments, - .

all impinge on otr'daily-existqnc -, Our values, our attitudes,

our biases, our dogmas. are constantly bombarded with different

and divergent stimuli. It is ‘natural for ‘individuals to resist . .+
- the thrust of change. Women are not noticeably represented in .,
the field of vocational education administration. It seems, N w

therefore, that. the identification of the factors relatingte . -~ .
-the underrepresentation of women in vocational education adminis- -

" tration is an important initial'step to increasing women's role =\

in vocational education administration. .

. ‘ . . , Cw . o ‘ .
- Recognizing these needs, a project, sponsored by the Bureau
of Occupational and Adult -Education under terms of ‘the U.S! Office -

--of Education contract with the National Center for Research in

~Vocational Education, was undertaken. A primary,objecti of this

' project was to provide a review of the literature in the @rea of

underrepresentation of women i VOcational'education-administration.' S

It is th® purpose of the review of the literature about women

o . { ih vocational education adminfstration to: . “ P
« L7 . : f . ,. N X . _‘.‘_. ’ . ‘ :“A
- * docutent-the factors relating to underrepresenta- _ S
, - tiofl. of, women in vocational education administration /ﬂ\ :

* establish a sound data base for dissemination to.

the field - * -
* %o encourage other project and program work'in'the
area of increasing the representation of women in

vocational education administration. o

" The National Center is particularly indebted to Ellen Bowers,

-

- Project Djirector, and Judythe Hummel, Graduate Research Associate.
Significamt contributions to the project were made by Lucille - : o
Campbell Thrane, Associate Director,pand,LouisgﬂVetter,,Actingﬂ” T

“Program Diréctor of Increasing Sex Fairness in Vocational Educa-- R

 tion, Development Division, where the project was conducted.

- Special recognition and appreciation are extended to others who -
have contributed to the document: Dr.- Rosetta Moore, College of = ¥
Wooster, Dr. Ruth Gresham and Dr. Lois Watson, The Ohio State N -
University. Acknowledgement is made to Carolyn Burkhardt of
the ‘Center staff.’ . o S

g
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Ty v _ ' ' B <
.. \ . Executive Summary . = = -
. 4 ‘ . . - \ .

f ) \ . , ‘- . N » ) ‘ . R , | . .

. [ - L X . . . ) .
e \The following is an overview of the projeét, Factors Related ,
o the Underrepresentation of Women in Vocadional Education -Admin~
- istration:' A Literature ﬁgview. It includes a discussion of
1) the purpose ofethe literature*review,,Z)-Qhe methodology en- - -
- - ployed in reviewing the literature, 3). the components of the re- .
* view, 4) major findings from the literature, and 5) the recommenda- ‘-
tions proffered as a result of the literature review. -
o One of the major functions of the Natiopal Center for Research -
* 7 ‘in Vocational ‘Education focuses on increasing sex equity in voca-.
' * . tional education. ‘This project is one of a number ‘of projects con-
ducted under a cQontract 'with the Bureau of Occupational Adult Educa-
- tion; U.S. Office of Education. T R . : .
. ; o | , )
The purpose of the rébiewrwas thrqgfold:vA
, ) — L » S c. . ) . 'gk‘ o .
1. to aocument;the‘factoxs;relating to underrepresenta- = -5
- tion of women in vocational education a ministration

i * ) . ~ . ‘ .
' 2. 'to establish a sound data base for d&ssedfﬁation to
‘o the field ~ o o

-

oo - 3. to encourage other Projects’ and program work in the ‘

' - area of increasing the representation of women in
vecational education administration S

. , o . . .

A number df sources were utilized tp.oBtain‘the'most_recent
information pertaining to the underrepresentation 1, admin~

. ‘istrators in vocational education. ‘A computer s rch' @f Dis-
~Sertation Abstracts, Psychological Abstracts, Mg agement CTontents,
and ERIC searches as well as a manual search o current periodicals
were conducted.’ ' ' : '

. The main bedy of the review, entitled "Prevailing ctors, ™
categorized: ‘factors under two .sections: .Interpersonal. factors. and
Factors impacting upon women as members‘bf’orggnizations.

The selected factors were treated. as discretely. as possible
.in the literature review. It is- Yecognized, however, that a
multitude of factors created the current status of ‘underrepresen-
- tation. ,A,certaihﬂamouptfoﬁloverlap,among—the‘factchgwill'he"”"
apparent to the reader as studies often do not use synonymous
terms in diScuSsing‘simi}ar’problems;, R

_ Interpersonal factors as differentiated from organizational
factors were identified as thosg factors related to the individual.
The seleocted interpersonal factors identified included: socializa-

tion, dareer aspirations, advancement opportunities, two-caxneer

.~' A ! ix . ~',

w8
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. patterns in ‘general education administration and apply these to .
Avocatlonal education; rather it was to examine patterns abpearing -

famllles, role confllct, adniinistrative capabllltles, moblllty,
age,. tralnmng, and‘work experlence.

The factors presented in the llterature rev;ew suggest
explanations for. the underrepresentation of women in adminis-
trative positions in vocational education. Not any one factor
was identified as solely contrlbutlng to this phenomenon. The -
literature clearly indicates that a number of factorssggg in-% -
-extrlcably bound together resulting in the underrepre ation
of women in vocational education administration. Some of the
studies\identified related how women perceive themselves and’

- their o career goals- others related to the ,perceptions of
- others with whdm women .interact," 1ncludlng famlly, frlends and
employers. : \

- A problem recognlzed early in the undertaklng was the pauC1ty
of literature relating spec1f1cally to women administrators in

vocational education. The initial searches showed that the ma- _*.

.

‘jority of research regarding sex equity in vocational education e

- focused on students and programmatic concerns. Sources under the
- generic term "education administration" were more plentlful with
respect to women in 'decision-making roles., Thus,, the review was .
expanded to include .education administration generally. As voca-
tional education is one facet of the education domain, some fac-

tors which operate generally may @lso impact in vocational educa- .

~tion. It was not the intent of the literature review to show

'in education as-a whole and where possible to determine voca-
tional education's relationship to the whole. The readers,
-naturally, must draw thelr own conclu51ons. -

The results of thls llterature review hlghllght a number of
conditions, one of which is the number of recent legislative Acts
mandating the elimination of sex discriminatipn in educational _
programs and institutional practicg and procedures.‘ Both Title
IX of the’ Educatfion Amendments of 1952 ‘and Title II of the Educa-
tion Amendments of 1976 include sex falrness provisions; the
‘latter specifically referring to sex equity in vocational educa--

tion. This prescriptive legislation addresses not ondy vocatifnal

programs and the students who enroll or have %access to the program
but also the personnel concerns of all levels ‘of the vocat;onal
. education dellvery system. . '

The 51gn1f1cant increaseg ‘of the number of women in.the rabor
force reflects the changlng needs, life styles, and values of our
society. Historical evidence serves to indicate that the vast
"number ‘of women in the’ labor force are not in dec151on-mak1ng
positions. In the education arena, women predomlnate 1n entry

»level p051t10ns, that is, teachers.
‘ N

-

-



ASome relevant flndlngs Of the revxew include: .

| Soc1allzatlon I S

w

£ . . . L . .
’ . N [ T

..
.

-
.

o Studies portray womeh as less confident, less
indepeﬁ?ent less obgectlve, less 1 glcal~than ;
men; f - ' .
© The man's role is that of chlef provlder, the .
‘womah's--of mother and housekeeper; and . ‘ T
o gountless myths perpetrate the’ stereotyﬁé of Lo ‘y )
| ~ women's 1nfer10r1ty to men. _ '
- - . \ .
Career Asplratlons _ ‘ ¢ . e : ‘ _
60 Some women plape the needs. of thelr 'families and .
- 'husbands , before opportun;tles for thelr own
":advancement~ o ‘
© Women are often placed in . sex-segregated low- 3
- paying jobs,which require little tralnlng and pro-
- . . vide little, if any, incentives; , .o
- - .0 Many women are unwilling to commit themselves to
career—goal-orlente activities;
"o Young women- tend to accept lnterest-lnvento£§\\
- feedback. as interpreted by counselors, adjusting

LR

- their career aspirations, accordingly; and s . '~\>w -
© Many.career-oriented women perceive their qppor- L
tunities for advancement as poor. Y c .

-

Adﬁancement Gpportunlty

\ . o, . 3 -
. .
n ,

- -

'© Based on the notlon that. women ar%e unllkely to
‘ remain in the paid work force for an'uninter-
. rupted period, .they are counseled not' to seek
+ -advanced degrees; .

o Financial support for advanced study or addl-

" tional training. is more readily available to men - ¢
than to women; / _ |

© Many admissions counselors percelve women as less

' -likely to be employed after graduation than males:

o Women are excluded from informal communication
networks of the declslon-makers who are predomi-
nately male, a distinct impediment to advancement,

‘0 Women are presuymed not serious about their careers
and thus are often not considered for promotions; v

o  Men predomlnate in the decision-making positions, - -

. and in terms of hiring and praomoting,.are more o
likely to recommend 1ndlviduals who are more smmllar T
‘ te themselves. _ ‘ ‘ . »

- .
- . -
- . . . .



Two-career Family Ty f - .

Women are exhorted to join the work force in times .

. ©
' of national emergencies, but are pressured to re- *
. turn to the home upon an emergency s conclusion;
¢ Many women but their husbands' careers and their
. family obllgatlons before thEII own career needs;
v and - , ‘
‘0 Women frequently 1nterrupt thelr graduate studles ' C
 to'move with the husband and bear or care for LI R
chlldren. . , . , '
. Role Conflict o - j ‘ - A -
T - o T | , .
© »Women who think the wife-and-mother role ‘is best
seldom, if ever, seek administrative p051tlons, , .
o] Worklng mothers report guilt and uneasxness with R
e unsatlsfactory child carey ‘
© Awoman's ®raditiomal rdle in the fam:.ly tends to
* restrict her freedom with. regard to her career;
© Women are perceived by mén as bging rendered un-

. able to do justice to their professxonal duties
when these are combined with the dutles of home-
maker; - .
- The employment of women in administrative p051tlons
is-seen as leading to unemployment of male admin-
istrative candidates; - _
There are men who believe ‘that women don't. want ' N &
administrative respons;bllltles, nd
There are those, primarily men, who belleve that ‘ ,
women are too emotlonal for the job. . : - -

.
N [}

'Admlnlstratlve Capabllltles

o]

(o]

Roards of education seem to prefer men'for admln— boeT
istrative p051t10ns, - -
Men are suspicious of worklng under women unless A D
they have had this exPerlence~ : f T
Women, who successfully work in jobs which are . .
traditionally con51dered.male—appreprlate, may

. be ostracized socially and labelled antl—femlnlne ‘ S

. or unfemlnlne, .

" Women are socialized to be nlce,-frlendly, pollte { ,

and pat;ent--behavxor whlch may impede them in - —s - —
expressing what is expected of them as admlnlstra~ ‘
tars; ard ‘
Confusion of roles arises from the'dilemma 1nvolving A
the tasks of the administrator~and the behavior. -
expected of males and females. p , : R

[N



Mobility o . : oy
L . ¥ o Marital status for women was not related to geo-
R L 'graphic mobility .
e © Constraints.on mobility including: factors such as
‘ age, .spbuse's job, friends, and community ties. :
© Employers tend to believe that women should not = -
be in positions of~ authorxty because their ah;llty e
“to travel would be restrictive- e
; © For both feémale and male executives, more challeng~
- . ing work and more money -are reasons cited for re-
- location. - . ‘

Experlence

.
v

] .

"o Women . are nothaken serlously untnl they get .

. . . - 01der—~when they are no longer. regar@ed as
o ' feminine objects but as persqps and dmlnlstra—
. - tors; a

Y o The coaching field, where men are provided w1th
' - opportunities for demonstratlng thelr administra- L
. tive skills, has afforded men an avenue for DR
advancement which has been denleiito women,ggnd !

. L o Work’ experience of women is.perceived dlfferently
o than work experlenfe of men, vigz
_ o . . if a woman is‘single, her e perlence is not .

considered becafise it is. assumed that she will
- marry and leave the profession; ~
. if she is married, her experlence is not e
. ' taken seriously because it is assumed that {
. : SRR she will follow her husba d i% he is trans-
B v ferred;
. if she returns to the pai
childbearing, it is ass

work force after
ed her experience is

e too limited for admlnlst7at1ve consideration.
s -\A—Le‘ : : K . g : |
L N Co " © Both youth and advan01ng maturlty were 1dent1f1ed
: a J as handicaps; :
¢ © Men are often hired with minimum experlence‘but

projectlng potential, whereas women are cons;dered
. -only when they possess numerous years of experlence-
‘ o and .
o °“Women holdlhg administrative -positions are older
_ and .are being replaced by youngqr men, although
/ . female resources are available.

. * . &
{ i »
C .

'Tralnlng . * o . > R
¢ . ' o Women have not been admitted to graduate programs
' in propontion te the number of men graquate stu-=

dents:

o Wogen tend to be enrolled in graduate programs which
~ -provide minimum financial assistance--and lacking

. e . "~ financial assistance may be one reason that some
| ' . - women do not complete graduate programs, .
Q. = o By o . . o
ERIC | | <2 o S

. ' Xiii



‘s

-/ " poorest (25 of%¥he 84 schools admitted a ‘higher

‘which discriminate against women are being abandoned; however,

,tradltlnnal,patterns which: have -been ingrained into organizas=

6 The number of.underemployed women with credentials=-=2

- partlcularly in education administration--may be ; *
R another reason women do not pnrsue graduate tra1n~.
& ., - 1ing;,and - . : i, :

o _ ¢ Women are ehcouraged ‘to get credentlals, when they .
’ ' have them, they are told they lack experlence.-,

.

Admlssxon Requlrements

- N -

~ o

0 -

-] Most women who lnterrupt thelr graduate programs

.. * - do so because of the home and family mesponsxblll—"
: ' ties; when too much intervening time.passes, it
. .is often necessary for them té start-ovetr--a course .
: of action many are unwilling to take due to lack
‘of time coupled with limited financial. rescurces,

) Admlnlstrators are unwilling to abandon college:
board scores for women reentering the university
through special programs designed to meet thelr
needs; <

o Of 84 graduate schools granting Ph D.s in 1972

-~ men candidates were admitted to the- tep~ranked

. IR " schools, while women were more likely to be ad-

mitted to gradgate schools ranking middle 'to

proportion of m#h than women); differential : :
. schooling could lead toé differential hiring; and -~
' 0. More yeaxs elapse between beginning a bachelor'’s _
' degree program and obtaining a doctorate in educa-
tion for women than gen. ‘
o The second sect;on of - “Prevalllng actors" cdncentrated on
women as they lntéEact with the organiZ@tion.. The factors sub-
sumed into this component were often-'r rred to in the 1Ltera-
ture as structural barrlers--practlces and pollc1es,.formal or -

informal, adopted by the organization and operatlonallzed in’

such a manner as to prevent or deter womer from pursuing’ admin~
istrative positions. Organlzatlonal factors include admission -
requirements, recruitment practlces,gjob regulrements,.hlrlng
practices, and selected communlc‘tlons.

] f’In light of 1eglslat1ve mandates, formally stated pollcies § | _(~

A
vk o

theﬂprganlzatlon must actively implement strategies to. erase

tions. Organizational pollc1es and practices which act to 'dis
courage women from pu;sulng administrative positions cont;nge,

Bl

$
. ) ’
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Some of the relevant findings Of’the.réview ihcludé:

-~ f -
T E——— « . .

>

< . Y I [
. . . o .

Recruitment Practices . o .

o

* o

Q

o,

Often, women age not recruited because it is assumed
~they are not i

‘quy'positions.are,not-sufficiehtly ppblicizéd;7
ertain recruiting filters used serve to perpetuate

traditional employment in educational organizations,
i . o ’ : Coae o

viz.: ‘ s .
.- Passing the word along through the informal
system, the "boys," or other fraternal or
, .male-dominated associations '
to recommend men even with qualified women -
. registered } - .
. -. Employing search groups that have track re-
cords for selectingsmen,fonly, as finalists
'+ Looking to women's organizations only as open-
'ings in .a female-intensive field : :
. Mnnouncing "possible position," and, if- women. -
~ apply, withdrawing the position - ‘ S
- Limiting the announcement circulation to "with-
* ~ in the district," knowing that, few, if any, .
: ‘women in the district are certified .-
. Using sexist language to convey.'subtly the .
image of a male candidate and the not-so-subtle

- messages, such as: "We are seeking to replace

a man who left a high~school principalship”

. Selective advertising; and

istration as a viable option. -

Few women, if any, .are .encouraged. to con;idervadmin-‘

Job Reguirements .  " - I

»

o

o

- ferred in educatipn).

oo \

~Maleness has been identified as a preferréd charac—

teristic for vocational education administrators;
and | Ny C
Women's lack of advanced education-and degrees has
often been cited as a major reison for women not
being found in educational administrative positions
(women receive 74 percent of all bachelor's degrees
but only 20 percent of the doctoral degrees con-

Hiring

Q .

Practicegs = . . ; ‘ -

[ ! .
One affirmative action praetice that has been .
adopted is the creation of new positions far
women with little or no opportunity for advance-
ment-~thus the positions (and the women with-them)
‘get phased out within a year or two; |

Xv .

.. i .l-b. - .

. Contacting university placement' services known

3

. terested or are not capable of becoming . '
.good administrators; — e o ‘

-

nit

e



o Women are hlred but nat glven access to Anforma-

tion -which has been channeled through the "old
boy neétwork";

©0 Women have been hlred for p051t10ns dgvoid of

authority to make decisions but have been ren- K A
dered accountable for decisions ‘they had not madey

"0 A woman.is sometimes hired for a positicn pre- = .

viously held byia man;. the position is given a
different title, w1th the pay scale adjusted down~
ward;

o Some women would not apply for administrative

positions 51mply because of the ‘anti-nepotism.
posture adopted by the institutions concerned
(yet even with the increase from 65 to 74 per-
cent~-~from 1970 to 1976--of the institutions
"abandoning anti-nepotism rules, there-has been
.a 20 percent drgp among, 1nst1tut10ns employing

P

-

e

Some

. wife~and- husband teams) - 2
_ Communication o Xk | ‘.  - .
ov When a man and a woman talk, the man makes 96 per~ ‘lng

cent of the';nterruptlons, whereas the woman makes
s "retrievals” (plcklng up where she left off) abOut
~one~-third of the timé;
o Males seem to demonstrate more sen51t1v1ty, 1n

. terms of number of words used, to suceess ox fall“reﬁ_.

in communication; « :

o No significant différences were noted in the speed
of speech between the women and the men, although o

" males (at different experiments) often spoke &onger

than* the females;,and

© A male~dominated group may impose a stereotyplc-
casting to the token woman from four stereotypicgl
roles identified, nafidly: "the mother, the sex
object, the pet, and~the iron maiden; confinement
to the stereotyped rqle inhibits. effective com-
munication between male and female admlnlstrators.'

of the conclusions arrived. at were: k..

3

/ -

o Women have been and are qualrfled for top echelon

}

positions in vocational educatikon;
o Many women have made significant centrxbutlons in’
.the educational field and they. continue tordo so:
© Women have prepared themselves for and committed '
themselves tQ leadership, especially with the Jim=
petus provmded by the vocatlonal 1eadersh1p develop—
ment programs;
o Advancement opportunltles for men are not the same
- as they are for women; -

>

c xvi 15 | . y “ e
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© The two-career family is the pmactice~-and no longer
the exception--today; and - ‘ . .

- © Such barriers to women's pursuit of leadershi
. | n's pursuit

. careers -as geographic mobility, age, €rfaining, = ',
- and experience are arbitrarily imposed. . - - -
A review of the recommendations emanating from many dis-
sertations, reports, and other publications are similar. It
would appear that efforts to increase the utilization of ) .
wamen in vocational- education administration will require ©

persons actively cemmitted to this end. - C R

¢

The gajor recémmendation resulting from the review of
the literature is a two-pronged redirection for research and
development efforts: . = : -

© One aspect for redirection is'to focus on strategies = .
‘and intervention procésses based on external and in- ot
~ternal influences for affecting a change orientation -
for the decision—mikers{f*, I R )

o The second aspeét for redirection follows naturally.V‘
- It.is to exapine. the benefits accruing to-vocational .
education as women are -appointed to decision-making

positions. -
- -
R /
2 Y ///
. \ [/
e . '
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The'phrpose of,thisAliterature review is tp identify the o

- factors: related to- the
tional 'education admin

. chological Abstracts,
~were searched for saur
which focused on. the i
.. The paucity of so
of women in vocational
ing.” There is, in the
being devoted to incre
However, upon- closer e
efforts are concentrat
cerns to the exclusion
X \\;In view of this v
- expanded to include ed
- was believed that gene

PR //\\INTRODUCTION. T

-

’ . -~

-

‘underrepresentation: of women in voca- |

iétration._-Dissertation'Abstracts,-Psy—.-f'

Management- Contents and ERIC data bases
ces of published andﬂugpublishéd_materials
ssue.’ T -

urces'‘'relating to the underrepresentation
education administration’was disappoint~
literature today, considerable attention
asing -sex fairness in vocational, education.
xamination, it becomes clear that these

ed .almost entirely ‘on Programmatic con-

of personnel matters. L

oid ‘in‘the literature, the review was
ucation administration as -a unit. It |
ral education administration information

provided a'basis from which one could examine factors’which

.may relate to the empl
~vocational education a

The literature re

- Recent Legisla

)

and Employment

. Prevailing Fac
'ing upon Women

‘.‘ Vochtioﬁal Edu

oyment or non-employment of women in

dministration. - . | »
view has focused on three major sections:

tion to Assure Open Access in Education
for Women; - R '

tors: Interpersonal‘and'Facfgxs Impact-
as Members of Organizations, and |

cation Leadership Development Programs

It is recognized that the title,iFact'rsuRelating to .the

- Underrepresentation of

tion: A Literature Review, establis

Women in Vocational“-EQucation Administra-

recently, 1t was the responsibility o

the individual woman to -

deal with whatever barriers she encountered in the work place.
. Increasingly, as evidenced by legislation enacted over the past

decade, these barriers

have been viewed as a societal problem.:

ture. For;varigdwand'complex.reasons sQciety's value structure
is called into question.. This literatdre review addresses an
area which, for some people, is particularly sensitive. The =
reviewers accept that the reader will -be moved by the presenta-
tian. It is alsp recogniged that not all individuals reading

-

¢ -

this report will have the Same awq{eness levels. For those who
3 _ oy A S | _ C

4

..i

Ei'a tone of concern.. Until N
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B report w

“ T
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 are- beglnnlng*to questlon the status quo, it is hoped that the
1nformatrcn~96ntalned in this report will provide a knowledge*
base. TFor those who are aware but uncommitted to support appoint-.
ments of(women to decision-making positions, it is hoped that this ,

ve as a catalyst fcr actlcn.

In'1938, les A. Prosser* expressed concern over-the
- fact that w «fere not actively part1c1pat1ng in vocational
programs. Thé explanations he saw. anly "made. the 51tuat10n more
drsccuraglng to hlm._ He proﬁfered that, .
'.-- vccatlcnal schools have no message for women P
’ -- . local authorltles have ‘hot been lnterested 1n.
. ' o developlng any service fcr thlS group '
— the almost toéally mascul;ne character of state e
- ¢ and local staffs of vocation educatlon...have S
caused this work to be'negle ed : _ ' I
-- <the successful handllng of the problem may requlre _;?'
a woman as state agent who is specifically 1nter~ :
ested and quallfled to deal wrth it.
i ~
It is to Prcsser s 1dent1f1catlon of "neglected work“ that thls
llterature review is dedlcated s - t e
: . ! ’

B S

*Charles A. Prosser, "A Forecast and Prophecy," Objectives’
and Problems of Vocational Education, ed. Edwin A. Lee, 2nd ed.
{New York: McGraw-Hill ,Book Company, 1938), pp. 395-396.
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Ex ZE

- :
. .+ RECENT-LEGISLATION TO ASSURE OPEN ACCESS =, ™
IN EDUCATION AND EMPLOYMENT FOR WOMEN = = = =
N - ¢ . . . 1}
° ' L . * ) %
o ' - Introduction - S : i o

In- years past, the question of how and when'WDmen‘ﬁad'
access'to education ‘and the work, force was, to a great extenty,
dependent on their’own individual efforts. . The rapid advance-
ment of technalogy, new demands;ficm-the-m@rket place, peri=
odic national .emergencies, changing socjetal values, new and
revealing studies, and expanded information--have brought to

- the forefront the recognition that societal injustices exist -
in relation to fhe status of women.. Congress, accepting that
the problem is there, has attempted through legislation to

- provide an” environment which will~m{ke it possible to remove,

- if not eliminate, the problem. This is especially true. in’ |
regard to- the legislation which has been enacted for vocational
‘education, : : o R o

DishdSsions about affirméﬁive action, and the status of
~women and government regulatidn in the civil rights field
are often dealt with in the press and media, in the narket

place,"and in the hgme--too frequently in an atmosphere -~ . .
permeated with ignorance, misinformation, and some obvious

“untruths. .
Women today, whether students, faculty, administrators;.'w
or taxpayers, are concerned about, involved with, and con- .
sumers of educational effarts~and enviromments. They seek
» open access tp the opportunities which their abilities,

& interests, and wllingness to work entitle them.

This first section of the report will, therefore,'presgpt
an overview of the legislation relating to education as a =
whole, and vocational education specifically., An added seg-
ment on emerging legislation also has strong implications for

- actions and attitudes as related to the underrépresentation .
' of women in vocational education administration. :
; _ o _

Current Legislation

- i~
-~ One of the most remarkable, but little noted,
. achievements of the, 92nd .Congress during 1971~
1972 was the shaping/of a pew national policy
to end sex discriminationgsn all educational

b\'_ . .

. e



: - 'JlnStltutlons at allé&evels, 1ncludlng stu— ' _ . '
DL N dents, _staff and faculty, f{cm nursery school o P
¥ . . to post-graduate educatlon r N .

R

: The 94th Congress in 1976 egacted an equally remark-
able piece of ledislation, Title IJ (Vocational Education)
" of the Education Amendments. Infgédltlon to other sweeping
changes fofr vocational education,/ Title II mandates the
; ,ellmlnatlon .0f sex discrimination, sex sterectyplng, and
- sex bias in vocatlonal edugatlon. '

L4 -

Y . .

