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Abstract:

Disparity in areas of employment, earnings and education between the sexes indicate need for
reduction of sexual bias and sex role stereotyping in this society as a whole. Education may be
instrumental in providing the necessary impetus for change. Administrators and faculty in higher
education can provide enlightened guidance to students as they plan life goals and make occupational
choices; if, of course, they themselves are informed.

The problem of this study was to determine if there was a difference in attitudes and behaviors of
Department Heads at Montana State University after participating in training designed to reduce sex
bias and sex role stereotyping as compared to a similar group not receiving this treatment.

The intervention strategy used to implement change of attitude and behavior of Department Heads
consisted of two off-campus workshops .

Three administrations of the Attitude Toward Women Scale, sixty-two (62) completed forms of the
experimental instrument. Advisor-Student Rating Scale and participant workshop evaluations were
used to assess change.

The results of this study indicate that no significant differences existed among the three age groups
identified. Only one significant difference emerged between the experimental and control group and
that was Factor VI, Marital Relationships and Obligations, with the control group becoming more
liberal.

Significant differences occurred between male and female subjects with females significantly more
liberal on Factor II, Freedom and Independence, Factor III, Dating, Courtship and Etiquette, and Factor
V, Sexual Behavior.

Two items emerged as noticable diffrences between the experimental and control group on the
Advisor-Student Rating Scale. Item 20: "The faculty member allowed interruptions to take place during
the interview, for example, incoming calls and people stopping by." Students indicated sixteen (16) of
the experimental group and eight (8) of the control conducted the interview in this manner. Item 32:
"The faculty member suggested possibilities for advanced degrees in the areas of my interest." Students
indicated twenty-three (23) of the experimental group and sixteen (16) of the control offered such
suggestions.

Workshop evaluations completed by participants indicated overall positive reactions to the training
utilized in this investigation.
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ABSTRACT

Disparity in areas of employment, earnings and education between
the sexes indicate need for reduction of sexual bias and sex role
stereotyping in this society as a whole. Education may be instrumental
in providing the necessary impetus for change. Administrators and
faculty in higher education can provide enlightened guidance to
students as they plan life goals and make occupational choices; if,
of course, they themselves are informed.

The problem of this study was to determine if there was a
difference in attitudes and behaviors of Department Heads at Montana
State University after participating in training designed to reduce
sex bias and sex role stereotyping as compared to a similar group
not receiving this treatment.

The intervention strategy used to implement change of attitude
and behavior of Department Heads consisted of two off-campus work-
shops. ‘

Three administrations of the Attitude Toward Women Scale,
sixty-two (62) completed forms of the exverimental instrument. Advisor-
Student Rating Scale and Dart1c1nant workshop evaluations were used
to assess change.

The results of this study indicate that no significant differ-
ences existed among the three age groups identified. Only one
significant difference emerged between the experimental and control
group and that was Factor VI, Marital Relationships and Obligations,
with the control group becoming more liberal.

Significant differences occurred between male and female subJects
with females significantly more liberal on Factor II, Freedom and
Independence, Factor III, Dating, Courtship and Etiquette, and Factor
V, -Sexual Behavior.

_ Two items emerged as noticable differences between the experi-
mental and control group on the Advisor—Student Rating Scale. Item
20: "The faculty member allowed interruptions to take place during
the interview, for example, incoming. calls and people stopping by."
Students indicated sixteen (16) of the experimental group and eight
"(8) of the control conducted the interview in this manner. Item 32:
"The faculty member suggested possibilities for advanced degrees in
the areas of my interest." Students indicated twenty-three (23) of
the experimental group and sixteen (16) of the control offered such
suggestions.

Workshop evaluations completed by part1c1pants indicated overall
positive reactions to the training utilized in this investigation.




Chapter 1°
INTRODUCTION

Culture forms the framework of our iives. We act, react, think
and feel in ways often dictated by oﬁr past and the past of others.
Although we maintain control over our lives, our environment and
his£ory tends to control our control. Our‘éestinies are largely
created hefore our existence.

One of the foremost predictors of an individual's future occurs
at conception. The sex of a human being can channel that 1life into a
predetermined set of life happenings. Part of tﬁis is due to biology
but much more to the society in which the individual must live. Gender
is assigned at birth and a proper set of attitudes aqd behaviérs are
then expected and generally adopted.

Until very recen;ly, no argument was made of the roles prescribed
to_males and females.' No doubt frustrations and dissatisfaction |
existed but it was the individual's failure to adapt, not the system
that was blamed.-

Betty Friedan in a monumental book of social discovery The

Feminine Mystique laid open this portion of our culture for scrutiny
and bégan a movement for change often referred to as "Women'é Liber-
ation.". In her reveaiing book, the role of woman was questioned.
Once the door‘was opened, a flood of questions were asked-—questions

requiring answers and answers producing new questions.
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It is poésible for society to benefit‘from this new knoWle&ge;
the diécéfding.of disfunctional mores‘and the realignment of priorities
has the potential of fevitali;inglﬁhe social structure. Although the
process is oftén.painful and disruptive, it is believed by many that
thé beﬁefits_far out-number the disadvantages.

Education cén help society change more quickly and with less
étress. Undérétandiqg the problem, discerning Whaf is needed, what are
fhe best ways in accomplishing set goals and implementing an appro-
priate plan, are all areéé in whiéh the educators can play a

significant role.

NEED FOR THE STUDY

Montana State'Uﬁiversify (M.S.U,) is ﬁuch like bther institutions
of higher'education regarding ité_movemenq toward-liberalizafion of
“attitudes toward sexﬁal roles and the elimination of sex bigs
.inequities. Some ﬁrogresé has‘been made but much is left to be .
éééomplishéd, |

A recent judgement'on a classification sex.discrimipation case
.'.againsf ﬁgntané étate Uhiversity was han&ed down. from the U. S.
District Court.in'Butte, Moﬁtaﬁa calling'fof a tOtai setplémenF of .
$45,6i9 in back pay, legal fees, expenses and benefits to female
© faculty members at-M.é.U. Tﬁis illustrateé that prdbléms do exist

and that some solutions have been sought to correct the inequities.
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Cases of this kind point cleafly to one area of need -on a
caﬁpus ~ that of estaﬁlishing eqﬁality in pay and status of employeés.
It is widely accepted that sexual bias and sex role stereotyping also
existsiin otﬁgr areas of the campus community but it often is much
-more difficult . to i&entify and correct.

Students, 5oth male and female, suffer from the consequences of
sexual biaé as they set goals and pursue their eduéational interests.
Womeﬁ‘studehfs are fgﬁndAto be particularly vulnerable to such
'at;itudes ih‘regard to the roles they are'exﬁected to play and in
the wayé in which they are'perceived and treated by éthers.

Astin (1976) suggests that women- students face special-pibblems
for which special ‘solutions may be required. An iﬁstitutional'failure
to accémmodaté'to women's needs.may result in lower educational
attainment. 'iﬁ light_of fhe data presénfed which indicatés women
;;udents do faii to receive‘degrees more often than pale students,

‘it appéars that unmgt néeds do éxist. Astin believes that because éf
low perceptageé_of woﬁen 6n college féculties,'women students are less
likely to.havé role modéls to ﬂqilow. Instead they tuyﬁ tb:male
-3fach1t§ ﬁho often-do ﬁot give them éhe sﬁppor£ and encouragement‘they
Aneed: .Shelindicafes ?lso:that_evi&ence existé that (1) male faculty
teﬁd éo léqk‘déwn on théif women colleagues and (2) that this
,hostiiity ér indifferénce is pexcéivéd by women students.

Women students beipg~unable to see themselves in careers due to
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few role models and,feeliﬁg'as if they are'not being taken seriously,
many times Bgcomé diséouraged and drop out of school. Accordiﬁg to
Astin, the la§k of faculty gcceptance and encouragement has especially
advérse éffecfs on women gfaduaté students. They need the support
of a méﬂtor-érotege relationship such as men frequently develop with
faculty-sponsofs. Uﬁfortunately, in fhe past this has been difficult
to establish between persons of the opposite sex. (Astin 1976,
Epstein 1970, Dickersdﬁ 1974, Harris 1970)

Angri;t, 1972, alsd ;ddreSSeé this squect but relatgé it to
career patterns of women. She éuggests that cafeér oriented woﬁen
benéfit most from.role models aﬁd broad enriching en%ironment that
reveal multiplé op£igns for women's adu}t life. Through these two
.influernicial factbrs, careers become a viable commit?mgﬁt for. women.

Men and.wémen:in the work force continue to seek traditional
"maler"femaie” joBéf This is not surprising when one examines the
gur;icuium areas that women and men students enroll in vhile in
. 'collegg..

| "_For example, du;inglauﬁumn‘qﬁarter 1977, the departments enroll-
ing the highest number of woménnstudents were home economics, nuréing,
" and elemenfary'educatioh.. Male'students; on the other hand, had
larger numbgrs_proportioﬁately to women, in agricultﬁré, eﬁgineering,

“secondary education and' architecture, (Appendix A,)
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A preliminary study made by this investigator of the ?umbers
and rank of male and female faculty at Montana State University
illustrates that they, too have chosen traditional male-female occu-
pationql areas in the cﬁrriculums they represent. Notéworthy is the
fact that twenty-five departments have only male faculty, eg: Chemistry;
'Psychology; Film and T.V; Mathematics, Histbry, éoverngent and Phil;
osophy; all Engineering departments and all Agriculture department.
The total number of full time male faculty according to.this survey
is 527 and female feaculty 134, There are 175 male full professors,
11 female; 171 male associate professors, 30 female; 132 éssistant
professors, 58 female (Appendix B). Thus it is clear that few foie
' models‘for women exist at Montana State ﬁniveréity especiélly in

non-traditional fields.

Students, male and fémale, need mentors . . . other persons of
the same sex who they:can look up to, act like, talk to and want to
be like. (Astin 1976, Epstiep 1970) Unfortunately for women studenfs
at M.S.U.? few female faculty members exiét who can be utilized in
tﬁis capacity; Inasmuch as women faculty are few in numbérs‘to provide
encouragement, give iﬁformation’and discuss "how éoors can be opened"
an alternative strategy should be developed, so that young Qomen on
campué can egp;ore themselves, their strengths, weaknesses and
iqvestigate new career choices with.persons aware, sensitive and

concerned with the total problem.
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Aithough "Iiberal" males do exist, the literature indicates that
generally maie faculty afe nog sensitive Fo women's needs and maintain
myths-ana steréotypes as to the roles of women in our society
'(Chronicle bf Highér Education, 1976). Since-Méntané Sfate Univer-
éity is.predomiﬁately dominated by male faculty; perhaps an effort
should be made to provide fhem with,training, knowledge andwunder¥
standing thatlwill helﬁ them to become sensitive and aware of the total
situation; For the less obviously "liberal" female faculty members,
training of this kind can be of equal qdvantage-to broaden their
efféétiveness with.both female and male students.

.The.feasibiiity qf a project enébmpaSsing these genefal goals
waé fecently étﬁdie& at M.S.U. Tﬂe result from this inquiry was:
the submitting of a federal. grant proposai'to obtain fupdé which
Would‘éllow fgf an investigation to determine if presentation of
.lcurrent iﬁformation_onumen ana %omeﬁ, their achievemeﬂt patterné
and the wérid'bf'ﬁbrk, coupiéd with examination of one'S‘gteredtyping'
-and_biaées,'could éffect attitudinai.and'behéﬁioral change of |
st#dénté and déﬁartment hgads who participéted in the study.

faculty.heads‘were ¢hosen és the primary.grqup recéiving4fhis
- advisor trainiﬁg‘becaﬁ?e,'accordiﬁg_;o Dr. Mgrgarétte Wessel;; Direcéor
of Geﬁeral‘étudies, "fhey.ére phe first person étudeﬁts go té when

-investigating a careef possibility." Also, iﬁ one examines the effect




of'the Department Hgéd'S‘power and‘influence, any attitudinal and
behavioral change in this individual should stand a greater chance of
filtering down through‘the.&epaftment.

| The project, as brigfly stated, was funded by fhe-Department of
-Héalth, Education and Welfare-to be édministe;ed=by the éﬁudent Affairs

Office at Montana State University during the 1977-78 school year.

STATEMENT OF THE PROBLEM

" The problem of this study was to determiﬂe if there is a
diffgrénce’in attitudes and behavior of Heads of Departments at'qutana
State Uniyersity after:particiﬁating iﬁ training designed to reduce |
sexual bias and sex rolenspereptypiﬂglaé coﬁpared to‘a.similar group

not receiving this treatment.

General Questions to be Asked

:l.' Is the intervention sératégy_effective.in reducing sex
;‘bias and sex role étereotyping és it applies to womén
in tﬁosé.heads of'departments,who participate in tﬂe"'
projéct?
‘2. 1s the inferv§h£ion strategy effective in reduciﬁg
conscious or dnconscioqs sexist behavior of heads of

departmenfé in the advising function?




3. 1Is there a difference in sexual bias and sex role
stereotyping as it applies to women between male and
feméle heads of departments before and following the
treatment?

4., 1Is there a difference in the sexual bias and sex role stereo-

typing as it applies to women among persons in various age

categories? o
GENERAL PROCEDURES
The problem was approached in the following manner. All
official and unofficial heads of departments, including directors and
coordinatoré, were invited to participate in the training project.
anh was briefed on the procedures to be followed and their role if
they chose to participate. Volunteers were requested. Of those who
did volunteér, two groups (experiﬁental and control) were identified
by stratified fandom sampling procedure. Both groups were given a
pre-test to assess the extent of their liberalization of attitudes
toward women. The Attitude Toward Women Scale (AWS) was utilize@ for
this purpose. (Appenaix c.) .
The intervention strategy consisted of a 1) day workshop
retreat in January 1978 and anothér one day retreat four months later
in May 1978. The Attitude Toward Women Scale was administered to the

control and ekperimental group after each of the retreat workshops.
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Behavior change was examined by use of an Advisor-Student
Rating Scale. (Appéndix D.) Students were asked to rate heads of

departments on various factors after conferring with Department Heads.
LIMITATIONS OF THE STUDY

1. The investigation is limited by a certain sample at one
university, aﬁ a particular time with assessment procedures admin-
istered immediately aftér treatment.

2. The attitude index used in this study was designed to
examine ‘attitudes toward women in our society, therefore, it is used
to examine‘sex Bias and sex role stereotyping only as it épplies to
women.

-3. The investigationlis limited to the resources‘of'Monténa
State University and the choice of 1itera;ure selected for review by

the investigator. .
DEFINITION OF TERMS

The terms listed here were used throughout the'study and are

defined as follows:

Socialization (sex roles). The process by which women and men

learn attitudes, behaviors and goals of their particular sexual group.

Heads of Departments. Persons responsible for the administration

of a department or program. May be designated as a director or
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coordinator.

Sex Role Stereotyping. The assigning.of characteriétics,

attitudes, and behaviors to an individual or group based primarily on

the single factor of .sex designation.

Sexual Bias. A:tendency to favor or'exhibit prejudice toward‘an
individual or-éroup based primgrily on the single factor of sex.
| Prejudice. A pregonceived idea, usually negative,-baséd on
bias or opinioﬁ held in disregard oé‘faéts contradictipg it;

Discrimination. The overt expression of favoritism or prejudice

toward an individual or group.
Sexism. Prejudicial attitudés and patterns of behavior toward
either sex, based on cultural stereotypes or myths pertaiﬁing to that.

- Sex.,
SUMMARY

:This studylﬁacuéed on investigatiﬁg the effectiveneésloﬁ an
:intervention-stfategy used at ﬁontana Stafe Univer;ity ﬁith heads of
' departments to effeét behavioral and attitudinél change regarding sex
bias'and-sex.rqle gteéeotyping. Demonsf;ation of its value may
influence'adminiétrative decisions ?egafding future training'in thi;

area for other persons in the university community.

/




Chapter 2

REVIEW OF THE LITERATURE

INTRODUCTION

‘In recent years much affention has been given to.the status of
women in our society.: Efforts have been made to increasé access to
resources and‘powér aé well as_rédefine the identity of the American
woman. ‘Meﬁ ha&e also encountered a movement toward change with

increased personal 1ife.opfions.

This chapter will classify the review of literature associatedl

with the .problem under investigation into six (6) major categories:
Women and Work, Women and Educatiop, Socialization, Implications of
'Socialization, Women Students in Higher Education,.and Rgsearch;

" "Attitudes Toward Sex Roles.

HOMEN AND. WORK
‘:Demoéraphic Ipformation

Large numbers of women have enterea the work force. The
Women's Bureau of the U'ST Department of Laﬁor (1972) feports that
50 percent of the women 18-64 yeafs ar; currentl& empioyed. This is
a total of 31 miilion womén workiné tpdéy br:40 percent of today's
total work force.

The U.S. Department of Labo#'(197é) also states that‘nine out

of every ten women will work at some time in their lives. A majority




12
of women will work for twenty-five years or more, whether.or not
.they marry, whether or not they take time out to raise children.
(Sandler, 1972.)

The reasons these women are working is not because they are
bored. Peterson's (1965) study indicates that fhe most fréquent
féason cited by Wémenﬁfor working is financial. "Most ﬁomen like
men work because'of financial necessiéy. .This is true of the married

Iworkers as weli as thé single woman." The accelerated cost éf living
due to inflation has propelled more women into the mérketplace to

help provide for the economic needs of themselves or their families.

Sex Stereqtypiné in Employment

The Department 6f Labor in a report entitled "Women Workers
Toda&" provides information on what jobs women hold in the work force.
Soﬁe occupations arelstrikinglv dominatedlfy men. 'Women faculty in
institutions of higher education are reported to be twenty percent
of the total employed, women scientists ten percent, women physicians
éix percéﬁt, women lawyers five percent, women engineers one percent
an& women federal judges one percent of the total number‘employed.
(Appendix H.)’

'This report sheds further light on women in the professions by
stating that the numbers of women in fhese:fields have been decreasiﬁg '

‘rather than increasing as is commonly thought.
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Where, then, aré women Qorkers? In contrast to the declining
professional and technical wbrkers, the proportion of women in the
less ékilléd and lower p;i& service occupations ié increasing. Women
‘Qere 62 percent_of all sérvice workers in 1975 as compared with 40’
percent in 1940. (Apﬁendix I.) l

Women -are ﬁbre apt than mén to be white-collar Wérkers, but the
jobs,they hold are usually less skilled.anq pay less than those of
men. Womén are two-fifths‘of all’profeséional and technical workers,
Buf.these women aretmést 1;ke1y to be teachers (2.1 miilion women)
and heélth workers (1.4 million). 1In fact,.women account for 72
percent of teachers (éxcept college). and 64 pereent of all healfh
. workeré. Woméh‘are 1éss likely thaﬁ men.to bé managers and adminis-
trators, and re#resenf only about bne—fif;h of thesg wOrkérs. They
-are, howéver,‘78,percent of all clerical workers (including more than
4 ‘million Wémehlsecretaries, stenogr;phers, and typ;éts).' (Depart-
ment: of Labor, 1977.) | |

ABoutll.out of 7 women workers is employed in a blue—éollar”
'“jog; bu; almost'hélf the men are in such jobs. Women are almost as
1ike1§ as men_td be operatives,'but are very seldom employed as -
skille@ craft workers *'the occupétion groﬁp for 1 out of 5 men
Workers; Only 5 peréent of all cr;ft workers are women. (Appendix I.)"

