DOCUMENT RESUME ?

ED 223 944 CG 016 353

AUTHOR Yoder, Janice D.; And Others

TITLE Mentors: A Debt Due from Present to Future
Generations.

PUB DATE Aug 82 _

NOTE 8p.; Paper presented at the Annual Convention of the

American Psychological Association (90th, Washington,
DC, August 23-27, 1982).

PUB TYPE Reports ~ Research/Technical (143) ~--
Speeches/Conference Papers (150)

EDRS PRICE MF01/PC01 Plus Postage.

DESCRIPTORS Coeducation; College Graduates; *Females; Higher
Education; *Mentors; Peer Influence; *Professional
Development; *Role Models; *Tokenism; Womens
Athletics; Womens Education

IDENTIFIERS *Military Academy (West Point) NY

ABSTRACT
Research has shown that an active mentor can

facilitate the career development of the neophyte. The hypothesis was
tested that the failure of women to sponsor others, i.e., to assume a
mentor role, is the logical outcome of situational pressures exerted
on all persons who €ill, and succeed in, a token role, rather than
merely how women act when they become successful. Female subjects
(N=62), who had just graduated as members of the first coeducational
class at West Point, responded to a l-hour, unstructured interview.
Subjects were asked to recall their interactions with incoming
freshmen women at the beginning of their sophomore year. Results
showed that the sophomore women failed to offer help to the freshmen
women. Findings suggest that, separated by only 1 year at the
Academy, the major difference between these two groups was the
hard-earned, yet marginal and constantly questioned peer acceptance
the sophomore women had won from the dominant male group. Findings
also suggest that the "exception that proved the rule” was the
all-women athletic teams where freshmen cadets experienced a
temporary reprieve from tokenism and competition with mates, and
women reported helping other women. The results support the
hypothesis that the failure of token women just one step ahead of the
newcomer to act as mentors is the result of situational constraints
inherent in the role of the double-deviant., (PAS)

********************************t**************************************

* Reproductions supplied by EDRS are the best that can be made

* from the original document.
***********************************************************************

*
*




-
-+
o~
M
(QV]
N
0o
L)

C6 016353

MENTORS: A DEBT DUE FROM PRESENT TO FUTURE GENERATIONS

Janice D. Yoder
Jerome Adams
Stephen Grove
Robert F. Priest

Webster College
St. Louis, MO

U.S. DEPARTMENT OF EDUCATION " UCE THIS
NATIONAL INSTITUTE OF EDUCATION PE_PEM'&?_'%':; %Sg: T;%?\NTEDHBY
EDUCATIONAL RESOURCES INFORMATION MATER ) N,
CENTER (ERIC) \ ; /
{3 This document hss been reproduced as )/' XUt ol '\/’)' / 1/

received from the person or organization
originating it.

NMinor changes have been made to mprove v
reproduction quahty.

. . — RESOURCES
® Points of view or opinions stated in this docu« TO THE EDUCATIONAL R
ment do not necessanly represent official NIE INFORMATION CENTER (ERIC).

position of policy.

Paper presented at the Annual Convention of the American Psychological Association,
Washington, UC, August 23-27, 1982.-




LR =L 1 W

t * MENTORS: A DEBT DUE FROM PRESENT TO FUTURE GENERATIONS

--George Peabody (1795-1869)

Research has shown that an active mentor can facilitate the career
develcpment of the neophyte (Roche, 1979; Young, Mackenzie, & Sherif, 1980) .
A mentor may be someone who is just one step ahead or who is a well-
established professional. In either case, a mentor is someone at work "who

took a personal interest in your career and who guided you or sponsored you"

’ (Rochc, 1979, p. 15). The purpose of this presentation is to examine a situation

vhere women failed to sponsor other women from two perspectivés: person -centered
ard situation-centered (Riger & Galligan, 1980).

The person-centered approach is exemplified by the "queen bee syndrome"
(Staines, Tavris, & Jayaratne, 1974). The successful female executive who allegedly
exhibits this syndrame enjoys her special status, quells potential competition, and
co opts merbership in the dominant grovp. This approach assumes that many women
who become successful, regardless of the circumstances of their success, naturally
will exhibit this syndrome. ;

In contrast, the situation-certered approach points to the social context,
rot to individuals' shortcomangs, as the root of this failure of women to sSponsor
others. It will be agryed here that the failure to sponsor others is the logical
outcore of situational pressures exerted on all persons who £ill, and succeed in,

a token rolé.

The subjects of this project were the 62 women who ¢raduated in 19280 as merbers
of the first co-educational class from the U.S. Military Zcadany at West Point.
Ihese women are the successful graduates from the 119 women who entered the Acadeny
an 197-. Just prior to graduation, most (90%) of these women resporded to an
ore hour, unstructured interview. Included in this interview was a question asking

shese women to recall their interscticns with freshren women who entered the
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“hese woren, added support for the findings reportd bore (Vitrers, Cinto

sote 2-louston, Note 3).