Vccatlonal educatlon has been glven ‘the chance
s T to lead the way for all of education in prov1d1ng
- for sex equity in policies and programming. Title ~
™ II (Vocational Education) of the Education Amend- . "3
o ‘ments of 1976 spells out ways of overcoming séx . R
- S bias and sex stereotyplng in vocational education.:. '
 {There have been laws and . eéxecutive orders against
discrimination on the basis of sex . in ‘employment
"and in education for ever a decade. Vocational.
% L education has now been given the' chance to forge .
‘ ahead in overcoming the more ‘subtle probléms
Qg o associated wzth:sex “bias and sex stereotyplng.2

, The language of the Amendments is speclflc, dlrect, and
prescrlptlve. To strengthen its commitment, - Congress 1ncluded
the elimination of sex discrimination, sex stereotyping, and

- sex bias as one of the stated purposes of vocatlona educatlon.

“~

7 ' .e.tO develop and carry out such programs of voca- - .
tional education within each State so as to over- . a
~come sex discrimination and sex stereotyping in. ' '
~vocational education programs (including programs
+ of homemaking), and thereby furnish.equal educa-
tional opportunities in vccatlonal educatlon to —~
perscng of both sexes...3 -

o

1Bernice Sandler, "Sex Discrimination,®Educational Insti-

: - tutions, and the Law: A New Issue on Campus,"” Women in _ :
“~— - - - pAcademia Evolving Policies Toward ‘Equal  Opportunities, ed. A
- .~ Elga Wasserman, Arie Y. Lewin, and Llnda A. Blelwels (New York~
Praeger PUbllSheIS, 1975), p. 20. o - .

, 2Lou1i Vetter a.nd Marla Peterson, "Sex Equ:Lty" .The Call -
to Leadership," Amerlcan Vocatlonal Journal 53 (1978) :24.

3Public Law 94 482 October 12, 1976, 90 stat. "%c§9

wn
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- appear in the right-hand- column of Table 1.

and practices be eradicated ip the personnel area as well. o0

-

Undar the[Secﬁion for administering vocational e&ugation

on the state level, Congress directed that a person be em- -
ployed full ‘time to perform the following functions, appear-

~ing in the left hand column of Table 1. -Although all of the -

functions have been included for a general reference, tHose

.appearing in capital-letters_represln;<the‘fpnctions having : ‘
- specific applic ‘liﬁy,tolthe personnel issue in vocational < o
.educgtion. - The Rulés and Regulations published in the Federal o

Registerd serve as guidelines for implementinghthiﬂAct‘ana.

Items B, C, F, and I gf'the'Act itself (left column) and
b, ¢, £, and i of the Rules and Regulations  (right ¢clumn) o
carry, significant importance for women who are qualjfied for =~ . P
and aspire to'administrative'QOSiﬁions”§n vocational -education. ‘
Item I under the Act and its accompanying guideline could - s
have impact for the personnel issue IF it™ is carried out I
through active commitment to include women in decisionmakipg/.

h [y

interested parties. .

positions—-~the information needs to be made available to.all™ -

\ , . .. . . . - .- \
. o C [ .

: o R, - - g o : ! .
~ The states generally translated the mandate. intoa full- .

time, vocational education sex-equity person assigned func— Y/

tions designed to'increase‘sex fairness in both pregrammatic .- o
and personnel matters. By and large? efforts have concentrated -’
-t

- on progfammatic changes to the  ¢xclusd n of personnel .gpéerns. L e
The specific inclusion of Title IX

th the .
emphasis given in the Rules and Redulations to monitor the
implementation of' laws prohibiting sek discrimination Win all
hiring, firing, and promotion procedures conveys a clear
message that any existing discriminatory personnel policies.

he Act coupled w

- To their credit, many states have activély.pursued_in-
Ccreasing sex fairness in vocatienal education long before the L
enactment of Title II. Associated with this endeavor, some o
States and the sex-equity appointees have experiencei, as
with any change, a certain ¢haracter of growing pains. Some

of the prbhﬁems.highlighted have’been offices situated at the -

lowest professional rung in the organizational hierarchical I

ladder, appointment of "acting" personnél, and the, physical

* separation of “thé position from vocational education into
another agency with shared authority., . -

Location of the Sex-equity‘officg within thé organizg-
tional structure ¢can be most effective when open and frequent

3, 1977}, p. 53831. -

- 4"Rules and Regulaﬁions,“ Fedetal Registér‘42 (October

. | . - o
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' . . Table 1 - Y .

1] - >

’ B

‘\ \\‘\

FUNCTIONS TO INCREASE SEX FAIRNESS
IN VOCATIONAL .EDUCATION
A !

.

» . . s

Education Anqndnqntg of 1976,
Title I, October 1R, 1876
- Sec. 104 (State Administration)
S N ‘ . N

Rules and Regulatidns .
O¢tober 3, 1977
“ i rederal Register

. J

. N~
*(b) (1) Apy State dwsiring to participate in
the programs authorized by this Act shall aiso
lassign much full-time parsomisl as maydba npc~

the purpcoses of this Act by--~ .

lessary to assist the State Board in fullilling

‘104.75 Functions” of full-time personnel.
Pegsonriel designated under 104.72 shall
work Yull time to: -

| Y.} taking such action as’ way Safnecclnary to
lcreate avaraness of programs and activities ' in
\.?‘§:ional' sducation thci are designed to re-
i

ti

programs; .

Fa \

sex sterectyping infall vocational sduca-

N =N

{a) Take action nacessary toO creite aw§renss
of programs and activities in vocati 1 odu
cation designad to raddce sex bils and sex
stersotyping in all vocatisnal edusation p
grams, including assisting the State Board i
publicizing the public hearings on the Sta
‘plan in accordance with 104.185 {a); K

1* (B} GATHERING, ANALYZING, AN} DISSEMINATING
DATA ON THE STATES OF MEN AND WOMEN, STUPENTS
AND  EMPLOYEES IN<THE VOCATI EDUCATION
PROGRAMS OF THAT STATE; ', s

X

(b) GATHER, ANALYZE, AND DISSEMINATE DATA ON
THE STATUS OF MEN AND WOMEN STUDENTS AND

YMPLOYEES [Emphasis added] IN:IVOCATIONAL
FODUCATION PROGRAMS OF THE STATE(

" {C)} DEVELOPING AND SURPORTING ACTIONS TQ “COR=
JRECT ANY PROBLEMS BROUGHT TO THE ATTENTION OF
SUCH PERSONNEL THROUGH ACTIVITIES CARRIED OUT
UNDER CLAUSE (B) OF THIS SENTENCE; -

.

-

. @ .
4

(¢} DEVELOP AND SUPPORT ACTIONS TO CORRECT '
PROBLEMS BROUGHT TO THE ATTENTION OF THIS
PERSONNEL THROUGH ACTIVITIES CARRIED OUT.
UNDER PARAGRAPH (b) and 104.76, INCLUDING
CREATING AWARBNESS OF"THE TITLE IX COMPLAINT'
PROCESS: . R o :

ey

{" (D) reviewing the distribution of grants by
the State board*to assure that the interasts
and needs of women are addressed in the pro-~
jects assisted under this Act; -~ :

" .

{d) Review ths dist&Bution of grants and
contracts by the State board to assure that
the interests and na of women are ad-
.dressed ip all projecty assisted under this
Act; - .

"(E) reviewing all vocaticnal cduéag}o‘ﬁproﬂ
grams in the State for sex bias; R |

14

(@) Review all v
{including work~study prograns, cooperagive
vocational education programs, apprenticeship
programs, and the placesent of students who
have successfully completed vocational edugcas
tion programs) in tﬁi'Stﬁfﬁ for sex bias;

HIBITING SEX DISCRIMINATION IN ALL HIRING,
FIRING, AND PROMOTION PROCEDURES WITHIN THE
STATE RELATING TO VOCATIONAL EDUCATION;

“{F) MONITORING THE IMPLEMENTATION OF LAWS PRO4 (f). NONITOR THE IMPLEMENTATION OF LAWS PRO- 9

HIBITING SEX DISCRINMINAT IN ALL HIRING,
\IRING, AND PROMOTION P EDURES WITHIN THE
SYATE RELATING -TO VOCATIONAL EDUCATION;

" (G} reviewing and submitting reconwnandations

with respact to the overcoming of sex stereo-

typing and sex bias in vocational education

programs for the annual program plan and re-

port; : : :
S

Ll
(j‘x Review and submit Yecommendations with
raspect to overcoming sax bias and sax ‘
‘stereotyping in vocational education progr
for the five-year State plan and its annual
program plan prior to their submission to
the Commissioner for approval.

"(H} assisting local educational agencies and

.lothar interested parties in the State in im-

proving vocational sducation opportunities for
woman; and : v ‘ .

{g} Assist local educitional agancies and
other interested parties in tlis State in
improving vocational education opportunities
for women; amni o

= (1§ MAXING READILY AVAILABLE TO THE STATE
BOARD, THE STATE AND NATIONAL.ADVISORY COUNGI
ON VOCATIONAL EDUCATION, THE STATE COMMISSION
ON THE STATUS OF WOMEN, THE COMMISSIONER, AND
THE GENERAL PUBLIC, INFORMACION DEVELOPED
PURSUANT TO THIS SUBSECTION. C

™

STATE ADVISORY COUNCIL, THE NATIONAL ADVISOR
COUNCIL ON TIONAL EDUCATIQN, THE STATK
COMMISSION ON THE STATUS Of , 'THE COM-
MISSIONER, AND THE GENERAL PURLIC, INCLDOING
INDIVIDUALS “AND ORGANIZATIONS IN THE STATE
CONCERNED ABOUT SEX BIAS IN VOCATIONAL EDUCA-
TION, INFORMATION DEVELOPED UNDER THIS' SEC-
TION; o

.

(1) REVIEW THE SELF~EVALUATIONS REQUIRED
8Y TITLE IX: AND o ‘ ,

(2} From the funds appropriated to carry out
subpart 2, sach state shall reserve $50,000 in
aach fiscal ysar to oarry out this subsection.

[

104.76 Studies to carry out functions., A
Stats may use funds available under section
138 (b} (6) of the Act to support studies
necessary to carry out the Tunctions set
forth in 104,75, (See first item above)

tional education pr
r N

.(h) MAKE AVAILABLE TO THE STATE BOARD, THE “ﬁ '

_superior to the other.
sex.

basis of their sex. -«

pefipitions: (a) "Sex bias” means Pehaviors resulting .from the assumption thit one sex is

(b) “sSex stereotyping” msans attributing behaviors, lbiliti.lf1intltiltl;
values, and roles to a persun or group of parsons on the basis of thei

oo (¢} ."Sex discrimination® mesne any action which limits-or deniee a parson
or group of persons oppoﬁsunitxcs, privileges, roles, or rewards on the

l
L

-

2
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"communiéations with” the state director .and the State Board

are actively assured and practiced. Iﬁ*ordéi7to"assist‘this
fledgling -development. and recognizing the great challenge . °
these concerned people face in serving as change agents, a
workshop was held early in 1978 by Ellis Associates, Inc.5: .-
A handbook was developed to implement plans and approaches

to overcome problems. Fifteen selected states participateé.

* The fifteen participating teams were selected on the .
basis of their leadership in sex equity (infoimation and -
materials submitted to Ellis Associates prior to the workshop)
and their interest in participating in the workshop. Criteria
for selecticn included examples of accomplishments. Submitted

- were: 'pPlanned and conducted workshops, seminars, 'and informal
‘meetings to create awareness of the need to reduce sex istereo-

typing » sponsored workshopsaghrough.in?service training to
disseminate information regatding personnel functions; and,
developed review procedures for hiring, firing,. and promotion’
of vocational education staff.. Suggested apﬁréaches,for each
stgte's identified problems by funetion were ‘incorporated in
the report. : T ' ‘ -

7 s , -
| v o v B
'The U.S. CommissYoner*bifﬁaucation,gErnest L. Boyer, in

‘a speech delivered at the 1978 American Vocational Association

Conveption remarked on equa}ity of opportunity in vocational
education: o - f S ~
t -

*

I also know that ,the sex-equity .doordinators

“in the States are making a difference.' In the

end, however, It is..the State Directbrs of Voca-

tional Educadtion who hold the key. Without their .
- full and unqualified support, the ‘elimination of =

sex bias and stereotyping will not succeed.6 AR

| The following summarizes the elements contained in Titlex
IX of the 1972 Education Amendments? which address employment
issues (See items "C," "f," and "i" of Table 1). THe areas
listed may suggest that some educational organizatfons need\
to review their employment practices and policies to guard \.

against sex discrimination. . o 3

©

. . OState Action on Sex Egﬁ?ty‘in Vocational Education: A
Compilation of Selected States' Approaches to the Legislated

"Functions of Full-time Sex Equity Personnel in vVocat.ional Edu-
_cation, (College Park, Maryland: EIlis Associates,.Inc., 1978).

'sErnest L. Bofer, "Remarks of Ernest L._Boyér“ (Speech .

presented at the 1978 Convention of the American Vocational

Association, Dallas, Texas, December 2, 1978), p. 5.

7Emily Téylor:and Donna‘Shavlik, Selecting Professionals
in Higher Education: A Title IX Perspective, (U.S. Office of
Education, Department of Health, Education and Welfare, n.d.).
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e Access to‘employment, including:

~-Recruitment pollcles ‘and practlces

---Advertlslng - ’ .
_ R ~--Application’ procedures .- .
o x o ~-Test1ng and 1nterv1ew1ng practlces' : o \Q\f
3 - o / ~ . ‘ . %

. lelng and prdhot#on,.lnctudlng:
-“ . | --Selection practices
- - =-Application .of mepotism pollc;es :
.o - --Demotion, layoff, termination. . o o
N . --Tenure - .

. Compensatlon, 1nc1ud1ng

Ve

--Wages and salarles
—-Extra compensatlons

y .. Job ass1gnments, 1nclud1ng- C | - W\Q
'—-Cla551f1eatlon and position. descriptions
--Lines of progression :
—-Seniority/lists | \
——A551gnment and” placement o S

\.\

Leaves of absence, 1nc1ud1ng~

o !--Leaves for temporary dlsablllty .
To- ~ " =~Childbearing leave and related medlcal condltlons ’
// ~ =-Childrearing leave (both sexes) '

. . Fringe benefits, 1ncludlng: - ' .

v ~-Retiremernit plans . L 3 ‘.
- --Vacation time | ' 4
| -~Insurance plans - . g #’ -
N . ~-Travel opportunities ' |
' --Selection and support:for training
—~Employer-5ponsored programs o
' ' -« . Labor organlzatlon contracts or profe551onal
f ' agreements ¥

. B T . Develop ang publlSh grlevance procedures

o According to the Title IX regulatlons, educatlonal
., . organizations, when conducting their institutional self-
evaluations, are to identify areas including employment
matters which require remedial actiorn and-to develop plans
of action to correct and eliminatey sex dlscrlmlnatlon 1n

- B ¥ .
5 3 . . . ' - . .
| 8 -4 - I
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. 1IX also mandates that:

in 1
Title IX, relates. to all aspects of employment, recruiting,

'Y ‘ E . ’
t ’ :

) these* dreas. To comply with Title IX, institutions have

discr%tionary power to design their own remediation.’

,Under’ the guidelines for vocatiohal education, it is '
specified that an awareness be created for the grievance .
procedures “as prescribed by Title IX. It is stated that -
procedures are to be established and published whereby in-
dividuals, who are aggrieved due to sex discrimination, -are
afforded formal recourse withyfl their organization. Title

o

. . E ) A . . . N
At least one employee be designated to éﬁordinate.
¥ - compliance and to publish written grievance pro-
‘cedures providing for prompt, equitable resolu-
tion of complaints alleging any action prohibited
y these regulations.8 | \ ) )

3

,‘le IX of the Education Amendments of 1972 as ‘amended
4.also extends coverage of the Equal Pay Act of 1973.

hiring, promotion, tenure, demotion, transfer, layoff, ter-

mination, application of nepotism policies and re-hiring.9

componefit which briefly states that an educa- .
tional institutlon was to have evaluated its
practices and policies relating to admission

and trea;;gnt of students and- employment of

" It {Ti:{eIx”policy] included awelf-evaluation

academic And non-academic personnel. Policies
and prac ici;/hot meeting the requirements..’
must be modified and .steps taken to elimingte
the effects of any resulting discrimination.

For at least three years following this self- =~ .

evaluation, recipients shall retain a‘'descrip-
‘tion of such modifications and remedial steps. 10

A sucgﬁdét statement regarding ‘the complementing fea~

tures of the two legislations (Title IX of the Education

- Amendments® of 1972 and Title II of the Education Amendments

of 1976) was made in the first publication of EVO Report,
Equal Vocational-Opportunity.ll S 4 :

,r

) YSWilliam Pearson;\A Dic
tions Affecting E

1l Rights for Women in. Education

Education Commission of the Statess, 1976), p. 17.
o gIbid., p. 21.
g ‘

Ibid<, p. 17. | S _

est of Federal Laws and Re ula-.

ll“Titlé,IX vs. Title II," EVO REPORT '1 (January‘l978): 1-2.

/ . ¢
. : .
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Title IX: Addresses sex discrimination”
" Title .II: Addresses sex-discrimination, _ |
P . ' . /,— sex-bias'and sex.stereotypingv - e
Title IX deals w1th sex dlscrlmlnatlon .and -
_ o proh;blts specific policies, programs and prac-
. . - tices which treat students differently on? {he '
. basis of: sex. It,is possible-to. comply with _
+ " Title IXgby eliminating sex d;scrxmlnatlon <p‘\?, 
- but still not address sex bias-er sex stereo~ | L .erio-
- - typingd By contrast, the sex equlty prov1§1ons T
* of Title II focus not only on .the reductiofn ‘of
, discrimination but also on ‘overcoming sex blas
: ' and - stereotyping~in vocatiohal education pro-
i v grams by establx;ilng a series of administra~-
tive and program requirements for 'state use of
vocational ecucatlon funds.r "'Q; o 4
ATlt;e IX:* Applles dlrectly to local
o educational agencies ' . :
. Title II: Applies to state and ederal
o vocatlonal educatlo progfams'V%{

-...As prlorltles and procedures for state use .
~ of federal vocational education monies are
. spec1f1ed funding of various vocational educa-
' tion . programs'and 1nst1tut10ns is 1nd1rectly
- affected._ L -
Spe01f1es various forms of | o
discrimination whlch are oot
- . i . ~prohibited. = < ) : :
o | "Title II: Specifies action t8 overcome .
' \“i‘ ' ' . o - sex bias and. stereotypldg us;ng
‘ I - federal monies. :
.«.Those which apply to vocatlonal education . N
‘include prohlbltlons of dlscrlmln tion on the . '
"basis of sex in admlSSlOnS, a §s to. courses,
facxlltles,[treatment o} udents, student ‘
" employment, ~and employment of education person- |-
nel. ,Title II compl€ments those specific¢ pro-
. hibitions with a ndate for the. development o :
v;h_M;M:,,,;A‘ . —of programs to overcome sex discrimination, bias, .. .. .
S . ~and stereotyping in vocational- education and
authorizes states to use federal monies for thls"

purpose.

w0 Titld

| Executlve Order 11246 (1965) as amendedﬁby Executive

y e Order. 11375 (1968) prohibitsadiscrimination in employment
[includes students oply if employed by the institution hold-

ing the contract], and requires organizations with federal

. -

‘o e ‘. A | 10 96




p. 21.°

contracts or subcontracts to have wrltten afflrmatlve actlon

plans; tg submit assurances regarding employment opportuni-
ties, and have a commitment on the part of:contractors to
in¢lude women in management. tralnlng_prog;ams as an. important
component whereby women can be recruited and ehcouraqged to
apply for jobs where they have prevxously been excluded

[emphasxs added].l< o &

Revxsed order no. 4 details the requlrementg for afflrma-
tive actlon plans Wthh 1nc1ude the follow1ng. ) . o7

l: -Develop a data base ?g all job c13351f1cat10ns.,
-2.'.Have a pollcy statement forblddlng dlscrlmlnatlon.

. 3. Appoxnt an 1ndlv1dual to be in charge of the pro- .
: - gram. o 3 ‘ . N '
4. Examine recruiting, hiring, promotion policies VA

salaries, and all other conditions of emplbyment.

5. Identify areas of underutilization and develop \
'specific plans to overcome  these areas. :

6. Develop numerical goals‘andftimetables_,ak'
. N - %
The recent Bakke case challenged the issue of goals and -
quotas. Katherine E. Stone, Deputy Attorney General for the
State of California, translated the Federal decisibn in favor

of Bakke into two dlmen51ons for women.13. o

4 -

 First, it sets forth some circumstanceg$where | ;/P,
" preferential programs for classes &f pe¥sSons. .
victimized by societal dlscrlmlnatlon w1ll be. . P

1

held constltutlonal : . A |

# a~

-Secdnd,'there'seems to be disagreement among -the justices A

concerning gender-based. classification. Racial and gender-
based classifications were considered equivalent issues

by four Justices--Brennan, White, Marshall and Blackman.

They wrote that these cla551f1catlons divide people on. the

basis of "immutable characteristics.” Too often these classi-
fications had been used "to stereotype and stigmatize polifi- :
cally powerless segments of our culture.l4 Justice Powell who . °

L\

e . - — . . - BV . Y B - rS

F

12Bernlce Sandler,'“Sex blscrlmlnatlon...and the Law;"

[

13Kather1ne E. s;oné, "What Does the Balke Ca'se Have to D°i7
Wlth Women," Callfornma Women, October/November, 1978, P' .

' S $
14Ib1d ) | o
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wrote the deciding opinion'in Bakke "does not believe that a
‘gender-based classification should’be subjected to the same
. level of scrutiny as racial classification."15. » ¥

_  Since the four other justices did not analyze the case
under the Equal Protection Clause, Justice Powell's analysis .
of gender-based classifications is likely to prevail in the
absence of the passage of the Equal Rights Amendment.

Legal recourse for sex discrimination relative to employ-
ment is available for women under Title VII of the -Civil Rights
Act as amended by the Equal Employment Opportunity Act of 1972

. and Executive Orders 11246 and 11375. Additionally, Title II.
of the Education Amendments of 1972 protects employees against
'sex discrimination in educational organizations. Each of thesg
' legal remedies involves prescribed and distinct procedures which

‘ must be followed. An example of such legal action is described -
below. =~ - 5 - y - "

'Five faculty women of the Montana State University brought.

.suit in Federal District Court against the university under '/
Title VII, alleging discrimination in pay and promotion. The
court found Montana State University guilty of discriminating
against women. Clark, assistant to the president of the univer-

- sity, acknowledged it was, true. The negotiated settlement in

1976 included, among ather issues, $355,000 in back pay, adjust-

ments to current salaries, and retroactive promotions for 138

women. “Perhaps the key to .their success was a good law¥§r,
.

a young man willing to dig hard and research the facts.

' Clark also added in relation to affirmative action programs,
*Only decisions made by those in power can turn a program into

a reality."17 - o 8 o ‘

LN

¢ - Knowleddge of the legal base.upon which individuals'

rights are founded is essential to guard against discrimina-
‘. tory actions knowingly or unknowingly . imposed, which could
“impede or damage career options and opportunities for women.

¢

 151pid. .. <

. 16ponald, L. Clark, "Discrimination Suits: A Unique
Settlement,"lEducational—Recordwsa (Summer 1977), p. 234.

171pid., p. 245. - L
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Emérging ,Legislation

Sexual Harassment Ji""

. Several vignettes of sexual harassment emanating from
situations. occurring 'in vocational education have been docu- °
- mented in authors®' ’files. Sexual harassment which, in the .
. past, would have been categorized as a factor, is now emerging
as a legal igsue. According to-the report, "Sexual.Harassment:
A Hidden Issue,"18 prior to 1976, there were few reliable |
Statistics on the incidence of sexual hardssment with most of -
the data collected since then focusing on women' in the work- .
place. Several studies were mentioned: a Redbook magazine - o
Survey,; another conducted by Working Women United Institute, -
. a'U.S. Naval Officer at the Navy Base,. Monterey; Californiay, o

~an Ad Hoc Group on  Equal Rights.«for Women at-the United Nations=--

all have documented to a high degreée the women who have sajd | ‘
~.they have been sexually hdrassed. . : SR .

4

Sexual harassment, the report states, is difficult to . T
define. "It may range from sexual innuendoes made at inap- '
propriate times, perhaps in the guise of humor, to coerced
sexual relations."19 The report continues, .. |

'Harassment in its extreme occurs when a male in -
a position to control, influence, or affect a

woman's job, career, or grades uses his authority S
and power to coerce women into sexual relations, . «
or to punish her refusal including: -~ . ‘ S

. o ) N , - S

- - Verbal harassment or abuse ".\ ! o o .
- Subtle pressure for sexual activity . | ' . o
. Sexist remarks about a woman's .clothing, body . D

or sexual activity ' o

- Unnecessary touching, patting or pinching

.« Leering or ogling of a woman's body ‘

. Constant brushing against a woman's body A |

« Demanding sexual favors accompanied by implied |
or Qvert.threats.concerning-one's job, grades, ' : S T
or letter of recomméndation - - |

- Physical assault S

- ——18%Sexual Harassment: A Hidden Issue, " (Washington, D.C,:
Project on the Status and Education of Women, Association of
American Colleges, September 1923), » S _ y

’

191bid., p. 2. ] | " e ;
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The leahoma Human Rights Commission, as reported in the
August 28, 1977 issue of The ORlahoma New Woman, announced
"its intent to support a ‘V1gorous prosecution of valid sexual

. harrassment: [sic] complalnts. ' Accordlng to Candace Landers
.-Blalock, general counsel:

. © The Human nghts Commission, the Equal Employment ,
. , Opportunity Commission, -and federal court judges.
' have recognized that sexual ‘harrassment [sic] of
an employee by a supervisor can be an artificial -
 parrier to or condition of employment which may
‘be placed before one gender and not the other, .
. . Therefore, under the theory of disparate treat-
\ ment of male and female employees, sexual harrass-
- . ment [sic] allegations may constitute valid sex
* discrimination complaints under ant1~dlscr1m1na—
tion laws.20 |

The Oklahoma New Woman article also cites a recent fed-
eral case, Williams vs. Saxbe, which established that retalia-
tory-actions of a male supervisor taken because a female em-
ployee declined his sexual advances constitute sex discrim-
1natlon within the ‘definitionsl parameters of Title VII' of
‘the Civil Rights Act of . 1964.' In a different case a federal
appeliate judge held that an employer policy of acquiescence
'in a practice of compelling female employees to submit to the
sexual advances. of their male supervisors violates the federal
bar on sex dlscrlmlnatlon (Garber vs. Saxon Industries, Inc.).
The turning point and .landmark decision for brlnglng sexual
harassment out of the closet into full public view and thus
ericouraging more women to take cases of harassment to the

: courts surfaced when "...a Department of Justice employee,
- " Diane Williamsg, collected $16,000 in back pa{ for belng flred
. after refu51ng her boss's sexual advances.