After‘examining the data provided on occupational choice of |

male én@ female, the question comes to mind, why do people gravitate




" toward certain occupations or proféssions based largely on the sex

 (Sawhill, 1972.)

: suggest that our present occupational struc ture does not affect basic
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of the individual? Are not other diffgfences of equal importance?

Our cﬁlture is instrumental in typing occupations by sex aue to
what might be descriﬁed.as pervasive aftitudes concérning the proper
roleé for men and ‘women in our society. As a result, occupational
sexual typing occuré and is perpétuated by large numbers of one sex
engaging in that 6ccupation} A normativé expectatioﬁ results as to
"thét's how things are". Characteristics necessary for success in a
sexual-typed occupation become those associated~witﬂ éither a male or
fgméle role stereotype. Thus, occupations for women are found closely

associated with homemaking roles; others to their socialization as man's

generally excluded tend to be those that involve "non-feminine" pursuits
or those that necessitate supervision of other employees. The division
of labor that occurs is self-perpetuating since each sex is socialized,

trained and advised or counseled into certain jobs and not others.

The particular division of labor fhat emerges has little social,

economic or moral rational. Cross¥cultural and historical data

and unchanging difference in temperament or ability between the sexes.

Only in cases where both women and men have internalized limitations




15
. placed on them by societal expectations, evidence indicates that the
present division of labor is clearly not the result of differences in

the quality of the male and female work force. (Sawhill, 1972.)

Inequality in Earnings

One result of disparity in employment may be seen in income
figures. It has been found that women working fuil time, average
about 3/5 of the earnings of males Working full time.

Income levels of women are lower than men's in our society in
almost every fieid. Women clerical workers earn less than 3/5 of
what men clerical Workers earn; women sales—workers earﬁ about 2/5 of
what men in similar positions earn; women managers, officialé, and

pfoprietors earn'slightly more than 1/2 of what men in equivalent.
situations earn. The narrowest gap Eetweén the sexeé isA;;-£hé
professional and technical level. Women earn aBout 2/3 of what men
earn in these areas. Starting salaries fof women with,quaiifications
equal to men were 19ﬁer in most fields. - (U.S. Depa?tment of Coﬁmer;e,
"1973). |
The Wqﬁen’s Bureau of the Department of Labor (1974) indic;te
that women earn abo@t-ﬁo percent of men's earnings.'ﬂIﬁ the Profes-
sional and nghnical areas women workers earned 60 percent of men's

income, non~farm women, managers and administrators earned 59

: e
percent of men's income, women clerical workers earn 60 percent of
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male workers in this area, women sales workers earn 41 pe;cent.ofkf‘
male's income and women service workers earn about 60 percernt éf the . -

" income males‘earn in fhis field. (Appendix I.)

Persons in the professions seem to encounter additional

problems in obtaining '"benefits" if not. employed on a fullitime

' basis. .Asfing (1969), Loring and Otto (1976) indicate that women
who are married or siﬁgle women with children either by choice or by
necessity continue to assume primary responsibility for the care of
the home and family. These women are the primary source for‘part—timé
professionals. The U.S. Bureau of ‘Labor Statisticé define part-time
employment as working less than 35 hours per week. Hine and_Lutack
(1978) suggest that part-time professionals are denied the stétus
commensurate with their contribution. Tﬁey receive marginal salarieé
én@ frequently are denied benefits such aslhospitalization and
retirement. 1In éddition to this they are often viewed by their
colléagues as sdmewhaf less than "career" professionals. Thus
part-time employees often receive no benefits, little status, and

- no well-defined careef ladder. (Hine and Lutack, 1978.)

The Women'g Bureau of the Department of Labor (1972) seems to

sum up the sitqafign by séying "Women workers are concentrated in
low paying,'dead—end jobs. As a result the average Woﬁan quker
earns about three-fifths of what a man does, even when both work full

time year round."
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Conditions of Employment

The Institute for Sociai Research (ISR) has found in addition
to earning less, women on a average "work harder" than men. It
appears this study equates "working hard" with timé on tﬁe job and
‘reported "energy'l spent doing the job. This 1977 study showed that
the évérage employed man spends 52 minutes of each working day not
working; taking céffee breaks, relaxing, conversing or taking long
lunches.. The average woman workgr, on the other hand,‘spends 35

minutes of the day taking breaks.

Tﬁié particular study found that tﬁe average working man earns
§7 an hour Whiie the woman earns $4.38. When work hours are adjusfed
to account for total break time and time spent for on-the-job training,
the rates became $8.48 for men and $4.86 for women.

Women also'rankedlﬁigher on a "‘work eﬁfort scale" based ‘on
ihdividual report of energy they expend:on the job. ' The study showed
tﬁat wémen give 112 percen; of the effart given by men to their jobs.
When,educatiﬁn;.years of work experiende.and ygarly ﬁork hours are

" taken into accoun;,'£hﬁ.figure increases t6 115 percent.
The-study also suggests that professionals, union members, part-
time émployees (less than 30 hours a wegk):and unmarried women expend
the greatest effort pér houf of %ofk.. UnmAfried women take the 1éast

amount df break time and score highest .on the effort scale. Married
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men score slightly higher than unmarried men on the work effort

scale but take more total break time. (Stafford, 1977.)

Sex Biés énd Discrimination-

Myth about work roles for ﬁen and‘woﬁen are the basis for the
.onidus inequality in the work place. It would be easy to say that
pfejpdicg against women by men is the cause of this situation;vhéwever,
that could only be gglﬁlcorrect. The other cause is clearly women
themselves; how they define themselveé and each pther, (Gol@berg,
1968) | |

Sandler (1972) states that the hardest thing about the women's
movement' is that there is mno real enemy fhét one can hate with self-
righteoué justification. Men are not the enemy,-fqr many of them have
been hurt in diffgrent ways, by the same rigid stereotypes that hurt
women.

The extent of a person's commitment to their bias is discussed by
O'Leary (1974). This study examined sex role stereotyping attitudes
of males in authority and provided the basis for conclusion that even
with external controls such as legislation, feeling aﬁout the lack of
competency in women ;hat often inhibits women's advéncement would be
continuéd by fhése empioyers and would result in more subtle but mone -
the less effective meaﬁs in maintaining barriers to women's occupafional

advancement.
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Epétien'(1970) also found that pefsistent‘subtle discrimination
exists in thé protege—sponsor relationships or colleague systéms which
again cannot be easily .controlled through legislation. - SeQ‘bias
attitudes are so ingrained in our society-that they seem right and
appropriate in.spite of governmental efforts to eliminate them. Eve -
.ulMerriam's statement seems to add clarity to phis perplexing problem,
"Sex’prejudice is the only prejudice now considered socially accept-
able."
| | Willef (1971) confirms the aforementioned ideas on s;eréotyping
andfurther'elaborates on the topic.

This is the time of transition in the working relationships
between women and men, characterized by certain themes. One
of them is women's poor image of themselves. Believing
themselves to be lesser, smaller, more passive, weaker, more
trivial, incapable of coping with men and other women as
equals, incapable of taking hold of a big job, they behave
as. if they are this way and then get confirmation from others
of their own beliefs. :

'Another theme is men's belief that women cannot really do big
jobs, that women are not creative, and that women in offices,
government, and industry should hold the jobs closest to
housekeeping and wife's duties. That is, that women should
take care of the routine activities, the maintenance chores,
and lubricating trivia while men do the big thinking and-
contact work. Men feel that in helping a man '"do his thing",
‘most women derive satisfactions and a feeling of being needed.
And finally, they feel that any woman who does big jobs, who
is creative, and is successful must be a hard, nasty b1tch, or
sleeping with a guy who put her where she is.

These are myths. But they have been the operating myths of
the working world, and they help to explain why it is that
women are offered and accept low pay, that capable, educated
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women accept dead-end office~wife type jobs; that women who
work full-time also do virtually all the housework and child
care without complaint in a family where a husband is also
present. They also explain the "volunteer" syndrome in
suburbs -- the middle class housewife who does not think she
is worth much as a worker, but wants to work, and fritters
her time away in volunteer chores where she feels "needed",
but not valued.
Some readers may find some bias in the above quote in addition

to some truth.

WOMEN AND EDUCATION

| It would seem that more education for women might be‘tﬂe solution
to this obvious discrepéncy in salaries and positions held. ‘Data from
the Department of Labor k1974), however, indicates that the average
woman in the.labor f;rcé has completed a median of 12.5 years of
schooling —- the same as her male counterpart. The Depaftment of
Labor (1974) provides data that indicate a higher proportion of women
workers (72 percent) than of male workers (67 percent) had completed
high school in 1974._ However, a higher percent of male Wo;kers (31
percent) than of women workers (28 percent) had some college éducafion.
Thus women Worker;'as a whole have as many years ofleducaﬁion aé maies,
but as a group do not progress as far up on fhe educapional ladder
as males. (Ihe Higher the Fewer, 1974.)

Recent years have changed the picture somewhat. Larger number .

of women are entering college, graduate and professional schools

INN)
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but women are still 1éss likely to receiye ngrees than méges.
(Higher the Fewer, 1974, Chronicle of Higher Education, 19;7.)l The
U.S. Office of Education provides data on specific degrees conferred
in areés.of study.in ﬁigher education for males and females. A total
of‘370,000 females received BA or first professional degrees to
513,575 males.  Women with PhD.'s numbered 4,570 while 26,534 males
received doctorates’iﬁ 1970-71. 'Also from this report it ié appar-
eﬁt that women who do‘receive degfees are concentrated in curriculums
which lead to jobs in more traditional émployment areas for women.
(Appendix J.)

Similar infdrmation is provided in the Summary Report (1975)
of Doctorate Recipients from United States universities. The three
. main areas (80 percent of all doctorates for women) were in education;
arts and social science. Again, these are traditional occupational

areas for women.

Inequality in Earnings

The degree for~women'is also far less a@vantagegus than for
males in terms of anticipated salaries. It is estimated that a
woman with a B.A. degree can expect to earn no more than a male high
school drépout.‘ (Sandler, 1974.) From figures by the Women's Bureau.
of the U.S. Department of Labor (1971), salaries are well bélow the

male counterparts in the occupations requiring a college ‘degree.
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(Appén&ix K;)

Centré (1974) reports that the average income for a woman with
a doctorate and five to six years experience is $2,300.00 less than
a comparable male. With 22-23 years experience, women average
$5,300.00 less than for males;

Thﬁs it seems to indicate‘that women have in the past consis-
tently received lower payingApositions and possibly lower status
jobs than what could reésonably be expected on the basis of their

education, abilities and work experience.

Security Employment

- Not only do women seem to encounter problems with the status
and salarjes of the jobs they hold, they.also appear to many times
énqounter difficulties in securing employment.

The College Placement Council reports in the March, 1978 Guidepoét
that four out of every five job-offérs are going to men. Women}s
offers,accqunt'for only 19 percent of the total bachelor's offers and.
17 percent of the Masters. However, tﬁis is a considerable improve-—
ment over March 1975 when the women's ratio was 11 percent at the |
bachelor's level and 10 percent at the masters. The College Placement
"Council Survey does not cover teaching positions. As -a large perceﬁtage
of women graduatés go into this occupation, the proportion of offers to

women would undoubtedly be higher.
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Conditi;ns of Employment

Women who do obtain higher degrees and ultimately'locate employ-—
ment often seem to find themselves in jobs with little advancement
potential. Guttman (1972) in her articlé, "Is the gray mare only
a workhorse?" suggesfs that. lack of oppoftunity is the cause for this
'situation and not a lack of interest on the part of women. Of course,
when women do aspire to positions(df prominence in the work ﬁorld,
some chance of "makingjit" must exist. At present, according to thé ‘
. literaturé available, it seems reasonable for women to feel "it's
all not ﬁorth the effort."

Rosabeth Moss Kanﬁor (1977) addresses this subject and states
many women do have low job aspirations, but so do men who are in
posifions of blocked opportunity. Laék of opportunity to succeed, not
. a personality style that shuns sucéess is often what. separates the
- unambitious from the climbers. When the jobs include opportunities
for advancement, women want to advance. But jobs without opportuni£ies
depress a person's ambition and self~esteem, for men as-well'és women.

Gornigk and;Mqrgaﬁ (1971) provide.data on women in decision-making
'posifions in this coﬁhtry. At the time of this report, women comprise
only 4'percent:of fedéral employeeé ;n the higheét gradeé and 2 percent
véf all businéss executives listed in Standard and Poor's Directory.
Women are only 22 ?efcent'bf faculty and professional staff of colieges‘

and universities, 1 percent federal judges and 1 percent in the United
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States Senate. Due to such low representation in these influencial

positions, law and public policies seem slow to reflect the needs of

women.

SOCIALIZATION

The question that comes to mind after examining our present day

situation is 'how did we arrive at this state of -affairs?”

The answer is relatively simple, yet quite complex. Socialization

may be defined as the process by which (a) the individual develops a

personality as a result of learning much of the content of a given

culture, and (b) culture is transmitted from one generation to the

next.

The process .of socialization continues throughout

lifetime. It is a learning process involving change in

goals, beliefs, or patterns of actionm.

It Involves the

societal values, norms and patterns of interaction.

Within a culture an individual learns much of the

given culture, but not all of it, ¥For example, females

a person's
the individual's

wvarious

content of a

"do not learn

every aspect of the culture that is transmitted to the male. Limita-

tions also exist in that each indiyidual has a unique history of inter-

-‘action experiences: he or she interacts with certain specific

individuals and these interactions occur in certain specific contexts

or situations.

N
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'In spite of these differences, the socialization process on a
whole, transmits culture from one generation to another. The individ-

ual is sﬁaped but he or she also shapes others (Schlossberg, 1977).

Early Socialization

Children are educated or socialized from birth to many things —-
one of which is the wide—reaching assigned role of gender (Bem and
Bem, 1972).

It is in the early socialization period that bias, role expect-
ations and sex role stereotyping are first formed. Girls ahd.Boys
internalize their sex roles differéntly according to cﬁltural
definitions of what is considered male and female behavior. Girls
learn their central role obligation is proéfeation and that their
role obligations are preferably confined to family and commﬁnity.
Within these boundaries, the sex role images acquired by females are
of a nuturant helping and emphathizing nature. (Hartley, 1976)

.Boys on the other hand, learn what théy must not be beforg they
gain much knowledge of what it is they are supposed to be. The
consequences of this process can be painful and long lasting, often
leading to a life-long aversion to any quality thought to be feminine
aﬁd a éonstanf striving for the wayé in which to be masculine (Ruth

Hartley, 1976, p. 235).
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A description of stereotyped traits of the sexes as formed
through socialization are provided by Bardwick and Douvan (1971):

What are big boys made of? What are big boys made of?

Independence, aggression, competiveness, leadership,

task orientation, outward orientation, assertiveness,

innovation, self-discipline, stocism, activity, objectivi;y,

analytic mindedness, courage, unsentimentality, relationality,
confidence, and emotional control. What are big girls

made of? What are big girls made of? Dependence,

passivity, fragility, orientation, interpersonal

orietnation, empathy, sensitivity, nuturance, subject-

ivity, intuitiveness, yieldingness, receptivity,

inability to risk, emotional liability, supportiveness.

(p. 147).

O'Neil, Meeker and Borgus, 1977, list four factors which may
affect socialization, sex role learning and the career choice process
in college women. (1) Societal factors, including educational
experiences, peer group influences ‘and effects of mass media.

(2) Familial factors, early childhood experiences, mother's role
ﬁodel and father's role model. (3) Socioeconomic factors, including
social class, race, sex discrimination and supply and demand of

jobs. (4) Situational factors includes the course of least resistance -

and chance.

Socialization in the Schools
While-it seems that the most intense and overt socialization
occurs in infancy and childhood, social learning is believed to

continue throughout life.
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Rossi (1969) says, for example, that it is dufing the early

of elementary school education that young people-develop their
views of appropriate characteristics, activities, and goals for
sex.

Instead of broadening the base on which children form their

images of male and female roles, the school perpetuates the image

children bring from home. It has been mother who guided their pre-

school training; now in school it is almost exclusively female teachers

who guide their first Serious learning experiences. As for the girl,

women are again the ones in charge of children. Probably, her

teachers expect her to be quiet, dependent, with feminine interests-

in doll and house play and dressing up. Thus she is more likely

to enter classes for child care, cooking, and practical nursing.

(Rossi, 1969)

terms.

Ruth Harle&'é (1976) article discusses how boys 8 - 11 feel in

of what is expected of them.

‘They have to be able to fight in case a bully comes

along; they have to be athletic; they have to be able
to run fast; they must be able to play rough games;
they need to know how to play many games - baseball,
basketball, football; they need to be smart; they need
to be able to take care of themselves; they should know
what girls don't know - how to climb, how to make a
fire, how to carry things; they should have more
ability than girls; they need to know how to stay out
of trouble; they need to know arithmetic and spelling
more than girls do.
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We learn a little more when we ask, "What is expected

of boys?" We find that they believe grown-ups expect

thém to be noisy; to get dirty; to mess up the house;

to be naughty, to. be "outside" more than girls are; not

to be crybabies; not to be "softies'"; not to be "behind"

like girls are; and to get into trouble more than girls

do. Moreover, boys are not allowed to do the kind of

things that girls usually do, but girls may do the kind

of things that boys do.

It is believed that these images described are carried through
life and affect men and women's notions about probable future occupa-
tional invélvement. Possibly occupational roles are often chosen
with these sex-related qualities. Parents, teachers, peeré, and
communication media may reinforce the occupational images and stereo-
- types throughout the socialization process.

Joffe (1971) studies é.progressive nursery school that con-
sciously tried to avoid teaching sex stereotyped behavior to boys
and girls. Even here, though, subtle influences from some of the
teacheré motivafed sex—typed behavior. For example, the songs,
storybooks and games were stereotyped. Furthermore, girls were.

. complimented on how nice they looked, boys were more rewarded for
aggression than were the girls.