A

By defimition (Kanter, 1277; Laws, L2975}, Uhe woren abt Wosk Doant Hvilad a

-~

toxken role. The proportion of women an the entire Corps of Caldots (approximately

& e
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2%} defined them as a token group. The antry of women 1nto the military acadanies
had beeny candatd by Congress in 1977 in 3price of the paselawstic predichiong

offered oy military representatives (Stichm, 1931) . Fuacthermore, the nmarginal

posltion of woren was maintained by Acacay policies which established an adriszions

quota of 1o wore than ten per cent and which were unyielding to change cxeept 1n

those 1nstarces where physiolcgical differences petwoen the sa2xes could be

substantiated (Vitters, Note 1).
Sophomore wamen 1n the Class of '80 failed to offer their heip Lo the incomang

frestmen women. In their exit interviews, all women described their carlier

relationship with the new female cadets as distant. ©One senior wormar. cormented,

. 1 can

n

"Ingy class, overall, we were all very wary of even approaching the Jarl

honestly say when I was a yearling (sopharore), Irdon't think I even talked to a
vwoman underclassman. That's now I think a lot of the girls were; it was just
nothing we wanted to bother with." In contrast, male cadets' responses to a
survey in 1978 indicated that sponsorships among male cadets were flourishing at
the Academy at this time (Houston, Note 3).

Why were women not being sponsorad? Since institutional policies in
fraternization prevented novice cadets from seeking sponsorial relationships with

upperclass cadets, we can focus on asking why upperclass women decided not to

initiate these relationships. .




. Kanter (1977) argued that because of the perceptual contrast of tokens with
domunant s, donnants are uncertain about how to deal with these obviously different,
unknown tokens. Two conmon solutions used by dominants are to isolate and
stereotype tokens, encapsulating them into a role based on group differences
between tokens and dominants.

A sumilar process seems to go on with established tokens who cxhibit uncertainty
about how to deal with token newcomers. Because of the contrast of established
tokens with the incoming tokens, potential mentors in the experienced group may,
like domnants, resolve this uncertainty by avoiding the fledgling. Exit interviews
corroborate this. For example, one senior woman said, "I didn't know how to react
initially to the new plebes (freshmen) and that was the case with most yearlings
(sophonores) . You're scared to talk to them, because you were (recently) just a
plebe vourself. So, you kind of stay away from them..."

Separated by only one year at the Academy, the major difference between these
WO groups became the hard-earned, yet marginal and constantly questioned, peer
acceptance the initiated waren had won from the dominant group. The sophomore
women wanted to donothing to jeopardize the delicate peer acceptance they always
felt hanging in the balance. "Sure they're women too, but it's like when you
were a yearling, you didn't want to favor the other women or they'd call it frat
(fraternization). You had to be extra careful that you didn't help the women that
were coming in." My class was, I guess, sO afraid to give any extra attention
to the womcn, because we were afraid that we would be harassed too, that we just

“1dn't. ' Data from a survey given to the women in the pionecring class upon

[

their graduation showed that they never resolved their fears that they would be
unaccepted by their peers as cadets.
The exception that may prove the rule is in the all-women athletic teams

where cadets experienced a temporary repriéve from tokenism and competition with

Gomuinants. lere women did report helping other women. As one senior explained,




there as no "biyg canradary’ avorg women, but on tearws she helpod, 'rnot as a
woman. . .but as a team renoor and as thewr captain.” When the situat:n oncoureyad
cooperation and sponsorships, cadet women responded, not as queen bees, bt as
rentors.

The failure of tcksn women just on2-step ahead of the newooroer Lo act 338
mentors has been shovn to be the result of situational cownstraint. wnheront in
the role of the double-deviant. The marginal status of toxkens within a
competitive context ~ontributed to lingering doubts about peer acceptance, a
reluctance to yive up the "specialness" of visibility, a praoccupation with the
performance pressures of tokenism, and role encupsulation into a ferunine role

recludes the masculine role of powerful team plaver. The analysis presented

cr
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ere argues for structural-organizational changes, rather than changes directed
at altering or accommodating individuals to an existent systam, as the first

step 1n admitting hitherto excluded groups to an exclusive crganization.

ERIC

Aruitoxt provided by Eic:

s




References

Kanter, R.M. Men and women of the corporation. New York: Basic, 1977.

Laws, J.L. The psychology of tokenism: An analysis. 3Sex Roles,
1975, 1, 209-223.
Riger, S., & Galligan, P. Women in management: An exploration of

competing paradigms. American Psychologist, 1980,

35, 902-910.

Roche, G.R. Much ado about mentors. Harvard Business Review, 1979,

57, 14-28.

Staines, G., Tavris, C., & Jayaratne, T.E. The queen bee syndrome.

Psycholoay Today, January 1974, pp. 55-58; 60.

Stiehm, -J.H. Bring me men and women. Berkeley, California:

University of California Press, 198l.

Young, C.J., Mackenzie, D.L., & Sherif, C.W. In search of token women

in academia. Psycholoay of Women Quarterly, 1980,

4, 506-525.




o

rReference Notes

.

Vitters, A.G. Report of the admission of women to the U.S. Military

Acadeny (Project Athena II). (Tech. Rep.) West Point, New York:

Office of the Director of Institutional Research, July 1978.

Adams, J. Report of the admission of women to the U.S. Militarv

Academy (Project Athena III). (Tech. Rep.) West Point, New York:

Office of the Director of Institutional Research, July 1979.

Eouston, J.W. The First Class Questionnaire, Class of 1978.

(Tech. Rep.) West Point, New York: Office of the Director of

Instatutional Research, June 1978.