PV AN

In addltlon to the Human nghts CommisSion becomlng aware
of a number of complaints alleging sexual harassment as a
' discriminatory condition of employment, Blalock referred to
.- . other surveys and studies. One survey conducted by Working
Women Uhited Institute in May, 1975, indicated that 70 per- .
cent of the 155 women surveyed had been subjected to such -
harassment on the job. Only 18 percent had made formal com-
plaints to their employers about the. mlsconduct, apparently

oTn - - i B - - o T - - o T TN oo mem BEE

‘ 2°"Comm1551on Takes Stand Against Sexusal Harrassment [81c],
- The' Oklahoma New Woman 3 (25 August 1977), p. 3qgu

.}‘ ‘; | 21Adr1enne Munlch,."Seductlon in the Academe;“ Psxchologx
Today 11 (February 1378) : 82.

4
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< - because of the chilling effect oh employer attitudes. The -

o respondents suggested the repercussions of“reporting;incidépts
v ~ * would have been personal ridicule or other indirect reactions,

' $.9., poor personnel reports, increased workloads, complaints
about poor. quality of work, etc.22 | . .

Anogher example of the pervasive use of sex dominance
as a,wed‘gn'againSt women can be found in- the case of stu-
dent Pamela Price, who brought a class action suit in fed-
exal court claiming that the Yale Corporation ignored com- -
plaints of sexual harassment.23. = . ' S

Sexudl harassment is illegal, and a woman--or man--can
file a charge with the government when it pccurs.24 1In
‘California, a seven-bill package relating to rape and sexual
harassment will become effective on January 1, 1979. It
states that: L -

. ' £
Victims of sexual harassment will be able to
- seek civil court injunction against the har-
assor, with violation being a misdemeanor

offense.25 o - o

‘The législative developments have been included in the
review to establish a knowledge-base from which an individual
can evaluate the factors which-'relate to underrepresentation

. of women in vocational education administration. - The societal
and legal dynamics are ineéxtricably bound together; to have
reviewed one without the other would have provided only half
the picture. For more than a decade now, discrimination
against individuals because of sex 'in employment has been . o
‘illegal. With amendments, executive orders, and now Title II, +
vocational education has a challenge ahead,

-\ o . ' ' . : L o R

>

4
N .

22ncommission Takesysyand;..”, p. 3}‘

23"Yale-Sexual‘Harassment Suit GivenlStanding,“-Thé_
Spokeswoman, 15 April 1978, p. 6. ‘ ‘

. LB , .
: 24Sharie Crain with Philip T. Drotnig, Taking Stock:

A Woman's Guide to Corporate Success," (Chicago: Henry

Regnery Company, 19/7), p. 148.

. <5 | ‘ ) ] -
_ 25“News£" National NOW Times, II (November 1978), p. 8.




u—~~w~‘13arbara S Uehllng} *Women- and—theAPsychology -of Manage-u

./PREVAILING “FACTORS N

Introductlon

. , _ o o y
For this section, selected factors were identified from

the -literature related to women in education and,work environ-.

ments. Those factors mentioned most frequently ‘and those

~demonstrating a relatignship to underrepresentation of women

in vocational education were included. Among the most fre-
quently mentioned factors were socialization, career aspira-
tions, advancements, dual-role conflict, experience, trainin

_age, dlscrlmlnatlon, and perceptlons of males as admlnxstrators.g

. ) Thls review brxngs together for potentlal.comparlng and
contrastlng the perceptiens.he d ‘by womeh 3 perceptlons of

‘women's roles ‘held by men and women; and of special importance,-
- the perceptions of persons who can, becduse of their positions
- within the organization, influence the advancement of women

through practice ‘and. pollcy dec151ons.
According - to Ueﬁllng, the 11terature she had revxewed _
tended to show that the most important characteristics iden-

‘wlfled for leadershlp positions were traditionally viewed as

male;" the least important characteristics were identified as

_female.‘ Uehling suggested that one might argue that as these ~ *

opinions are universally held, they reflect reality. However A “.
the criterion for reality in thlS case must 1nclude 51tuatlonal
behavxor.l o

~

Uehling continued;

~ ...Women are generally'plaéed in management jobs
where expertise is the basis of authority rather
than' the authority of the position itself within
\he organlzatlonal structure.2

It seems obvious that the author;ty posxtions are held by
men, although there have been a few women who have moved into
“administration in education. Barter predlcted that the number
of women helding administrative positions in educational '

: organlzatlons will continue to decline unless more women

begln to prepare for these p051t10ns.3

ment,” (Paper presented at a conference on Women and the Manage-
ment of Postsecondary Instltutlons, Syracuse, NY, December
1973), P 5. .

t

21pid. p. 2. - - S

3A11ce Barter,'“The Status of Women in School Admlnlstratxon--,

Where #Will They Go from Here?" Educatlonal Horlzons, 37 (Sprlng
l959), p. 74 o ) 3 o _
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According to SteigerA employment patterns in education
tend to result in males holding the top-positions. In 1971
women represented 67.2 percent of all teachers,. 21 percent.
‘of all primcipals. and only .6 percent of all superintendents
in K-12.éducationalugrganizations.~ ' SO
‘ : YL ' ¥ ‘ : a :
The decline in the perCeﬁtage of women who hold principal-
ships is vividly .depicted ip U.S. Office of Education datad =, .
which indicate~that 55 percent. of the principals in 1928 were
women as compaied with 41 percent in 1948 38 -percent. in 1958,
- 22.4 percent in 1965, and 19.6 percent in' 1973. Based on this -
information, it is clear that women are not "adequately repre- P
sented in decision-making positions.in-education and their S

-

representation’is not increasing. S T SRR

o - ' 3 N I -
- The National Manpower "Council, wheh a study on the status ‘
of wamen was conducted in 1952, suggested that social values |

and attitudes have a direct influence on changes _in jobs and o
employment for womeh, -, B R S ‘

L

P S

T¥§/undermining of the belief in the innate inferi-
ority of the female §ex, and the continuing changes
in popular ideas about‘the.inte11ectual.capacities,

* and the emotional traits of women, have been in- = -
extricably interwoven with the changing\nature-of'; )
women's employment.6 | ' U o

. Hantjis,7 in 1977, suggested that many myths have developed -
resulting from.a division of labor according to sex rather than
according to talents, interests, and abilities. Although legis-.
ldtion has provided some legal respite from policies and proce~
"dures -which were blatantly predicated :upon sex, the attitudes
‘have not kept pace. Hantjis surveyed a random sample of all
di®isions in American Vocational Association (AVA) membership
to assess: 1) the extent of knowledge.possessed by the respon-
dents with regard to women in the work force; 2) the degree of N
'liberalism of attitudes toward sex role stereotypes in educa- - .
tional occupations: and 3) the degree of liberalism of behavioral .

A

.

4

4J0Ann Steiger, "VOcational Préparation for Women: A o
Critical Analysis," (Funded by the State -of Illinois, Board of -
Vocational Education and Rehabilitation, Division of Vocational

and'Technica& Education, December*1974), p. 16. o .

' SFlora lda OrtizhahdudanidérCébéi:“'Wéﬁehfinﬁséhéol'Admin¥.
istration: A Case Analysis," Urban Educatibn 13 (1978) : 214,

‘_GNational‘MAnppwer Couhpil, Womanpower {New York: Columbia = !
University Press, 1857), p. 15. ‘ T : ,

| TArlene P. Hantjis, “The Relationshfpsfbetween'Knowledge and
. Attitudes and Behavioral Intent Concerning Sex-Role Stereotyping
in Vocational Education,". (Ed.D. dissertation, Rgtgers, June 1977).

A~
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intent in situations in which sex-role stereotypfag is a critical =
factor. The sample was stratified according  to AVA divisions and
geographical regions. The results indicated that the administra-~
tive group was less liberal in attitudes and behavioral intent
- and less knowledgeable as compared to other groups in vocational -
education. The authQr evidenced some concern over the attitudes,
behaviors, and'knowlga§§§of the administrators becayse of the im-"
pact they have as decisilen-makers for vocational education.
'As administrators are generally older and have .gener: )
been in office for a longer tiqg,‘it seems that their kn§3%%§§é'
base in regard to the changing Status of women in the work force
has not kept pace. Since this seems to be the case, one needs
to ask: @a) How has the selective knowledgegbase created bar-
t riers for women-'in administration? b) If provided with sufficient
data, would decisibns be different? c) To what extent would the
data base need to be increased to cause a decision to be changed?

L]

 Interpersonal Factors

Categorizing of factors is intended to provide -the reader
with a systematic method for understanding how various. factors
interact with one another. The reader will find that, even
though distinctions have been made in this préesentation, a cer-

 tain amount of overlap exists because studies have not used
'~ synonymous terms in discussing similar problems. Therefore,
subjective means were used to provide a suitable method for
categorizing factors described.and'discﬁgsed in this literature
review. ' S L : o
Factors-which have been identified in the literature have
- been.grouped either as interpersonal or organizational factors.
. ~ Interpersonal factors are differentiated from organizati'onal
. factors according to the following critiera:  interpersonal
* - factors relate to the individual as she/he defined femininity
: and masculinity coupled with an awareness of the influence con- -
‘tributed by the family and society. One's self-image, level
" of aspiration, and attitudes-toward success and achievemént
.. . are other criteria. Interpersonal factors include the follow-
o ing: socialization, career aspirations, advancement opportuni- .
-ties, two-career families, role conflict, administrative capa-
bilities, and additional factors such as mobility, age, train-
ing, and experience. ‘ .
e . The criteria used to identify organizational factors, some-
| times referred- to as structural barriers, were institutional
-patterns, practices, and rules, both formal and informal. ‘Or--
ganizational .factors include other aspects ‘'such as: admission
requirements, - recruitment practices, job requirements, hiring
~ practices, and 'formal communication network. '

”7  f i  ‘ iéA. 34.




‘vider while a woman' 'S role is ‘that of mother and hous

jobs.

Socialization .

. The effects of the socxalxzetlon process which+prepare women

“and men for their roles in society are ongoing and multidimen- ,
sional. Uehling8 remarked that the data in' studies portrays. women

as less confident, less independent, less objectlve and less
logical than men. If this assertion were .true, it follows that
women would indeed be less qualified for administrative positions
than men. Whether the statement is true or not--if women believe
that it is true, if those who employ administrators believe it is

true, women will not be consldered.for dec151cn—mak1ng positipns.

. G1111e9 stated that man's role is percelved as cqief pro-
eeper.
He wrote, ‘

In many places’, tﬁe attltude toward professional women

in vocational education remains chauvinistic. A con-
tinuation of the myth that certain occupatlons are

male,  and others female, still persists, and is likely = . °®
to for a long time..... Such traditions, considered '
by some to be societal mechanisms for keeping women

out of the occupational ma;nstream, will dle ‘hard--

if at all.

Horniglo charged Freud and ErikSOn'with introducing and
popularizing myths of women's inferiority. These myths stereo-
type women as submissive, docile, faccommodating, and passive.
According to Lockheed and Patterson,ll a commonly held myth

- suggests that women can work guccessfully as equals with nien

onlx {eqpha51s added] if they are modest, quiet,, and incon-
spicuous. Kievitl2 indicated, that many people think women
should be happy in lower-paying jobs, allowing men, upon whom
these women are dependent, to compete for the really 1mportant

P

o

| 8Barbar§ Uehling, "Women and ‘the Psychoiogy of Hanagement,“
p."\'z. o . . . : .

9Angelo Gillie, Jr., “"Women in Vocational Educatlon,“ Ameri-
can Vocatlcnal Journal 49 (1974) 35. o - . | o

1°L1111 S. Hornlq, "Afflrmatlve Actlon through Affirmative
Attltudes,” Women in Academia: Evolvzqg Policies .toward Equal

- Opportunities, ed. Elga Wasserman, Arie Y. Lewin,. dnd Linda H&_ .

Bleiwels (New York: Praeger Publishers, 1975), pp. 8-9.

llMarlene E Lockheed and Katherine Hall Pattéréon, "Con-

,ceptuallzlng Sex as a Status Characteristic: Applications to

Leadership Training Strategles,“ Journal of Social Issues 32

. {Summer 1976) : lll.

12Mary Bach KleVlt, "Women 8 Expandlng Roles: Impllcatﬁons

for Vocational Education," Vocational Education for Specxal Groups

6th Yearbook, ed. James E. Wall (Washington, D.C.: Amerlcan vOca—

‘tional Association, 1976), p..63. -
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Dalel3 stated that it will be dxfflcult for those women<who

- seek admrnlstratlve positions to demonstrate their competency as
jlong as their employers believe that women's primary duty is to
serve men both in the home and the marketplace. The women inter-

. viewed in a study conducted by Sitesl4 were- not at all in agree- .
ment with the statement that it is a woman's primary role to be ' S,
the feminine companion and mother in our society. In a 1976 ' -
studyl5 40 percént of the comprehensive high school admlnlstra~
tors indicated that this was their perceptlon.

| ‘Wiles and Wilesl6 also expressed concern about the lrmlted |
research efforts that have been undertaken to focus on feminism v
as an internal organizatiocnal expectation and that no provision. o
exists for understanding "the feminine dzlemma within the con-
~straints of an organizational setting." Where is a strong role
induction process for male professors to develop congruency with -
' role expectations that is not provided for women. Thus the women
.‘;professors lack the cues necessary to become a part of the organl-
*zatlen. Thez\contlnue- : :

‘ Upon‘entry, the female faculty lack any predetermlned
“or legitimized model of appropriateness" upon which
they can base other sexual or professronal behavtor 17

If the new female ;}ofessor ‘does not flt 1nto one of the tradl- Tt

tional modes, a "sex-role incongruency' occurs that provides - -

explanation for the hlgh degree of anxiety and frustration among g

female professoxs.l8 According to Schlossberg, both mep and - " o
' women are under ‘ressure to adhere to the prescribed employ;neht
-opportunities which society has determined appropriate for each

gender. Schlossberg further stated, "...from their early years, _

women are prepared to be assxstants to' rather than 'dlrectors . -

of in19 o e - — | -

. . - ' ‘

"y

3 ' ‘ . o
| Catherlne T. Dale et.al., Wanted--More wOmen- Where Are . D
the Women Superlntendents? (Washington, D.C.: National Council ,
of Administrative Women in. Education, 1973), p. 63. i

L _ 14Patr1cra Tucker Sites, "Role of Professional Women in Area
_ Vocatiorial Schools" (Ph D. dlssertatlon, Pennsylvanla State Univer- o
- sxty, 1975), P& 65. o : _ . _ _ !
A 15Arlene F. Sarvas, "An Analysrs of the Relationship ‘between-
' Perceptions of Vocational Female Faculty and Administrators toward ;
————----Female Faculty in Four Institutional Types™ {Ph; D. dlssertatlon, e —
: Pennsylvania State Unlver51ty, 1976), p. 67. '
: 15Mar11yn Wiles and David K. Wiles, "Cross-referen01ng .the Pro-
Mfesgarshipﬁ”Male Indugtion and Female Sexuality Models: An Inherent
'Inapp¥opriate, Referrent,'" Educational Studies 8 (1977): 149.

v 1mia.,m. 150, lBIma., p. 153.

19Nancy Schlossberg, "The Right to be Wrong is Gone: yémen'f_
‘' Academe," Educational Record 55 (February 1974): 258.
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As female faculty move into- nontraditional roles, the tradi-

tional socialization of somé faculty yill become a problem. Fe~
male faculty members will be destined to fail performance evalua-
tion if those doing the evaluation do not believe that it is
proper for women to take a stand, to make a decision, or to deal
with conflict despite the that those very behaviors are re-
quired in their positiogéfggggﬁoqdry and Dryer suggest that as
- changes occur in an aspdct of the\socialization patterns as has
happened for women, modification will occur for men as well.2l

"It is important to underline tﬂéxfact that
- these roles are sufficiently interdependent
so that if one set is to change both will
have to. . o L

- Condry and Dryer reject the popular concept that fear of
success. is a sex-linked personality dispositign. They indicated
that the difficulties women have encountered are situational in
nature and that it is inappropriate to use a gender predisposi-
tion to rationalize the inequities of society without first
testing to determine if the predisposition is itself a reaction
to social feedback. Rather, women may react in a certain way,
selecting alterpatives to correspond with societal ectations
to avoid pain. o B efgl ‘

_ The women who opt for nontraditional roles are affected e
four ways by socialization.processes in our society: 1) what.
they think about themselves, 2) what they think others ‘think
about them, 3) what others think about them, and 4) what others
think they should think about the women. Women who wish to
move beyond the limited options countenanced by society have:
encountered rigid barriers and denials. Vocational educators~-
the decisiopsmakers in vocational education--historically have

- reflected what they perceived as society's needs. Given the
rapid changes in techriclogy and the market place, women's needs
have changed dramatically. FPor vocational leaders to be bound
by the old pathways is not only a discredit to themselves but
also a disservice to the professional vocational education women.

The question must be raised as to the legitimacy of a deci- -
sion-maker's rooting decisions in the myths of the past to the
- apparent exclusion of current data which clearly counters these
outmoded myths. 1Is the decision-maker truly unaware or just
unconcerned? 1Is this decision-maker being selective, or is it
possible that those responsible for conveying currenty informa-
tion to the decision-maker are withholding i¢?

. . _‘;,A . | o
. s o . N . ’ ’ ’ 1

20Wiles and Wiles, ”Cress~referéncing;" p.'149,‘

 2lgohn Cohgr and Sharon Dryer, "Fear of Success: Attribu-
tion of Cause to tRMe-¥ictim," Journal of Social Issues,\32;(Sum—_
- mer 1977): 77. ‘ o ) - -

vy 21

3

an

L

4%



- should be subservient to her husband's career.

4

Career Aspirations .

- Career aspirations of women, were examined and were found,
in some studies, to be a possible factor with regard to the
underrepresentation of women in decision-making positions.,
Career aspirations of women appear to be different from those
of men. - Some women place the needs of their families and hus-~
bands before opportunities for their own advancement. :

o ; o _ | : ,

. Sites22 surveyed 382 faculty women from area vocational
schools (AVTS). The data Syggested that not all the women in-
this study expected to bring closure to their careers as teach-
ers. Some, 22 percent of the women respondents, indicated an
interest in being promoted to administrative positions. How-
ever, many of the yamen perceived their opportunities for ad-

‘vancement as poor. Almost half of the 309 administrators in
‘the study (it was unclear as to how mdny administrators were

women) held a simjylar “view about advancement opportunities.
If the potential for advancement to administrative positions

- is not conveyed as an option for wamen, low career aspirations

do not address the underlying issue. These same admimistra-
tors--61 percent--agreed that a woman's professional career

'Given.thevenvironment described abote; it seems.paradoxical*

| that about 70 percent of both groups, administrators and faculty

women, agreed that the higher thé educational attainment of

“women, the greater the opportunities for advancement.  One of .

the participant® in Sites' study commented that she had more
education than any of the males in her school; however, she had
hever been encouraged to consider an administrative position.

| Zellmah23'reported'that different life experiences can ad-
versely affect women as they participate in the labor force. Wo-
men are often placed in sex-segregated, low-paying jobs which

require little training and provide little, if any, incentives.

Zellman suggests that it should not be :assumed that women in
these jobs possess low career aspirations. This suggestion

- gains reinforcement from Ortiz who found that as the ratio of

wamen to men decreases, the position status level becomes higher.
Career upward mobility is difficult for women. B

22Patricia Tucker Sites, "Roles of Professional Women‘in,/’
Area Vocational Schools," p. 24. : :

23Géii L. zellman, "The Role of Structugal Factérs in.Limi%-

ing Women's Institutional Participation,® Journal of Social Is-

sues 32 (Summer 1976): 37. ‘
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. Because teaching is primarily staffed by women while
administration is pPrimarily staffed by men, it appears
to be simpler and more natural for men than for 'women

. to depart from teaching. For women, a departure means
assuming a position normally attributed to men.24

What may appear as low career aspirations'may be the resﬁitjof
-avoidance of. disapproval or of "discomfort," as described by
Wiles and Wiles in the socialization section. : -

Wood collected data from 14 Los Angéles companié§ that.had'
hired women maragers, Interviews‘and'observational‘techniques

- were used to determine how the women in management roles were

affecting the qugfity of work life. The findings indicated that '
both the women and men wprking with the women managers required
little adjustment. HowebVer, two major problems were identified:
1) finding or motivating qualified women within the organization
to seek advancement, and 2) resocialization of personnel throuwgh-
out the company to the advancement possibilities for women. Wood
Suggests that some women are reluctant to move from a secure

position to a more challenging one, while other women are experi-
encing role conflict regarding family and career goals. “

‘Women managefé have,the‘same‘problemS'as'men managers;
pressures of respondibility, problems with subordinates,

accountability to top management. . But the woran manager *

also has some unique problems because’she,holds the
position that has long been considered a "man's job."25.

Burk and Weir26 maintained that too many women were unwill-
ing to commit-themgelves‘toractivities that would strengthen
them in the pursuit of their career goals. .

of women teachers obtaining master's degrees and doctorates in-
dicates that women are prepared for positions of leadership and -

According to Fishel and Pottker,27 the percentage and number

- that women with more experienge are more likely to aspire to ad- °

ministrative-positiong than women teachers with I%FS experience. .

~ 24Flora Ida Ortiz, "The Hierarchical System of School Admin-
istration: The Contributions of Qualitative Research,” (Paper
presented at the annual meeting of the Américan Educational ‘
Research Association, Teronto, Ontario, March 27-31, 1975), p. 5.

25Marion M. Wood, "Women in Management: How Is It-Working -

. . . . . : \ l . :
26Ronald J. Burke and Tamara Weir, “Readying the Sexes for

Women in Management.," Business Horizons 20 (June 1977): 30-35. .

#7Andrew Fishel and Janice Pottker, "Women Lose Out:  Is
There Sex Discrimination in School Administration?" The Clear-

&
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jIn educatlon, the present blas against plac1ng women

y in leadership pcsxtlons results in the educational

~ top echelon being filled from . a pctentlal of one-

third of those people in the profession. The talent o
-of thei ether two~thirds of the profession is being .
wasted or at the very least underutilized. 23 .
Ne1d1g29 surveyed Iowa superlntendents ‘and school board
members. The superintendents were asked to report the number

of women certified in their districts even though they were

not serving as admiriistrators. The 42 superintendents who
responded reported'a total of 95 women with administrative
‘.certlflcatlon who were not serving in that capacity.

Steiger30 examined the allegation that counselors often
advise young women into typically feminine jobs. Young women
tend to accept interest inventory feedback information as
interpreted by the counselor and subsequyéntly adjust their
career asplratlons to be con51stent with the teﬁt results. °

0bv10usly women have made different career decisions than
men. It is not clear from the studies whether these differences
' result from early socialization that a woman's role is that of |

wife and mother or if they have been influenced by what women

have been told is or is not appropriate work for women. One

conclusion which can be made from these studies is that eer

. influencers including counselors, parents, and significant
R otherg, can lmpact on career aspirations of women.

ek
AL

The questlon remains as to what the factors are. that
influence women to pursue. nontradltxonal careers lncludlng
admxnlstratlon. o RO : |

4

. 3 ' ‘ . ' o S

231b1d., p. 390.

| 29Marilyn Boyd Neldxg,“'Women Appllcants for Admxnlstra—ffi
tive .Positions: Attitudes Held by Administrators and School
Boards,” (Ph. D. dlssertatlon, The Unlver51ty of Iowa, 1973),
p. 103. S

| 3°JoAnn Stelger,.”Vccatzonal Preparatlon for meen-3 A
- i‘.Crxtlcal Analysis," pp. 13-14. ' '
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ness for women and men.

- Texas Woman's University, 1977),-p. 2, — — — — —

1376, p. 63..
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Advancement Oppcrtunity _k\;— L ) ' ;', L | -

Limited advancement opportunities often result from atti- W
tudes women hold about themselves, about their sense of power &= s
Or powerlessness, about their talent, and about the contribution
they might make cOmbined with the decision-maker's reluctance
to break with traditionally held concepts of job-appropriate- -
Fitzpatrick3l found in her study that the financial support

for-seeking additional training was more readily available to men

- than to women. A study conducted by: Astin et al,32 found that

men recéived more financial support than women. In the 1970 _ :
Leadership Devélopment Program for Vocational Education (EPDA), . . |
only 20 women out of 160 candidates were nominated by their = o
respective states for the prestigious three-year doctoral pro-

gram. “With redirection to a one-year ‘graduate leadership pro-

-gram, the number of women nominated increased to 147 out of
‘the 347. candidates for 1974.33 . o e

Kievit34 indjcated that women were counseled not to seek .

“advanced degrees hased on the societal pe;cgption_tha% wohen are
“unlikely to remain in the paid work force for an uninterrupted

time. Instead, these women were counseled to confine themselves
to caring for home and' family. This kind of - counseling, accord-
ing to Kievit, inhibits career -advancement of women. :

- Solmon35 found that many admissions counselors perceived

women as less likely to be employed after graduation than males. =

PR - ‘
. . \

_ 31Blanche Fitzpatrick, Women's Inferior Education: . An Econo~
mic Analysis (New York: Praeger Publishers, 1976), p. 41, o

32A}W. Astin et_él;,,The American Freshman: .National Normgk"

 for'Fall'l974 (Los Angeles: Cooperative Institutifnal Research -

Program, 1974) cited in Helen S. Astin et al., "Sex Discrimsina-
tion in Education: Access to Postsecondary Education, Executive
Summary® (Los Angeles: ‘Higher Education Institute, 1976); p. 26.

r"33Pamelé'A.’Roby, "Vocaﬁional Education‘and Women" (Unpub-

lished manuscript, University of California at Santa Cruz, 1975)

cited in Kermeta Clayton  Funderburk, "A Comparative Study of the . ..

Career Advancement of ‘Female and Male Participants in the Voca-

tional Education Leadership Development Program Funded under the
Education Professions Development Act"” (Ph.D.'diSSertatiog,_-

- 34Mary Bach Kievit, "Will Jill Make Department Chéifmén?“"”

rAmerican'Vocatfonal,Journal 49 (November 1974): 42.