As girls and boys move up the'age ladder, out of elementary .
schooi and into courses for older children, the same distortions occur

at a more complex level. .Often, young people are instilled with the:

largely unexamined_éssumption that the only alternatives possible for
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the future are those which were possible in the past. (Bart, 1971)

It appears that education, too, may pose a current incongruent
message for young girls. That is, girls are encouraged equally with
boys to achieve good grades, and up to a point, both boys and girls
take the same subjects. Thus, while a girl hears the message to do
well in school, she, in‘reality, has had limited pathways outside the
school in which achievement of high grades mattered. In the so-called
land of opportunity, females may have to deal with conflicting
messages relative to their status of being female.(Schlossberg, 1977).

Nickerson (1975) examines ways in which schools are a major
agent in the continuing socialization that leads to discrimination
against women and sex role stereotyping. Intervention strategies
available and currently being explored are discussed as ways of

counteracting the sexual stereotypes.

Women's Values

Vélues of woﬁen are significant factors in their sex role
orienfation and career planning. Bordwick and Douvan (1971) believe
women emphasize interpersonal values at the expense of achievemént
values. McClelland (1965) suggests women are different than men in
their values. Women are more interdependent and relatiomnship-oriented

than men. They are more nurturant, self-disclosing, caring, moralistic,
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and alturistic than mén. Men tend to be more analytic and manipﬁl—
ative.

Values change in women's lives, depending on age and the role
a woman assumés. Arnbtt (1972) found in her study of women's roles,
valueé,Aand the profit associated with them, Qere found to shift in

anticipation of role changes.,

Psychoiogical Differences '

In conjunction with an examinatién‘of the process of social-
ization, a look at psychological differénces as reported by research
is appropriate. One must not only be aware of differences as they
exist, distinguishing them from commonly held myths, but also.Bg
sensitive to possible causes of these documented differences. Are
they iﬁevitable or are they the product of socialization?

The psychological nature of men and women have been studied for
a ﬁumber of yéars. Maccoby and Jacklin (1974) attempt to aﬁalyze
the findings.of past research. in light of present day knowledge.

Four sex differences were identified as being fairly weil
esbéblished: (1) girls on an average have greater verbal ability
than boys, (2) boys on an average'excel‘in visual-spatial ability,
(3) boys on an average excel in mathematical ability, (4) bo§s on

an average are more aggressive.
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Macoby‘an& Jacklin (1974) also cite a number of unfounded

beliefs about sex differences. (1) Girls.afe more "social' than boys,
(2) girls are ﬁore “sﬁggestable" than boys, (3) girls ha§e lower
self—esteem? (4)vgirls are better at rote learning and siﬁple repeti-
tive taéks, boys at tasks that require higher-level cognitive process-—
ing and inhibition of previous learned responses. (5)-Bo§s are mo?e
"énalytic". (6) Girls are more affected by heredity, boys by environ-
mept.' (7) Girls lack achievement motivation, (8) girls ére'auditory,
boys visual.
Maccoby and Jacklin's analysis of research in the psychology
of sex differences différs somewhat from Tyler's study in 1965. .Tylgr
found that research indicated females were higher in verbal fluency,
. rote memofizaéion, dexterity and perceptual spéed, Males, on the
other hand, were higher in mathematical reasoning, sﬁatiai judgement

and science.

Vocational Indecision

Lenare Harmon (1970) questioned pollége women about their
vocational blanning during adoiescence and found that tﬁesé woﬁen had-
only considered a limitéd range of occupations as teenagers:' They
were what ﬁight be described as immature in terms of vocational
exploration. Ginsberg and Assoéiateé (1951) have theorized that

fantasies and perceived opportunities play an important role in the
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occupational choice pfocess. When society predetermines limited
vocational possibilities for women, little thought is given to other
alternatives,

" A study by Raipﬁ Turner (1971) coﬁfirms this, A substantial
number of women when asked what occupation they.thought they might
pursue as life's work.were unable to name a partiéular vocational
choice aﬁd the femain&er largely chose traditional vocationé. Turner
concluded that women lack realistic knowlegge about the vocational

choice they arevmaking.

IMPLICATIONS OF SOCIALIZATION

Unforfunatély, as a result of this over-classification actual
harm may be done, particularly to Qomen. Implicit in the dicho-
tomization of behavior patterns deemed "acceptable" fof'boys and girls
iIs the sfandard of maies being superiod (more valued) and females’
inferigr (less valued). Brown (1956)'found that almost no boys between
the ages of 3 and 10 want to be girls while a substantial number of
girls do ﬁish they weré boys - a reflection of the girls‘éwa#eness

of the relative devaluation of the female role,

Self-Concept In Women and Men
One possible result from soclalization may be damaged self-
image and a decline in.self-respect among the numbers of peréons,

male and female, who are unable to transcend the narrow stereotypes
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of benaviur preééribed for them.

Self-concept is examined in a study by Maury Lacher (1975) on
Sex Differences in Sélf Evaluation of Academic Achievement and
Ability. ‘Women students were found to.undérestimate future per-
formance on intelligeﬁce and academic tasks while men overestimated
their performance. Women tended to state that grades were over-
representing their ability and men felt that their grades under-
represented their ability.

Women inevitably come to internalize the general disesteem in
which they are held as demonstrated by Goldberg (1968) in his study
"Are Women Prejudiced Against Other Women?" By testing the reaction
.of women undergraduates to an essay signed alternately (John McKay"
and "Joan McKay") he found women downgrade the work of professionals
of their own sex not only in traditional masculine fields but in
traditional feminine fields as well.

Willett (1971) contends that a waman's poor self~image can
prevent her job advancement. Cless (1969) points out that lack of
confidence in young women can result in an underrating of their
abilities. It is believed by Cless that this may be a factor in
the lower career aspirations of high scﬁool and college women

student in comparison to men.
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A study conducte& by Deaux and Emswiller (1973) indicates that
this Yowngrading of females in our society"also relates to attitudes
concerning success. In evaiuating performances on sex-linked tasks,
both men ahd women atpributed a male's success to skill and intel-
ligence but considered a similar successful perfbrmance by a female
as "lucky". The results of this study suggest that because of
different socialization, women develop less confidence in their skills,
less independence;, and lower self~esteem, than do men. Because a
woman lacks self~confidence and self-esteem, she is moré'vulnerable to
a fear of failure. Consequently, when options are open té her, she is
less likely to take advantage of the opportunity.

Besides a fear qf failure, women élso experience a fear of
success. (Matina Horner, 1971) Horner's étudy indicates that.normal‘
achievement strivihgs of women can be inhibited by the expectation
that success wili be followed by negative consequences because
achievement is not appropriate for females;

A woman's status is measured in terms of "who they marry", a
manfs status is measured by how much money he is worth. This
conditioning is taking place at a time when egalitarian principles
are being recognized in institutions of higher learning aﬁd when the
Qhole structure of public education rests on acceptance of equality of

opportunity, without regard to color, race, religion, or sex. The
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result is confusion, ambivalence ané-emotional havoc among girls with
talents or intellectual abilities. Bardwick and Dou&an'(ig71).

Stein aﬁd Bailey (1973) similarly report that expectations.are
crucial in outcome. Women are.forcéd.to have a different pattern of
achievement motivation than males. Women reduce achieﬁement efforts
when they peréeive that their success might jeopardize their social

success.

Dynamics of ‘Bias and Sex Role‘Stereotyping\

Socialization explains why we are as we are. Bias and stero-
. typing, however, is what we all do“to‘perpetuate the.system.

| Human beings could not function from moment to moment if they

had to approach each situation as something entirely new; We require
prior experience to help ﬁs deal with almost every aspect 6f our
lives. Learning itself is the making of finer and finer distinctions
as Weli as being able to sée similarities .not alwéys obvious on the
surf;ce. ‘Mo?eo&er, survival in any culture required sharing a Sét o
normative expectations:that result in categorizations that allow
people to process situa£ions quickly and té‘reacf as if by ipstinct.
(Schlossberg, 1977)

.ﬁot only do welcategorize but we also often attach value labels

to different categories. In many cases these value judgements do no
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great harm, only we aée losers insofar as we constrict our possibili;
ties for eiperience and opportunities for énjoyment. But when it

'éomes to attaching value labels to human beings on the basis of their
membership in a category, much damage may result. Whether the sfig—
matized group comprises blacks, women, the. poor, the old, the physically
handicapped or whatever, the danger is the same. That individual's

life chances are limited by possible erroneous assumptions bqséd on

" that individual's membership in a particular group. Worst of all,

the inaccurate expectations can carry it all one step further, making

the false come true. (Gornick and Morgan, 1971)

Bem and Bem (1972) have called the sex role stereotyping the
"homogenization" of Wqﬁen. The traditional female sex role (or male
role) does not recognize the individual differences in abilitieg,
interests, temperaments among persons.

Bradwick and Douvan (1971) pointed out that sex roles are
changing, but they have not yet accommodated the many societal changes
now takiﬁg place.

Caroline Bird (1970) categorized some of the possible sex role.
orientations adopted ﬁy women. She diVided.ﬁhése outlooks into four
categories.

New‘Masculinism - It recognizes many motives. It does not

define a specific woman's ''place". It charges her instead

with a duty of finding the task the men around her need done
from moment to moment...providing she does it in the name
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of somebody else and not for the greater glory of herself.
(p. 150)

0ld Masculinists - ...believe that women's place is in the

home, that her work is prescribed by her anatomy, and that
she is mentally and physically unable to do men's work.
(p. 151) . :

New Feminists -~ ... think sex roles are obsolete at work

and should not be revived. They see no use in ascribing
special advantages or handicaps to women in most jobs.
(p. 153)

0ld Feminists - ... are out to prove that women can be

like men, if necessary, by remaining single. (p. 153)

Helen Farmer (1971) sees women's roles at present not being

She feels that this contributes to women's difficulty with

career planning. There is ambiguity on the life style appropriate

to women.

Super (1957) developed a theory of vocational choice that relates

to women's view of their appropriate sex role. Categories were

formulated describing the sex roles described by Super in relation to

vocational choice.

- Double track - continuous work throughout life,

Stable homemaker - no work outside the home, married.

Conventional homemaker - work before marriage but not
afterward. '

.Stable working - continuous work throughout life,
single. :

married.

o
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Interrupted - work before having children, homemaker,
return to work again, married.

Unstable - in and out of work force at irregular
intervals. : :

Multiple trial -~ series of unrelated jobs.

Pattersoh (1973) believes that for women, vocational identity
and sexual identity are interrelated. 1In order to define their sexual
role, girls must make decisions regarding the selection of a .husband,

éstablishing a home, and philosophy of child care.

Role Conflicts in Womep

Pfofound changes in the roles of women during the past' century
have been accompanied by innumerable contradictions and inconsistenciés.
Culturalinorms,are of;en functionally unsuited to the sociaf situations
to which they apply. Thus they may deter an individual from a course
of action which would serve their own or society's interests Best.
Or if-behaﬁior contrary to the norm is engéged in, the individual
may Sﬁffer guilt over violating mores which no longér serve an&

sucially useful end. Mira Komarovsky (1956) in her article on cultural

contradictions and sexlroles sets forth in detail the nature-of certéin

incompatible sex roles. imposed by our society upon the college woman.
Two roles are defined as being part of the social environment

of the college woman at this period of time. The goals set by each '

role are mutually exclusive and the fundamental personality traits
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each evokes are diametrically opposed, so that what are assets. for

one become liabilities for the other; and the full realization of one

threatens defeat in the other.
The two roles are identified as the "feminine'" role and the
"no sex role". The feminine role is described as the "goéd sport",
the "glamour girl", the '"young lady", the domestic "home girl", etc.
The "no sex role" at all is one which obliterates the differentiation
in sex. It demands of woman much the same virtues, patterns of
mbehavior, énd'attitudg that it does of men of a corresponding age.
The following exérpt from Komarovsky's article illustrates the
inconsistency of goals set for the young woman by her fémily{

One student writes:

How am I to pursue any course single minded when some
way along the line a person I respect is sure to say, "You
are on the wrong track and wasting your time." Uncle John
telephones every Sunday morning., His first question is:
"Did you go out last night?" He would think me a "grind"
if I were to stay home Saturday night to finish a term
paper. My father expects me to get an "A" in every subject
and is disappointed by a "B". He says I have plenty of
time for social.life. Mother says "That A in philosophy is
very nice dear. But please don't become so deep that no man
will be good enough for you." And, finally Aunt Mary's line
is careers for women. '"Prepare yourself for some profession.
This is the only way to insure yourself indepéndence and an

interesting life, You have plenty of time to marry."

Another student recollects a switch in role expectations taking

place almost over night.
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I could match my older brother in skating, sledding, riflery,
ball, and many games we played. He enjoyed teaching me and
took great pride in my accomplishments. Then one day it
all changed. He must have suddenly become conscious of the
fact that girls ought to be feminine. I was walking with
him, proud to be able to keep up with his long-legged steps
when he turned to me in annoyance, 'Can't you walk like a

lady?" I still reémember feeling hurt and bewildered by his
scorn, when I had been led to expect approval.

Role conflicts may continue throughout women's life times.
One particular area of conflict in roles could be when women begin

to ﬁork outside the hqme.

The conflict that a married woman faces is one between expect-
ations of her in the home and the motivatipns and satisfactions of
work. Helen Farmer (1971) describes this as guilt over hav;ng'a
career if she has a family as well as a feeling that she is missing
.éométhing if she does not work in our achievement oriented society.
This conflict amounts to: ''do everything - be a mother, be a house-
wife; and have a career too." (Bailyn, 1969).

In attempting to meet these roles equally well women experience
role overload. Epstien, 1970, an@ Novin 1972 also believe that women
who pursue career, marriage, and family may experience conflicts and .
tensions. These tensions may develop when women feel guilt abéut
1eaving.their children under the care of others. They may also fear
that they may threaten their husbands by competing or outranking
them in their career achievement. Also women may receive'negative

reactions from other women peers who are threatened by the working
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woﬁan's dual roles, commitments and life stylexchanges. WOmeﬁ who
experience both a career and family concurrently, may‘exper;ence
guilt, role overload, and social pressure and disapproval from
significant others in their 1lives.

Role conflicts for women also exist in the area of the need for
achievement and the need for affiliation and social approval from
ﬁales. The conflict exists when a woman feels unable to achieve
careér potential_or achievement, because of the perceived loss of
affiliation or approval and threat to men..(Epstein, 1970)

Epstien (1971) found that in a study involving women lawyers
that women were seen playing many‘roles with different expectations
fof each role often inconsistent with one another. Kosa and Coker
(1971) reported'similar findings from a study involving women
physicians., Conflicts existed for these women between sex roles and
professional ideas. Edwards (1969) and Tangri (1972) indicate in

their research that male peers can have strong influences on .women's

career plams.

vMen,apd the Méie Steréotype

| The male stereotype also appears to exist in our societf. It
~seems to dictate to men the type of life to iead, the things to do,
" the piaces to go, an& the people to be with. The male stereotype maﬁ

exist in every aépect of American life - politics, religion, the arts,
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education, business, health, government, etc.

In Américan society men must deal with the conflict that‘is
generated by the realities of their lives and the imposed stereotyﬁe
of thg Great American Male. (Hoskell, 1575)

Hoskell (1975) states that the stereotype of the Great
American Male means a man who is:

1. Highly successful in business - has a high corporate
position with a great deal of responsibility, power, etc.

2. Financially productive - owns a house, has a car for
himself and wife, and has good clothes.

3. Sexually attractive - physically in good condition

and attractive so that women other than his wife find him

physically desirable.

4. Physically productive - can build things, repair cars,

etc. 'as well as be capable of producing physically

attractive off-spring.

5. Knowledgeable - about the business world, the state of

the economy, the political situation, and his own personal

and professional goals and directions.

The cost of pursuing the Great American Male stereotype can be
considerable. It can result in physical disability or early death,
heart disease, fatigue, heart failure, overweight, ulcers, high blood
pressure, frustration, anger, hostility, alcoholism, drug dependency,
cigarette smoking, few intimate relationships, failure and a few
collaborative relationships (Hoskeil, 1975).

The benefits of.achieving this idea is pushed By advertising

media: popularity, happiness, satisfaction, access to quality goods,
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attractive surroundiﬁgs.(including people), feeling security, power,
‘and sexual pleasure.

Closely associated with this male stereotype are the elements of
achievement, competition, power, success, and conflict. The number
one priority of the male stereotype is work. Only through work can
the male achieve this ideal and consequently the other elements of
1ife (family relationship, friendé, recreation, growth, and develop-
ment) take second, or lower, priority. (Hoskell, 1975)

Values of this kind seem to be developed very early. Ruth Hart-
1éy {1959) describes what a young boy sees as his future described in
terms of the things men need to know and be able to do: '"They need
to be strong; they need to be ready to make decisions; they need to.

be able to pfo;ect women and children in emergencies; they have fo
héve more strength than women; they should know how to carfy heavy
things; they are the ones to do the hard labor, the rough work, the
dirty work, aqd‘the unpleasant work; they must be able to fix things;
they must get money to support their families; they need "a good
business head."

Young boys learn early that: 'men are usually in charge of
things; they work ver& hard and they get tired a lot; they are
.supposed to be bolder and more restless, and have more courage than

women. Men like boys mess up the house.
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On the positive side, men mostly do Qhat they want to do and are
very important. In the family they are the boss; they have authority
in financial affairs and they get first choice in the use of the
most comfortable chaif in the house and the daily newspaper. They
seem to get maa a lot, but are able to make children feel good; they
laugh and make jokes more than women do. Compared with mothers,
fathers are more fun to be with; they are exciting to be with and

have the best ideas. Ruth Hartley (1959).

WOMEN STUDENTS IN HIGHER EDUCATION

The literature seems to indicate thét women students entering
higher education have vague career plans, if any, and have unrealistic
attitudes about the world of work. Ginzberg's (1951) pioneer work,
indicated that women QO not choose college majors with any kind of
vocational implication. Unfortunately, higher education offers few
solutions for the problem. (Howe, 1975)

Not only do there appear to be few solutions in higher
education, there also seems to be a number of barriers that women
students must overcome, Invthe study conducted by Westervelt (1975)
various institutional barriers in higher education'were discussed. |
. Some of the éreas included were: admission practices such as sex
quofas and age restrictionms, finéncial aid practices, institutional

regulations, housing policies, curriculum planning, student personnel
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services and faculty/staff attitudes, behaviors, etc.

Title IX

Recent legislation has been enacted "to deal with this problem 4
(Titlg IX of the Educational Amendment, 1972) which mandates sex
discrimination be eliminated in federally assis£ed education programs.
© Title iX has significant implications for a vafiety of issues
including recruiting,Aadmissions, financiai aid, student rules and
regulations, housing rules, health care and insurance benefits,
student.employﬁent, textbooks and curriculum, single sex courses and
women's studies program (Dunkle and Sandler, 1975).