~ 35Lewis C. Solmoh, Male and Female Graduate Students@_ The
Question of Equal Opportunity, (New York: Praeger Publishers,
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: The author attrlbuted this perceptlon to a lack of assxstance
from professors rather than a lack of motivation. 36 1If profes-
sors do not consider women students as serious about their work
as the men students, the professors may not encourage,<1nform,
support, or recommend the women students. These women, in effect,
g;e denied initial opportunities for employment’ and thus ulti~
tely, opportunities for career advancement. Solmon stated

that reputationg of institutions are to some degree dependent’
-on the success of their graduates and that men are more ‘likely

- to strive for success. Therefore, it is_to a university's.
benefit. to admit and encourage more males.37 Solmon also found
in 21 of the 33 degree~granting institutions studied that women!

'~ faculty. reported alfflcultijn obtalnlng promotxons 38 o

Astln S study refutes the perceptlon that women W1thdraw
from the labor market after earnlng advanced degrees. -She found
91 percent of the woman who obtained doctorates remained 1n the
labor force and 81 percent were working full ‘time. 39

)

Ortiz and Coveldl found that women were given low-level
administrative positions with minimum visibility. The power
- positions, those that coftrol personnel and finance, were most

; A commonly held by men. She also found that when a superinten=-

dent sponsors a woman administrator, the woman is more llkely \
' to succeed and less likely to be locked into a low-level p051-
tion. Neidig4? found that more superintendents were W1111ng to
‘hire women as. principals of elementary schools, fewer would

hire wamen for high school principalships;,. and Stlll fewer would
.hlre women as assistgnt superintendents. :

'+ 36Ibid., PP 62-63;'. SR
371bid., P 22 S ) B - - L
3SIbld. ’ pe 1.130 - ’ - . ' , ‘ ) .‘ o ¢

'39Helen S. Astln, The Woman Doctorate in America: QOrigins,
ACareer, and Famlly (New York. Russell Sage Foundation, 196%),

N P- 57.- .

40portiz and Covel, “Womeﬁlin.séhool Administration,” p. 3..
. . 'y ) N K . ‘. - . ‘ ' o
41l1pid. T .

42Ne1dlg,4“Wbmen Appllcants for Admlnlstratlve POSlthnS
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" Administrative and Supervisory Jobs,"” Educational Leadership -

- work may seriously retard her career advancement.

.:_Schools)“ p. 9.

oA

S . oL - o £

Sschmuck?3 found that, in Oregon, women who were appointed to
the first-level administrative positions were unable to join the =
informal communication network comprised of males which may have
impeded their advancement. The practice of conducting busines&
informally over lunch and on the golf course excludes women. It
makes little difference whether. the woman is excluded deliberately -
or as an oversight. To function as effectively as her male col-
leagues, a woman administrator must gain access to the informa-
tion network. Her exclusion from the inférmal communication net-

In the Gross'and'T:ask study, 90 percent of the men admin-
istrators were married, while only 33 percent of women administra-

tors were. Maryied men who are administrators may translate .
their expectations from the home to the work place and thus im-

pair the advancement opportiunities for women.

Women, in predominantly male work groups, can be' per-
-ceived as threats to their male associates because of
the manner in which sex roles are generally defined
- in our society. This is one reason why top positions
‘are .generally reserved for men and accounts, in part, .
for the obstacles that confront women who. strive for
advancement .44 . o S

-

[ 4

Sitesd5 found differences in the perceptions held by.male

«directors of vocational education area schools and women faculty
. of the same institutions concerning advancement opportunities for

women. Almost one-~half of the women sampled perceived their
opportunities for promotion to be poor. However, the male admin-
istrators saw the opportynities for women the same as those for _ K}
men. Dale46 indicated dg%én have: accepted being "second class

citizens" and believe that their ambitions and aspirations are

f

¥

43patricia A. Schmuck, "Deterrents © Women's Careers,"

" Sex Differentiation in Public School Adhinistration (North

Arlington, Virginia: National Council of Administrative Women

- in Education, 1975), pp. 346, 348. 4 .

N 44Neal,Gro’s‘s’ and Anne E. Traék; The Sex Factors and the

Management of Schools - (New York: John Wiley and Sons, 1976),

p. 11 ~
’ 4SSites,F“Role of Pyofessional Women in Area Vocatiénal .
. ‘ . . 4

"~ ~46charlene T. Dale, "Women Are Still Missing Persons in

o,
o

31 (November‘1973): 123, ' , ' ) ' o
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being quzetly and permanently depressed The author also stated

. that men do- not ¢onsider women for promotlon because the men

assume women are not serious about their careers. Dale further
reported, “Women don't -want the respon51b111ty, ...women can't
handle the jobs, and women are too emotional.

Some women have refused opportunxtles to mcve from a teach-
lng position to an administrative one according to Sites.47 1t
is critical to understand ‘that not all women aspire to the same

kind of positions any more than all men strive for the same kind

of work.” Advancement.for men is serious; advancement for«women

. is serious. Maymi,48’ former Director of the Women's Bureau, U.S.

Department of Labor, while discussing the needs and requests of
women, indicated that there are women who want ‘the: opportuhlty.

' for advancement

¢

Flscher49 1nterv1ewed Dr, Mary Berry, who is now Spec1al
Assistant to Secretary of Health, Educafion and Welfare, Joseph
Califano, about the advancement opportunities of women faculty.
Dr. Berry indicated that male colleagues are a bigger enemy to

. the promctlon of women than administrators. Dr. Berry quoted a

ot

"Schools, p. 9.

female student who related a male professor's saying, "You don! t\

want to hire a woman because she is habitually late to wark and
eventually will get pregnant."” Competency gets confused thh
sociability at: tlmes, Berry contlnued.v - . .

%&e colleges want someone who fits in well, the klnd

of person you'd like to take'to the faculty club for \
a drink or someone just like the rest of them.50 L -
' o S

Thus, those responsxble for hlrlng or promotlng are more
llkely to recommend individuals who are similar to themselves. .
As men predominate in the decision-making p051t10ns, it is not -
difficult to predict the likelihood that women.will be excluded o

'from selection. For some male decxslon-makers, it would be

disquieting for them to appoint a woman. Others would consider
such '‘a move disruptive and unacceptable. : ‘ )

-

* 4781tes, “Role of Profess;Onal WOmen 1n Area Vocatlonal

{ - . o C , )
o 48Carmen R. Maymi, "Career Education: Projeftlng into the - .
2lst Century," (Paper presented before the American Association - .
of Community and Junlor Colleges, Washlngton, D C., March 1976), ‘

CPP. 4-5. . e mh,dhﬁ,dwc,”,,,!,mw_

49Ruth~Flscher, "Black Female--and Quallfzed " Change 6
(December-January 1974) l3 le. ’

_ /J. ‘28

-50Ib1d., p. 14.



. hypothesis syndrome highlighting the variables included, e.g.,
social class, race, sex and even geographical region. The ex-
clusion of those who are regarded as different and who are, there-
fore, perceived as not fitting in, limits the pool of. potential <
leaders to half the population if we assume an equal number of
female and male faculty from which the potentials emerge. ' The
homogeneity hypothesis is further illustrated in a study by

“Socolow.5? This study was based on notices which appeared over
a five-week interval in The Chronicle of Higher Education for:
Associate Deans, Deans, Vice Presidents, and Provosts in four-
year colleges and universities. e ' :

Touchton and Shavlik5l.reinforce findings of the homogeneity ,‘

.-\ "The most striking finding of the study was a clear
. persistence of all the institutions in drawing only
from a traditional pool of candidates. ~All insti~ -
tutions in the sample, save one, hired individualsg .
. from within academe. The new incumbents all had met
. +the necessary, traditional criteria of first serving
| in lower_status academic administrative posts and,
in most instances, also in professional positions. -
Not only were there no observable new patterns of
U - occupational mobility but there was.no marked geo-
graphical movement, and no significant mobility
among types and categories in higher education
institutions."53 -

¢

The question must be raised, as it was by the authors,
about the value of conformity as it attempts to equate with
quality. Touchton and Shavlik concluded by stating, T

"...the systems must change to accommodate women--
not only because it is fair and just to do so but
also because a huge pool of creative and effective.
talent should not be eliminated.54

\

-

- 3ljudith Touchton and Donna Shavlik, “"Challenging the
Assumptions of Leadership: Women and Men of the Academy,"
New Directions for Higher Education, 22 (1978), p. 108@.

52;bid:» S - ) “\\\‘

‘ S3paniel J. Socolow, "How Administrators Get Their Jobs,"
Change 10 (1978): 42-43, 54, as quoted in Touchton and Shavlik,
', 4 ’ChaEIenging the Assumptions of Leadership: Women and Men of
'~~~ - . the Academy," p.. 10l. e S e

! ~—

: S47ouchton and Shavlik, "Chal1énging the Assumptions of
- Leadership: Wgmen. and Men of the Academy," p. 105. .
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| Hennig and Jardim,55 in The Managerial . Woman, lent some
understandlng to the problem when they wrote A

. . If we think of the men who belong to these in-
' : formal systems as the insiders: people who under—
- stand and support each other, the structure, and
the rules; people who share common aspirations. apd
dreams; people who grew™yp with similar backgrounds:
who played together, learned together, competed
together; and concurrently we - think of how differ-
ently women grow up: their different.orientations,
expectations, aspirations and experiences-~-then we
A can begin to understand why in spite of the: law,
oy C very llttle may really_pave changed for women.

Touchton and Shavllk suggested that the critical beliefs
o assumptions that men and women hold about themselves and each
‘ o other oft result in different styles, emphasis, and ways of
responding to typical management situations. It is, therefore,
. little .wonder that some translatlon is needed between male and _

female managers.55 . o ‘ oy ]
v To assume that all women de51re to enter the administrative
“ranks is not viable. . Nor 'is it viable tg\gssume that no women
One must ask when

' **are interested or can handle administrati
competency, interést, and ability will be the deciding factors
rather than a gender qualification. Educatipnal decision-
makers can no longer afford the luxury of perpetuatlng false

- assumptxons to exclude a specific segment of soc1ety.

55Margaret Hennlg and Anne Jardlm, The Managerlal Woman,
(New York: Anchor Press/Doubleday, 1977), p X111.

56Touchton and Shavllk, "Challenglng the Assumptlons of
" Leadership: '~ Women ana Men of. the ‘Academy,” p. 99.
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‘Two—CareerfFamiiy L | . | ot

In the past, two-career families were made up of a career of
homemaker for thg¢ woman and a career in the paid work force for
the man. Decisions concerning the importance of either career
were not raised. The issue has been raised only when the home-~
making career has not kept pace in status and in economic benefits
with the paid work force. Where it was the practice at one time
- that the woman withdraw from the work force when children were
involved, it is not as likely to occur now. - In 1975, some 11.4,mil~
lion of the 21.1 million married women (husbands present) who were
in the labor force had children under 18 years of age, which is
5.4 percent of the married working women with husbands present.
,0f this same group,'2.2 million were working to supplement their
‘husbands'. low incomes.57 o | C

Women's employment patterns and careéer patterns have been
uneven at best. Society has made conflicting demands on women,
~depending on the state of national affairs. During National

emergencies, women have beeh called upon to contribute their = i

- support including participation in the labor force; hawever, at %
- the conclusion of the emergency, women are pressured to return -

" to the home and discontinue their participation in the paid wark
 force. o ' cot - B
) Other factors including increased longevity, coupled with
increased leisure time, have had an impact bn the career patterns
of women. -Accdrding to Kreps, o - : -

Recent changes in women's working patterns can be %

explained by severaéasajor factors: the events of

-the Second World wWai{¥a growth. in the servic
- .sector of the economy, improvementsy in household
+"technology, and reductions in familV size,58.  * ¢

_As women began to enter the paid labor force, they also

began to have opportunities for advggcement which conflicted with
the needs of their husbands. Sites found that most women’

indicated that their husbands' careers took precedence; one female

14
L

57y.s. Departmeht of Labor, "Why Women Work" (Washington, DC:
Women's Bureau, Employment Standards Administration, U.S. Depart~
ment of Labor, 1976), p. 2. ' ' : : *

*

Afrfurnguanitg,M. Kreps, Women and thefAmerican,EconOmy;{Engle-*
wood Cliffs, NJ: Prentice-Hail, 1976), p. 63. ‘

59sjtes, “Role of Professional Women and Area Vacational‘
Schools," p. 9. » . ' -
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faculty participant indicated, however, that she did not like

. the situation. Other women said they did not believe the hus-
band's.career was mpre important, acknowledging that the husband
sometimes demanded that his career be considered more important.
Still other women in the study said their families were always
first, with their career needs considered only after’ famlly ob-
ligations were met. -According to Maym1

. Women want assurance that their child-bearing capa-

city will not be used as an excuse to limit their

role in society and force them, alone, into child-

" rearing responSLbllltles. ‘They want men to share

actively in the responsxbllltxes of child rearlng

and family life. 60 .

Gross and Trask found work endeavors of women were often
‘perceived as secondary to those of the male bread-winner. There-
fore women in the work force did not. command the same salaries,
tralnln? and advancement opportunities as thelr male’ counter-
parts.6 , : :

o In her keynote address to the 1978 Convention of the Amer$§

can Association for Higher Education, Goodman62 observed that
thére is an emergence of transitional life styles. Instead of
. holding steadfastly to the tradltlonal patterns, questlons are 1

‘ belng asked about the sex roles. Some contend that this issue

is a strictly personal one. At times this is so, “...but we

~ all know that perscnal lives are very much affected by publlc

pollcy."63

As the rigidity of sex role deflnltlons dlmlnlshes and pub-
lic policy alters, it seems likely. that advancement 0pportun1t1es
{;111 be based on competency rather than an individual's sex.
lahos64 found that respondents disagreed with the statement, -
"If a husband and his wife applied for a job, all other things

. being equal, the male would be hired." However, as the years

‘of employment in the poéﬁtlon increased, the tendency to agree-
WIth the statement 1ncreased ' | .

na

GQMaymx,‘“Career Bducation, Pro;ectlng into the 21st Cen—
tury," p. 5. : |

. 6lgross and Trask, The Sex Factor and the ManagementAig
’Schools, p. 11. :

62pllen Goodman, “Lives in Transition: - The New Middle
Ground," Current Issues in Higher Education, 1978 qqtlonal
Conference Serles, Washlngton, D. C., P- 1.

..
.

X

63Ib1d., p. 12. X
54Martha vlahos, Survey of the Status of Women, Institu-

tional Research Report No. 7, Ft., Lauderdale, Florida: Brovard

Community College, Report No. IRR-7 (March 1975), pp. €, 10.
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| The author also observed that as the age of the respondent
decreased, the attitude toward having a wife or husband in the .
same department increased in acceptability. At that point in /[
time, a snapshot of perceptions was presented. It would be in- -
-teresting to follow these participants to determine if, as the.
respondents age, their attitudes shift toward the view reported

in this study or, if, in fact, the study is a picture only at a = | -
‘point which could maintain close "linkages with traditions of i
the past. o o '

: -

* Another aspect which influences opportunities to both per-
' sons in a two-career family relates to graduate study. Krohn551h

~ . found that few colleges. make concessions in terms of time to S

X complete a program, entry age, rigid class schedules, financial

~ . assistance only to those enrolled full time, etc. Small wonder
that this selective process results in a lower percentage of
women receiving advanced degrees. ‘Solmon66 concluded that
marriage has a positive effect for men and a negative effect
for women pursuing educational studies. Women frequently inter-
rupt their graduate studies to move with the husband, bear chil-
dren, or care for children. “Campus envir nments. often do not
‘adequately provide for the unique needs women. As was re-
ported earlier, only 10 percent of the men administrators--as . -

. 3

against two-thirds of the women administrators--were not ‘married,67

K!‘gss cited a 1969 study conducted by Nelson and Goldman
of men's attitudes toward women working for pay. Attitudes
 toward women working for pay were reported to be very liberal;
however, the men's-attitudes were vastly different when asked '
with respect to their own wives working for-pay. .

_ In summary, one can only question the system of rewards and
.values our society attributes to wars and other national emer-.
gencies as contrasted with the lack of rewards, and the devaluing Y
~of wamen as they maintain- the family and chi%d—rearing functions. '

-

! L ea ™
_ o - ~ - T N
) 65Barbara Krohn, “The Puzzling Case of the Missing MSi,“'.k,‘
Nation's Schools and Colleges , 1 (November 1974): 35. . ¢ o

K

——— g —————

s

66Solmon,; Male andi?eﬁalé‘GraduateiStudents; p. 15.

67Gross and Trask, Sex Factor and the Management gf Schools,
p. 11, o . -7 ‘ - . v . ="
> . ' . . ! . ¥ C
68p1izabeth Camp King, "The Statu‘ of Women Working in = -
Community Colleges,™ American.Vocational Journal, November 1974,
. pp.. 38-39,. T o e
L \. .
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Schools,“ p. 9. . e

“and Frustrations," Product Marketlng,rs (January 1977) 20,

-~ e

Role Conflict B o ‘-.'- S H

A\

h

Nixon and Gueb9 found that many women who think the wife

and mother role is best, seldom, if ever, seek administrative

positions. Barkley70 reported expressions of guilt and uneasi-
ness by worklng mothers who were unable to find satlsfactory

. child care. These women suffered not from the dilemma of *to
- wWork for pay or not"” but from the inability to adequately meet -

their other responsibilities. Sites?l found that women faculty

~ believed the conflict of managing a home as well as a career

to be greater ‘than vocational directors percelved it to be/!

Johnson72 indicated that women who are managing both a home
~and a job must be able to cope with the different roles and
‘‘different expectatlons arising from career and a famlly Two

full-time jObS reguire management expertlse.

schmuck?3 conducted a series of interviews with ten men -
and thlrty women in the Oregoen public schools and county agen-
cies in the summer of 1974. The. respondents, selected from the
Oregon School Directory, représented varlous ‘levels of adminis-
tration,. including: supervisors, superlntendents, principals,
directors and coordinators. Schmuck interviewed respondents
concerning their backgrounds: how they have obtained their

-jobs, whether they had noted differences between male and female

administrators, whether or not they haye observed instances of
sex discrimination, and whether wemen &nd men administrators
had to meet different criteria in their jobs. - The thltﬁ? female
administrators interWMewed ¢oncurred that a woman's traditional
role in the famlly often restricts her freedom w1th regard to.
her career. - N oF . :

59Mary Nixon and L.R. Gue, "Women Admlnlstrators and Women

Teachers: A Comparatlve Study," The Alberta Journal of Educa~
tional Research, 21 (September 1975) ¥97. |

70Margaret V. Barkley et al., Cllnlcs for Adminlstrators

vof Women in Occupational Education: :Final Report 1974-1975.

(Arizona State Department of Education, Phoenix: DlVLSlon of
Career and Vocatxonal Education, 1975). S

7lgites, "Role of Professional. Women in Area Vocational

72Barbara P. Johnson, “Women Marketers- ‘Their Aspirations

—

 73patricia S. Schmuck, Sex Differentidtion in Puhllc School
Administration (North Arllngton, Vlrgln ‘National Council of ~
A&mlnlstratxve Women, 1975), p 13. Jj? o _ -
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In the past, women remained at home to attend to the chil-
dren; when they returned to the paid labor force, they found
| ‘ their skills had become obsoletée or their previous experience
~< . _was no longer considered valid. Many women, according to Maymi, 74
.. _opt for removal of the stereotype which relegates the full res-
ponsibility for home and family to women. They expressed con-

- cern that the child-rearing responsibilitigs were sometimes a
career handicap. The declining birth rate and increased labor
force participation of women implies that many women may already
have made a’decision with regard to family and career choice. ‘

Neidig75 surveyed superintendents and school board members

and. reported that 24 percent of the superintendents (more male
N than female) felt that women's education is too costly since the
- “years of service are interrupted for marriage and children. Of
the male school board members, 39.5 percent also felt that a
"woman's major role should be in the home." For male board
members, 37.5 percent felt that women cannot combine the duties -
of homemaker and professional and really do justice to their
professional duties. Of the superintendents, 40.5 percent .
agreed with the 'statement, "...the employment of women in admin-
istrative positions leads to the unemployment of male administra-
{ive applicants."” Neidig comments: : S |

. - There were 18.5 million married women, with hus-

bands in the héme, in the paid work force as of
March 1971. The number of unemployed men was ¢ '
3 million. 1If all the employed women stayed - ‘ v
home, there would be 15.5 million unfilled jobs.

. - In many cases, the unemployed men do not have

+  the education or the skill to qualify for the
jobs held by women.76. | o y

King77 found about 90 percent of the vocational women -
faculty surveyed in public community colleges agreed with the

'74May@i, "Career-Educatiog, Projecting into the 21lst
» Century," p. 5. : ‘ 7 .

75Neidig; "Women Applicants'fo; A&miniétrative Positions:
Attitudes Held by Administrators and School Boards," (Ph.D.
- dissertation, The University of Iowa, 1973), p. 103.

Y

761bid., pp. 10-11.

S 77Elizabeth Camp King, "Perceptions of Female Vocational
' Faculty Members as Seen by Thegs lves and College Administra-

tors," (Ph.D. dissertation, Pe: vylvania State Univqrsity, 4

'1974), pp. 59-63, 104-106. . - S

|78
w

. 1 ! ' | ) .
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-career. Of the women respondents, 50 percent indicated that

<R

statement that it was fine for the women to work as long as the

children were adequately cared for. Only 70 percent of the women

felt that professional women think of employment as a life-time

women have a need to succeed in their career fields. VYet only
65 percent of the women respondents agreed with the statement
that women are llkely to achieve positions of leadership in;j
publlc community colleges, and 76 percent felt that chances of
promotlon to the next academic rank were only fair.

E111s73'p01nted out the fact that women now have greater

‘control over the number of children they will have, and the \

trend toward smaller familiés will continue-as women fulfill
their desire to either remain in the paid work force entirely

or to withdraw only a short time while the children and home .,
. are making greater demands.{iés long as career advancement is
c

impeded by unshared child-r

: ing respon51b111t1es, the likeli- v
hood that birth rates will

rease is remote.
.~ Dale79 stated that men believe that women do not want admln-
istrative responsibilitiesNand that they are too emotional to

" handle the job. Krohn80 suggested, that some school systems

still act upon the belief that women do not want administrative
positions because their home responsibilities would keep them

from egsictively conducting the responsibilities of their posi—-

tion. ohn believes that the underrepresentation of women in
education administration is part myth and partly related to

hiring practices based on sex~-typed expectations. = The report

of. the Natlonal Council for Administrative Women in Education :
(NCAWE) in 1973 states, "...that there exists a mass of un- -
examined assumptions about -the proper role of men and wdmen. " ‘

'Most school systems, accordlng to the Coﬂhcxl,

g .

.. care unable to dlstnngulsh between women who . .
t want to make teaching their final goal and women .
who want administrative responsxbllltles. Instead
of looking at women administrators as individuals, . ot
the system draws the same conclusions about all
women; that their home responsibilities keep. them
from doing well in administration, that they don't
want demanding jobs, that they are too emotional,
% that they have to stop work to have babies.81

78Mqr§ Ellis, Women at Work: Career and Vocational Educa-
tion Professional Development, Report 16. (Raleigh:. North

‘Carolina State’ Unlver51ty, Center for Occupatlonal Educatlon,' T

1974), p. 19. , ‘ -
79pale, “"Women Are Still Missing Persons in Admlnlstratlve
and Supervxsory Jobs,"\p 123.

80Krohn, "The Puzzllng Case of the Missing Ms.," Nation's
Schools and Colleges, 1 (November 1974): 35. I

. _ . ij ‘ ' ‘
SlIbld., p 35. | - X
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Krohn reported that research had documented that women and
men who report to women administrators have a more favorable
view of women in that role than those who have never w@rked for
a woman administrator.82 | |

Muhich83 found that single and divorced wonen often hold
higher-ranking jobs than married women. Decision-makers may
assume single or divorced women will not be uprooted by a hus~
band transferring to a new area which would impede a married
woman's advancement opportunities. The critical issue here is
not so much why different attitudes seem to exist toward the

- employability of women who are married as it is the decision-
makers' use of non-job-related inferences to make job-related
decisions. Those persons recruiting candidates must consider
all available applicants. Employers can no longer assume that
one~half of the potential candidates, if there would be an .
equal number of 'female and male candidates, are not serious

- -

about career advancement.

. The questions raised in this section are articulated by

the NCAWE Report. Can employers justify treating men and women
differently by giving special consideration to men for military -
service and not to women for child redring? Can employers_com-

. mit themselves to helping their new male administrators succeed,

‘'while raxely doing the same for women? ‘Can society continue to
justify present hiring innuendos suggesting that men - {or women) .
do not want to work ifor women?, s :

Y
‘ .

821bid.

- 83pelores Muhich, "Discrimination against Women in Educa-
‘tional AHministration," (Paper read before the National Associa~
tion of Women Deans,.Administrators and Coynselors at Chicago,
December 1973), p. 18. ' . L
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. Administrative Capabilitiee

One mxsconceptlon which is often acted upon in employlng
administrators is the belief that men possess innate adminis-
trative abilities. ‘A number of studies questlon the validity
of thls assumptléﬁr .o

Hoyle,34 in a 1969 article, stated that even though boards
of education seem to prefer men for administrative positions,
research indicated that waomen were as qualified or even better
qualified for some administrative tasks. The author cited
Nowell, who found that female elementary school principals
showed more evidence of being aware of the cognitive factors
involved in the learning process than male administrators.
Hoyle, and Fishel and Pottker85 cited other studies (Wiles and
Grobman and Hines) as having foupd that women ranked signifi-
~cantly ahead of men as democratic leaders in school administra-
tion. Hoyle conducted a study/where ‘Problem-attack behavior
of 21 male and 9 female principals was assessed by 314 teachers.
The data FevVealed that the female administrators were described
as noticing potential problem situations and as reviewing re-
sults of action significantly more frequently than male admin-
. istrators. No differences were found on the other three vari-.

- ables. It was suggested that, ‘because the female principals
- had acquired an increased teachlng experience level, their,

. sensitivity to problems of female teachers ‘may have accounted
for the differences. Howe#er, regardless of the source of the
~differences, it would seem the boards of educatlon would be
well adV1sed to employ women pr1n01pals. S

. A 1959 Michigan stud§ found that teachers with the IEast
experience and, those with the greatest amount of experience
tended to prefer female principals. In the same study,’lt was
found that male teachers who had previously taught in schools -
with female principals wene far more favorable toward them than
- were male teachers without! thlS experlence.