..Dunkle and Sandier (1975) report in refgrepce to the Title IX‘
applicétion for counseling students that: |

While there is little question that it is important for an
institution to provide its students with unbiased counseling,
there is considerable disagreement concerning how this might
most appropriately be accomplished. Sex bias in counseling
is perhaps even more difficult to identify and rectify than
bias in textbooks er curricula. Because of the subtle
nature of discrimination in this area, the government
is even less likely to intervene in counseling programs

. than in the area of textbooks and curriculum.

Although counseling programs alone cannot take the blame

or credit for career and personal choices students- make,
they typically mirror the attitudes of the institution
towards women., Often sex bias is transmitted by well-
meaning counselors who pass on stereotypes about men and
women. They may be unaware of the growing body of research
which is shedding new light on motivation and achievement
of women. Often counselors: are trained only to work with
the "traditional" student, a label which often does not
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apply to older women returning to complete their education
or women with child care and family responsibilities.

Fd

‘ Lo
No matter what stand HEW takes on direct (or indirect)
intervention to alleviate sex bias in counseling, voluntary
steps by schools would be consistent with both the spirit
and letter of Title IX. For example, they might develop
programs to train their counselors and other staff members
to be more sensitive.to their own biases and those in
materials they use.

Counselors and Advisors
Adult women need to have career cdunseling available to them.

They need clarification of their alternatives regarding employment,

help in working out conflicts between home responsibilities and outside

interests, assistance in developing an identity of their own, and help

in increasing self-esteem (Morris and Mochiziki, 1972).

Persons working with women need to be able to see women as
individuals, not as a class. Since the time of the Broverman, et.al.,

(197Q) study, investigating the possible effects of sex-role stereo-

typing on mental health professionals, further research (Stewand

:and'Thomas 1971; Fakrekout, 1974; Brown and Hellinger, 1975; Unger,
1976) has confirmed the Boverman, et.al hypothesis: since people
in general hold strong beliefs about sex appropriate behavior, we
can assume that counselors also hold these notions.

Patterson (1973) states that women become encultured to the
"female rolg” in society, counselors, male and female, are misinformed

about women and the world of work, and still function with the same
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stereotypes that others do. Vocationai and guidance counselors do
not deal with issues of sexual and vocational identity which hés
created much conflict within young wbmen'today. Counselors also
do not assist women in being prepared and learning to deal with bias
and discrimination as it exists in today's world.

Sex role stereotyping as it applies to helping professionals
appears to be changing for the better.

Broverman, Broverman, Clarkson, Rosenkrantz and Vogel (1970),
in a study conducted in the late 1960's investigated the possible
effects of sex-role stereotyping by mental healtﬁ professionals. The
findings of the study showed no significéﬁt difference in the view of
male and female clinicians; both subscribed to a double standard of
healthy behavior for men and women.

Davis and Maslin (1975) disagreed with the Broverman study in
that the mgles and females in this group différed on their expectation

of healthy female behavior. This research indicates that female

respondents expected a healthy female to be approximately the same

as this sample's standard for healthy males, whereas male resﬁondents o
expected a healthy female to be more stereotypically feminine than

Fhe standard for hea;thy males. The researchers suggest that the

difference between male and female response lies in the feminist

movement. Feméles among this sample had disconéinued employing

stereotypes in their image of healthy women due to exposure to new
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information ohiwomep in our society.

" In Brown and Hollinger study (1975) an investigation was made
of therapisf's attitudes toward women. An attitude toward women's
questionnaire was administered to 177 therapisté, psychiatrists,
psfchologists, social workers, and psychiatfic nurses. The results
of this study indicated that (1) women therapists hold more con-
temporé?y attitudes thén male therapists; (2) males see themselves
as losing their traditional position of dominance; (3) therapists
with fewer years of experience leaned toward traditional views; and
(4) feméleé scored higher on contemporary views on items related to
sex, child rearing, and maternal Instincts.

A similar finding occurred in the Olésker and Balber (1972)
study. It was their conclusion that female counselors seemed mQre
empathétic with the needs of their women clients. Thomas and
Steward (1971) and the Pietrofsk and Schlossberg (1972) study found
that counselors.f;vor women whose occupational aspirations conform to
sexual stereotypes. Counselors attempt to discourage women aspiring_
to "malg" occupations, eithér by actively discouraging them ér |
ignoring'their‘choices (Patterson 1973). Vetter, (1973) chalienges
the'céunseling profession by stating tﬁat since women argdiscriminated
against in pursuit of_education and careers, let them at least not be

“discriminated against by counselors whose job it is to help them
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qaximize their individual potential. Krovitz (1976) advocates weeding
out counseiors who are predisposed to stereotyping because this is-
out-of-date. |

A group similar to coﬁnselors in their relationships:with
students are academic advisors; Gelwick (1974) suggests a major
concern of both students and faculty is inadequate counseling. She
indicates that lack of training for faculty advisors, limited time for
and poor rewards are major factors in poor advising. If advising or
counseling is biased with fegards to women's choice of ideﬁtity and
role then it is likely to define and prescribe the client on a
vicious circle in academic advising. Many advisors collude with male
énd femalé_students by suggesting traditional.”male" and "female".
occupations';voidiﬁg exploration of non—trgditional alternatives.

The Chronicle of Higher Education (April 5, 1976) suggests that
male faculty in geﬁeral are not in tune with issues affecting women
students. . Aﬁ article in the Chronicle of:Higher Education (January

24, 1977) based on an analysis of four institutions, also states

thgt colleges are dominated by male professors who in general are
"relatively" insensitive to issues affecting their women stﬁdgnts and
female colleagues. - |

| The May issue (1976) of the Chronicle of Higher Eduéation refers
to the Todd—Liﬁsef Survey that women ‘faculty care more thén men

faculty about minority issues. It was reported that over one-half
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the women compared to 42 percent of the men, strongly oppose any’

barriers related to sexual tendencies.

Need for Role Models

It seems women students need help in clarifying their alterna-
tives regardiﬁg employment, help in working out conflicts between
home responsibilities and outside interesté,vassistance iﬁ developing
an identity of‘their own, and help in increasing their self-esteem.

One possible way in dealing with these conflicts is for women
students to see and talk with women faculty who may have had
éimilar conflicts in their lives.

The need for role models for women who have successfully
combined home and work seem to be apparent in light of reéent research
(Almquist and Angrist, 1970, 1971; Rossi, 1971; Dickerson, 1974;
Harris, 1970). Plotsky and Good (1974) found that an opportunity to
disduss.the conflicts of being a working women with older women_waé
a valuable counéeling experience for undergraduate students..Astin h

(1969) study found that women doctofates had been influenced in their

décision to strive fof a career by role models. Theodore (1971)
sdggests that role mo@els and women professors support play a
significant role in making of the professional woman.

Higher education, however, is comprised primarily of male

facule. The U.S. Dgpartment of Health, Education, and Welfare
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indicates that women éomprise 22.5 percent of faculty who hoid
profeSsorshiﬁs. The Carnegie Commission 1973 reports women represenF
36 percent of the graduate students but only 19 percent of the
faculty of four year colleges and universities.

In light of the expressed need for role models, higher
education should bossibly emphasize affirmative action programs and
strive fof innovative means of providing women students with the
supports‘that male students receilve.

In addition tb this, Guttmén (1973) challenges all professionals
in higher education, particularly graduate school, to start listening’
_ to women s?udents‘ needs and lead the way in developing new programs
6f career guidance that consider the changing role of Womeﬁ'énd the
rapid increase of opportunities for women in the world of work.

Qliver (1975) also offers suggestions for persons in the helping
professions which; of course, should apply to all members of the
ﬁniversity community. (1) Be awére of the necessity for dealing with
the blas Issue in counseling - in yourself, in others and in the
materials you use. (é)-Emphasize career cqunseling‘for‘women within
. a lifé—blanning context, taking into consideration the deVelopmehtal
stageé involved. (3) Work with men, as well as women, in order that
the men may understand the changes that are occurring and tﬁéir role

in helping both themselves and the women in their lives come to terms
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with these chéngés. (4) Keep informed of the research and other
literature pertaining to women.

Epstein’s (1970). conclusion that womeén were not as apt to be
included in the ﬁrotege—spoﬂsor relationship or in the colleague
systems that oftén serve as vehicles for professional advancement,
suggest that advisors, male and female, examine all available
avenues that théy may use to help women students receive equal
assistance in.tﬁis most important catreer developing aspect. Rice
(1977) states that women lack aikey preliminary step in going from
thé masters degree level to doctoral level study. She describgs this
as access to information about obtaining a higher degree and/or the
financial aid nécéssary to do so; Su¢h information, presented by
sympathetic sponsors accompanied with encoﬁragement is part and
pa?cel of the protege process. Discussion of the wa&s.and means,
the keys, the concrete feedback, are all part of the rites of passage

to the doctorate and to the profession.
RESEARCH: ATTITUDES TOWARD SEX ROLES

Early Research

One of the earlier studies involving the measurement oflattitudes
toward sex roles took place in 1936 by Kirkpatrick. A "Belief-Pattern
Séale'for Measuring Attitudes Toward Feminism" was developed and usea

by Kirkpatrick in several studies. In comparing attitudes of students
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he found females to be less inconsistent than males, who more ofﬁen ‘
.accepted both feminist and antifeminist stdnds on the same issue. 1In-
a study which compared the attitudes of husbands and wives\(Kirkpatrick‘
1939), he found that énti—féminist'beliefs on the part of men were
cidsely reléted to marital maladjustment, while women could hold
highly feministic ideals without a disturbance in the adjustment of
the marriage. Kirkpatrick (1936) also compared attitudes of university
students with those of their parents. On ;he whole, the younger :
generation was more "liberal”, but when educational differences were
controlled, this generation difference diséppeared. The younger
generation.also tended to show greater sex differences in atfitude
than theif parents, indicating that the points of view of the sexes
might be diverging ove; time.

Using an adaption of Kirkpatrick Attitude Scale, Seward.(l945)
undertook a sgudy to é;sess the prevalence of liberal ideas among

college sophomore women and to relate high liberal and low

conservative scores to such factors as family background, scﬁolastic
aptitude test scores, masculinity-feminity scores, and éttitude toward
female biological functioﬁs.
Comparisons of extreme liberals and conservatives on the
feminism scale indicated alless conforming and less securelhome baék—
~ground among the liberals. Their mothers were more often pérceived

by them as poorly adjusted, more likely to have a career, and the
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home was more likely to have been disrupted by death or divorce. It

was also found that significantly more conservatives had brothers than

liberals. Conservatives were also more 1ikely to have religious
backgrounds than libefals. No differences were found in scholastic
aptitude scores, and Both groups appeared to have a healthy acceptance
of female biological functions.

Seward's study was undertaken near the end of World War II when
women ﬁeré needed in éreat numbers to keep the country going while the
men were at waf. Assessing the future employment desires of women was
one of its purposes. Most of the sample of 147 women desired equality
between men and ;ingle women, but expected to become the traditional
subordinate wife and mother after marriage. This reﬁained relatively
unchanged until 1963 until the publishing of Betty Friedan's The

Feminine Mystique.

Recent Research

Broverman, Broverman, Clarkson, Rosenkranz, and Vogel -(1970)
investigated the possible effects of sex-role stereotyping by mental
health professionals. They surveyed 79 actively functioning
clincially trained psychologists, psychiatrists and social workers,
finding evidence of a double standard for mental health. The finding
showed no significant aifference in the views of male and female

clinicians; both subscribed to a double standard of mental health

o~
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for the sexes. The clinicians' view of he;lthy males did not differ
sigpificantly from their conception of a healthy adult, however, their
yiews of a healthy, mature woman did differ significantly from the
healthy adult charactéristics. The study demonstrated that these
" clinicians expect women to be more passive and dependent than men but
thét these traits ;re not considered ideal for mental health.
The attitudes of women were assessed in two large surveys by

national magazines, Psychology Toda& and Redbook in 1973 (Tavris,

1972). The response to these two studies were 20,000 (Psychology Today)

~and 120,000 (Redbook). Women who favored the Women's Liberation
Movement'composed roughly 60 percent of.the.sample. Because the
Iquestionnaires were oBQiously directed toward a 1ibefal poinf of %iew,
it was highly likely that those 1n£erested in the women's movement

would respond.

3

--Bofh surﬁeys in&icated that~the-fespondents believed in the
'cultural, rather than biological genesis.pf sex-linked traits as
aggressiveness and emqtionality. Redbook éample found an age
difference, the older, married women tended to ascribe more sex-linked
traits to biology than did the younger single women.
The Psychology Today study included ﬁales,inactive females, and
active women liberation movement respondents. Tavris.contrasted

the three groups as follows; "Invariably men lagged far behind group.
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women in support of Women's Liberation issues. Non- group women
sometimes fell closer to group members in attitudes and other times

were more conservative than men."

Many meﬁ gave lip service to thé
mo&ément‘but admitted'to'having discriminated against women, and were
perfectly satisfied by the-traditional division of labor between the
sexes.. "Liberal political preference is a major indicator of support
foffWomeﬁ'é Liberation Movement. Religion has a similarily strong

“effect on attitudes, Protestant and Catholics are most traditioﬁal."
Tavris céme to a similar finding as Kifkpafrick that the most |

.diésatisfied women were those who were trying to combine Qork with
marriage to.a traditional husband. The conclusion was that
potentially the.most éctive supporters of Women's Liberation would be
these woﬁen and not the_more traditional or the liberal women with
liberal 1ifésty1e§Q

Spence and Helmreich (1972) in a study designed to measure the
attitudes of men and women students towards the likability of
competent and incompetent females designed thé Attitude Toward Women
Scale (Appendix (). The 55 item scale was used by Spence and
Helmreich in thié study ;nd a later study involving male and female
students at the University of Texas in Austin. It has. subsequently

been used by a number of researchers examining sex roles in our

socilety.
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The Attitude To&ard Women Scale contains 55 items with four
fesponsé alternatives; being on thé vocatibnal, educational and
intellectual roles of women, freedom and independence, dating,
:éouftship and etiquétte, sexual behavior and marital relationships
and obligations. Two samples of male and female introductory
psychology students (totaling 713 and 768 respectively) and a sample
of 292 mothers and 232 fathers of these students were used in this
~ study. It was found fhat the meéns.of the female student were
significantly higher £han males, the means of mothers higher than
fathers and students Higher than parents.

The following year, 1973, Bingham and House const;ucted an
attitude qﬁestionnairé which was used on secondary school counselors
 in New Jersey. vThe counselors in this study expressed more‘p&sitive
than negative attitudes toward women and work. In some respects
thgir attitudes were less clearly &efined than was expected. The
éonclusion ﬁas that wémen who do feel uncertain‘about théir.counseléré"

might anticipate greater support on some important diménsions of

'vocational behavior from female rather than male counselors.

_The Hérmap, Sediacek Study (1973) utilized the Situational
.Attitude Scale.fbr Woﬁen, an adaptation of the original Situational
Attitude Scale developed by Sedlacek and Brooks'in 1972. - This scale
was designed to meashyg attitudes.of men toward woﬁen or more

specifically toward women in nonttraditional sex roles. It was
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" administered to 151 new freshmen during a summer orientation prbgram.
The responééS‘to the scale did not immediately appear to measure
sexism. A closer examination disclosed that sexism appears to be

- more than a negative %eaction. The reseérchers described it as a
sfereotyped reaction to any change in the sex roles for either sex:
The researchers believed in this respect that the SASW seemed to be
a valuable tool for measuring elusive and c&mplex attitudes.

Miller (1973) studied attitudes of 171 male sophomore studénts
at five different college settings in the Northeast. The Rosenberg
Self Esteem Scale (1965) was used to assess the subject's level of
'self;esteem. The Women's Liberation Questionnaire (WLQ) developed
by Bove and Miller (1970) was uti}ized to assess attitudes toward the
princiﬁles of women's.rights and roles of women in present Qay

American soéietyi

Thé relationship between male attitﬁdes toward women's rights

aﬁd se1f+estéem of the male samplés ﬁere examined, vevealing that

acceptance of principal issues related to the womenfs‘movement segmed

" to be significantly rélated.to‘high levels of self—eéteem in the
"samples of males studied. It was aiso found that males wﬂo attended

. large stafe and nonreligious affiiiated institutions were'genérélly
more approving of the principles of woﬁen'g liberation movement than
males who attehdedlsmall religious affiliated or private institutions.

The non-college sample compared closely with the small religiously
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affiliated or private college group.
In the Lunnebo?g study (1974) an attempt was made to provide
~ validated evidence for Spence and Helmreich's Attitude-Toward Women
Scale conducted in 1972. It was the researchers intent to profide a
standardized psychometrically sound instrument fo be used in empirical
studies on the psychology of sex differences and in conjunction with
academic programs in women's studies with which psychologisté are
becoming more involved. The tests was administered to a new sophomore
level class entitled Psychology of Sex Differences (Spring 1973) at
the University of Waghington. Eigﬁt-three (83) students volunteered
for‘the pre-test, seventy-four (74) retook the test.
It wés‘found, as in Spence and Helmreich's study, that males were

less liberal than females before the women's studies course. After
the course was completed the difference disappeared. The study found
in comparing its results with the Spence and Helmreich Study.that
North-South differenceé for both men and women were signficaﬁt'while
tests of differences in variance were not. Irxexgmining the sexes

independently it waé found that the quen's scores were significantly
higher'after.taking tﬁe Women's Studies Course; however, thé men's
scofes‘were not. Thié‘iack of significance was att?ibuted to £he
faét thaf énly eighteen (18) men agréed to be retested. The authof

surmised that resistance to retesting was higher among the less liberall

T ————
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men for whoﬁ the courée content may have produced considerable
- dissonance. |

| According to thé author, this scale demonstrated it's utility
‘as an assessment device for psychology courses in women's studiés
progr;ms. It was also found that the scale is sensitive to changes
in attitudes of subjects with an initially high level of liberalism.

.Osmond and Martin (1975) devised the Osmond-Martin 32 item

Séx—Role Attitude (SRé) Scale with five response categories to bé
used in their study. ‘The questionnailre waé.giveﬁ to underéfaduate
'studentg selected by a stratified rgndom sampie of junior and .
senior-level classes at a large state-supported university in Fldriéa.
The samﬁle was stratified according to one of the eight colleges or
.séhools:of the University. Thirty claéses'wefe selected by random
sampling procedure with 28 participaing. A total of 225 men and
255 women were chosenias subject for the study. The iﬁtention of the
reseatrch Qas to hiéhlight the Qifferepces iﬁ male and female sex-role
attitudéé at both end% of the sex-role éontinium (modern ;nd

‘traditional).

In general, the results were as ekpected. More.males'than
females gave é.conservativeresponse Whilé more females than males
géve‘a 1ibera1responsé. Thé researchers indicate that the most
signifiéant finding revealed by their data analysis is fhe identi-

fication of the '"nerve center" of sex roles. Their data indicated that
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women will encounter strong resistance to sex role chaﬁges which
involve the assumption of supervisory, decision maging and leadership
roles outside the family. The males in their sample seemed least
"willing to accepf women in these roles, ana thg females appear
equally insistent notuonly that women should occupy such positions

but that they can perform in them equally as well as men can.

Elmore (1975) utilized 61 introductory women's studies students
and 44 introductory p$ychology students as subjects for her study.
The Attitude toward Feminist Issues Scale was given to both groups
at the beginning of the classes and again at their conclusion three
months later. The Women's Studies students responded with a more

liberal feminist position than those students in the introductory

psychology class. Women students responded with a more liberal
position than men students.

Bowman and Nickerson (1975) utilized the Attitude Toward Women's
Scale Alternative Forms, an adaption from the original Attitude Toward
Women Scale by Spense and Helrreich (1972), to examine the effects of
a short intervention training, (1-1/2 hour workshop) on‘chaﬁging
attitudes toward women of thirty-four (34) counselors at Boston
University. The results showed that counselor's attitudes became
significantly more liberalized after the workshop and that these

changes were retained at the time of folloﬁ—up one month later.
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In Brown and Hellinger Study (1975) therapists attitudes toward

women were again invesfigated. An attitude towara women questionnaire
was administered tg 177 therapist - psychoiogists, psychiatrists,
social workers, and ps&ghiatric nurses. The results of this survey
indicated that (1) female therapists hold mofe éontemporary attitudes
than méle therapists, (2) males see themselves as losing their tradi-
tional position of dominance, 3 tﬁerapists with fewer years of
experience leaned toward more traditional views, (4) females scored
higher on contemporary views on items rela;ed to sex, child rearing,
an& maternal instincts;

-Davis and Maslin (1975) used the Broferman questiohnaire on 90
counseling studenfs, 45 male and 45 female, to determine their

attitudes as related to sex role stereotypes. Males and females were

about the same in their.conceptions of the stereotyped charactgristics
of ﬁale -and female, however, they diffe? in their expeétatiohé of
characteristics of a.héalthy female. Female respondents expected

a heaithy female to be approximately the same as this sample'é
standard for healthy ﬁales and healthy adults. Males, on the other'
hand, expected the healthy femalelto be the steroetyped female image.
The author surmised that the differences were due to the feminist

movement. More women among this sample than men had had exposure to

" the new information generated by the movement, thus had discontinued

employing stereotypes as it applies to women.
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Vglenfine, Ellipger, and Williams (1975) hypothesized that:
women'chéosing tradit?onally feminine occupations are more conser-
vative in their conceptions of the female role than women choosing
traditionally masculipe occupations. The sample consisted of graduate
men and women at.the University of Texas at Austin. The research
ingtrument chosen férfuse in this study was the Attitude Toward Women
Scale developed by Spence and Helmreich in 1972. It was found in
thisAresearch that graduate women in the study were more non-traditional
in their attitudes toward women's roles then were the men confirming
their hypothesis.
| The authors ﬁoted that the mean scofes for both men an& women in

graduate school were higher than the corresponding scores of under-

-graduates as repor;ed-by Spence and Helmreich. They surmise that
graduate schools may demand a relaxing of sex stereotyping and
more equality in termé of competition and academic abilities,
therefore encouraging‘a more non traditional attitude toward woémen's
roles, A second and more likely explanation is that individuals who
choose to go to graduate schools, particu%arly women more career
oriented than the typical American woman, are more non traditional in
their attifudes toward women's roles than those individuals who choose
not to go to graduate school.

Women's.éttitudes toward their 1ife'sty1es was examined by a

national sur&ey, Market Opinion Research in 1975, contracted by
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.National Commission on the Observance of International Women's Year.
The resulting report ﬁas based on intervieWé from a geographic
stratified probabilitf'sample of 1,522 adult women in the United States
in August and September of 1975. |

Three distinct attitudes concerning iife style emerged f?om the
extensive survey. (1) Traditional outlook. (2) Balancing outlock aﬁd ‘
(3) expanding outlook.

The traditional outlook is characterized by women who believe
that mothers who stay‘home can do a better job of providing a secure
environment for their Ehildren than mothers employed outside the home
can provide. Most of these women oppose efforts to change or strengthen

women's status in society today.

Balancing outlook is one that is somewhere in the middle. These
are women who believe that some things need to be changed and some
things to remain as they are. Some in this group simply don't know

whether they favor or oppose present moves toward changes.

Expanding outlook was defined as women's attitudés that they
want to change. They favor all that is happening to improve women's
status.\ They want lives which offer options Qf home, marriage, and
careers outside the home in all possible combinations., They are not.
rejecting the homemaker role but want to combine it with employment
whether they ére married or single. If'married, they view marriage

as a relationship in which responsibilities for financial support and
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child and home care are shared.

Whether a woman holds traditional or expanding attitudes varies
with age, marital status, race, education, occupation and geographic
area of the country.

Traditional outlook women are ﬁore apt to be over 45, married,
homemakers most of their lives, and have less than high school educa-
tions. Wﬁile those who are most traditional are mor apt to have
such characteristicé, not all do. Seventeen percent of the women
‘under 25 reflect the traditional outlook concept. Eighteen percent
of college graduétes ére in the same category.

Characteristics-found in greater'proportions among expanding
outlook women include these: under 35, and college graduates
with professional occupations. More than twice as many young,
educated women hold expanding outlook valués as hold traditional
viewpoints. But not all expanding outlook women are young. Twenty-
one percent of those 45-6 also favor expanding roles for women.

Balancing outlook women are less disfinguished by demographic
charécteristiés. Larée proportions of blacks, Spanish American
women, and women over 65 comprise this group.

Charts iilﬁs£ra;ing the attitudes hel& by women throughout
the UnitgdStafesutilizing these three classifications of attitudes
on life étyles and in conjunction with other demographié information

are provided for the reader in Appendix L.
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Another study utilizing the Attitude Toward Women Scale
(Spence and Helmreich, 1972) was conducted in 1976 by Williams and
King at California State University-Chico. It examined the atfitude
of women studenﬁs in Qifferent Icurriculums. ngenty—four (74) junior
and senior female students were tested by the AWS. It was found_that
~ women majoring in:malé dominated vocationally oriented fields have
more liberal sexﬁai role attitudes than women majoring in other
fields.
| ‘Harris and Luca$ (1976) using an instrument similar to the
Broverman study, sampied 345 social work séudents. The h&pothesis
was statéd that (a) the existence of a double Standard'of ﬁental
health for men, and kb) that male and femaie students would différ
in.their concept of mental health for women as the result of the
women's movement. The researchers found no confirmation of the
first hypothesis; however, the second was confirmed. fhe ratings
by males in this study paralleled the stereotypes, with a healthy
man rated éloser'to the masculine pole than was a healthy female.
Female ratipgs oﬁ the other hand, showed a significant difference
with Healthy women rated closer to.the masculine pole than a
healthy male. This was the-inverse of stéréﬁfyped conceptions. The
study seemed to indicate that not only are sex role stereotypes

éhanging but that a new definition of mental health is emerging,
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one with more humane.and flexible standards with fewer marked
differences between.Qen.and women, The cause of such changes would
be somewhat in question, however, as the GWomen‘s Movement" is too
general and most likely could not be tested,

Englehard, bones and Stiggens (1976) conducted an analysis of the
development of counsélor attitudes about women's roles over a period
of six years, The‘sﬁbjects were guidance counselors who were selected
by random sampling procedures over a period of a three year interval.
The results of the surveys given indicated a change in attitudes about
the working mother's sex-role definition. The narrow or rigid defini-
tion was mno longer considered to be appropriate by either male or

female guidance counselors.

SUMMARY:

The literature was reviewed in this chapter regarding the per-—
ceived disparity in employment, education.and earnings.between sexes,
Various points of view were cited suggesting possible . causation.
Implications of the overall effect on males and females were discussed
by various authors. The dynamics of sex bias and sex role stereo-
typing as applied to‘both males and females in this society was ex-
plored froﬁ differenf viewpoints, What is bging done to equalize
opportﬁnities for males and females particularly in higher-educationl
andlwhat ?roblems continue to exist are questions that were addressed

in this review of literature,




Chapter.3
PROCEDURES

INTRODUCTION

In the Spring of 1977 a Healéh, Eduéationﬂand Welfare Grant in

the amouﬂt‘of $30,000 was awarded Montana State University for the
‘funding of a cpmprehensiﬁe research éroject for the duration of the
1977-78 school year.‘ This project was undertaken by the Office of
Student Affairs, administered by Dr. Peggy Leiterman~Stock, Assistant
Dean of Students.

The project was'two—fold. One segmeﬁt of the research dealt
with examining the effects of training designed to increase self-
awareness of studentslthrough the‘use of a career/life planning
workshop series. As a part of the‘design,~the training included
examination of sexual bias and sex role stereotyping as it applies
to vocétional choice; |

The parallel study, which was the fogus of this investigator's
study, was to conduct fesearch on a preliminary 1evé1 to determine if
there is a difference in attitudes and behavior of Heads of.Depart—
ments at Montana State University after participating in training‘

designed to reduce sex bias and sex role stereotyping as compared

" to a similar group not receiving this treatment. Chapter 3 examines -

the procedures used in this study and includes the following areas:
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A. Population Description and Sampling‘Procedure,
B. Investigation and Treatment Procedures.

C. Methods of Collecting Data.

D. Methods of Organizing Data.

E. Statistical Hypothesis.

F. Analysis of the Data.

G.' Precautions taken for accuracy.

H. Summary.

.POPULATION DESCRIPTION AND SAMPLING PROCEDURE

The population for this study consisted of forty-nine Heads of
Departments including Directors and Coordinators of Programs at
Montana State University. Also included in the study were counseling
personnel.from the University Counseling Sefvice. TIwenty-seven 27) |

persons were included in the experimental group and twenty-two (22)

persons in the control. Of the experimental group, eighteen (18) were

male, nine (9) female., The control group consisted of sixteen (16)

malesand six (6) femaleés. Most of the participanté were Heads of -
Departments or persons-designated as chief administrative personmnel
for University programs. Most of the Departments at Montana State

University were represented,

Each academic and non-academic department of the M,S.U. campus
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was-contacted to ascertain the idenfitv of persons within the depart-
ments who were considered official and unofficial administrafive |
personnel. Counseling staff from the University Counseling Service
were included in this study. Although their administrative responsi—A
bilities are limited, the.positions they hold afford considerable
influence and power within the university structure with regards to
career explanation and career choice, thus meeting the criteria of
selection for this study. Volunteers for the projéct were requested.
Those individuals who volunteered were divided inéo two groups, experi-
mental and controél, utilizing a stratified random sampliﬁg technique.
Control over two factors was exercised in the sampling procedure:.'the
sex of the individﬁals the College which they represented. . Thé'éex 6f '
the Department Heads and the departments which were repfesented in this

study are listed on pages. 90.and.91.

IﬁVESTIGATION AND TREATMENT PROCEDURE

Two areas were examined in this study: (A) Measurement of
attigude change of the Head of Departments through the use of a vali-
dated instrument administered to both groups prior to tﬁe tretament,
following the first intervention training and agaiﬁ upon completion of
the experiment. (B) Measurement of behavior change in Heads of Départ~
ments through the use of an Advisor-Student Rating Scale (Appendix D.)

developed by the investigator, administered following the completion
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of thg intérvention training.

The "tfeatmenf" in this study utilized to affect chaﬁge, employed
the use of an infervention training for Heads of Departments in the
experimental group. This training consisted of two workéhop'retreats.

The overall objeqtives of the project dealing with Heads of
Departments were as follows:

1. To reduce sexuél bias and stereotyping in Heads of
Departments participating in the project.

2. To reduce unconscious sexist behavior of Department
Heads in the advisory function.

3. To increase exploration of non-traditional career
options initiated by Department Heads during advisor-
student conferences.
The first workshop was conducted by Dr. Rosabeth Moss Kantor,
Yale Professor, and her associate, Dr, Barry Stein; These individuals”
were chosen by the reéearch team for their oufstanding credentials
as consultants and academicans in this field. (See Appendix M)
Their vitas, which demonstrated a large number of pubiications and
presentations pertainﬁent to the subject to be explored at Montana
State University, were distributed to ;hé Department_Heads to encouragé
support aﬁd cogperation, ' Approximately 50 pefcent of the_targé£ group
responded affirmatively to the project. ' |
The second wo?kshop wés conducted by Dr. Lynda Brown, Affirma-

tive Action and Personnel Officer at Univérsity of Montana in Missouia,

Montana. Fulfiiling the objectives of the project, the design of this
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workshop expanded into new areas meaningful to all participants.

DESIGN, FORMAT AND CONTENT OF WORKSHOPS
The training, wﬂich served as an intervention for this projecf
consisted of tw; workshop retreats for Heéds of Departments in the
experimental group. ihe first of these workshops was held at é
'popular resort area in Southwestern Montana. and involved an overnight
stay for the participants. The second workshop took place five months
later in an off-campus site within a short driving distance from the
University. |
The following paragraphs will describe in summary the design
and format'of the Workshops. More detailed information including
the content of major sessions and any other significant aspects of
the workshops pertainment to this iﬁvestigation ﬁay be found in

Appendices P and S,

Workshop I (Summary)

The first of these workshops consisted of'eleven (11) hours of
training and utilized two outside consultants. An off-campus retreat
site was chosen for this workshop and required an overnight stay for
the participants.

A combination qf lectures, large group participation, small
group interaction and;individual gquestion and answer sessions com~

prised the format and approach to this learning experience.
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Four major sessions took place at this Workshop:

1. Lecturette on the topic of "Organizational Renewal".

2. Future projecfions (10 to 26 years from the present).

3. Modeg of Communication - male/female.

"4. Role pléy exercise. |

The topics ranged from information and theory - about the "whys"
of discrimination and bias in organizations; about how each af us
experiences apd perpetuates our socialization process; to topics-‘
- pertainment to the role of being an administrator and educator at:

Montana State University. See Appendix P.

Workshop II (Summary) -

The second workshop was again conducted by an outside coﬁsﬁltant.
The workshop was seven (7) hours in length and was designed to follow-
up and expand into areas of interest to the participants and appro-
© priate té the objectiveslof the project.
| This.workshop took place within a short driving distance to.the

University aﬁd'rédﬁired parficipants to be present throughout the

A

Y

days activities;
The workshop Waé‘designed to be more group oriented than the

first Workéhop. A.series of exercises tookvplace‘with expectation

that mu;h group interaction would result. |
Five majof acti&ities took place at this workshop:

1. "I'wish exercise".
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2. Career choice activity.

3. Advisor exercise.

4. Job sharing proposal.

5. Strategy for change.

The topics of this workshop ranged from an exchange of ideas on
what 1ifg would have been like as a member of thé opposite sex,
including ﬁhat other career choices §ne ﬁight have made; an exémina—
tion of one bias in dealing with students as advisors; flexible
working situations allowing persons to exercise choice and what the
participants could do to enlighten and facilitate change where needed

at Montana State University. See Appendix S.

METHOD OF COLLECTING DATA

For the purpose of this investigation'two instruments were
utilized to examine changes in attitudes and behavior; thé Attitude
Toward Women Scaie and the Advisor-Student Rating Scale. A third
measurement, in the form of a Workshop Evaluation, was used to
assess perceptions of ‘how the participants viewed the training
sessiéns.

The Attitude Toward Women Scale (AWS) was administered to
Heads of Departments in both experimeﬁtal and control groﬁpé. .Thé
reseafch design employed a traditional pre-post-testing procedure.

The invéétigator administered the Attitude Index prior to the
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intervention training, after the first training session and utilized
a second post-test upon completion of the experiment. The use of two
post-tests afforded the opportunity for examination of the results:
of each of the two workshops. _

An Advisor Student Rating Scale (Appendix E ) was also developed
by the investigator to examine changes in behavior of the. participants
in the study. Students participating in the parallel study were asked
to rate the heads of departments on various factors after conferring
with them in an advisiﬁg-conference. |

Following identification of potential participants, volunteers
were solicited for the research project. Those individuals who sub-
sequently &olunteered were divided into two groups - egperimental and

control - utilizing a stratified random sampling technique. Control

over two factors were exercised in the sampling procedure: one, the

sex of the individual and two, the college which they represented.
Verification of the similarity in composition of the two groups was-.
obtained through the findings of scores on the attitude index pre~test.
The groups to which the individuals wére assigned were not disclosed,
however, until following the pre-test. A code (A or B) was utilized

to identify the group designation. Therefore, no peréon kneW\ﬁhether
~or mot he/she were in the experimental or control group at the time

of the initial testing. A letter was sent by the investigator following




76

thépre—test informing the participants of the group to which they were
assigned.

It was decided that the sensitivity of the subject matter and

the prominance of the University staff involved in the project demanded’

that strict confidentiality be maintained in the use and analysis of

the attitude index as well as the advisor-student rating scale. Testing

materials were identified by a code ﬁhich only the participant could
interpret as their own. The code, however, could be and Wés used to
match the pre-test and post-test materials. Demographic information
was also limited to sex and age only to further assure participants
of anonymity. The concern was not only to avoid identification of
individuals in the study for ethical réasons but also to a§oid any
appearance that any effort was being made to reveal the participaﬂt's
identity. It was hoped that this would help to solicit candid
responses to the questions they were asked.

McLean and Loree (1977) found that in their survey of faculty's
attitudes toward a Career beVelopment Program at the University of
Alabama, significant difference of response to questionnaires was

obtained when professors were asked to identify the department of

which they were associated. They concluded that faculty members need

to remain anonymous and that this was possibly due to suspicion that

the results may be used for other than stated purposés; For this
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reason demographic information in this study was kept fo a minimum,
Testing sessions for the control and experimental groups were
scheduled on the.same days and same location with thé groups being
intermixed'ﬁith the iqtention of maintaining similar testing condi-
tioqs. The first post—test; however, sustained problems in that a
number of persons from both the experimentgl and control éroups did
not show for the testing sessions which necessitated ipdividual
follow;up testiﬁg. .The second post-test wés structured in a different
~ fashion, hoping to cohtrél'for this difficulty. However, out of
necessity it required Festiﬁg sessions to be scheduied'under somewhat
dissimilér conditions. The experimental group was tested at the
. second Worksﬁop following the training at the términation of the
workshop, while the control group was scheduled for a testing period
- a few déys pribr.to the date of the workshop. Due to extremely pbor |
response, two subsequént days of test;ng were set fof those who
failed to show'for the earlier éstabliéhéd sessions. A concerfed
effért was méde by the researqher to have all the pafticipants tested.
Numeréué telephone cails, messages and personal contacts reminding
and pérsqading thesé individuals were required to finally.compiete the
post-test., |
Workshop evaluatioqé were developed by the investigator and
administered at the end of each of the two.workshop'retreats. Heads

of. departments in the experimental groups were asked to candidly
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appraise the content, design and implementation of the Workshops;
iﬁcluding,evaluating of the consultants. Participants Were.asked
only to indicate whether they wére male or female rather than state
their name or department. (Appendices N and Q.)