This last fxqﬁlng shows that emotional prejudlce
enters the scdene regarding male teacherxrs' views

of. female pr1nc1pals., Men are susp1C1ous of work-,
. ing under women unless| they have in fact had this
-experience. This experience mediates their fears -

84J0hn Hoyle, "Who Shall Be Prxncxpal--A Man or a Woman?"
The Natlonal Elementary Pr1nc1pal.48 (Fanuary 1979) 23-24.

35Andrew Fishel and Janice Pottker,‘"Women Lose Out-:'is
There Sex Disarimination in School Administrzation?" The
Clearing House 47 (Mdrch 1978): 387. '
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. . and. apparently results in a'higher acceptance of
: being.shbo:dinate to a woman than the man who
- has not been in this position. L :
A 1968 Michigan study87 suggested that women principahg
. more often spoke and acted as representatives of the group,
‘were more persuasive in their arguments, gave more emphasis
to production, and maintained more cordial relationships with
superiors. However, the male principals showed greater tolex-
ance of freedom in their staff. A 1971 New York study catego-.
rized principals in three dimensions: as maintaining their
own value system, assuming the community's preferepce at the
expense of their.own judgment, and combining the two sources
~ depending on the situatieh. Proportionately, fewer women
. ¥ Principals adhered exclusively to their own value system. The -
I - 'wWdmen principals'used‘thelsituaticnal,approach‘whichvmakes'thev
o women especially well suited for administrative positions in

-~

urban areas where community groups are making increased demands

for a voice in educational decisions.88 1n addition, Gross and
. Trask?89 found that students actually learned better--the mean
- Score on pupils'! academic performance was higher--in schools
which employed women principals. - VN . '

"It is a common beljef that aqtﬂérity‘ahd'autcnomy are

« Closely correlated, that supervisory positions involve authoiity,f

and that women should not be supervisors. . Wolfe arid Fligsten90
conducted a longitudinal study relating to this issue with
10,317 -Wisconsin 1957 high,school graduates. Five'questions .
were asked, three relatihg“to.authority levels and two' about .
autonomy. The results of their study showed that men were more
likely to be concentrated at the extremes of the ‘status posi-
tion level distributiong than women. In ‘terms of power, women
are less 'likely to have control over the work. of others. The
+authors stated that the differences were due to the effects of
. 'sex on ‘authority and autonomy and were more proncunced when
~controlling a class of workers. ' o ‘ ' ot

P
;o -~

- 861pia., p. 388, :
‘ . 87Ibid- f‘-p' 3890 . | | e . “‘ . - | ‘ l-
- 881hig.

A,______; __.:l_ _P* }_-g,Qx JS S U R : s

89Gross'and Trask, Sex Factor and Manaéement of Schools, '

9Qwendy C. Wolfe and Neal D. Fligsteh, "Sexual Stratifica-

tion: Differences in Power in the Work Setting," (Discussion
~Papers for the Institute for Research off Poverty, .University -
. of Wisconsin-Madison, 1977), pp. 9-10,14,31.
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Ekland, %1 President of Equitable Life Assurance Sdciety,

gﬂ'_: ‘

 in a speech delivered at New York University, acknowledged
that sex labelling of occupations persists, and is likely to
~continue for some time. Barkley92 reported on the format of

- ‘of action for local school districts to. resolve the problems. _
. Some of the problems encountered included: fear of change, T

 study did not believe it was necessary for’'women to assume male -

a series of clinics for administrators of women in occupational
education held in 1975. The format. had three parts:, 1) informa-.
tion about state and federal employment' laws; 2) identification
of major_ problems_women encounter; and 3) development of plans

-

husband's attitude towaxrd the wife's job, lack of quality day- A
care, and sex prejudice. Among the recommendations resulting - e

. "from the clinic 'sessions, active recruitment and promotion of
women to administrative positions as a plan of action was pro-
posed. : . o ‘ C

. ,.

Women who serve in administrative positions are confronted
by a number of problems arising from.the traditional socializa-
tion. process. . Nixen and Gue93 indicated that women who suc-
cessfully work in jobs which are traditionally considered male-
appropriate, may be ostracized socially and labeled as anti~ .
feminine or unfeminine. According to Sites94 the women. in her * 7

behaviors or to dress in a masculine mamner in order to be
successful. Johnson95 recognized women are ‘socialized fo be _
nice, friendly, polite, and patient. These socialized pehaviors ,\ .
may imp&de women who, as administrators,.need to expreg '
workers what is expected of them. | g

HoOyman‘and'Kapiangﬁ‘remind-their readers. that women are v §

" only recently moving into positions wherd men must relate to

R

tions,

‘

| 9lcoy C. Ekland, "Women in Bus%néss,"'Vital Speeches
42 (15 June 1876) : . 35. : : .

S2Margaret V.- Barkley, Clinigs for Administrators of Women
in Occupational Education: A Final Report (Phoenix: Arizona -

Sfate Department of Education, Division of Career and Vocationai;
Education, 2975), pp. 2-3,15. y :

. -

93Nixon-and Gue, “Women‘Adminisﬁratbrs, Teachers," p. 198..“v‘

94gites, “"Role of Professional Women in Area Vocational
Schools,™ p. 65. S : - : ,

\SSiQHnSQni,gWOmenuMarketers;  Aspi:g§ion§raqd_grustrafw - ‘
" p. 20. : o o e

95San¢y R. Hooyman and Judith S. Kaplan, "New Roles for
Professional Women: Skills for Change," Public Administration
Review 36'(July-August51976): 376. o . :
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them as eqﬁals, and it is still difficult for men not to per-

- resolving role perception is not confined to only men, but
- women must~glso'resolve the role conflict which they may
e

s

ceive .a woman as a female first and a colleague second. A

‘dilemma exists which often confuses the tasks of the admin-

istrator with the behaviors expected of males and females.
This confusion of roles can function as a barrier to the
advancement of women in administration. The difficulty in -

experienge by pursuing careers traditionally identified as - .
male-appropriate. .Additionally, those responsible for hir-

-ing need to overcome their internal biases and employ persons

basedyon performance rather than the gender criterion. The
comments of superintendents and board members reported by
Neidig summarize many of the views held by persons who are -

T
o

- influential in the hiring and promoting of individuals into
decisionmaking roles. S -

N > .
‘"Even if the candidates were equally gualified and -
- I had to choose beétween the male and the female -
T would probably choose the male." Another re- -
plied, "Quite honestly I .have had little coentact - o
with female administrators so I question whether | s
my answers really reflect learned prﬁgudices." -
A board member remarked, "I believe mWle’admin-
‘istrators do a better job, command more respect,
and young people need a male image because of so,
many women teachers." Another board member, "I
think society has many notiéns about' the roles o
persons of one sex or the other which should be Lo

skills of persons."

;#'AQ;. overcome in.order'tg7utiliZe the energies and 4 S -

Whét,will be the motivating factors to cause the decision-~
makers of educational institutions to implement an-employ@ent
practice which would reflect appointments made on the basis of
competencies rather than gender? What are the backgrounds and
competencies that are needed? What influences are present.to
cause a change in the compeétencies identified? |

»

®7Neidig, "Women Applicants for Administrative Positions,"

p. 106.

N
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i+ According to a recent poll surveyrng 724 female and male
‘executives, the University of Mlchlgan found that more money
‘and more challenging work were the major reasons cited for
relocation.%8 Curby's dissertation substantlates thls flndlng
-wlth regard .to the fleld of education. -

‘Curby,99 in her dissertation, addresses the issue of geo-
graphic mobility eS'it relates to women who sery¥e as adminis-, . .
trators of institutions of higher education. Her target popula- T

“tion included 1601 women administrators whohwere members of -

either the American Association of Higher Education or the
National Association of Women Deans, Administrators and Coun-

‘selors as of October 1977, The purpose of Curby's research

was to 1dent1fy the relationship betwegn selected characteris-

'7Kt1cs, e.g., age, marital status, family size, academic degree,

et¢., of women administrators, and their geographic mobility.

. The findingsAof this.study differ from previous studies
and from general opinion. The main difference found was that
being single or married and 11v1ng Wlth spouse was not related
to geographic mobility. 180 | .
e - o e v

The respondents identified the reasons they would relocate
beyond fifty miles from their present residence as follows:

- higher salary, promotional opportunities afforded at the .new
institution, promotion to a higher level of administration, and

the competence and congeniality of colleagues. Of the respond-
ents, 75 percent indicated a willingness to relocate if the

_'condltlons for employment were met 01

The constralnts on. geoqraphlc moblllty 1ncluded 'such fac-

- tors as spouse's job, age,‘\friends, and community ties. The

characteristics which had more significant’ influence on geo-

grqphﬁc mobility included: . being over: flfty-flve years of
age, having three -or more children with ages between six and
twenty-one, home. ownershlp, and. years of service with the pres-

erft employer 102

98"kho Says You Can't Get Executlves to Move’" TWA
Ambassador, October 1978, p. 24. : ,

99V1ck1 Morgan Curby, “Geographlc MOblllty of Women Admin-

istrators in Higher Education," (Ph.D. dissertation, University '

of Missouri-Columbia, 1978), p. 38. . . .. S S
1001bid., p. 98. .
lOlIbld., p 99.

1021b1d.. ! 100.
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. From these findings, Curby concluded that women administra- ‘
tors demonstrated 1) a propensity to geographic mobility, 2) that
economics as well as other factors are reasons for willingness
to move gecegraphically, and 3) that job~related factors rather

than personal factors justify relocation.103

Wolfe and Flingstein, in their study regarding women in
administrative positions, cite other studies which have found
~that one of the reasons employers believe that women should
not be in positions of authority is that travel for work would
“be restricted.104 S | :

Collinsl05 reports various ways in which women who are in
upper echelon.educaﬁion‘administration‘positions,have-managed
mobility. Some women made . agreements with their spouse to take
turns at career opportunities. Others live in separate states
and/or cities from their spouses and travel between the two
locations. Collins points out that "...mobility doesn't guar-
‘antee a woman a good job in educational administration but it
helps."106 | o “ :

h 4
, The question must be asked whether unfounded assumptions
about lack of geographic mobility and inability of women to
travel should continue to dominate the thinking of the decision-
makers in their making of appointménts to administrative pogi-
tions. . . . L | .
1

<

1031bid., p. 108. :
. - : h)
104prancine Blau and Carol Jusenius, "Economists' Approaches .
to Sex Segregation in Labor Market--An Appraisal." - Signs 1
(Spring): 181-200, and valerie Opperheimer, "The Female Labor
é?gge in the United States: - Demographiec and Economic Factors
overning Its Growth and Changing Composition, Population Mono- |
~ graph Series, No. 5., cited in Wendy E. Wolfe and Neil ‘D.
Fligstein, "Sexual Stratification: - Differences in Power in -
the Work Setting," (Discussion papers for the Institute for
Research on Poverty, University of Wisconsin, Madison, 1977),
p. 8. ‘ . S .o

105Lorraine Collins, "About Those Few Females Who Scale
the Heights of School Management," The American School Board
Journal 163 (June 1976): 26. ] _ o o

.lO%Ibid_

)



Experience = | B

"men had taught only two to nine years. Furthermore, nearl

& .« : ’ : . ‘ :
~ According to Niedermeyer and Kramer' sl07 findings, wamen

“have more years of experlence before obtaining administrative

positions. Theyl08 cited an NEA study completed in 1969 which
found that 51 percent of women administrators had taught t:;/to

nineteen yvears in elementary classrooms, while 51 percent of the- '
25

percent of the women assistant principals had taught twenty or
more years while cnly 2.2 percent of the men reported such ex-
ten51ve serv;ce. ‘ - : ~

It seems those women occupying admlnlstratlve positions

in education had had far more teaching experience than their e e

male colleagues. Neidigl09 cited Gast who found that women
elementary prxncxpals have substantlally more experlence both Y R
as classroom teachers and building principals than their male : v

‘counterparts. -The mean number of years for men was eight years

in the classroom before becoming a principal,. whereas for women

‘the mean was .about eighteen years of classroom experlence.

Collins found that women moved into admlnxstratlve posi-

- tions much more slowly than men. Women advance up the admin- = e

istrative ladder one rung at a time, arriving at their zenith
with a wealth of experience in the fundamentals of public edu— o

cation.l1l0 She quoted one woman as saying,

&
The main advantage of remalnlng in one sehool
district is that a woman can prove her talents .,
and skills in full view of the board, staff, and
communlty 111 ) ‘ 'L)' \

Women administrators often possess more classmoom experi-
ence than men in admlnlstratlon. According to Gross and Trask, 112

- In comparlson w1th men, women principais typlcally
are more experienced as teachers; they know & great_;

{ R . _ ' _ \

107Gretchen Niedermeyer and Vicki W. Kramer, Women in Admin- ;
istrative Positions in Public Education: A Position Paper "
(Philadelphia, PA: 'Recrultment, Leadershlp and Training Insti- :
tute, U.S. Department of Health, Education and Welfare, 1874),
P. 37

1081pid., p. 12.

-109%Neidig, *women Applicants for Administrative Positions," S
p‘0 12 « - . - : ' .

110co11ins, "About Those Few Females," p. 24.

1111pid., p. 26.

AN &

112Gross and Trask, Sex-FaCtor'andfManagement of Schools,

p. 62. .
W 60
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' The authors alse found,

A3§
deal about elementary education; and they know how
to handle the problems confronting children more
effectively; moreover, male principals are so
interested in moving up the admipistration ladder |
that they tend. to neglect the professional leader-
'ship facet of_thiir relationship with their teachers.
 Forty-six percentj of the men and 10 percent of the(
women get administrative appointments within ten
vyears of the first teaching appointment; 27 percent
~of the women and only 6 percent of the men had 26
- years qgf experience before principalships.
- Collins,113 in her study of women school administrators,
stated that at least one respondent suggested that women are

not taken seriously until they get older so they are not looked

at any longer as feminine objects but as persons and as-admin-
istrators. : S : ‘ ‘ “
Ceollins suggested that coaching positions for men provide
them with opportunities for demonstrating their administrative
skills. The coaching field has traditionally afforded men an.
important avenue for advancement and has been denied to women.

_ Dearingll4 maintained the work experience of womeh_is per4> 
ceived differently than work experience of men. He cited a .

- Series of dilemmas as enunciatéd by Bernice Sandler which con-
~ fronts women pursuing administrative positions. These dilemmas

are as follows: If a woman is single, her experience is not

considered because,it is assumed that she will marry and leave

- the profession; if she is married, her experience is not taken

[ 4

force after child rearing it is assumed

seriously because it is assumed that she will follow her hus-
band if he is transferred; and if she returns to the paid work
‘ ! l her experience-is too
limited for administrative consideration. - . " R
.| Muhichll5 found, regarding institutions of higher educa-
tion, that although the'mgp who responded to her study stated

'113Collins, "Abouﬁ Those Few'Females,f p. 25.

1l4pruce Dearing, "The Opening Address," (Read at'the

conference ,on Women and Management of Postsecondary Institutions,

B S —_

Syracuse, NY, December 12-14, 1973), pp. 1-2. , &

115Muhich, "Discrimination agafnst Women," p. 12.
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ferent compensations associated with activities pursued by men

- trators, 37. Pallante and Hiltonl20 found that "Women who hold.

p.e 1.

& o v ) KY - e T o

that gender was‘noEfimportaht, it was_actually:a better pre- '
dictor of rank than experience. Dalell6é contrasted the dif-

o Fai

and women. Men are rewarded for interrupting their careers. to

‘defend their country, whereas penalties are 1mposed upon women

for interrupting their careers to bear and raise children.. What

- does this tell wamen about the value of attendlng to famlly con-
' .cerns and needS? R A :

Age

' As a factor contributing to the underrepresentation: of wom-

en in ad Anistration, age was mentioned with less frequency than '
other fa@ors. When age was included, dth youth and advancing -

maturity were identified as handicaps rather than positive attri-.
butes. Niedermeyer and Kramerll7 suggested women . may make the S
decision to seek administrative positions as early as men, but, o

. because of their age, are not considered as serious candidates.

It appears that men are often hired with minimum experience but

projecting potential, whereas women are considered only when

they possess querous years of’ experlence.iA | S §
Gross and Traskll8 found, in their study of elementary o
principals, the mean age for women was 54.3 as compared to 49.2 R
for men. They also found a greater percentage of men in age :

groups 20-28, 30~39, and 40-49; while the greater igrcentage of

women were in age groups 50-59 and 60-69. Muhichll® geports .

the Taylor study of 1972 as finding the average age for male

administrators to be 33 and the average age for women adminis-

administrative positions are older and are being. replaced by

'younger men, although female resources are available." Barlowl2l
recammended, in a study to design a model for occupatlonal ad-
‘ mlnlstrators, that a vocational admlnlstrator be ‘over. 40. AN

\

§  ) ‘ ‘V ‘ | ) . .

Y o
115Da1e e al., Wanted More Women-—Where Are Women S_per- 8
intendents, p , | RIS o .

) 1
e

117N1edermeyer and Kramer, “Women in Admlnlstratlve P051-r,
tions," p:. 37. - - i -

llscross and Trask, Sex Factor and Maﬁagement of School%; Yy

. : R T R
119Muhich, '”Dlscrlmlnatlon against Women," p. 21.. 5L

: - 1205ames J. Pallante«and—Cheryl~L» Hllton, AAuthorlty Posi~ L
tlons for Women Principalships in Public Educatxon," Contem- 4
porary Education 4§ (Summer 1977) : 208 o RN

: 121Melv1n Barlow, 'Oplnlons of Communlty College Pre51dents -
and Deans of Occupatfonal Education Concerning a Doctoral Pro-

- gram to Prepare Occupational Education Administrators: A Pilot

Study,” (Los Angeles: University of Callfornla, February 1974),

T C S O S



) | |

The question relating to age seems to focus on the fact =
that women are older when an administrative appointment is made. ‘
With studies tending to show that women, as administrators, are
performing as well as or better than the men, is this success
attributable to maturity in years? MorgoVex,.can decision- .
makers continue to assume that younger women are not serious

about their pursuit of careers?.

-  Training x
\a -

. In considering additional factors affecting ¢he underrepre-
sentation of women in administrative positions, training oppor- . . 4
- . tunities must also be addressed. Women have not been admitted R
- to graduate programs in proportion to the number of men graduate. :
students.” Furthermore, women graduate students do not apppexi-
mate their undergraduate numbers.l22 It is difficult to conclude
whether the lack of women's participation in graduate. programs .
is the result of discriminatory admiss'ions policies and practices
- or whether women indeed are not interested in advanced training.
ﬁ;evit.substantiates the former practice as she reported, rela-
‘/ive to advagced degree opportunities in vocational education,

v

-/ Of the 216 EPDA fellowships granted to vocational L
PANY heducators between 1970-~1973, with three years of |
o "doctoral study, 32, about 15 p¥rcent, were awarded -

/ to women, 123 S DU | B

It was also reported by Solmonl24 that differences in
financial support for males and for females pufsuing graduate
studies may contribute to the disproportionate enrollment.-
Solmon said that women tend to be enrolled in graduate pro-

~grams which provide minimum financial assistance. Lacking
financial assistance may be one reason that some women do
not complete graduate programs. Another reason which may ,
cause women not to pursQe graduate training is the number of
women with credentials are underemployed, particularly L
in education administration. : a - | ‘ '

¥ . . oo ‘
122Sally L. Dias, "The Aspiration Levels of Women for
‘Administrative Careers in Education: Prediétive,Fac;ors and
Implications for Effecting Change," (Paper presented at the
annual meeting of the American Education Research Association,
- San Francisgco, Ap{il i9-23, 1976), PP. 55,5?;3 ‘

123gjevit, "Women's Expanding Roles: 5Voc§tional Education," = “f
pP- 5. | S Y RS o -
T

124g01mon, Male"and';%maLe Graduate iﬁudehts,'p. 15.
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‘ vocational guidance, and training. Collinsl26 mentioned that
. women earned their doctorates to aveid invisibility "...a Ph,D.
- makes it hdrder for boards to. 1gnore you." Dearingl27 remarked
: that women are encouxaged to get credentials; but when they L
X have them,. they are told they lack experlence.,
In a pllot study to design a model for tralnlng occupatlonal
education- leaders with spe01al interests in the role of community

- colleges, Barlowl28 reported the following desirable characteris-

ticsy§ aggressiveness, enthusiasm, energy, and thoroughness.
‘Barlow further recommends that the vocational administrator should
be over 40 and be damale [emphasis added].129 Such criteria may
indeed result in unequal ccn51deratlon and fccess to adm*nlstra~
tive pOSltlonS for women. \ :
In the interviews conducted by Niedermeyer and Kramer130
- the "statement that women were not quilified for administration
- was made repeatedly. Yet, upon asking,; she discovered that de-
~ tailed information was 1ack1ng with regard to teachers who were
qualified for administrative positions. ‘Blanchardl3l corrobo-
rated Niedermeyer and Kramer's findings, and reported that in
his interviews respondents indi cated a lack of qualified women
prepared for administrative sxtlons. This was further corrobo-

i rated by Fishel and Pottker However,§1n their study the = °
o= , 125Ma§mi “CQ‘.er Educatlon, Progectlng 1nto the 215t
- ° Century," p. 18 s
1 o 135Collins, "About Those«Few Females," p. 42..
A S o :
ST N 127Dear1ng, "Women and Management- ‘Secondary Institutions;“
: po l. ‘\\ ! . | v | , .
© | lZSBarlow, “Opxnlons ..To Prepare Occupatlonal Educatlon
LM Admlnlstrators," P- 33+
¥F ; - 1291pid.. -*
’\ - | l30N1edermeyer and Kramer, "Women in Admlnlstratléé POSlv
< \ - tions," p. 37. : ‘ :

g | 131lpaul D. Blanchard, “The Impact aof Sex Discrimination ‘
- in the Recruitment of Educational Policy Makers," (Paper X
! foresented at the Southeastern Conference of the Society for

- {&~—Public Admlnistratxon, Miami Beach, Florzda, October 19-21, e

1976), p. 5.

A

_ 132F13chel and Pottker, "Women Lase Out: Sex‘Disc:imina-
tion in Scheol asmlnlstratlon,‘ P 390. o

5

. © 'Maymil25 dontended that women want equal acqess to education,
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tices followed.

N

u.\<:—‘d{ii?vocational education leadership deVeloEment programs
. . : * "‘ - ‘ . ] ;

A : : , ‘ & -
assumption was refuted by thé number of women found who do hold.
Ph.D.'s and are gqualified for such positions. o

The question becomes, is the decisionmaker accepting hear-
say, repeating misinf ation, or using factual data to support
statements such as, "We would gladly hire a woman if we could.

only find one qualifiedf“? - 8 -

Conclusion ‘ B | R

A number of factors have emerged in the literature to _pOrt
reasons for and explanations of the underrepreSentaticn,6f££§men

in administrative positions in vocational education. Overgenerali-~

zations about women. perpetuate the stereotyping and tend. to dis-

- credit highly qualified, conscientious, dedicated professional vo
- catijonal education women. Unbridled biases and prxejudices can_
. and do result in discriminatory practices. The. current employ=- -/

ment status of women in vocational administration should be ‘
scrutindzed carefully. o A - . - SR

Ao
{
f e

Efforts to develop a sound data base about women and their /
competencies and aspirations in regard to increasing their’ re- .
presentation in vocational education administration should be /
enhanced.\ When the male leadership in vocational education
enunciates \the issue of increasing sex fairness, the strength of.
the rhetoric\is found to be wanting in comparison to the prac-

'Understanding their legaljrights;and_using legal avenues

15provided‘for'in,the Acts, and gourts may become a necessary in-

tervention strategy for women to use to bring about the needed
chance for increasing'their,rep;esentat' n in the top-echelons
of administration. Through the efforts of those committed to
the advancement of equality of opportunity in education and in
the world of work, many stereotypes have been disproved;: other
stereotypes have been\rendered'useless. . - |

»

It is no longer acceptable to assume that -

. . women . are not qualified. Women have been'qualified and
they are qualified now to be appointed to top echelon
administrative'positigns'in vocaiiQnal education.

. administrative positions are reserved exclusively for
men. Too many women have made significant contributions
to the educational scene and they continuve to do so., -

. ‘ - » v 3 ’ - ‘ 4 3 N L3 Ed )
-+ women do not want responsible decisionmaking positions.

Women have prepared for‘and_committed_themselves to
leadership, especially with the impetus provided by

o |
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@E . advancement opportunxtles for women are thé same as they

-have been for men. Research. studies have proved that
they are not

. iwomen sbould stay at home and be wife and mother. Unless
‘that is thelr choxce~~1f it is a ch01ce--1t is a worthy
one. . - i

... two-career famllles are somewhat of a novelty in today s
_SOCLEty. . It s the practlce not the«exceptlon.

‘ . geographlc mobility, age, tralnlnqg’and experlence are ,
| * the authentic barriers to women's pursult of leadership .
~, ' careers in vocatloﬁhl education. It has' been documented
/'that these barrlers e arbitrarily 1mpesed

, Research has prepared ‘thg groundwork for the era51ng of old
myths whicl, have restricted he opportunltles for women . It is

tame-~
T——for old tradltlons, prejudlces, and shlbboleths of ]
( the male establlshme%t to glve way
—-vocatlonal education looked more crltlcally at its
performance. in relatlon to appointing the most quali-
_ ,  fied person to an admlnlstratlve p051tlon in terms of
. . the competen01es needed

-~that the career pathways be as open for anén\}o travel
- as the paths have been open for the men : ‘

i‘; - ——both women and men take the responsxblllty to be equal '”i-'
‘ partners in the leadership of this nation's vocational -
educatlon 1nst1tutloqs o ‘ ‘ o

"‘4'5‘1
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' Factors Impacting Upon Women ot -
'as Members of Organizations ‘ - '

Introduction, ' - ” -

_ In addition to personal barriers which may inhibit persons -
from pursuing administrative careers, institutional and'organiza-"

- tional barriers reinforce and promote traditional stereotypic

bilities, the organization develops rules, regulations, and -

roles for women. Weber,l who suggested in the 1930's that many
organizations were becoming ureaucracies, has heen assailed by .
modern organizational theorists. The basic concept underlying S
this theory, however, provide an \explanation of how barriers o

- develop and how they are perpetuated. e

Weber -suggested that organizations strive to attain their ,
goals and to aceomplish these goalg in the most efficient manner = —
possible.  To ensure these ends, organizations developed divi=- ~
sions of labor with a hierarchical tructure' and distinct re-

sponsibilities at each level. To assure that the mos&’ﬁechni—_"

cally competent persons are hired-to fulfill specific responsi~ —— ‘e

standards which insulate it,fromfindividual'employee-idiosyncra-_

~cies.  Often the rules and regulations of the organizations are

impersonal and designed to sustain the organization rather than~—"
the individual. o 3 e o - SR

4 he follpwing two paragfaphs'éreia synthésis.of'the‘findings
of Mey and ‘Rowen. 2 Meyer and Rowen categorizedq organizdtions
as tight and loose couplings. They suggested that education is i

~a tight coupling, guided by strict rules and regulations from

which confidence in the educational system emanates. Accordingly,

tight:couplings include certification requirements for hiring;
accrediting mechanisms for evaluation of schoel districts ar
universities; and requirements for educational advancement in-

- ¢luding grade point avéragesfas welllaS-cuiriculum requirements.

v ) 4

‘ p 1 . ,
lMax Weber, The Theory of Social and Economic Organization
(New York: Free Press, 1949) cited in Barry M. Richman and
Richard N. Farmer, Leadership, Goals, and Power in Higher' Educa~
tion, (San Francisco: Jossey-Bass Publisher, 1974), p. 28.

¢

2John W. Meyer and Brian Rowen, "Notes on the Structure of
Educational Organizations," (Paper presented at the annual meet-
ing of the American Sociological Association, San Francisco, .
August, 1975):'PP-'1'§2;, EUED 3 e
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That authors malntaln such requ1rements is the basis for the
faith placed in educational organizations. -Since little formal

evaluation, according to thesevauthors,,occurs at -the instruc-

tional or individual schoeol level, there may be substantial:
diversity from one class or school to another. - Requlrements -
are so well engrained as the basis for confidence in the educa-
tional organizations and their subunlts ‘that communities rarely
mandate formal local evaluatlon

Meyer and Rowen's analysis 1llustrates how rules ‘and_ regu-
lations peypetuate organizations. If the community supports
the educational organization and the standards imposed by it,
the educational organization is not likely to readily adapt or
replace ‘those rules which have been used successfully to estab-
lish trust between the community and itself. Thérefore, rules
or standards, once established and supported by the populace, :
are likely to remain .in effect until the community becomes dis-
satlsfled and pushes for change. ‘

‘ m..A woman's career development is limited by structural
or developmental barriers,"” defined by Pamela Roby- as those &
organlzatlonal patterns. and practlces...whlch hinder or halt®

"a woman's entry into and progress in higher educatlon, ‘and then
- by 1nternalls§§ soc1al attitudes and. norms.4 [Empha51s is the -

author S.]
. : | 4 P .

Not all rules and regulations are formaliked.f In fact, A -
policies and procedures may readily follow from traditional -
norms and expectations into'stated policies and procedures.

Once formalized they become ingrained within the organization;

change may be unattainable. Research suggests the existence of

policies and practices. that tend to mitigate agalnst ‘women ob-

talnlng administrative positions in educatxon and spec1f1cally

ln vocational education. ‘ a
. . | .

Are there .organizational structlres’ which h€lp to eliminate
or prevent sex discrimination, bias, and stereotyp;ng? Because
the organizational structures have been designed by males for
males, are there different configurations or organizational struc-
tures which will better meet society's current and future needs?

3
Women in Higher ‘Education," in Toward a Sotiology of Women, ed.

C. Safilios-Rpthschild (Lexington, Mass.. Xerox College Pub-
“Wshing, 1972), p. 122. T ST TR T

4Nancy Schlossberg, "The leght to be Wrong is Gone: women
in Academe,' Educational Record 55 (February 1974) 259.

‘/
[
|
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Pamela Roby, "Structural and Internallzed Barrlers to r">‘"
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General "Factors . : : . S o I

d

| Organizational factors may, either singly or in combina-
tion, affect the utilization of women in the work force particu-
larly in regard to education administration.  Blanchard5 found .
~that out of a total of 16,000 public school superintendents only K
-about ninety were women superintendents in 1976; they were, how- .
' .ever, located in only twenty-five states, with the fewest in the
Northeast and the most in the South: . o -

"major differences'between women and.men administrators have - N

been reported. According to Gross and Trask6 men tend to be N -
.. Younger -than women when first appointed to a principalship, with -
~ sixty-seven of every one hundred men appointed before the age of

thirty-five and sixty-one of every one hundred women in the age

range of thirty-five to forty-nine before their first appoint-

ment. The Gross and Trask study also pointed out that there are o

few racial minority women or ‘men elementary principals. Of the . = «

189 principalg in the study group, 96 percent of the women were % -

‘non-minority; and similarly, 92 percent of the men pPrincipals were

married as compared to 33.3 percent of the women principals. ..

Kievit7 points out that women in vocational education col-
leges and universities closely approximate the position of women
.generally employed in ipstitutions of higher education. Kievit
also reports that~the sex of the teacher in vocational education
-tends to reflect txaditional occupational areas. Men tend to

- - predominate in teaching subjects: such as agricUlture,,technical
and industrial education, and distributive education. Women who
o teach in vocational areas tend to predominate in the subjects _

such as health education, hbme economics, and office occupations. .

The executive image and the added efforts to ‘attract men
" to the profession may also be related to the wide differential
o found between’women and men administrators. ' Salary may be.
anothet factor mitigating against women seeking administrative
. Ppositions. Several studies report a significant” difference L
., between the mean sdlary for women.and men administrators. S
’ ' : ' - ‘ o : =

.

5Paul D. Blanchard, "“The Impact of Sex Discrimination in the
‘Recruitment of Educational Policy Makers," (Paper read at the
Southeastern Conference of the Society for Public Administration, -

. Miami Beach, Florida, October 19-21, 1976), p. 47.

A

r

®Neal Gross and Anne Trask, The Sex Factor and the Manage-
ment of Schools (New York: John Wiley and Sons, Inc., 1976). .- R
fkpp.- 50—51- .. : . ‘ . : ° -

e

. "Mary Bach Kievit, "Women's Expanding Roles: Implications
for Vocational Education,™ Vocational Education for Special
Grougs, Sixth Yearbook, ed. James E. Wall (Washington, D.C.:

\ American-Vocational Association, 1976), p. 5. | -
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Pallante and Hllton8 reported ‘that in 197& the medlan salary for
men in administration was $13,256; while the median salary for,
' women administrators was $7 600. Gross and Trask9 reported
that - - ‘ .
. : . . . : \‘ .
...the difference in the kind of occupatlons that - .
. -men and women tend to specialize in partly explalns | <
P " why the earnings of all women working full time in ‘
' ) 1970 averaged only about 55% of those of ‘all men’ '
- working full time: - o ) _ e

) Gross and Trask further reported flndlngs from the 1970 census
which suggest the number of women who earn in excess of 510 000
has increased 400 percent from 1960 to 1970. In this same time
perlod the’ number of men who earned over $10, 000 had increased
by 250 percent. Although the percentage of increase, for women NS
is greater than it is for men, 'the disparity in numbers between
men and women in this category demonstrxates not only & continua-

- tion of a salary differential but also a widening of the gap.
In 1960, about 25,400 women earned $10,000 or more and by 1970
“the. number had lncreased to about 109,500. In the same decade
.men who earned $10, 000.or more rncreased from approximately
1,100,000 in- 1960 to sllghtly over 2,900,000 in 1970. The per-”
centage increase in women's earnlngs although greater than men' S,
‘is mlsleadlng when one also is aware that only 1 percent of all
women in 1960 earned $10,000 or more and in 1970 only 3 percent
of all women earned $10, 000 or more.

A number of sources 1nclud1ng Clement et al. 10 and Gross
and Traskll suggest that sex is a better predictor of salary than
vears of experience, profes51onal,exper1ence, or types of ad-
vanced degrees. Educational institutiéons often utilize a salary
schedule as a means for determining an individual's salary; how-
ever, this scale may besinfluenced by such. differentials as

‘ﬁ, ‘gxlltary experlence.. Such salary schedules, often deemed falr,
T an be used to drscrrmrnate within authorized bounds.. .
. ‘ 8James J.. Pallante and Cheryl L. Hllton, “Authorlty Posxtlons
\\‘_~ for Women_ln Public Educatlon,“ Contemporary Educatlon 48 (Summer
. ',1977) 41. . _ . »
- - 9Gross and Trask Sex Factor ‘and Management of Schools, p. 8.
'10Jacque11ne Clement et al., “No Room'ht the Top,? American
e mEducatlon 13 (June 1977): 21. ' : .
~ 11Gross and Trask Sex Factor and Management of Schools,
. . p. 8.C \
"" p *‘{ - . -
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The National Education Association’s 1972 study ﬁéundAé

.$1,762 difference between men and women who were employed as

- some responsibility for dealing with these barriers.

full-time professors. Additionally, the 1970 Kayl2 study found
the 1969 median salary for women teachers in vocational educa-
tion at every level to be $1,158 less than men teachers in the’
same or similar fields. = . | | B
Taylcrl3_reported'that\even though certification was the
same for men ‘and’women and salaries were based on exXperience
and training, men were making an average of $2,000 a year more
than the wamen. K ‘ , ' . ' ' . -

- Zellman remarked that in the past when women wanted to com-

~ pete in male-domi ted institutions they had to deal with bar-
.riers on an individual basis. Flexi-time and .child-care pro- \

visions are indications that society is beginning to .accept

Because of the power structure our society is
almost entirely male dominated and male run, .
most institutions are designed to reflect .
‘male values and accommodate men.l4

As: more qualified and aware women advance 'into decision-making
positions, they will be’on the cutting eédge to challenge artifi-
cial barriers as well as to influence and accept responsibility
for removing them for other women who will follow. Neidigl5 found

'that superintendents believed more men should be appointed to

administrative positions because women predominated in the

teaching areas and they believed students needed contact with

both women and men. Neidig also found that both sdperintendents-

~and male board members believed that only women who were heads

of households should be considered fOr,adminiStrative'pogitions .
and that 76.2 percent of the superintendents believed that male .

A

12pvelyn R. Kay, Vocational Education: Characteristics of

"Teachers and Students, 1969 (Washington, D.C.: U.S. Government
- Printing Office, 1970) cited in Patricia Sites, “The Role of A

~

i
"

Professional Women in Area Vocational Schools," Pr. 22-23.

¢

'Phi Delta Kappan 15 (Octobgr 1973): 125.

~ 14Gail L. Zellman, "The Role of Structural Factors in Limit-
ing Women's Institutional Participation," Journal of Spcial Issues
32 (Summer 1975): 34, ) ' ‘ o
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15Marilyn B. Neidig, "Women Applicants for Administrative

#Positions: Attitudes Held by Administrators and School Boards®

(Ph.D. dissertation‘/TQs\University of Iowa, 1973), p. 12..
: ¢ [, . A ) - I .
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13suzanne s. ﬁaylor,"Educétional Leadership: A Male Domain?"
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- classroom teachers prefer to work with male pr1ncxpals.

) 7 — “--‘

P

ASiteslﬁ
also ‘noted the concentrated efforts to lncrease the number of
men in the field of educatlon.- '

-

‘In view of the dlsproportlonate_representation of men and
women in these positions, what rules and regulations or policies
" and procedures exist which act to impede the participation of
women? What causes one geographic region to promote and/or
.employ women for superlntendent positions more frequently than

- others? What organlzatlcnal barriers also mitigate against these ~
women ' pursuing .and obtaining positions in other school districts?

l6patricia T. Sites, "The Role of Professio

, na Qﬁen in Area
Vocatlonal Schools" (Ph.D. dissertation, Pennsylvagia State Univer-
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Admission‘Requirements

Graduate schoo;s may 1mpose barrlers that work agalnst
women as they pursue their academic programs. This is espe-
cially true of women with famlly.respon51b111tles Solmonl7
- found that most women who' interrupt :their graduate programs do
so because of the home and famlly responsibilities. If too ‘much
intervening time passes, it is.often necessary for the women to
start over. Many women are unwilling to repeat a program, due
to lack of time coupled Wlth limited flnan01al resources.

Addlsls found an- unwxlllngness on. the part of administra-

. tors to abandon college board scores for women who were re-
entering the university through special programs designed to

- meet their needs. Many of thege women had taken college work
but were concerned about the p rcéivgg obsolescence of earlierxr
work; some were interested in training for an entirely different
field. The faculty worried about the legitimacy of a program-
designed only for women and the waste of investing in these
older women who would not have as long a time to use newly
acqulred skills. ‘ . : "

' . Addis described a program which she label search
College." The participants were all post-doctoral stqdents and
the expectation levels fOr‘theseﬂstuéénts were high. he college
encouraged the women to mix with the undergraduates and to serve
as role models.: The undergradwate students reported that they

" were inspired Wlth the way these women managed two roles. The
college recognized that these students would have different

learning ang study habits, therefore, admxssxon rules were re-
laxed to accommodate the differences. :

The dlspropo!tlonate percentage of women obtaining bachelor
}degrees compared to the percentage receiving advance ducation
degrees may be related to graduate schools'admission prattices
and policies. According to Solmonlg, of eighty-four graduate
schools granting Ph.D.s in 1972, men candldates were admitted.
in the top-ranked schools, whlle womgn -were more likely to he
admitted to. graduate-s?bools rank1ng"m1ddle to poorest.

g |

17LeW1s C Solmon, Male and Female Graduate Students- The
Questidn of Equal Opportunity (New York: Praeger Publishers),
1976), p. 15.- , , \ ' ‘

18Margaret Emlly Addls,."Problems of Admlnxstratlve Change 4
' in Selected Programs for the Re-education of Womeﬁ“ (Ph.D.
dissertation, Harvard Unlvérsxty,,lBS?) pP. 145, -

"IBSélmon, Maleg&ndAFemale Graduate Séudénts, p. 46.

oo . 57'3



such pﬁegrem and 12 percent of the tralnees.for another.e

- where earlier work had been taken; often credits dlqbnot trans- .
fer because course work had been completed too long
The fasulty had conflicting expectations of these nontradltlonal

™

(L

" Furthermore, Solmon. indicated that twenty-five of the eighty-

four schoolsradmitted a higher proportion of men than women.

‘When seeking admittance to graduate programs, women are more

likely to attend institutions which are ranked lower and per-
ceived to have less status. The effects of such policies and
practices are difficult to calculate; however, differential -
schooling could lead to differential hiring. Universities
hiring professors and administrators may utilize an applicant's

academic preparatory. 1nst1tutlon as a criterion in progectlng the
future success of an appllcant .

.. One other factor must "be mentioned in regard to educatlon
tainment. Solmon cites a 1974 study by Centra which indicated
that more years elapse between beginning a. bachelor's program

-and obtaining a doctorate in education for women than men. The

mean number of years for women from startlng 'the bachelor's
program to the completion of a doctorate is 16.6 years as com-

'pared to 13.8 for men. 20

In recent years a number of 1nstgtut10ns of higher educa- &
tion have received federal, state, or private funds to provide
in-service programs for educators, These programs lead toward .

‘the complétion of a master's degree. Pallante and Hilton?l o

report ‘that women, comprlsed only 2 percent of trainees for one

The emphasis -thus far has been w1th regard to women who
are’ enterlng graduate school for the first time or who are
pursuing professional growth opportunities through in-service .
programs. Addis, 22 however, focused on women who are re-enterifg.

‘educational institutions to pursue degree programs. She found

that the returning women students had needs that were not being -
met by the educational institutions. She further found insti-
tutions were adjusting with more or less difficulty. These
re-entering women were not always able to attend classes as
frequently as full-time students wheo had no other responsibil-
ities. It was difficult to receive transcripts from colleges

‘g

efore..

: . - e
\ , . o : - “

]

1pid., p. 67.
21Pall'ante and Hilton, "Authority Positions for Women :
Fr1nc1palsh1ps,“ p. 208, - S ;o - o
a : . | §
zzhddls, "Problems of Admlnlstratlve Change in Selected .
Programs,! p. 58. , A L
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students. It was not uncommon to hear concerns expressed about =~ §
‘lowering the university standards by accepting "these students.,
Some faculty were requested to take on extra teaching loads in’
‘order to accommodate the women's program with very little, if

any, salary adjustment. Added teaching loads were received with -
less than enthusiastic support; in addition, it caused some -
faculty to question the. real commitmgnt of the university or
college to the new programs.. All nir institutions 1n~;he study
identified the need for special counselors foqQﬁhe returning RS
 women. , Some institutions were willing to let ‘the women do more

of their work at home which made the dual~-role conflict easier

. to manage. Addis believed that financial .assistance provided

to the women made it possible for them to attend. Without the
financial assistance, participation might not have been possxble.
Women were told that it would simply be too difficult to manage
all the academic work without emotional and financial support. ’

" 'Many of the programs required the\full support of the husbands.
Many re-entry women brought.a rith variety of experiences to

the program. Some colleges were able to award credit for the
experiences while others were willing to waive the full- time
student requirement as a requ151te for flnanc1al a551stance T -~
opportunltles. : : :

5

’/ . i -ty 4 [ . .
{ oo rer——

N The questlons need to be examlhed Who do so few women'

: part1c1pate in federally funded programs? y do so few women-
receive financial assistance? Why are the inancial’ sources
less for women than for men? Are institutional requirements
- in regard to course limitations, e.g., geographic 1oc§tlon,
. time-frame, a singular delivery strategy, prerequisites, meet-
ing today's needs? Are_there emerding needs whlch are belng
overlooked by educatlonal 1nst1tut10ns.—

. ) ) . N\
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i Recrultment Practices S - - R

-
4

Dias, 23 Ellis,24 Muhich, 25 and Niedermeyer and Kramer26
found that too cften women are not recruited because it 12&1
assumed they are not interested or are not capable of bec ng
good administrators. Limited publlclzlng of positions was
1dent1f1ed to be part of the recruiting problem by manyf

-
R

| - Although Title IX specmflcally addresses employment prac-
’ gg* ‘tices in educational organizations, a number of informal' ‘prac-
- tices and policies flourish which undermine the effectiveness
of the law. Timpano27 discusses the recruitment fllterlng - .
practices which are used by some school. districts, to circum- ' -
vent the intent of the law. The following are the recrultlng
filters identified by Timpano which continue to perpetuate
tradltlonal employment 1n ‘educational organ;zatlons.
' .“'Pa551ng the word along through the lnformal buddy
system, the. "boys," or other fraternal or male—
_domlnated professional assoc1at10ns '

- .- Contacting university placement services known to
~ recommend men even with qualified women registered
L3 ‘- “‘.. Employing search groups who have a track record -
: | for selecting men, only, as finalists ‘ )
8 . Looklng to women's organlzatlpns only as openlngs

S in a female 1nten51ve field

. N | - P | A

23sally L. Dias, "The Aspirzation Levels of Women for Admin-
istrative Careers in Education: Predictive Factors and Implica-
‘tlons for Effecting Change" (Paper presented at the annual meet-

ing of the Amerlcan Research ASSOClﬂtlon, San Francisco, Aprll
15-23, 1976), p. 46. , J

24Mary Ellis, Women and Work Career and Vocational Educa~
: tion Professional Development. Report 16 (Raleigh: North Caro-
\ . llna State Unrversxty, Center for Occupatlonal Educatlon, 1974),

\ o ‘ -

o 25Delores Muhich, ?“Dlscrlmlnatlon agalnst Women in Edupa~
tional Admlnlstratlon"‘(Paper read before the National Associa- -
tion of Women Deans, Admlnlstrators and Counselors at Chlcago,
December 1973), p. 12.

\ »

26Gretchen Nledermeyer and Vickie W. Kramer, Women in Admin- -
istrative Positions in ‘Public .Education: A Position Paper ecruit-
ment, Leadership and Training Instltute,.U.s Department of Health, ~*
‘Educatlon and Welfare, 1974)“pu 37. -

27poris Tlmpano,‘“How to Tell If You Are Discriminating against
( . Would-be Women Administrators and What To Do about It If You Are," .
~  American School Bqard Journal 163 (June, 1976) : 20. B
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b N
. Announcxng "ppossible p081tlons,v if women apply,
withdrawing tve positions < - .

&

- Limiting the annpuncement circulation to thhln : | %
the district, 'knowxng that, few, 1f any, women o .. .
’ were certified” o | _ S0
. Using sexist language to convey subtly the 1mage : o
of a male candidate and the not- -so-subtlesmessages: s ]
. "We are seeking to replace a man who left a high
B sohool prlnclpalshlp : | : _ '
,Y¢‘Select1ve aduertising |
(‘ . ‘ E . “\k
s . 'Plac1ng an ‘ad in papers a week before dead—«. R
| - line . 4 Sl
, ‘ , -,
. Selecting Journals kgown to be c1rculated P f /
among men o \ o . ' ~./
(' ’ Q & ‘ ;
. . Using bllnd box numbers, thus avoldlng - : £
¥ S '~ identification making it possible to reject o B
‘ : © qualified individuals and leaV1ng them help-
less to verify | _ o . »
. Advertlslng only afterAthe selecteq-candldate ' B2 .
- is already on the new job , S ‘
d In addition, few women, if any, are encouraged to con51der w“g‘ -

administration as a viable option. This attitude overflows into g
the job requirements; and whether it is an established, institu- Y
tional practice or not, it operates as such. The fact remains -
Jthat dlscrlmlnatory practices continu®. * What efforts are nec-
essary to expose the discrimination practices? What efforts
ake necessary to supplant these -practices with an active com-
m;tment to bring wamen into all-levels of dec1sxon-ma§1ng and

spec1f1cally into top admlnlstratlve p€51t10ns? '

|
|

N . ‘ ) « . v . \
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.i Job Requirements. . ~--.] .
- It is seldom written as part of the job quallflcatlon that
~one needs to be male, but studies often found sex to be the most
important indicator for advangement. According to Barlow,28 male-
ness was identified as a preferred characteristic for vocational )
\\educatlon administrators. McIntyre29 suggested that position . 7
descriptions be specific, include expectations, and be welghted *
to reflect more objectlvely the real requlrements of the p051-
&tlon- ‘ “ v N o . . LD

~ The lack of advanced education and degrees has often been -
" cited.as a major reason why women are not found in educational
~administrative positions. The supposition is: Women do not
_ - hold master's degrees or the education equlvalents neeﬂed to
‘3 - apply for administrative credentials; and, therefore, are not
. * qualified to be employed as. admi 1strators. Nledermeyer and
Kramer30 report that in 1970 women who received mastexr's degrees 1
nd doctorates in education administration represented 21.7 per- —~
- - cent 'of the former and 8.6 percent of the doctorates conferred. =
L Fishel and Pottker3l 1nd1cate the number and percent of those
o obtalqlng master's degrees and doctorates in education adminis-
1 'tratloy suggests women are prepared tor administrative posxtlons.
The number and percent of women receiving degrees in -edu~ ¥
A cation édmlnlstratlon is not proportionate to the number and - 5
wpercent of women receiving bachelor's degrees in educatlon.
. - Pallante and Hilton32 report £indings from the statlstlcal
I - abstracts which indicate that wamen receive 74 percent of all A
, bachelor's degrees awarded 1n “education. With regqrd to the R
S . :

- . ' =~

\
|
v _ , |

|

" , 5 28Melvzn L. Barlow, “Oplnlons of Cpmmunzty College Presi-
o dents and Qeans aof Occupational Education Concerning a Doctoral
Program to Prepare Occupational Education Admlnlstrators- A

" Pilot Study" (Los Angeles: University of California’ at Los
,Angeles, Graduate, School of Educatrbn, 1974), p. 47. SN

A

1

29Kenneth E McIntyre,l"The Selection of Elementary School

Prxncrpals,“ The Natlonal Elementary Princrpal 44 (April 1965): oo

46. A - | | o ,‘ T~ |
BRI 30N1edermeyer and Kramer, "Women in Admlnlstratrve Posrtlons

in Publlc Educatlon," p. 37 - , .

) 31Andrew Flshel .and Janlce Pottker, "Women Lose Out: Is
| There Sex stcrzmrnatlon in School Admlnlstratlon?" The Clearlng
i House 4? (March 1973): P - o

A 32Pallante and H;lton, "Authorlty Positions for Women," .

P 41. T LE : .
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spec fic teachlng area dlsc1p11nes in vocatlonal educatlon, se-
lected statistics from Baker and WLlls Summary33 provide the fol~
lowin degree data- o , o

Téble 2‘ L .‘;i:z S }

§ f; Vocational Educatﬁon 1974 75

4

R { AR T o , DEGREES AWARDED
}'\." - Teachlng Spectallt{ Bachelors <1 Masters Doctoratel‘
\ VoL ... L . o . ." ’ A‘ i - - : . . . - -
) -l Agriculture Educafion 6 1,023 10+ 375| 1] 25
i | . ] Business, Commerce, and /" : SR ' 1.
™ | Distributive Education 4,880/11,3971,322 636] 23] 63
: e Engineering Technology o ) :
(Include Trade and E | 1 AN I
Industrial Training) - 1921 7,305 4 \\gl7 - 2
Health Education (includingj - . co e
] - Family Life Education) 1,123 745 531 493]. 18 .‘u28
N ‘Home Economics Education 5,065 101 748 | 12} . 19}
. Industrial Arts Bducation 4121 7,094 430 2,%39 40,1 . ;71
| Law Enforcement Educatlon 11,6721 8,284 139} 8F4f - 11
* Totals __ \ 13,409 [25,858p,184 | 4,786 101 | 300

y— - . \ 1? —
From this data, lt seems apparent that women in vocational

- education aret*earning advanced degrees which would enhance their
‘qualifications to be considered for upward moblllty in their ca-
reer development. Additionally, as examination is made of ‘the
“graduates in edugational administration almost no bachelor's :
degrees were, reported;-at the master's level 2,731 women and y
7,873 men completed the degree. At the doctoral level, 221
women and 1,094 men had the degree conferred.34 It is interest-
.ing that approx1mately one out of every ten women who earned a . '
master's degree completed the termlnal degree compared to approxi- .
mately one to every eight men. Regardless  of the educational

v level, the data indicates that indeed women are preparlng them-

o vselves for career advancement.

\ .

. e
1

!