The Aﬁvisor—Student Rating Scale (Appendix E) was provided to
students in the parallel study during ;he winter and spring quérters
of 1978 to rate department heads in the study on various perceived
attitude and behavioral factors after conferring with them in an
advising conference. 'Graduate students and féculty, acting as
facilitators of the Career/Life Planning Workshops for these students,
supérvised the use of the instrument With members of their particular
groups. Facilitators were asked tq caution the students not to |
disclose the use of these rating scales at the time”of the conference.
They were instructed to complete the instrument following their
meeting-with the faculty member and return the instrument to the
facilitator .at the next group meeting. Confidentiali;y was stressed

to insure anonymity of the students and the department heads.

INSTRUMENTATION

The Attitude Toward Women Scale (AWé) (Appendix C) was chosen
for use in this research partly because of its wide usage in the
number of recently c&nduéted studies and, of course, because of the

focus of the instrument. Other tests available were examined but
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none found that appeared to adequatel& measure attitudes toward women
in contemporary society as the Attitude Toward Women Scale.
Developmént'of the Attitude Toward Women Scale (AWS) was under-—
taken by Janet T. Spéhce and Robert Hélﬁreich in 1972 to measure
attitudes towafd the proper roles of woﬁen in today's society. A
' hﬁmber of revisions tqok‘ place until the'present fif;y—five item
scale emerged. Each éf the items on the scale contains a déclarative
étatement for which there are four response alternatives: Agree
strongly, Agree mildly, Disagree mildly, Disagree strongly. Each
item is given a score from 1 to 4.with 1 being the most traditional,
conservative attitude and 4 the most liberal attitude. Since the
statement contained in some of the items is conservative in.content
and in others is liberal, the specific alternative (Agree strongly

or Disagree strongly) given a 1 score varies from item to item. Each

subject's score-is obtained by summing the values for the individual -

item, the range of pbssible scores thus going from 55 to 220.
The 55 items on the AWS are éategorized into six according to
céntent. The categories and the ngmber of factor itemsvin each aée
~as follows: (1) Vocational, educational,'a#d intellectual roles
(N=17); (2) Freedom and iﬁdepegdénce (N=4); (3) ﬁating; courtship,
and etiquette (N=75; (4) Drinking, swearing and dirty jokes (Né3);
(5)_éexua1 behavior (N=7); and (6) Marital relationships and

obligatibns (N=17) (Spence, Helmreich and Stapp, 1973).
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Validation and cross validation were accomplished by Spence
and Helmreich through use of the instrument with male and female
studénts in the fall semester and'again in the spring semesfer of
1972. Factor loadings were identified for each item through this
analysis. (See Appendix C.) Reliability was also determined by
comparison of the similarity of the distribution of subjects for
these two semesters. |

Because of the use of the Attitude Toward Women Scale with
graddate students, parents and counselors, it follows tha; an
indication of'boséible suitability for a group such as heads of
departments at Montqna.State University exists. For this reason,
fhe AWS was chosen as the primary instrument for use in this |

investigation to examine attitude change.

- Advisor—Student.Rating Scale

The development of an Advisor-Student Rating Scale (Appendix F)

was undertaken by thig investigatdr after a search of the literature
revealed a scarcity of suitable measurementAinstrumeﬁté available to
examine faculty beﬁavior in the advising situation. Questioné'qon—'
_cérning verbal résponses, non-verbal behaviSr'and students{ pér—
vceptioné were coﬁpiled from the 1iteratufe_and from a brainstorming.
séssioﬁ of.the research_ﬁeam (see Appendix N ). The research team

was compriéed of the Project Director, a research advisor and this
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étudent investigator. Items were selected from this large pool 6f
questions according to what seemed to best ascergain differences in
behaviors as a result of conscious and unconscious sex bi;s. After
selection of the items under the forementioned criteris, further
eliminétion.of items occqrred.dﬁe to redundancy in content. The
‘choice of thése items was preliminary in nature and it was assumed
that thorough examination must be made before concluding thét they
do, in fact, dis£inguish'such behavior.

It was determined that this rating séale would be designed and
used as an exploratory instrument for thig study.

The rating scale at this stage underwent further scrutiny by
two additional experts in the field outside the project's research

team. They included the Dean and-an assistant professor from the

College of Education, Again elimination and alteration of items
resulted, New items were added that seemed appropriate, The
instrument remained a preliminary measurement device in nature and
_it was felt that it should be limited to a process of "iooking.for
patterns" in its use with subjects in tﬁis study, Therefore, af thé
onset, no specific anticipated outcome was determined.
The final versiog of the Advisor—Student Rating Scale contains’
38 items includiné an optional comment seétion. The format of the
Advisor~Student Ratihg Scale includes shért answer, yes'éﬁd no ques-

tions, and items whereby the student may select one of four response
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alternatives in a Likert-like rating scale, Most of the questions fall .
'in this last category. The responses for thése,quéstions f;ém wﬁi;h f
students were asked td.select one included: Strongly Agree (s4),
Agree (A), Disagree (D), and Strongly Disagree (SD), Demographic
information requested included the student's name, age, sex, curriculum,
and the némg and sex of the faculty member,

The Advisor-Student Rating Scale was preseﬁted in rough form to
students In the parallel study during the winter quarter 1977-1978 to
rate faculty members on various factors after éonferring with them in
an a&vising conference. The students were also asked to critically
examine the rating scale itself in order to'improve its contént4
Following the use of Rating Scale, students offered suggestions to the
researcher which were later incorporated into the final version,
.ESﬁﬁafiéaﬁgiof the results of the rating scale were also made of
various combinations of male/female faculty to male/female students
to ascertain possible trends.

The revised Advisﬁr—Student Rating chle.was employed thé spring
quarter 1978 again with the students participating in the parailel
étudy from the Career/Life Planning Wérkshop Series.‘AThe instructions
were to choose and interview two faculty members of their choice from

. two 1lists of experiméntal and control subjects designatedbf’fhedetter

A or B. Upon completion of the intérview,'the students were asked to
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fill out the rating form and return it ?o their group leaders at the
next week's group meeting, The researcher explained to all the studeﬁts
the need and purpose of the instrument, how it was to be ﬁsed and the
confidentiality required. They were cautioned not to disclose the use
or content of the rating scale to avoid contamination of the results.
Students were assured of confidentiality in the use of the rating
scale, ‘They were also advised that if‘they preferred additional
.anonymity, ﬁhey need only designate their sex and the_sex of the
faculty member, eliminating‘the use of names., Control and experimental
group designation in this case would come from students identifying
-the list from which they sélected the faculty member, either an A or B,
The two lists were marked A or B, avoiding unnecessary disclosure tb
the students of the groups to which the faculty members were assigned.

Other directions such as how to set up interviews were to be discussed

in the small groups.

Although this rating scale was developed for research purposes,
the interviews were also developed fdr the students' benefit. Explor-
atioﬁ of various curriéulums/careers, learning the process of inquiry
and development of iptérview techniques were encouraged. Students were
prompted to use this experience to their best advantage.

Upon receiving the completed Advisor-Student Rating Scale forms

from students in the winter quarter Career/Life Planning Workshop
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Series, additional feedback was solicited from students and group
.leaders. | |
The Advisor~Student Rating Scale obtained during winter and
spring quarters (1977-78) were as follows:

Winter quarter. Eleven (11) rating scales for the experimentaal

_group, thirteen (13) for the control group. A total of twenty-four
(24) received.

Spring quarter. Twenty-one (21) réting scales for the experi-

mental group, seventeen (17) for fhe control -group. A total of thirty-
eight (38) received, One was eliminated due to a lack of designation
of-cpntrol or expériméntal gropu on the fbrm;

The total for both quarters were thirty-two (32) Advisory-Stuaent
Rating Scales for the experimental group and thirty (30) for the con-

trol group.

METHOD OF ORGANIZING DATA

Data resulting from the assessment instruments was compiled,
analyzed and tables for comparison and interpretation among and
between the groups studies.
STATISTICAL HYPOTHESTS:

Null Hypothesis 1: There are no significant differences between the

scores of the experimental and control groups as measured by the AWS

with the pre-test as the covariate.
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Null Hypotheses 2: There are no significant differences améng the,
scores of the three age groups as measured by the AWS with the pre-test

as the covariate,

Null Hypotheses 3: There are no significant differences between the

scores of the male and female groups as measured by the AWS with the

pre-test as the covariate.

Null ‘Hypotheses 4: There is no significant difference between the

scores of the experimental and control groups on the factor of
vocational, educational and intellectual roles as measured by the AWS '

with the pre-test as the covariate,

Null Hypotheses 5: There is nd significant difference between‘thé

~scores of the experimental and control groups on the factor of freedom

and independence as measured by the AWS with the pre-test as a covariate.

Null Hyﬁotheses 6: There is no significant difference between the

scores of the experimental and control groups on the factor of dating,

etiquette and courtship as measured by the AWS with the pre-~test as the

\

covariate.

Null Hypotheses 7: There is no significant difference between the

scores of the experimental and control groups on the factor of drinking,
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'swearing and jokés as measured by the AWS with the pre-test as the.

covariate.

Null Hypotheses 8: There is no significant difference between the
scores of the experiméntal and control groups on the factor .of sexual

behavior as measured by the AWS with the pre-test as the covariate,.

Null Hypotheses 9: There is no significant difference between the

scores of the experimental and control groups on the factor of marital
relationships and obligations as measured by the AWS with the pre-test

as the covariate.

Null Hypotheses 10: There is no significant difference:among the scores
of the three age groups on the factor of vocational, educational and
intellectual roles as measured by the AWS with the pre-test as the

covariate.

Null Hypotheses 1l: There is no significant difference among the

scores of'the three age groups onthe factor of freedom and independence

as measured by the AWS with the preetest as the covariate,

Null Hypotheses 12: There is no significant difference among the

scores of the three age groups on the factor of dating, etiquette and

courtship‘as measured by the AWS with the pre-test as the covariate.
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1

Null Hypotheées 13: ‘There is no significant difference aﬁong the
scores of the three age groups on the factor of drinking, swéaring

and jokes as measured by the AWS with the pre-test as the covariate.

Null Hypotheses 14: There is no significant difference among the
scores of the three age groups on the factor of sexual béhavior as

measured by the AWS with the pre-test as the covariate,

Null Hypotheseé 15: There is no significant difference among the
scores of .the three age groups on the factor of marital relationships
and obligations as measured by the AWS with the pre~test as the

covariate.

Null Hypotheses 16: There is no significant difference between the
scores of the male and female groups on the factor of vocational,
- educational and’ intellectual roles as measured by the AWS with the

pré—tést as the covariate,

Null Hypotheses 17: There is no significant difference between the

scores of the male and female groups on the factor of freedom and .

independence as measured by the AWS with the pre~test as a covariate.

Null Hypotheées 18: There is no significant difference between the

'+ gcores of the male and female groups on the factor of dating, etiquet;é'

and qéurtship as ﬁeasured by the AWS with the pre-test as a qovariatg.
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Null Hypotheses 19: There is no significant difference betweén the

scores of the male and female groups on the factor of drinking, swear-

ing and jokes as measured by the AWS with the pre—tesﬁ as a covariate.

Null Hypotheses 20: There is no significant difference between the

scores of the male and female groups on: the factor of sexual behavior

as measured by the AWS with the pre-test as a covariate,

Null Hypotheses 21: There is no significant difference between the

-scores of the male and female groups on the factor of marital

relationships and obligations as measured by. the AWS with the pre-test

as the covariate,

ANALYSIS OF DATA
The collected data for the investigation which was dependent on
coﬁposite scores of the six.factors of the Attitude Towatrd Women
Scale were tréated by computing an analysis of covariance %ith pre—.
test.scores as the covarilate. o
Data from the investigation was treated at the .05 level of
.confidence, The inveéfigatorlwas of_the o?inion that for this
investigatioﬁ a type I error, rejecfing a grue pull hypothééis would
- be less serious thaﬁ to .commit a type 1T error retainiﬁg a false

null'hypothesis. Stgting a change had occurred when in fact it ﬂad '
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not, would be of less importance than not recognizing a change when

it actually did occur.

PRECAUTIONS TAKEN FOR ACCURACY
Hand calculators and the University Compﬁter System were used
for statistical computations to insure maximum accuracy in analyzing

the data.

SUMMARY OF CHAPTER
Participants in this study were Heads of Departments at Mon£ana _
State Uniﬁersity; The treatment administered to the experimental
group was an intervention strategy df two workshops designed to |
reduce sex bias and sex.role stereotyping gnd effect changes in
behavior in the advising function. Thg Atfitude Toward Women Scale,
the Advisor-Student Rating Scale and workshop evaluations were
utilized to measure and examine attitude and behavior to assess the
treatment emplo&ed.
Twenty-one (21) hypothesis were'postﬁlated as a means to_déter~
mine the extent of change with special emphasis on the six factors
"~ of the Attitude Scale; Statistical methods were delineated to

evaluate the treatment procedures of the investigation.




Chapter 4
ANALYSIS AND DISCUSSION

Heads of Departments from Montana State University, Bozeman,
Montana who volunteered to participate in the Project were randomly

placed in two groups, experimental and control.

Table 1, Participant Population

Experimental Group: ' Control Group:

Curriculum .' Sex Curriculum . Sex
 Agriculture - M . Art M
ﬁursing | F ' 'Sfudent Affairs T
English . N M‘ . Biology . M
-Registrar . - F ' Speech ' | M
Biology (Wila Life Mgmt) M Micgobiology . M
Military Science - ; ﬁ - English ’ - M
Focus on Women ' . F ) Educational‘Services : | M
Biology M Educational Services M
Business - Mo . Spéech : M
' Woﬁen‘é Athletics-' - F . - Personnel Services - M
‘Engineeriné . M Home Ec‘(Family Relations)M
Histor&_&.Philosophy .M ~ Biology M
. Political Sgienée.  . F Biology oM

. Physiology . S M Testing and Counseling = M
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Table 1., Continued:

Experimental Group: Control Group:

Curriculum Sex Curriculum Sex
Psychology M ‘ Home Economics f
Business M Sociology M
" Educational éeryices T focus on Women - F
Home Economics " F Business - M
Biology - M .Secondary Education M
Architecture . M ' ﬁursing , | F
Physical Education. M | Nursing - F
Educational Services M Nursing S 'F
Nursing . F
Aefgspace Stu&ies M
General Studies . F
‘Mathematics . | M
Human Development |
Specialist , M
oL . . 27 L TOTAL 22

All Heads of Departments were tested. by two instruments, The
Adviéor—Student Rating Scale, developed.byvfhis investiga;or‘and the
validated ihstrument; Aftitude Toward Women Scale, 'In addition to this'

.data, "Treatment" evaluations were completed by those in the.
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experimental group,

The Attitude Toward Women Scale was‘administered‘to both;gfouos
prior to the intervention (the pre-test), and two postvtests were
administered following each of the two workshops (Second and Third
" Testing).

The Advisor-Student Rating Scale was completed by.a group of
.Montana State University students after they had conferred with
participants in this investigation in an advising session. - The
scale was utilized two' quarters, Fall 1977 and Spring l978 and
provides.&ata on_behavior of advisors in the advising function.

The following six factors derived by score loading from.the
Attitude foward Women Scale were examined.in this investigation by an
analysils of covariance with the pre-test as the covariate.

I. Vocational, Educational and Intellectual Roles

lI. Freedom and.Independence:

III;..Dating, Courtship and Etiouette :

Iv. Drinking, Swearing and Ditty Jokes

V., Sexual Behavior |

VI, Marital Relationships and Obligations

This test analyzed the following differences. ) diffefences ‘;
between experimental and control groups; (B) differences among age
groups; and (C) differences between male and female. The data obtained

from this analysis was used to test the hypothesis at the ,05 level of
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‘significance.
Five cases due to incomplete data were eliminated from aﬁal&sis,
leaving twenty—-four (24) ih the experimental group; seventeen (i7)
of whiéh were male and seven (7) female., The control group had a to£a1

of twenty-two (22) with sixteen (16) malés and six (6) females.

Null Hypotheses 1: There are no significant differences between the

scores of the experimental and control groups as»méasured by tﬁe AWS
with the pre-test as the-co&ariaﬁe. | .

fable 2 presents the analysis of covariaﬁce results between the
ekperimental and control groups on the secbnd.testing of the Attitude'
" Toward Women Séale with the pre—tesf as thg covariate., '

Table 2, Analysis of Cdvariance between Experimental and Control on
the Second Testing of all Factors with the Pre-test as the

Covarilate.
N Pretest 2nd Testing Adjusted Means Varilance
Control 22 182.00  179.72 179.56 . 3.364
Experimental 24 181.00 181.70 . 181.86 3.084
F'=.800 - . D.F. 1 and 43

Table 3 presents the analysis of covariance results between the
experimental and control groups on the third testing as measured by

the AWS with the pre~test as the cbvariate;
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Table‘BQ Analysis of Covariance between Experimental and Control on
the Third Testing of all Factors with Pre-test as the
Covariate.

N Pretest Brd Testing Adjusted Means Variance

Control 22 182.00 184,27 184.14 10.901
Experimenta . 34 181.66 175,29 175.41 19.992

F = 3.65 . D.F. 1 and 43

Since the computed F value of .800 for the second testing and
the computed F value 3,65 for the third testing are not greater than
the critical F value of 4.08, the null hypothesis that there is ho.
significant difference between the scores qf the expérimental and
control groups of the AWS with the pre-test és the covariate, was not

rejected}

Null Hypothésis 2. There are no significant differences among the

scores of the three age groups as measured by the AWS'with the pre-
test as the covariate.