Bt —~ . . ' ¢

-~ \

S “Qlaprtxs«o. Baker and Agnes Q. Wills. Earned Degrees Con~ -

Ferred l§745§§: Summary Data, (Washington, D.C.:  U.S. Depart- -
ment of Health, ‘Educatlon and Welfare, 1976), Pp. 33- 35

. - 34Ib;d p. 33 TS el /
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, Additi@nalkdata relative to degrees awarded to women were.
prepared, for the years of 1970-77 to 1975-76 for the bachelor's,
master's\level and first-professional degree.35 For the latter
veterinary medicine, law, and pharmacy represented the largest

- portion of women receiving  degrees for the first professional in

all fields| 6.5 percent of degrees awarded were to women in 1870-71,

. that percentage increased to 15.6 percent in 1975-76.. For the
bachelar's and master’'s degrees, broad disciplines which tend to

reflect impact’for vocational education are agriculture and natural

. Bachélor's,
5.9 to 14.3 percent; education, bachelor's 74.4 to 72,8 percent; L

- resources, education, health professions and home economics. ' The

71 and 1975-7§ at the bachelor's and master's levels are as follows:

propcrtion~o§}degrees awardéd to women in each discipline for 1970~
griculture ...4.2 percent to 18.3 percent, master's.

master's 56.2 to 64.3 percent; and home economics bachelor's' 97.3

to 95.9 percent, master's 93.9 to 91.5 percent. For all disci-

.’

pPlines at the bachelor's level 43.5 percent to 45.6 percent, mas-\

‘ter's level 40.1 to 46.4 percent. For all degrees earned, the
 propartion.ef women earning those degrees is nearing the 50 per-

cent mark. It appears that a shifting from the traditional voca-
tional diskiplines can be noted. - '

As the advanced degrees are frequently stated requirements
for the administrative positions in vocational education admin- " *
istration, the statistics indicate that qualified women do exist -
to assume leadership positions. There|are caveats which need to
be examined. It seems inconsistent that women would receive 74
percent of all bachelor's degrees‘iq;education yet not be repre-
sented beyond 2Q percent of .the doctbral degrees conferred. . Is
it reasonable to assyme that women are achieving their career
goals with attainmedt?of the bachelor's degree, or do other fac-~ .
togs within the university system exist to discourage women from -
pursuing advanced degree work? What are the dynamics behind the
statistics which show more women are entering into the agriculture
specialty area than men entering into the home economics area?
How much do the financial disparities recorded between the tradi-
tional women's and men's fields enter into the picture?

rs

- 35v"proportion of Degrees Awarded to Women," The Chronicle
of Higher Edu¢ation, 23 October -1978, p. -11. - -
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- Hiring Practices . - o -~ | S

[

One hiring praétice designed to meet affigmative action

’ goa1s is to create new positions for women with little or no

opportunity for advancement. These women and the posxtlcns are, \

often phased out within a year or two. Another practice is to
hire women and'not give them access to information which has

beén channeled through the “old boy network." Women have also
been hired into positions devoid of authority to make decisions

" and yet given responsibility for the decisions they were not

- K-12 educational agencies and boards of trustees for 1nst1tutlons

‘responsible for making. Hiring women into a position previously
held by a man under a different title, with the pay scale ad-
justed downward is still another practlce evidencing the con-
tinued discrimination practices gopular among. the. school systems
(McIntyre, 36 Mattes and Watkins, Tlmpano 3k Muhlch ‘and = —
Nledermeyer and Kramer40). o

Increasxng the number of women on school boards has been .
suggested as a possxble remedy’ to the problem of underrepresen-
tation of women in school administration. School boards for

of higher education are empowered by state law or ‘charter to

- formulate policy for their respective institutions. These -

‘ﬁ

T
\

boards possess legal authority with regard to the'hiring and
firing of key administrators as well as policy formulation. The .
persons who are members of such boards may indeed, whether elected
or d#ppointed, seek to influence » overtly or covertly, decisions -
which promote their personal value systems perpetuating preju-
dicial attltqabéﬁacqulred from the socialization process. Board
members can also be influenced by community norms ahd expecta-
tions with regard to their organizations. The ;mport of the -
. » ."‘ ’ . .

, 36Kenneth E. McIntyre, “"The Selection of Eiementary School
Prlnc1pals,“ The National ElementagX‘Prlnclpal 44 (Aprll 1965):
42 47. _ , } | ,

v
My

: 37L1nda Mattes and Fo ter J. Watklns,'“Woﬁén inuAdminléffa—
tion in %chools of Educat on," Intellect 100 (November . 1973) .
132-133-~ / ‘

: 38poris Timpano,, "Howy to Tell if You Are Dlscrlmlnatlng
\agalnst Would-be Administrators and What To Do about It If You

Are," American School Board Journal - (June 1976) 19-23.

39Muh1ch "Dlécrlmlnatlon agalnst Women in: Eﬁucatlonal {;
Administration," p. 2. - 1 = L e
40 |

 *“Niedermeyer and Kramer, "Women in Admiﬁistrative'Position’-
.in Education," p. 37.
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- hoard members and their attitudescmay'iead to the contintation
©of entrenched organizational barrlers whlch become apparent 1n

policy dec1510ns.'

" The Natlonal School Board Assoc1atlon reported ‘an 1ncrease_»
in the number of women serving as ‘school board members from 1970

to 1975. 1In 1970 women comprised 10 percent of all hoard mem- *
~bers; in 1972, 12 perceat of all boaxd members were women, and.

©

in 1975 women represented 20 percent of all board members.
Blanchard4l also repoxt§ that women are found in .greater numbers

‘on boards in the North:apnd Northeast as compared té the South

and Southeast. Furthermore, Blanchard indicates that cone- ~third
of all boards do not have women members; one- thlrd*of all school
boards have one waman serving in that capacity; whule another

third have two or more school board composition ofaa school dis=e -

-.trlct with women in higher level admlnlstratlve p051tlons, were

not found ln the literature. T . J"j,
N : .
ngher educatlon, accordlng to the 1977 follow—up studg

| ( ~eonducted by the American Association of University Women, 4

emonstrated a reversal of the trend for increased representa-
tion of women on boards of\trustees. " The findings. show that
during the 1970-1977 period the percentage of women who served

-as trustees in 600 institutions decreased from 21 percent.in
1970 to 12 percent in 1877. Of all college trustee pOSltlonS,

men hold 79 percent of the appOLntments. Although the study
indicated that small, private women's colleges often have more .
women represented on their boards, the data suggested that

- women comprlse only 50 percent of the trustees at 38 percent.
- of the women s colleges lncluded in thls study. ©~

i

\ 4
" The flndlngs of a recent Ohio School Board Journal. Survey43
suggested that a majority of board members perceived differences
between boys . and girls - differences attributable to the
socxallzatlon processes within the family and sociai ingtitu-

“tions. With regard to educatlonal differences, 70 percent of

3 _ s : --%' - »
41Blanchard, "The Impact of Sex Dlscrlmlnetlon in Recrult-«

ment of Educatlonal Policy Makers," p. 47

42Anita Miller, "Women, Education and the Future,” (Speech
presented before the Futurlst Society, Houston, Texas, October
19-21, 1978).

43Susan Salter, "wOmen s Lib among ‘Women School Board Mem-
bers: Not Very Militant," Phi Delta Kappan 60 (November lﬁ?&)
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the respondents indicated that boys and girls receive differen-
tial treatment in schools. Approximately one-third of thé re-
% Sspondents perceivgd women board members-as less well thought of -
because of ‘their sex. To a lesser’deg:eé}_the female respond-
~ents perceived prejudicial attitudes and behaviors from male _
community members, superintendents, and female community persbns,

From perceptiocons of'the'respondents focusing on the per-- o
ceived differences between female and male board members, -the data

‘ . -suggested that female board members had a greater knowledge of

-« - »child¥en's needs, whereas the male board members were more knowl-

‘ ' edgeable in<regard ‘to financial matters. Forty-three percent of
the respondents indicated that an all-female board could be as

. effective as an all-male board. And an all-male school board _
‘does ' little to affirm a positive image or commitment to the is-'
‘sue of incréasing sex equity .in ‘education. R

.~ Another hiring practice -which has operated to excludeé women'
U from educatjonal administration,is the anti-nepotism posture
| adopted by many institutions. Traditidnally anti-nepotism has
worked to the advantage of menfwhile'ignoring“ﬁomene Robinson44
found that some women would not apply for administrative posi- o
tiens simply because of anti-n#botism practices. Miller reported .
~that, in the American Association of University Women!s (AAUW)
Study comparing- the progress made in 600 colleges and universi-
-ties from 1970 to 1977, the data showed an increase from 65 to
.. 74 percent of the institutions aagndoning,anti-ngpotism“rules,
. Miller further pointed out that, @ven with the reduction.ef the
. ‘restrictive’ employment policies, there was still a 20 percent
.drop of the institutions employing wife and hushapd sams.45 -
... - Vocational “education has the unique situatyjon d jbeihg an '
‘integral part of the total education program. At tikmes the
delivery structure for vocational education establishes separate
- school boards. There are rno known studies of the perceptions-
of the board members and how their value sets may influence the
" appointment of women inhto adminigtrative positiomg in vocational
'’ - education. . . : 3 ' '

R

, . '}
‘ - Tha*r;zitionShip.of‘women'board members, their perceptions
of the role of women in administration, and the ultimate appoint-
ments for women to administrative posts also need examination.

s . . ] . -
..“. ‘ . ‘ . o~ N

@
2

C . %41 H. Robinson, "The Status of Academic WO“@H“}ERIC Clear-,
=+ —-inghouse on Higher Edyeation; April 1971, cited imMuhich o
. , - "Discrimination against Women in Educational-Administration,"

P, 16, - - ' S -

45Anita Millerx~“Womég,'Education; and the Futute," Speech.
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.. Communication .

\ -

In the November 1978 issue of NOW Tlmes, a study conduci:d

. .+ by researchers, Candace West of 'Florida State and Don Zimmer
. p of the University of Camlifornia at Santa Barbara, was report
L They found that, when either men talk together or _when- women'
“talk together,. anterruptlons in the communication’ sequences were
about equal. It is en a man and a woman talk that a differ-
ence occurs.. The T makes' 96 percent of the interruptioens.
_ - The woman, compensates by making “retrievals™ (plcklng up where
N . she Teft off) about One- thlrd of. the tlme . :

d

\
" At seven unlverslty faculty meetlngs, Eakins. and Eakins
carefully timed the length of turns' and number of turns taken
by edch faculty member. ”The-meetings were taped and transcribed.
‘ B G [ .
+ 7.7 With one exceptlon,'the males surpaSsed the females - o
SR in number of verbal turns takem. The. woman with
'. g - the fewest ttirhs averaged 5.5 @ meeting; the man'
with the fewest turns not only Kad -over twice as. .. .
— N many as. she, but he exceeded all the ‘other womenﬁ
| o except one in number of turns.47 o N
. _ . N
The average shortest tlme perlod for males was 10 66 seconds,
for .the females, three. seconds., The(authors also cited\ research
'conducted by Wood48 about spontaneous speech’ in which eiyhteen
males and eighteen females were given twelve photographs of.a
man's face, the expression .changing from picture to ﬁggturet'
The speakers were to describe the pictures to an unse listener
so that the listener would be able to plck out the “correct pic-,
_ture from among twenty- flve pictures given to the 1i ner.
The speakers were informed when the listeners chose the correct
.plctures.- To test the response of the speaker to success or
failure in communicating, prearranged false feedbacks were given
. so that the speaker would succeed anfi fail in ‘a prédetermined
. order. It was found that the male speakers used significantly
" Xmore words per speaking time than the femaleﬁ‘used Responding
" 'to’ feedback of failure, the females did not notlceably chdnge
the length of their talk. The male é@eakers used more words
IR as- Sgey went through the series of failure: and’success experi-
. N\ "ences.- THe males seemed to demonsttate more sens;t1v12y, in
. " . - « o -

*

... . e 'J ' * . ' ' | “
\_“ o 4G"In Brief," Natlo a& NOW Tlmes,_November 1978 P-,Z: .

ol 47Barbara Westbrook Eakins- and R. Gene Eaklns, Sex Differ-
'+ » _  ences in Human COmmunlcatlon (Boston: Hqughton fofldn Co.,
1978), p- 26. . R

7‘.-‘- . 48Ibld‘ . LT . | . l "- : | | 7 | | . -
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terms of number of words used, to success or failure in communi-
cation than the females demonstrated It may be that females
accept the folk view that women's speech is unorganlzed or
illogical and confused . thus viewing communication failure
casually thh a "so what else-ls~new" attitude of re51gnat10n'4

A If another 1nvest1gat10n conducted by Swacker,50 thée find-
ings also demonstrated’ that, as the participants were describing
palntlngs and- en raV1ngs, ‘the females took considerably less
time in their deRcriptions than the males. The average time for§
females was 3.17 minutes contrasted Wlth\l3 minutes for males.

No sxgnlflcant differences were noted in' the speed of speech
‘between the wamen, 113 words a minute, and the men, 107.9 words "

a minute. In an exercise conducted by Eakins and Eakins in

which members of a group described an arrangement of squares

to another member—-thh the listener to draw the arrangement in
}xtlmed. no- questlons ~asked setting, the males in the majority

of cases spoke longer than females. Little difference was ‘
recorded between the sexes and the number of persons correctly -
draW1ng the arrangement of squares from the oral directions.

e females did not seem to repeat thelr lnstructxons as often
as males.S5l

¢

-

According to Eakins and Eakins,: ", ..communication has been .

studied in connection with such categorles as race, class,
‘religion, political Settlng, and economic background, but little’
at%bntlen has been given to sex as a variable.>2 Communlcatlon,
as with most management studies, has been approached and normed
by researchers using only ‘male subjects. Tobias reported, with
yixed amusement and -irritation; about one researéher who was
. having some difficulty with a study and finally threw out tHe
material gathered from. female subjects because it. "skewed his -
,data."53 : .

L oen “ ‘ . - . . o ¢
In éur personal aad profe551cnal lives great importance is
attached to know;ng the sex cf another person as it télls us

#

Y N . . - ! )
& L 4

A

. f o .
49Ibid. ’ p. 27. ] ' 'l ) !

S07Bid. IR
Slpia., p. “29

. 52Eak1ns and Eaklns;.Sex leferences in- Human Communlciélgns,

A ‘\"'53Ibid.j I A NN I
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how to respond to that person. To illustrate how, in our en-
+ deavors to respond to the gender of the person, we attribute.
- ) .more to the sex than is necessarily warranted, the story of
. the short- and long-whiskered rats is presented. - o
. . . % A

| SN . . . |
Short-whiskered rats were put in a conditioning box .
I . where they learned to respond only to red lights. o .
‘Long-whiskered rats were put iqia box' and taught to =~ = - '
. respond to blue lights. After the rats were con- |
' . ditioned, the researcher wrote up the experiment as .
: "\§j - if the rats' responses resulted from a difference H
A in whisker -length. It is possible that just like - o | '
S -~ the different conditioning boxes, the varied social. =~
- ‘enviroanments for the sexes are creating the differ- ' )
ences, 54 . o ' . |

. A
N

. Kanter,55 in describing-ccmmpnicétion within groups, sug-
~gested that, as a tcken woman enters a male group, an imposed ST
stereotypic casting of one of four. stereotypical roles is .g
attributed to her. , Thesegr rples are: the mother, the sex ob- ‘
ject, the :pet, and theéj?;n.maiden.l According ‘to Kanter, the.
mother role is comparatively safe. but the nurturing role pro-
duces three consequences: 1§ .the mother received rewards for =
service to the males but not .for independent action; 2) the g ‘

- mother! is expected: to be non-critical, and since the ability -~ [ '\
to.differentiate and be critical'is often an indicator of. -
‘competencé in work groups, the mother is excluded; 3) the

\',’- - mother becomes the emotional specialist, retaining the tradi- } __ 1f:
17 s+ tional feminine characteristics. A A
y\. : : Qhe‘“séx~objeét"--the-role.of.the seductress (this is a

perception, the woman may not be consciously behaving seduc- .
, , tively) is seen as. sexually desirable and potentially avails S
R able. If she shares her attention widely, ghe risks the hu- ..
. ‘miliatien of the whore; should she form an alliance, resent-
T ment is aroused; the perceived sexuality blots out all other = \
\'° - characteristics. The introduction of sexual competition and - ,‘
o ' jealousy creates tensions. S L ‘ : '
- . ~._,\\ L B - . . - ‘ ' . o ‘
The "pet," adopted by the male group, is-amusing, Serves .
as a mascot, and a cheerleader, provoking humor. A display of
ompetence is complimented and treated as special as if it is
unexpected.. ‘ /1 o o . ' .

. B "
e . .
xb : x .

S41bid., p. 15. - L

) 55Rogabeth Moss Kanter, "Sex Roles and Group Interaction,". . o
. Excerpt from "Women in OKganizatiohs: ' Change Agent Skills," )
mimeographed (Waltham, Massachusetts: Department. of Socioclogy,
- Brandeis University, 1974). S I A

<
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'addresses this issue by saylng,

New Dlrectlons for ngher Educatlon 22 (1978): 99.

The "iron maiden* role portrays the typlcal strong woman.
Women who become trapped in this role are often behav1ng in
healthy, self-actualizing ways. The male response may stereo-

type them tougher thah they are. . .

Conflnement to a stereotyped role 1nh1b1ts, if not prevents,
an effective communication process,between female and male admin-~..
istrators. As more studies are conducted in the broad spectrum
ofi communicatiens using sex as cne of the variables, it is dikely
that '‘a new basis will emerge to reduce the: 1ncongruéhcy, the dis-~

~Sonance, - the unresolved conflicts which constraln ccmmunlcatlcns :
 to a narrowgavenue of stereotypic behavxor patterns.~' :

3 ..

"To fac1lltate the communications so.vital within. an organiza-
tion, being able to select a co~worker who makes one feel comfort-

‘able, elicits trust, supports you when Zﬁe going gets rough, and
“understands without- translation, is cri

ical.>6 Members of our-
own social group seem to meet this requlrement best. Kanter57

- One way to ensure acceptance and ease . of communica-~ . = .
tion:was to limit managerial jobs to those who were
socially homogenous. Social certainty, at least,

.could compensate for some of the -other spources of
uncertainty in the tasks of management ‘It was-

‘easier to talk to those of one's kind who had
shared experiences--more certain, or accurate, or
predictable. Thus, less time could be spent con-
centratlng on subtle meanlngs, and more time (such
an overload resource for managers) on the task... \
Hence, another source pushed for the confinement .  *
-of managerial work .to a closed circle of hamogeneous '

- peers, people who had been through the same t ings
together and could readily understand edch other. - -
Because vocatignal educatlon has been divided along the

traditional male/female~ -intensive occupatlons, it would seem .

to be of prime importance that. 1n51ght into our patterns of

communication and'their relationships to sex differences be

Zcon51dered., There is a need to- explore the relat&onshlp of the

-
. B - -

56Judith Touchton.and Donna Shavllk,,“ghallenglng the
Assumptlons of Leadership: Women and Men of the Academy,"

.

57Rosabeth Mdss Kanter, Men and Women of the Corpcratlon‘
(New York Basic Books, Inc., 1877)  p. 58.
o ‘ e L -
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so~called *"articulate" person to 1dent1f1ah1e eutcomes whlch, T4 -
benefit vocational educatxon.\ Categories which may provide -
a basis of consideration were suggested: 1) innate differences,

'2) personality, "3) division of labor by sex, 4) male domlnance,
5) differing value systems, and 6) cultural elaboratxon.53 | ~

Y

*.

Conclusxon o

®

, In summary, a}though not a formally stated organlzatlonal
_pollcy, the adopted organizational practices seemingly perpetuate.

-~ the underrepresentatlon of .women in vocational educatiom adminis-’

. tration. One of the most revealing studies which demonstrates

- the stereotyped attjitudes contributing to the underrepresenta-
tion of worlen in vocational education was reported in 13974 by a
leader in vocational education. Me identified the preferred |
characteristics ffor a vocational education admlnlstrator in com-
munity colleges--being male was so identified. ‘In- general the
school boards across the nation have recorded some increases 'in
the number of female board members: however, this trend seems to
be ‘reversed for institutions of higher education where there has.

- been a significant decrease in the percentage of wpmen serving as
trustees. A study of school board members in Ohio reported that T
forty- ~three percent of the respondents 1nd1cated an all-female ' ‘
board could perform as effectively. Additionally, the. study re-

- ported that an all-male board does little to affirm a positive
§omm1tment to the issue of increasing sex equity in educatxén.

n examination of the degrees earned in 1974-75 in broad-. service

'categorles reletlng to vocatibnal education, namely: Agriculture

' Educatlon, Business Commerce and Distributive Education, Engiﬁeer~

ing Technology which includes trade and 1ndustry traiming educa-

- tion,  Health Education, Home Economiecs Educgtion, InduStrial Arts
' Education, and Law Enforcement Education dgfonstrates that women
are completing academic training mostly in Hb'tradathnal female

‘intensive occupational areas. It is worth not;ng tbat the per-
centage of women who complete the master’s dedgree is greater than -
‘that of the '‘men, .23.7 percent c¢ompared to 18.5 percent. The per~ k BN
centage ‘of men completing the doctorate is somewhat greater, 6.3 L
to 3.2 percent. It appears that this data refute the notion that .
women are not educationally prepared for upward career mobllkty.\, ;
This fact netwithstanding, many Yecruiting. practices cited for g
seeking pojeptial .job Tandidates could better be described as
filters cIdarly de51gned to c1rcumvent the Tltle IX reguLatlons..
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53Eak1ns and Eakxﬁs,’Sex leferences in Human Communlca— T
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EDUCATION PROFESSIONS DEVELOPMENT ACT
X - (EPDA LEADERSHIP DEVELOPMENT PROGRAM)

. . . . ‘
A - - Focus ‘on Women ﬁf\) . o
. - ‘ .

 Vocational ‘education”has recognized the need to prepare
.its leaders to meet the challenges ahead. 1In 1963, the Panel

~ VOCATIONAL EbUCATION_LEADERSHIPfDEVELOPMENT-RROGBAM

“of Consultants on Vocational Education, in their report, Edu-"
- gation For A Changing World of Work,l stated: =~ = . ™

8

| The'leadersﬁiﬁ of vocational education will deter- o

mine both its quality and effectiveness. 1In a
rapidly changing world, this leadership must be
dynamic and forward-looking, 'and able to adapt
its thinking to a constantly changing situation
‘which it faces. : . : . v
Five years later the National Advisory Counc;i on Vocational
Education commented, in its report,? Vocationil Educdtion--

The Bridge BetweenlMan,a¥d His Work:

. - : ‘ Y . ' . ’
 Prior to the Vocational Education Act of 1963, °
~leadership~activities. hHad received only token .

attention nationwide. = It was _X€ft to the oid

,theory that "the cream would rise to the top" -

to supply pqrt&of the need for.léadership, K
but suddenly the demand for sophisticated per- Y
sonnel in leadership positions made the old' =~ ~« = -.
practice unsatisfactQry and new catalysts were o
needed, ’ | S S -

v . -

"To the end of déveloping a new fbreed 6f‘lea3érship in voca-

‘tional education to' erhance growth and development, thé

Coa

special leadership program was first recognized by Congress. .-
in Title II of the Vocational Education Amendments of ,1968.
Funds were appropriated for the Vocational Ediication Leader-—
ship Development Programs Jin 1870 and Leadership Development

fellowships for fyll-time graduate study were mage available

to meet ‘the need for qualified. administrators, supervisors,
teacher eduCato:s,'rgsearchers} currficulum developers, and -

@ - Ly

. [N AR Y
. i . - 4 ‘
- . L) - i :

f .

L - ' X : § .
- lEducation For A Changing Worid of Work, (W.p.,, 1963) as

quoted by Ellen Bowers in The Oklahoma ExXtern Program. (Still-

‘water, Oklahoma: Oklahoma Stgte Department of Vocational and

3 n" s P

Tééhnical,Education,-1976), P - o

. j5Vo¢ati6nal.Educationﬂémhe Bridge;betwgéh Man.and Hid .

. Work as quoted by Ralph C. Wenrich, "LeadersHip Development

an———————

Ten Years Later," American Vocational Uoﬁrnai‘517(Se§temﬂér

1976): 42.. . . . ‘ i
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iinstructors in vocational educatlon udéer Part F Sectlon 552 .”e
Hamllton3 elaborates on. the intent of the Leglslatlon., :

L Y]

s © The Congressxonal lntent to make the develop—
. | ment of vocational education personnel a high
< priority was reflected in the addition of Part
© F to the.1967 EPDA by means of Title II of the
1968 VEA. (Congress could have diffused person- -
‘nel devélopment through Title I of VEA,”as it
. had been in the past. But it was sensitive to
" the advige of the Essex Panel that such dif-
' fusion would only perpetuate the historical
lack of attention paid to this aspect of voca-.
tional educdtion. = T .

‘The ‘addition .of Part F to EPDA was caused by
recognition of the need for development of
the whole spectrum of vocational personnel,.

not merely teachers. The 90th Congress spe- - . %
“c1f1cally included in Part F admlnlstyators, o
§superV1sors, teacher educators, researchers; L

andvlnstructors.

‘Congress obviously 1ntended to 1mpact on the polxcxes and
‘practices of the traditional vocational program -through mele-
.. . mentation of the leadershlp development programs. Change in
- -  educational institutions is usually dependent on extra-organiza-
SR - tional pressures largely beyond Federal control; but, in.the
-~ .- absence of such pressure concentrating efforts on personnel can

wvr

" be an important factor in effecting major change given some ‘time.

';oncentratlon on’ potentxal leaders was the purpose of the EPDA
rogram S ’

F1 1%

Exxstlng organlzatlonal orlentatlons and routlnes
. : are not 1mperv10us to directed change. Careful
L targeting of major factors that: suppor't routines- :
. . such as pe sonnel, rewards, lnformatlon, and budgets--,
S t major’ change over tlme.4.

~ The ﬁ‘és of the added recognltlon and prestlge that o
‘this proqram tht to vocatipnal education - in the beglnnlng'H’ g

-

| 3Phyllls Hamilton et al., The Education Profession 1973-
- 1974: - Personnel Development in Vogational Education (Menlo .
- Park: Stanforgd Reseerch Institute, 1974}, p.egl

43 T. MurpHy, “Grease the Squeaky Wheel: A Report on the
| Implementatlon of Title ¢ of the Elementary an Secondqry Edu’aP
.~ Wion Act of 1965," g.gnts to Stiengthgen State Departments of :
‘Education (Cambridge, Massachmisetts: Harvard Graduate SChOOl
ot . ducatlon, February, 1973), cited by Phyllls Hamzlton 1n
. The Educatloanrdfe551on, p. 45. . . _ i

- i . . . ¢

B V7,

!';r“"




: School Revxew 84 (February" 1976): 193. . -

o

- were concentrated on potentlal leadershlp of the males in voca-
tional education. The EPDA program demonstrated little chanpge

orientation for women, especially in the areag of -administration’

in vocational education. Roby5 developed the following table
which illustrates the efforts to brlng women ;nto leadershlp
for vooat;onal educatlon

t

) Table 3. . .‘ft
- Partlcrpants in’ “the Leadershlp Development Program -l
.+ Authorized by the Educatlon Professions '
. iy Development Act (EPDA) ST
> S Part F. Sectlon 552* e s
" : . o ! , N7 B
Length of’ R : ' - - o L
|IFunded - Number of - Fiscgl . Total No. of Number . Percent
'PrOject- Institutions  Year(s) Participants Female ‘Female
3 “year o . - o S - _ ' S
(doctoral) ‘ i1~ FY 70-72 160 20 12.5
3ayear.’ . - . e . _— P
(doctoral) -7 FY 71-73 56 ' - 16 . 2816
o SRR A o e
l-year o o - e e I
(graduate) - - 18 FY 73 ° ... . 2877 = 73 254 -
. . ‘ ‘ ‘ ) ‘ . . - ) . . ‘
{l-year . o e ', T S
(graduate) . 28 . - FY 74 2347 7 147 - 42.4
FY 70-74 - 850 _"{nzss 30.1'.
uSotlrce: Muriel Shay Tapman, Education Program Specxalrst,.
' Vocational Education Peysonnel Devekopment Staff )
. Office of Education, Department -of, Health, Educatlon""
,and Welfare, letter to- Pamela Roby, March 13, 1975.
Note: °  Fiscal year ;974 funds utlllzed for programé whlch
. began in September, 1974 and termlnated August 1975,
- ° 4{
Regsrdrng the above table, it must -he polnted out that-" -

28.6 percent in FY 1971-1973 nepresents the percentage of

new people’in the. prograg Overall in }he —year doctoral
A "‘v

-y

5Pame1a Ann Roby, "Vocational Education and WOmeo,"'
mlmeographed (May 1975), p. 20, also publishéd in narrative
form in "Toward Full Equality: More Job’ Education. for Women,"
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programs from 1870-1973, women were represented onﬁy at a 16. 7

partlclpatory rate. /The greatest increase of women in the pro- .

' gram occurred in FY ‘1974, the second year of the Gne-year:gradu—e-'
';ate proqrams. ‘ o ) f :

i

Funderburk recegnxzed the beneflts of fellcwshlps, such

as EPDA awards, and thelr careexr advancement.

-The EPDA Vocatlonal Educatlon Leadershlp

. Development awards can, therefore, play a

" significant role in helping women to achieve

' 'positions at the decxslonmaklng levels in

¢ vocational education by providing them withs

’ -opportunltles to obtain.the credentials and
experiences which help to ensure career
advancement. 6 T N

W : ‘

A

-

B
Also, addres51ng the 1mpoftance of fellowshlps beyond thelr

' econamic impact, Neis stated the follow1ng-

- .Felhowshlps prov1de recognltlon, give oppor-
- tunities to gain specialized knowledge, PR
; develop confidence -and leadership skills. SRR
" They can also open up new channels fox pro- =
fessional contacts, 1ncrease awareness of
| developments .in one® s‘own field, and gen- , . .
erally help cultivate' that illusive quallty _ DR
_known as. "belng a winner."7 : ‘

<

A In the fall of 1976, Funderburk conducted a follow-up study
of .the careex. advancement of females and males who had partici- -

pated in the EPDA program between September 1970 and the end qf'
August, 1975. The population in the study consisted of all [
females who had participated in the program, a total of 255,

'From the male grour, a-sample of 255 was drawn using a table
‘of random numbers. The questipnnaire was developed and mailed.
A total of 354 usable questionnaires were analyzed, 158 from
‘women and 196 from men. For the female dgroup, the vocational

serv1ce areas of busxness and office" and home economlcs were
equally represented at 34 18 percent each

"5Kermeta’Fundefburk "A Gomparatlve Study of. Career Ad—
vancement ‘of Female and Male Participants in the Vocational
Education Leadership Development Program.under the Education

Professions DRevelopment Act" (Ph.D, d;ssertatlon, Texas Woman's
"Unlverstly, 1977), p. 5. _ | o | o

»

7Janet Nels, "Women and FellOWShlpS," Women S Equlty |

,Actlon League,..January 1976, p.‘7, . i

76
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" of the tot

. had identified the administrative category. Thirty-seven males, .

groups were D

? , The female group's resporses. to the question asking for the

-type of positions held prior to and after the EPDA program were

separately. The greatest percentage change occurred

examine

in the araa Qf administration, moving from 5.1 percent before

entering t

_EPDA program to 19.6 percent upon termination of
the program.

Comparative figures for the male group only were -

'18.9 percent\upon entéring the program and 44.4 percent leaving

the p#ogram. The. women from the EPDA program had made gains ifn-
to the administrative arena; however, the number of females in
administration provides a more realistic view of the increase.

Of the 354 total participants in the study, only eight women ‘
- (2.3 percent of, the total persons in the study) ‘had held what = .
‘had been iden '

fied as an administrative position prior to the
Following the EPDA program, 31 women-~-8.8 percent
participants--had checked administration as their
area of jdb performance. The number of women entering adminis-
trative ranks is small in comparison to the numbér of men ‘who

EPDA progr

-

10.5 percent of the total participants, had.checked administrative
functions before the program; and 87 males, 24.6 percent of the

| total, following the program.

- Summariziﬁg these étatiStics{wmodeét‘éains for the women

- who pursue administrative careers can Pbe recorded. Yet, the

number of male respondents in administration before entering

~ the program was greater than the number of female respondents
in administration following the program.. For the administrative

positions identified by both groups in the study, a clearer de-
lineation between line and staff (positions would have provided
information to examine the career ladder positions compared to
staff positions. By rationalization of the "service" aspect

~of the staff positions, it follows that women can appropriately

£fill .these offices and are usually found filling. the staff
rathexr than line positions in an organization's hierarchical
structure., - | ‘ '
~» The responses to the questioﬁ of sglé}ies_prior and sub- - :
sequent to EPDA showed an average @ower,saléry of $1,596 for ‘ L

 the women before the program. .This‘disparity increased to

52,812 following the program.9 A possible explanation of

- this disqrepangy could 'be that the women entered the leader- |
ship progiam with less academic preparation than men and thus

analysis of only fhose female and‘male awarﬂégs with earned
doctorates, - It was found that in relation to salary the two -

exited with some disparity. =~ Funderburk conducteg a secondary S .

. : . . : -

- | S . I -
8Ffmderburk,,"A Comparative Study," p. 6l. ; . o
’ S, ' . . ] \ o P o . ) . " ) - - ]

9Ibid., p. 94.
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. . | .
' ...cleoser in occupational status and professional
~+ achievement than were the female and male awardees
in general. Hdwever, differences still existed
before the program and were even greater afterward.l0

‘\\§ An additional disparity i noted in the'marital status
of the participants. Of the male group 88 percent were mar-
ried; while only slightly over half of the female group-+52
percent were. T ' A : .

¥ The most significant move for mémbers within the total.
female group was into teacher education, from 15.2 percent
prior to EPDA, to 30.4 percent following the program.
Graduate level leadership development programs for voca-

“tional education lras been a relatively recent development. " -

Only three of the original eleven institutions beginning EPDA
leadership programs had departments of vocational education
prior to 1862. The doctorate was offered at the University
of California at Los Angeles (UCLA) and the University of ~
Georgia. By the fall of 1970, eleven institutions had in~
stalled EPDA programs. Each State Department of Vocational

. Education has had the responsibility ‘o nominate its candi-

dates to EPDA programs. The percentage of women nominated

- to EPDA ranged from 12.5 to 42.4 percent, averaging 30.1

Ppercent during.the four-year time. span. Women: in. vocational

education have begun to record recognizable gains. Vocational o
educators and vocational leaders are cognizant of the continu~ :

~ ing efforts needed to be devoted to this issue. = - e

| 'Statistics are lacking on the program from 1975 on. It

would be recommended that another, more intensiwve,follow-up

of all EPDA participants be undertaken to examine in greater

- depthr-thg disparities pointed out in Funderburk's study as

well as other measures of outcomes for leadership. Are there
special needs of EPDA women&o which the programs have not
responded? Have the faculty of EPDA sponsoring institutions
been as supportive of the #emale as they have been of the male
partié¢ipants? ‘Are the women students encouraged to pursue-
administrative positions? How much influence in the world of

work will the EPDA sponsoring university have? How do the
- perceptions of women's role held by those administering EPDA

programS‘inflxence the sucqess ofmw0men-par§5cipants? '

. A |

101pid., pp. 98~99.

¢
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" ‘was attrrbuted to women: ‘ ‘ )

. 3

RPO !

RECOMMENE‘IIONS

What will be the future of women in admlnlstratlon 1n vO-

cational education? On the one hand, one can feel optimistic
about the overall partxczpatlon of women in the work force.
Women's participation in management level positions has in-
creased dramatically. With this momentum set in motion, it is
‘inevitable that women will ultimately be actlvely participating
in vocational educ¢ation decision-making positions as Directors
of area schools, superintendents of vocational districts, and
deans of occupational education: in community-junior colleges.
Just how smooth the transition will besgemalns to be seen.

tions over the last two decades. Not only has there been in-

creased partlcrpatlon of women in the twenty-to-twenty four age,

group, but there has also been a dramatic increase in the en-
trance of married women into the labor force--a rate of 150 -
percent between 1950 and 1976.1 According to the Bureau of -~
Labor Statistics, in 1977, 49 percent of all women 16 years of .,
age and over were at work. 2 L C o

e

. Rena Bartos3 enumerated a series of outmoded assumptlons

ing to Bartes, "The flood of women entering the work force is
not only a demdgraphic trend~-~it would be a manifestation\of ‘a

profeund -social change." EIli Ginzberg, Chairman of- the National

Commission for Manpower Policy, calls it the single most out-

. standing phenomenon of our eentury.: A recent front page headline
of The Chronicle of ngher Education boldly stated that 93, per-

cent of the increase in enrollment in colleges_ and un1versrt1es

4.

The enactment of fedgral and state legislatlcn within the

Evidence.for the expressed optlmlsm emanates from the. flow
of women into’ "the labor force and into the educatlonal institu--

: WhICh have prevajled about the women's tonsumer market. Accord- ef

last decade has accelerated resolution -of equity issues. Most ..

recently, the passage df Title II Of the Educatlonal Amendments

-4
.

. L . . . . * ‘.
O ’ . : . : . ' . . .
: . . . .
. - . . . . . \
. ~ \ ) ‘
) \ . . s

. 1g1i Ginzberg, "The Job Problem;" Sc1ent1f1c Amerlcan 237
(1976) 45”/

-~ — : ~

.‘3 /
2Krlst1n Goff, "49% of Adult Women Now ln Labor Force,

The Columbus Dlsgetch 4 June 1978, p. K-1. Co -]

. v
~ ¢ )

3Rena Hartos, - tsghat Every Marketer Should Know About WOmen,

Harvard Buslness Revrew 56 (May/June 1978) 76. 1. ‘.

-

= 4"Women Account fqr 93 Pct. of En ollment Galn," The
(Chronlcle of Hrgher Educatlon, 9 JaQuary 1978, p. 1.

-
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of 1976 has prcv1ded impetus for the overcomlng of sex bLas,j

sex stereotyplng, and sex dlscrlmlnatlon 1n vocatlcnal educa~"
tlon' - | v& R : ‘m

Optlmlsm fades, on the other hand, when Csnfxﬂneed Wlth the:’
-shroud of stereotyping which conceals and denies the human poten~
tial. Educational institutions have translated academic courses;

' into behavioral objectives; studies have identified. the compe~ ;

' tencies perceived as being needed for effective administration |
of vocational programs; vocational administration has been .,-’\?
translated into ccmpetency-based,,1nstructlonal dellvery systems.
The identified competgncles are pot gender/bound;- only the .atti- !
tudes of the decision-makers remain constricted. There isa |

" need for a str&ng monltorlng force to ensure equal access to . -
‘positions as well as programs. In setting goals, there is an-
equally strong need for vocational education leaders and admin-

.,1strators to actively conimit themselves to increasing sex falr-
ness in all of vocational educatlon. P o R

To work toward thls goal severyl new céhplexltles must

\\5 - be cvercome by educatlon. These ccm lexxtles are, accordlng

' : tc Mlller g
- _wmﬁ“fﬁ -~ w1 decline in the 51zefof-the trgditional'ccllegé? | :
B | agé group” L Lo ey

e . . ‘rising publlc concérn for the effectlve performance
e - of scc1ety s 1nst1tutlons 3 R (. -

. more pressure to, deaL effectlvely w1€h e?ulty in
S , - educatlon _ ‘ . o \

Today s publlc wants_to be an actlve partlclpant in the manage—
. .. . ment of the education process. ‘Miller 'views this as an emerqence
s Qf .a new balance; of power in. education reform. The 1n—power
. '\<§bnst1tuency, e.g., béards, presidents, deans, local, state. ..
nd federal agéncies ‘and. administratoys will fight hard to main-
tain the pdwer edge they have ac#umulated aver the years, but
~Miller maintains that those “cut—ofepo‘er ccnstltuenc1es w1ll
be the determxnlng factcr \ . e N :

-~ [} e

v
> \\\

Coane L
\\\\\“ L “
PLEN ' \
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A

I The change process is sozlncredlblé‘ or educational’
I institutions precisely because the' sqcial change” is -
$0 phenomena®d for the public it serves.. In whose
_ interests the new directions will emef e will depend {
, . ‘ + totally on who recognlzes the dynamlcsnof the 51tua-, 7
)' o, tlon?and dec1des tc'move with 1; A .

\ e

’ . 1
i \ . L. e
\ . - ' "

Y ‘ v . X ' ’ - ) \. S . Y
el ‘
. 5An1ta Mlller, “Women, Education and the iture ," (Speech
' . Presented befdre the Futurist SOC1ety, Houstcn,\Texas, October

21, 1978), - —

e
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Another'exaﬁple of external pressure being exefted can be seen
as addressing the issue of the ;mpllcatlpnsfafltheilB?G‘Educa-
tion Amendmemts. Stevenson wrote, '

~ L

' Obvausly Congress is no longer Satlsfled with a. '
‘vocational education program that accuratély reflects .
the labor market with all its exclusions, restric- : N
tions, and traditions. This leglslatlve act is* . .
_ . demanding vocational education that ‘¢can 1nd1rectly :
. - remold the work place into a more open, acceptﬁng '
o responslve 1nst1tution.7 : - 7

%

Miller asks, . _ :‘ '

R ‘lel 1t be the c1tlzens organlzed for action whose L
"»+ 7 -anger and frustration will be directed as vigorously
- at’the professiodnal educator and the institutions .
they represent as toward. the solution of the problem?
oo Or will it be the professxonal educators who care
' about the quallty of ‘thé educational system and seek
to work toward a more responglve and effective system
- in a changlng socliety? It. 15 essential somehow that
the two not wprk at Cross purposes 8. . . L
Mlller assertg,, as. dld Stevenson, that it should be tHe
educational system.whié¢h first receognizes the realities of a
- change society,. and this same educational system needs to also
be the first to identify the areas of change and fa0111tate

. the public understan@1ng of 'that change., !

- ).
The implications of the StatlSthS reported 1n.the lltera-
ture review and the ledislative measures of eguity demand atten-
- tion. The quality of education should be evaluated on its llnk-
‘age with freedom of choice of one's career ‘pattern and equal

- access to the positions of choice and competency. Empty rhetorlc o

carries little hope for “women in vocational education who asplre
to p031tlons of leadershlp. Stevenson also wrote. ' .,
- The strong emphaSLS which the Congress placed on the
elimination of sex blas and sex stexeotyplng puts voca-
‘ t;onal education in a position to again be the leader
in an ‘innovative movement or to fail dismally in meet-
idg this challenge wh;ch has been glven to us. "In my

~

v . - . . i

;,// Twilliam W. Stevenson, The Educational Amendiments bf.1976
«. and Their Implications for, Vocational Education: A Position,
~ Paper, Information Series 122 (Columbus, Ohio: -The Center for
Vocational Educatién, 1977), p. 14. . | .
B ‘ 1 o
8Miller, "Women, Edncation and-the Future."
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.director until an acceptable male could be located..

opinion, this will be the most difficult Of the man~ .. . .«
. dates to acCcmplish~-the most difficult because it '

calls for a. change in us angd not. 51mply in programs;
It requires that each of us act and think differ- ‘
ently. As women move more completely into ‘the cen-
‘ter of American work life, a readjustment in ‘the at-.
-titude and actions of both men and women is required;
~ the resultant benefits of a'more equal .concept of life
% ‘roles can prov1de a more complete and ‘satisfying ex-~
» perience for each of us. We may indeed be able to
change the way we think after we have changed the way
we act _ : : y

-

" Actions expose attltudes In vocational educatTon there seems to

be a more pe531mlst1c outlook for’ the ‘future of a sighificant in-
.crease, of ‘women in vocational administration. -As vocational edu-
cation has heen crltlzed for its inflexibkility, the future may
produce a time of confrontation rather than development. Increas-
ing not only accessibility but also the appoxntments of women to

decision-making positions has been .resolved in other ‘societal arenas
by actlve--pcsltlve-—commltment to increasing sex falrness., e

4

Status Quok

- .'  Women in hlgher educatlon are mov1ng with lncreased confl-

dence- and support into dec151on-mak1ng positions. However few wo-
men faculty members are represented in university vocational-techni-

- cal departments, and those who are there-are primarily in the tra-

‘ditional female-intensive programs. In over. fifty years of fed- '
eral leglslatlon for vocational education, there has been only one
woman Spp01nted as permanent state director of vocatlonal educa-
tlon._ Another woman wrote of her experiences-as iftlng state

On the na-
tional level, the v151b111ty of women in leadershlp p031t10ns for
vocatlonal educatlon is nil. The representation of women Or the
National Advisory Council for Vocatlonal Educatlon has been lack—
ing.

¢
+ .

The Ame¥ican Vocational Assoéiation reinforces thHe tradi-
tional occupational affiliations with the fehale-intensive and
male~intensive divisions carefully delineated. Most national

: - 5 o , - P

-

-

‘QStevenson, Educatlonal Amendments and I;pllcatlons, p- 9.

;.
lOJames L. Reld to Ellen Bowers, 16 January 1979. ‘Based on

_information furnished by incumbent state directors' of vocational

education to the office of Executive' Secretary of State Direc-

tors Association. A woman director has also held-: a.permanent ap-

pointment in the Commonwealth of Puerto Rico. R
llMildred Matthews, "The Life-and Times}of a Woman Adﬁinis*
trator," American Vocational Journal 50 (September 1975):. 36

f
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.visibility for aspiring women. As yet, this support effort has-

not ‘been initiated for vocational education. Examinimg another L

dimension of positive support for women in vocational educatlon§
..in both lQ?b

"men in vocatlonal eduation. However, if the expectation was for:
another issue in the next four- -year - period, ‘it did not occur. Only
a lead article in March, 1978, concentrated on the status of pra--

fessional women. It seems that there has been ‘a.diminishing con—_e“

cern for and the dissemination of relevant, timely 1nformatxon re-.’

latlng to profe551onal women 1n vocatlonal education. K .o

L - . B . . ’ hange ’ . ) A R . | ' ”.
| If those “in leadershlp pos;tlons in, vocatlonal educatlon have
“recognized the existing and emerglng need of women in all areas of

vocational education, especially in the administrative arenma, it .
'has not been evident. If the past performance is an indication . "

of future expectations, a cloudy one for women who aspire to voca~l,
tional education administration seems certaxn.. To this point, . -

Mlller stated,

- ) There are many‘who are outraged to see the'power . -

» structure exercise biatant disregard for the law/ Tl
exhibit absolute insensitivity to. fairness, and | SN
. display arrogance by smugly waiting to be safe .

from compliance with anything from a Bakke casde’ ,

to a changed publlc attitude. that w111 1ndlcate . g
. that no action is needed. 12 . _ : S

L s ) . 5

thtle actual progress will be recorded -in vocatlonal educatlon 23
or eother educational endeavors until there is an actlve commit -
ment to bring about a change on the part of chief: admlnlstnators
at. each level——local“ state, and natlonai . P

.
)

'»Garry D. Hays, Chancellor, Mlnnesota State Unlver51ty System,
‘opened his address at the March, 1978, Amer1can’Assoc1atlon for
ng er Education Convention with the fOllOWlng 13 : '

L : & _
. 'As self—evident-—even'redundant——as it-might seem,
- - fundamental to increasing the number of women in
. " - administrative positions is an active commitment _
- . . X '
- . . ' i}“ ‘. . - L
wel 12Ah'ita Miller, "Women, ’Education, and the Future. T i
lBGarry D. Hays, ’Strategles*for Advan01ng Women in Higher Wp'
Educatlon,“ (Papef\presented March 1978 at the American ASSOClatlQR

+ for Higher Education Convention and at Bryn Mawr/HERS Summer Instm%

tute for Women inh Higher Education Admlnlstratlon, July 1978), Pro-.

L]
»

1ect on the Status of wOmen, September 1978, R, l

8309

Q ‘ ) : v ' -

and 1974, the. American Vocational ‘Journal devoted a ‘éf
complete issue during the year to the status of profess;onal wQ- -";

'whiph.ehcourages and expépds the opportunities for leadexship and o

¥
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by the governrng board and by the chlef execublve
officer. ‘
occasional adm1551ons, publrcatlon of afflrmat1Ve
action policies, or assertions on vacancy announce—'
- ments about being an equal opportunlty employer

. are lnsufflclent ‘ .

' He- further suggests that .a predoﬁiﬁatly male board is, 1ndeed,
not.in "a strong p051t10n to encqurage its dmlnlstrators to. .
appoint women." It is essential to operationalize commitment
goals not only for the entire institution but also.for 'specific

levels within the institution. In the current search procedures

Hayes' views the need of the executive authority ‘to. be reactivated.

-The tragitional faculty search compittees have not - recorded a

nctable track record ‘in thls,area. However, he asserts that

”,

. C,...llttle progress will be made...as long as

»

. search committees are permitted to offer up 'f- . .
three to five names frQm whHich the. [declslon~.: -
makers] ... must choose.l4 - ke "

.

haYs illustrated thls p01nt-§§th\;ro $cenarios relaéing’how'wOmen‘

had been appointed to high- levelpositions in Minnesota's state
systemr these women should not have beehn con51dered under the tra-
dltlonal search committée process.. - :

Hays recommended dlso that the poaltlons be described in
terms of competencies required and less in terms of traditional
educational experience and training. A comprehensive review .
of the/p051tlon requirements to remove the inflated artificial
requirements is gréatly needed. Most impgrtantly, if an in-
stitution's credibility is to hold, the institution must com-
municate to women by practice rather than ﬁy rhetoric that *
opportunities are available. Suggested modifications of the
search effort itself were proposed. e :

-

. vlsrt;ng prospectlve c&hdldates early’ in, th search

. eveloping systematlc procedures and national net— )

works w1th reglonal underplnnlngs
) ' . '“ .

. 1ncre351ng fundlng for on-the- jOb training in
professional deveIOpment seminars for women
employees

] —

. appointing promlslng women . candldates to positions

such as actlng dean

* . involving more women in ad hoc admlnlstratlve
asslgnments, and .

. l4rbid., p. 2. N |
.N. ‘ ‘ \ . . . (.



. . . establishing support systems for new women
e admlnlstrators .
To the women themselves, Hays suggested that kqowledge is Stlll
power and charged them to read everything they can about the in-
~Stitutiom and to acqulre a thorough understanding of the budget
.~ ‘process (parenthetically he offered that mgle administratogs do ..
+  not wunderstand budgets despite widespread belief to the contrary)! -
Other strategles offered were to seek critical evaluation of your
uperformance in’ your presept position, to carefully analyze where
you are and where you want to be, to make and'use contacts, be open
‘tordifferent options when ‘applying 'for dnother p051t10n and to
know abott €he institution to which/application is made.  In his
closing remarks, Hays returned to the commitment level of top ad-
ministration b saylng 15 L
‘ : .
...only when those in posttlons of authority ef fec- I
,tlvely make these\changes will the number of women
. in admlnlstratlve p051t10ns 51gn1f1cantly increase.

£

']

!

Ernest L. *Boyer, U.S. Comm1551oner of Educatlon relnfcrces
Hays  stdtement while commending the efforts of the vocatlona%
sex~- equlty personnel, he stated

In the end however, it is the State. Directors
- .of Vocational Education who hold the key. With-
o out their full and unqualified support, the-elimi-
$ . nation ¢f sex blas and sex stereotYplng w1ll not
succeed 16 ) , | L
- - :
Those in authorlty, the d@cxslon~makers, seemlngly.then are o
- the vaotal point .around which the issue of underrepresentatlon
of women in vocational educatlon admlnlstratldu‘revolves '

- -, A-review of the recommendatlons emanating . ‘from the many 'disgs
tations, reports, and other publlcatlcns showed a consistency

of thinking in the areas of in-service and pre-service programs,
awareness sessions, organization and management development, gui-
dance and counseling efforts, recruiting activities, day-care cen- «
ters,,economlc .concerns, assertiveness training, etc. However,

. as one seriously examine€s these recommendations, commendable "as .

.’  they are, recommendations by themselves are unllkely to cause the %I

decision-maker to sway hls/hef pattern of finalizing the decisions.

Y1bid., p. 4. ;) A

‘lGErnest L. prer, "Remarks of Ernest Boyer" (Presented at
the 1978 Conventiod of the Amerlcan VQcational Assoc1atlop Dallas,
. Texas, December 2, 1978) p.-5.¢ § ) : ad
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. " . The major recommendation resulting from the review of" the llt-
erature is a two- pronged redlrectxon for further.research and de—
velcpment efforts—-. . _
Y One aspect for redlrectlon is to focus on strategies
" and intervention processes based on external and in- s
_ 5 ternal influences for affecting a change orlentatlon
Ly . in decxsxon—makers.; Y | - :
‘ : - ' ! ! o ‘ Lot - ‘;
o The second. aspect for redlrectlon follows naturally
, It is to examine, the benefits accr\ing to vocational
""eéducation as women ‘are app01nted to dec151on-mak1ng
positions. . . . .
: . .‘) :
4 ‘ ‘r ,
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