Table 4_pres¢nts the analysis of covariance results among the
three age groﬁps identified, on the second festiﬁg of the Atfitude

Toward Women Scale with the pre-~test as the covariate.
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Table 4,. Analysis of Covariance Among the Three Age Groups on the
Second Tésting of All Factors with Pre-test as the Covariate

Age - N Pretest Mean 2nd Testing Adjusted Mean . Variance

29-39 13 190.46 190.23 . 182,10  6.098
40-49 22 . 177.59 175.45 . 179.43 - 3.502
50 & Above 11 180.09 180.18 181.46 ~  6.877
F= 463 . 'D.F. 1 and 43

Table 5, Analysis of Covariance among the Three Age Groups on the
Third Testing of All Factors with Pre-test as the Covariate

Age _N Pretest Mean 3rd Testing Adjusted Mean Variance
29-39 13 190,9 189.76 183.50 7T 7 20,7877
40-49 22 177.59 176.27 179.34 7 7 11.937
50 & above 11 180.09 174,18 175,43 23.44°
F=.731 . D.F. 1and 43

Tabiezs presents'the enalysis of covariance results emoﬁg the
three age éroups'identitied, on the third testipg‘of the Attitude o
Toward Women Scale with the pre-test as the covariate.:

Since the computed F value of 463 for the second testing and :

" the computed F value 731 for the. third testing was not greater than

the critical F value of 4.08, the null hypcthesis that thete is no

e S —
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differpnce'among the scores of the three age gfoups as méasuredlby

the AWS with the pre-test as the covariate, was not rejected.

Null Hypothesis 3.. There are no significant differences between the -
scores of the male and female groups as measured by the AWS with the

pre-test as the covariate.

Table 6 presents the analysis of covariance results between male .

and female groups on the second testing of the Attitude Toward Women

Scale with the pre-test as the covariate.

Table 6, Analysis of Covariance Between Male and Female on the Second

Testing of All Factors with Pre-test as the Covariate

N Pretest Mean 2nd Testing Adjusted Mean Variance

Male 33 176.75 © 174,42 179.00 2.164
Female 13 194,69 196.84 185,22 ' 5.875

F = 4,548%  D.F. 1 and 43

* Significant < .05

Table 7'presents'£he analysis of covariance results ‘between the
‘male and female groups on the third testing of the Attitude Toward

Women'Scale with the pré-test as the4covariate.
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Table 7% -Analysis of Covariance between Male and Female on the Third
Testing of All Factors with the Pre—test as the Covariate.

N Pretest Mean 3rd Testing Adjusted Mean lVarianCe
Male 33 . 176.75 173.18 176.55 7.576
Female 13 . 194.69 195.84 187.29 20.570°
F = 3.866 " D.F. l-and 43

‘Since the computed F value of 4,548 for the second. testing was
greater than the criti@al F value 4.08, the null hypothesis that
there is no significént &ifferenée between'the sepona scores of the
ﬁalé‘and fgméle groups as ﬁeasﬁfed'by the AWS with thg pre—test'gs
.thE,covariate, was rejected. :

Since the computed value of 3.866 was not éreﬁter than the
‘eritical F value 4;08, fhe null hypothesis that there is no signifi-
cant. difference Betwgen the third.testing scores of male and‘fémale
.gréups as measured.by the AWS with the pre-test as the covariate,

was not rejected.
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EXPERIMENTAL AND CONTROL

Null Hypothesis 4. There is no significant diffetence between the
'scores ot the expetimental and control groups on the factot'ef the
vocational, educational'and intellectual roles as measured by the .
AWS with the pre-test as the covariate.

Table 8 presents.the analysis of conariance results between the -
exnerimental and control group on the second testing of Factor I,
: Vocational Educational and Intellectual Roles, of the Attitude
Toward Women Scale With the pre-test as a covariate.
Table 8, Analysis of Covariance Between Experimental and Control .

Groups on the Second Testing of Factor I, Vocational,

Educational and Intellectural Roles, with Pre-test as
-the Covarilate : .

N Pretest Mean 2nd Testing Adjusted Mean Variance

Control 22 61.40 © 61,04 66.95 498
Experimental 24 61.20 61.20 - 61.29 456
F=.121 D.F. 1 and 43

Table 9 presents the analysis of covariance results between the
experimental and control group on the third testing of Factor I
‘Vocational Education and Intellectual Roles, of the Attitude Toward

Women Scale with the pre-test as the covariate.
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Table 9. Anéiysis of Covariance Between Experimental and Control on
the Third Testing of Factor I, Vocational, Educational and
Intellectual Roles with Pre—test as the Covariate

N Pretest Mean 3rd Testing Adjusted Mean Variance
Control 22 61.40 62.40 62.35 1.342
‘Experimental 24 61.20 59.29 59.34 1.230
F = 3.512 D.F. 1 and 43

_Sinée the computed F value of .121 for second testing and the‘
computed F value 3.512 for the tﬂird testing was not greater than the
critical F value of 4.08, the null hypothesis, that there is no
significant difference:between the scores on the experimental and
control groups on the factor of vocational, educational and intellect-
ual roles as measured by the AWS with the pre-test as the covariate,.

was not réjected.

Null Hypothesis 5. There is no significant difference between the

scores of the experimental and control groups on the factor of freedom
aﬁd independénce as measured By the AWS with tﬁe pre-test as the |
coﬁariate.

" Table 10presents the analysis of co%ariance results between the
experimentai and controllgroup on the second testing of Factor II,
Freedom and Independence, of the Attitude Toward Women Scale with the

pre~-test as the covariate.
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Table 10. Analysis of Covariance Between Experimental and Control on
the Second Testing of Factor II, Freedom and Independence,

with Pre-test as the covariate

N Pretest Mean 2nd Testing Adjusted Mean Variance

Control- 22 12.40 12.77 13.10 .131
Experimental 24 13.41 13.16 12.85 .120

F.= .240 D.F. 1 and 43

Tablelll presents the analyéis of covarilance results between the
experimerital and control group on the third testing of Factor 11,
Freedom and Independence, of the Attitude Toward Women Scale with the
pre-test as the covariate.

. Table 1l. Analysis of Covariance Between Exverimental and Control on

the Third Testine of Factor II, Freedom and Indewendence,
with Pre~test as the Covariate

N Pretest Mean _ 2nd Testing Adjusted Mean Variance

Control .22 12.40 12.77 13.10 .180

Experimental 24 13,41 12.66 12.36 .165
F=1.55 D.F. 1 and 43 -

Since the computed F value of .240 for the second testing and

“the computed F valﬁe, 1.55, for the third testing was not greater than .

the critical F value of 4.08, the null hypothesis, that there is no

significant difference between scores of- the experimental arnd control
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groups on the factor of freedom and independence as measured by the

AWS with pre-test as the covariate was not rejected.

Null Hypothesis 6. There is no significant difference betﬁeen scores

of the experimental and control groups on the factor of dating,;
éfiquefte and courtship as measured by the AWS with tﬂe pre-~test as the
covariate. |

Table 12.pfesents the anlaysis of covariance results be;ween the
experimental and control group on the second testiné of Faéfor I1T,
Dating, Courtship and Etiquette, of the Attitude Toward Women Scale,
with the pre-test as the covariate.
‘Table 12. Analysis of Covarilance Between Expérimental and Control

. on the Second Testing of Factor III, Dating, Courtship
and Etiquette, with Pre~test as the Covariate

N Pretest Mean 2nd Testing Adjusted Mean Variance
Control 22 20.72 - 20.63 20.50  .212
Experimental 24 ©20.37 - 20.66 . 20.78 .194

F=.194 .D.F. 1 and 43

Table 13 presents the analysis of covariance results between the
experimental and control group on the third testing of Factor III,
Dating, Courtship and Etiquette, of the Attitude Toward Womeﬁ Scale

with the pre-test as the covariate.
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Table 13. Analysis of Covariance Between Experimental and Control on
the Third Testing of Factor III, Dating, Courtship and
Etiquette with Pre-test as the Covariate

N Pretest Mean 3rd Testing Adjusted Mean Variance

Control 22 20.72 20.95 20.82 317
Experimental 24 20.37 - 19.79 19.91 291
F = 1.364 D.F. 1 and 43

Since the computed F value of L194 for the second testing and the
computed F value 1.364 for the third testing was not greater than the
critical F value of 4.08, the null hypothesis that there is no
significant difference between scores on the experimental and control
groups on the factor of dating, etiquette and courtship as measured

by the AWS with the pre-test as the covariate, was not rejected.

Null Hypothesis 7; There is no significance between the scores of
the experiméntal and control groups oh the.factor of drinking,
swearing and jokes as measured by the AWS with the pre-test as the
covariate.

Table 14 presenés'the analysis of covariance results beéween the
experimen£a1 ana control group on the second testing of Factor IV,
Drinking, Swearing and Dirty Jokes, of the Attitude Toward. Women

Scale with the pre-tést as the covariate.
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Table 14. Analysis of Covariance Between Experimetnal and Control on
the Second Testing of Factor IV, Drinking, Swearing and
Dirty Jokes, with Pre-test as the Covariate

N Pretest Mean 2nd Testing Adjusted Mean Variance

Control 22 10.00 19.36 9.26 .134
Experimental 24 9.75 9.54 9.63 .123
F = ,522 "D.F. 1 and 43

Table 15 presents the analysis of covariance results between the
experimental and control groups on the third testing of Factor IV,
Drinking, Swearing and Dirty Jokes, of the Attitude Toward Women Scale,
with the pre—tésf as the covariate.

" Table 15. Analysis of Covariance Between Experimental and Control

on the Third Testing of Factor IV, Drinking, Swearing and
Dirty Jokes, with Pre-test as the Covariate

N Pretest Mean 3rd Testing Adjusted Mean Variance

Control 22 10.00 9.90 9.86 175

Experimental 24 9.75 9.54 9.58 .160

F=.23  D.F. 1 and 43

Since the computed F value of .522 for the second testing and the
cpmputed F. value, .236, for the third testing was not‘greater than

the critical F value of 4.08, the null hypothesis, that there is no
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significant difference between scores on the experimental and control
groups on the factor of drinking, swearing, and jokes as measuréd>byk

the AWS, with the pre-~test as the covariate, was not rejected.

Null Hzpothesis 8. There is no significént difference between the
scores on the e#perimental and control groups on the factor of sexual
behavior as measured by the AWS with the fre—test as the covariate.
Table'l6 presents the analysis of covariance results between
the experimental and control group on the second testing of Féctor v,
Sexual Behavior, of the_Attitude Toward Women Scale with the pre~test
as the covariate. |
Table 16. Anélysis of Covariance Betweeﬁ Experimenfal and Coﬁtrol

on the Second Testing of Factor V, Sexual Behavior, with
Pre-test as the Covariate ! '

N  Pretest Mean _2nd Testing Adjusted Mean Variance
Control =~ . 22 17.50 ©17.45 17.93 .150
Experimental 24 . "18.54 17.83 17.83 .137
F = 1.039 D, F. 1 and 43

Table 17 preéents the analysis of covariance results between the
experimental and control group on the third testing of Factor v,
Sexual Behavior, of the Attitude Toward Women Scale with the pre-test

as the covariate.
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Téble 17. Analyéis of Covariance Between Experimental and Control on : -
the Third Testing of Factor V, Sexual Behavior, ,with Pre-
test as the Covariate

N Pretest Mean 3rd Testing Adjusted Mean Variance.

- Control 22 17.50 17.77 18.20 .311
Experimental 24 18.54 17.62 17.22 " .285

F=1.611 D.F. 1 and 43

Since the compﬁted F value of 17939 for the second testing.and
the computed F value, 1.611 for the third testing was not.greater than
the critical F value bf 4.08, the null hypothesis, that there_is no
significant difference between scores on the éxperimental and control
groups on the Factor of Sexuél Behavior as measured by the AWS, wifh

the pre-test as the covariate, was not rejected.

Nuli Hypothesis:Q.- There is no significant difference between the
scores of the expefiméntal and:cqntrol groups on the factor of marital
relationships and obligations és measured by the AWS with the pre-test
aé’the covariate.

Table 18 pregenté thé analysls of covariance results between the
.experimentﬁl and control group on the secoﬁd testing of Factor VI,
Marital Relationships:and Obligations, of the Attitude Toward Women .

Scale with the pre-test as the covariate.
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Table 18. Analysis'of Covariance Between Experimental and Control on .
the Second Testing of Factor VI, Marital Relationships’and
Obligations, with the Pre-test as the Covariate

N Preteét Mean 2nd Testing Adjusted Mean Variance
Control 22 60.31 59.13 58.60 .623
Experimental 24 59.20 - 60.08 60.57 571

F =.3.225 D.F. 1 and 43

Since the computed F value of 3.225 for the second testing was not
greéter tﬁan thglcri;iéal F value of 4.08, the null hypothesis that
there is no significant difference between the scores of the experi-
mental and confrol groupé on the factor of Marital Relationshiﬁs and
Obligations as measured by the AWS with the pre-test as the covariate
was not rejected, |

Table 19 preseﬁts the analysis of covariance results between the
experimeﬁtal énﬁ control group on the third testing of Factor VI,
Marital Relationships and Obligations, of the Attitude Toward Women

Scale with the pre-test as the covariate,
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Table 19. Analysis of Covariance Between Experimental and Control on
the Third Testing of Factor VI, Marital Relationships and
Obligations, with Pre-~-test as the Covariate.

N Pretest Mean 3rd Testing Adjusted Mean Variance

Control 22 60.31 61.04 60.66 - 1.325
Experimental 24 59.20 56.95 57.31 1.214
F = 4,440% D.F. = 1 and 43

*Significant .05 level.

Since the computed F value of 4.400 for the third testing was .
greater than the critical F value of 4.08, the null hypothesis thaf
there is no significant difference between scores of the experimental
and control groups on the factor of Marital Relationships and Obliga-
tions as measured by the AWS with the pre-~test as the covariate was
rejected.

DISCUSSION

Control and Experimental group differences on the scores of the
Attitude Toward Women Scale do not emerge significanf at the .05
‘1eve1 for Factér I Vocational, Education and Intellectural Roles;
Factor II Freedom and Independence, Factor III Dating, Courtship
and Etiquette, Factor IV Drinking, Swearing and Dirty Jokes and “
Factor V Sexual Behavior. The second testing of Factor VI Marital
Relatiénships and Obligations does emerge as significant at the 705

level with the control group becoming more liberal in attitudes
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as measured by the AWS,

Since the control group was not administered anyltreatment in
" this study, one may surmise that'the control group became more liberal
on this féctor of the AWS due to outside influences from the study.
This appears to be correct from the data; however, the results .are
influenced by the experimental group becoming more conservative on
the third testing, which makes the control group appear to have
‘become more liberal on the factor than what is truely the case. As
this was not one of the factors in which there was a significant
difference in male and female responses, both sexes in the experimenfal
and control groups are credited for this.difference. The seéon&
testing indicated a trend in control becoming moré conservative and
experimental more liberal in contrast to the third testing. |
The lack of difference between fhe control and experimental
groups initially appears to say that the treatment administered was
ineffective in changing attitudes of the e#ﬁerimental group. This

indeed may be correct.

Aﬁother explanation might be that the group who volunteered were,
by and.larée, verf.sophisticated as compared to the avérage person in
."taking tests'". They know what's expected, what is the "right"
thing to say aﬁd consciously or unconsciously'answerea the questions-
from a liberal viewpoint. The fact that all of these persons were

administrators or in positions of influence in the University may have
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made them sensitive to the quality of their answers. Although they
.were assured confidentiality, many of the participants could havé_felt
- apprehensive about this issue and responded accordingly. In light of
the faet that one of the faculty changed their éode nuﬁber sd that it
was indiStinguishable;. exéept through the process of elimination,
makes this argument plausible. )

"Backlash" to the insinuation that indeed others may have bélieved
they were biased might also cause the participants to attempt to
correct this "misconception'" by answering the questions as if they
were very liberal. The instrument itself, because of the nature of
its questionms, coﬁld possibly elicit this response.

Another possible ?eason for a lack of difference between the
| experimentai group‘and the. control group might be.a more honest
approach to the questions, in particular Factor VI Marital Relation-
| éhips and Obligations in which the control is_significantly more
liberal than fﬁe.experimental group after treatment. The experience )
of the workshobs may have convinced the experimental group that being
biased is the result of socializafion and organizational structure aﬁd
no£ ‘an individuglized'attempt to keep orvpuﬁ woﬁeﬁ "in their placev;‘
thus soliciting truly honest answers to the quéstions on the pést;test
-of the AWS. |

The resistance of the control and expefimen;al groups on ;he '

second and third testing of particilpants makes one wonder, however,
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about the results of the workshops. "Backlésh" to the content of the
workshops may have.caused some of the extreme difficulty in re-testing
of the groups.
The wdrkéhops were designed not to threatén'people bﬁt instead fo
explore issues and look for answers to problems that exist. Héwéver,
due to this highly controversial emotionally charged subject? any

approach mighf alienate some persons.

The subject tends to centralize on at£itude§ toward women. Even
the instrument used gddressed only this issue. If more emphasis could
have Eeen placed on attitude toward men an& reduction of’sex rb}e,
stereotypes as it applies to men, possibly the results migﬁt have been
- different.

Testing at a later date might also have produced different
results. Tiﬁe is sémetimes necessary for assimiliation. -The second
workshop might have been instrumental in significant cﬁange.but fime
following the workshop was not sufficient to measure such chénge,

Sinpe.no-signific;nt changes 6ccurred,betwéen the experimental .
and contfol groups, one wonders if the interventiqn was not long

~enough to effect any é;titudinal or behayioral change among subjects
in the‘expérimental groﬁp. The Bowman~Nickerson Study in 1975, -
héwévér, indicates that for fheir'investigation a one-and one-half .
hour~ﬁérkéhop produced significant changes in éounselors at-Bosfon

University.
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Another possibility that may explain why no change took place
from the intervention.is that this group of individuals, Head; of )
Départments at Moﬁtang State University, might have not been "ready'
to change'". In the group tested in the Bowman-Nickerson Study
Counselofs retuyning for training showed significant différences
apparent following such treatment. In diséussionvwith'Dr. Nickers&n,
the researcher learned that they beiieved this group was '"'ready
for change' and acted accordingly. The group at Montana State

University may have believed they were already liberal and avoided

the change process.
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AGE

Null Hypothesis 10.  There is no significant difference between the

scores of the three age groups on the factor of vocational,
educational and intellectual roles as measured by the AWS with the
pre-~test as the co&ariate. |

Table 20 presents the analysis of covariénce results among the
three age groups identified on the second testing of Factor I,
Vocational, Educational and Intellectural Roles, of the Attitudg
Toward Women Scalé with the ére—test as thé covariate.
Table 20. Analysis of Covariance Among Three Age Groups on the Second

Testing of Factor I, Vocational, Educational, and Intel-
lectual Roles, with the Pre-test as the Covariate

N Pretest Mean Factor I Mean Adjusted Mean Variance

29-39 13 63.46 63.00 61.07 .823

40-49 22 " 60.45 © 59,63 60.39 474
50 and above 11 " 60.45 61.90 62.66 944
F = 1.836 D. F. 1 and 43

Table 21 presents the analysis of covariance results among the
three age groups identified on the third testing of Factor I,
Vocational, Educational and Intellectual Roles, of the Attitude Toward

Women Scale with the pre-test as the covariate.
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Table 21. Analysis of Covariance AmongAThree Age Groups on Third
' Testing of Factor I, Vocational, Educational, and Intel-
lectual Roles, with the Pre-test as the Covariate

"N Pretest Mean Factor I Mean Adjusted Mean Variance

29-39 13 63.00 63.00 61.85 2.513
40-49 22 60.45 60.54 60.99 1.449
50 and above 11 60.45 58.63 59.08 2.885
F = ,735 D.F. 1 and 43

Since the'computea F value of 1,836 for the second testing and
the computed F valﬁe:.%SS for the third testing was not greatér thaﬁ
tﬂe'c¥itical F yalug of 4.08, the null hypothesis,.that there is no
significant differenée.among the scores of the.threenage groups on
the factor of Vocationél, Education and Intellectual Roles as measured

by the AWS, with pre—-test as the covariate, was not rejected.

Null Hypothesis 11. There is no significant difference among the
scores of the three age groups on the factor of freedom and independencé
as measured by the AWS with the pre-test as the covariate.

Table 22 presents the analysis of covariaﬁce results among the -
three age groups identified on the second test of Factor II, Freedom
and Independence, of the Attitude Toward Women Scale with.£he pre~test

as the covaraiteﬁ
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Table 22. Analysis of Covariance Among Three Age Groups on Second
Testing of Factor II, Freedom and Independence,_with the
Pre-test as the Covariate

N Pretest Mean Factor II Mean Adjusted Mean Variance

29-39 13 13.76 14.07 13.57 .218

40-49 22 - 12.59  12.63 12.84 126

. 50 and above 11 12.63. - 12.36 12.54 251
= 1.243 D.F. 1 and 43

Table 23 presents the analysis of covariance'results among the

. three age groups identified, on the third testing of Factor II, Free-
dom and Independence, of the Attitude Toward Women Scale with pre-test
as the cqvariate..

Table -23. Analysis of Covariance Among Three Age Groups on Third

Testing of Factor II, Freedom and Independence, with the
Pre—test as the Covariate

N Pretest Mean Factor II Mean Adjusted Mean 'Varidnce

29-39 S 13 - 13.76 13.92 . . 13.44  .304
40-49 22 - 12.59 - . 12.45 12.65 . .176
50 and .above 11 - 1263 = 11.81 1198 . . . .3504
F=1.630 ° D.F. 1 and 43

Since the eomputed F value of 1.243 for the second testing and '

the computed F value 1.630 for the third testing was not greater than
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the critical F value of 4.08, the null hypothesis, that there is no
significant difference among the scores of the three age groups on
the factor of Freedom and Independence as measured by the AWS with the

pre-test as the covariate,was not rejected.

Null Hypothesis 12. There is no significant difference among the

scores 'of the thfee age groups and the factor of dating, etiquette and

‘courtship as ﬁeasured by the AWS with the pre-test as the covariate;
TabieI24 presents.the analysis .of covariance results amqné the

three.age.groups identified, on the second testiné of Factor III,A

Dating, Courtship and Etiquette, of the Attitude Toward Womén Sgale

with thé pre-test as the covariatg.

Tabie 24, Analysis of Covariance Among Three Age Groups on Seéond

Testing of Factor III, Dating, Courtship and Etiquette,
with the Pre-test as the Covariate e

N Pretest Mean Factor ITI Mean Adjusted Mean Variance

29-39 13 22,15  21.92 20.79 .385
4049 22 20.04 - 20.45 20.80 216 .
50 and above 11 . . 19.63 . , 19.54 .. 20,18, . .436.
F=.329  D.F. 1 and 43

Table 25 presénts the analysis of covariance results among the
three age groups identified on the third testing of Factor II1I, Dating,

Courtship and Etiquette, with the pre-~test as the covariate.
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Table 25. Analysis of Covariance Among Three Age Groups on Third
: Testing of Factor III, Dating, Courtship and Etiquette,
With the Pre—test as the Covaraite

N Pretest Mean Factor III Mean AdjustedMean Variance .’

29-39 13 . 22,15 21,53 20,39 .596
40-49 22 20,04 20,18 20,53 »335
50 and above 11 19,63 19,27 19,91 1675

F=,192 D.F. 1 and 43

Since the computed F value of ,329 for the second testing and the
computed'F‘value ,192 for the third testing was not greater than the
critical F value of 4,08, the null hypothesis, that there is o
significant difference among the scores of the three. age groups on the
factor of Dating, Courtship and Etiquette as measured by the AWS with

the pre~test as the covariate, was not rejected.

Null Hypohtesis 13, There is no significant difference among the

scores of the three age groups on the factor of drinking, swearing
and jokes as measured by the AWS with the pre-test as the covariate.
Table 26 presents the analysis of covariance results among the
_ ‘three age groups identified on the second testing of Factor IV,
Drinking, Swearing and Dirty Jokes, of the Attitude Toward Women .

Scale with the pre~test as the covariate.

S
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Table 26. Analysis of Covariance Among Three Age Groups on Second
Testing of Factor IV, Drlnklng, Swearing and Dlrty Jokes,
With the Pre-test as the Covariate
N Pretgst Mean Factor IV Mean Adjusted Mean Variance
29-39 13 9,46 9,38 9,69 .223
40-49 22 10.04 9.18 9.04 131
50 and above 11 10.00 10,09 "~ 9,99 262
= 1,310 D.F. 1 and 43

Table 27 presents the analysis of covariance results among the

three age groups identified, on the third testing of Factor IV,

Drinking, Swearing and Dirty Jokes, of the Attitude Toward Women

Scale with the pre-test as the covariate,

Table 27. Analysis of Covariance Among Three Age Groups on Third

Testing of Factor IV, Drinking, Swearing and Dirty Jokes,
With the Pre—-test as the Covariate

N Pretest Mean Factor IV Mean Adjusted Mean Variance ’

29-39 13 9.46 10,23 10. 38 ©,292
4049 22 10,04 '9.45 9,38 171
50 and above 11 10.00 : 9,63 9,58 ©W342
F = 1,084 D.F. 1 and 43

Since the computed F value of 1,310 for the second testing and
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the'comﬁuted F value of 1,084 for the third testing was nof.greater
than the criticai F value of 4,08, the null hypothesis that - there is-
no significant difference among the scores of the three‘age groups
on the factor of drinking, swearingland dirty jokes as measured by

the AWS with the pre—~test as the covariate, was not rejected,

Null Hypothesis 14, There is no significant differenée among the

scores of the three age groups on the factor of sexual behavior as
measured by the AWS with the pre-test as the covariate.

Table 28 presents the analysis of covariance results among the

three age groups identified, on the second testing of Factor V, Sexual

Behavior, of the Attitude Toward Women Scale, with the pre-~test as

the covariate.

Table 28. ’ Analysis of Covariance Among Three Age Groups on Second
Testing of Factor V, Sexual Behavior, with the Pre-test

as the Covarilate

N Pretest Mean Factor V Mean Adjusted Mean Variance

29-39 13 20,69 20,30 18.00 . ,286
40-49 22 16,63 16,45 17.67 .160
50 and above 11 17.72 16,90 . 17.18 . 304
F=.,576  D.F. 1 and 43

Table 29 presents the analysis of covariance results among the
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three age groups identified, on the third testing of Factor V,

Sexual Behavior, of the Attitude Toward Women Scale with the pre-test
as the covariate.

Table 29. Analysis of Covariance Among Three Age Groups on Third

Testing of Factor V, Sexual Behavior, with the Pre-test
as the Covariate '

N Pretest Mean Factor V Mean Adjusted Mean Variance

29-39 13 20.69 19.92 17.86 614

40-49 22 16.63 16.36 17.45 .343
50 and above 11 17.72 17.72 17.97 652
F = .161 D.F. 1 and 43

Since the computed F value of .576 for the second testing and
the computed F wvalue .161 for the third testing was not greater than
the critical F of 4.08, the null hypothesis, that there is né signifi-
cant difference.among the scores of the three age groups on the
factor of Sexual Behaéior as measued by‘the.AWS with the pre-test as

the covariate, is not rejected.

Null Hypothesis 15. There is no significant difference among the

.scores of the three age groups on the factor of Marital Relationsﬁips
and Obligations as measured by the AWS with the pre-test as the

covariate.
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Table 30 presents the analysis of covariance results among the
three age groups identified, on the second.testing of Factor VI,
Marital Relationships and Obligations, of the Attitude Toward Women
Scale with the pre-test as the covariate.

Table 30. Analysis of Covariance Among Three Age Groups on Second

Testing of Factor VI, Marital Relationships and Obligations
with the Pre-test as the Covariate

N Pretest Mean Factor VI Mean Adjusted Mean Variance

29-39 13 61.61 62.23 ~ 60.56 1.150
40-49 22 58.50 57.90 . 59.00 .675
50 and above 11  60.00 60.00 59.76 1.327
F = .653 D.F. 1 and 4

Table 31 presents the analysis of covariance results among the
three age groups identified, on the third testing of Factor VI, Marital
Relationships and Obligations, of the Attitude Toward Women Scale with

the pre-test as the covariate.
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Table'31l. Analysis of Covariance Among Three Age Groups on Third
Testing of Factor VI, Marital Relationships and Obligations,
with the Pre—Test as the Covariate '

N Pretest Mean Factor VI Mean Adjusted Meéan Variance

29-39 13 61.61  62.15 60.91 2.411
40-49 22 58.50 57.86 58.68 1.416.
50 and above 11 60.00 57.18 57.00 2.783

= 1.499 D.F. 1 and 43

Sincelthe computed F value of .653 for the second testing and
the computed F value i;499 for the third testing was not greater than
the critical Fivalue of 4.08, the null hypothesis, that there is.no
'significant difference among the scores of the three age groups on the
factor of Martial Relationships and Obligations_as measured by the AWS
with pre-test as the covariate, was not rejected. o

DISCUSSION

Differences among the three age groups (Group I 29;39 Group.II
40-49, Group IIT 50 and above) do not emerge significantly at the .05
level for any of the six factors of the AWS,

These findings differ from results found on an earlier study by
Spence and Helmreich, 1972 where an older groupAof persons were
compared with a younger group. The younger group emerged as signifi-
cantly more liberal in attitudes as measured by the AWS than the older

subjects.
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Differences may exlst Iin the relative age level of these two
‘studies, however. Innthe Spence and Helmreich investigation the groups
examined were students at the University and parents of these students.
An age difference may exist between these two studies. Studeﬁts of
the earlier study probably fell within an . eighteen (18) to twenty-
one (21) ége.group, whereas their parents were probably in their late .
thirties and above. The age span in this study covers ages twenty-
nine (29) to thg middle sixties. vEsSentially the Montana ' State
University investigation probably involves an older pépulation in -
" total thén the.egrlief study. |
The population of the Montana State University study.différs from
. this eariier investiéation also in tﬂat educational level, exposure
| to youﬁh and varying opinions and lifestyles, eté; may provide the
various, age groups of tﬁis studyié.broadef base.from which to formulate
attitudes, which in this case appears to be uniform and consistent

‘within the dage span of the participants of this investigation.
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MALE OR FEMALE c

Null Hypothesis 16. There is no significant difference between the
scores of the male and female groups on the factor of Vocational,
Educational and Intellectual Roles as measured by the AWS with the.

pre~-test as the covariate.

Table 32 presents the analysis o% covariance results between the
male and female groups on the second testing of Factor I, Vocationai,
Educational and Intellectual Roles, of the Attitude Toward Women
Scale with the pre;fest as the covariate.

Table 32. Analysis of Covariance Between Male and Female on the
Second Testing of Factor I, Vocational, Educational, and

Intellectual Roles, with the Pre-Test as the Covariate

N Pretest Mean Second Testing Adjusted Mean Variance

Male 33 59.78 59.57 60.89 ' 344
Female 13 65.15 65.07 61.73 . <936

F = ,527 D.F. 1 and 43

]

Table 33 presents the analysis of covariance results between the
male and female groups on the third testing .of Factor i, Vocafional,
Educational and Intellectual Roles, of the Attitude Toward Women Scale

~with the pre-teét as the covariate.
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Table 33. Analysis of Covariance Between Male and Female on the Third
Testing of Factor I, Vocational, Educational, and Intellect-
ual Roles, with the Pre-test as the Covariate

N Pretest Mean Third Testing Adjustéd Mean Variance

Male 33 59.78 59.27 60.00 .969
Female 13 65.15 64.61 62.76 2.634
F = 1.996 D.F. 1 and 43

Since thelcomputed F value of .527 for the second testing and ﬁhe
computéd F value 1.996 for the third testing was not greater than the
. critical F value of 4.08, the null hypothesis that there is no signi~
ficant difference between the scores of thé male and female groups on
the factors of Vocational, Educational and Intellectual Roles as
measured by the Aws; with the pre-test as the covariate, was not

rejected.

Null Hypothesis 17. There is no significant difference between the

scores of the male and female groups on the factor of Freedom and
Independence as measured by the AWS with the pre-test as the covariate.
Table 34 presents the analysis of covariance results between the

male and female groups on the second testing of Factor II, Freedém

and Independence, of the Attitude Toward Women Scale with the pre-test .

as the covariate.
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Table 34, Analysis of Covariance Between Male and Female on the Second
Testing of Factor II, Freedom and Independence, with the,
Pre-Test as the Covariate ] : .

N Pretest Mean Second Testing Adjusted Mean Variance

Male 33 12.45 12.42 12.70 .082
Female 13 14.15 14.38 13.67 .218
= 3.022 D.F. 1 and 43

Table 35 presents the analysis of covariance results between the
male and female groupe on the third testing of Factor II, Freedomand
Independence, of the Attitude Toward Women Scale with the pre-test as

the covariate.

Table 35. Analysis of Covariance Between Male and Female on the Third
Testing of Factor II, Freedom and Independence, with the
Pre-Test as the Covariate

N Pretest Mean Second Testing Adjusted Mean Variance

Male 33 12.45 12.00 - 12.25 .108
Female 13 14.15 14.53 13.90 . .286
= 6.650% D.F. 1 and 43

*Significant > .05 level.

Since the computed F value of 3.022 for the'second testing was

not greater tham the critical F value of 4.08, the null hypothesis,
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that there.is no significant difference between the scores of the male
and female groups on the factor of Freedom and Indepéndénce as measured
by the AWS with the pre-test as the covarilate, was not rejected.

~8ince the q&mputed F value of 6.650 for the third testing was
greatet than the critical F value of 4.08, the null h&pothesis, that
there is no.significant difference bétween the séorés of the ﬁaie and
feﬁéle groups on the factor of Freedom and Indepeﬁdence as'meaéured

by the AWS with the pre-test as the covariate was rejected.

Null Hypothesis 18. There is no significant difference between the -

scores of the male and female'groups on the factor of Dating, Etiquette.

and Courtship as measured by the AWS with the pre-test as the coyatiate.

Table 36 presents the analysis of covariance results between the
male and female groups on the second testing of Factor III, Dating,
Courtship and Etiquette, of the Attitude Toward Women Scale with the

pre-test as the covariate.

‘Table 36. Analysis. of Covariance Between Male and Female on the .
Second Testing of Factor III, Dating, Courtship and Eti- -
quatte, with the Pre-Test as the Covariate '

N Pretest Mean . Second Testing Adjusted Mean ' Variance

Male . 33 20.06 19.84 . 20.17 o .125
Female 13  21.76 22.69 21.87 . -.325
F = 6.316% , D.F. 1 and 43

#Significant > .05 level.
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Table 37 presents the analysis of covariance results between the
male and female groups on the third testing of Factor III, Datiﬁg,,
~ Courtship and Etiquette; of the Attitude Toward Women Scale with the

pre—-test as the covariate.

Table 37. -Analysis of Covariance Between the Male and Female on. the
Third Testing of Factor III, Dating, Courtship and Etiquette

with the Pre-Test as the Covariate

N Pretest Mean Third Testing Adjusted Mean 'Variance

Male 33 20.06 19.45° 19.77 . .195
Female 13 21.76 22.61 . '21.80 .. .505
F = 5.75% D.F. 1 and 43

#Gignificant > .05 level.

Since the computea F value of 6.316 for tﬁe second teéting was
greater than the critical F va;ue of 4.08, the null hypothesis that
there is né significant difference between the scores of the male and
female groups on the factor of Dating, Courtshif and Etiquette as

. measured by the AWS with the pre-test as the covariate, was rejected.

Since the computed F value of 5.75 for the third testing was
greater thanlfhe critféal F value of 4.08, the null hypothesis, that‘
there ié no significant difference between the scores of the male éﬁd
female groups on the factor of Dating, Courtship and Etiquette as -

meaéufed by the AWS with the pre-test as the covariate, was rejected.
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Null Hypothesis 19. There is no significant difference between the

scores of the male and feméle groups on the factor of Drinking,
Swearing and Jokes as measured by the AWS with the pre-test as the
covariate.

Table 38 presents the analysis of covariance results betwéen the
male and female groupé on the secoﬁd testing of Factor IV, Drinking,
.Sweériﬁg and Difty Jokes, of the Attitude Toward Women Scale-witﬁ the
pte;test as the covariate.

Table 38. Analysis of Covariance Between Male and Female on the

Second Testing of Factor IV, Drinking, Swearing and Ditty
Jokes, with the Pre-Test as the Covariate '~~~

N  Pretest Mean Second Testing °~ Adjusted Mean Variaﬂce"

Male | 33 9.45 9.03 9.33 ~ .092
Female 13 10.92 -° . 10.53 S 9.7 L 244
F=.51 = - D.F. 1 and 43

Table 39 presents the analysié of covariance'resﬁlts between the

male and female groups on the third testing of Factor IV, Drlnking,

Swearing and Dirty Jokes, of the Attitude Toward Women Scale with the

pre-test as the covariate.

Ln:.;.;_‘,_wm ———— "
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Table 39. Analysis of Covariance Between Male and Female on the Third
Testing of Factor IV, Drinking, Swearing and Dirty Jokes,
with the Pre-Test as the Covariate o

N Pretest Mean Third Testing Adjusted Mean Variance .

Male 33 9.45 - 9.24 9.35 .110
Female 13 . 10.92 10.92 10.64 .292

F = 4.01 D.F. 1 and 43

Since the computed F value of .561 for the second testing and the
compu;ed F value 4.01 for the third>testing was not greater than'tﬁe
critical F value of 4108, the null hypothesis, that there is no -
significant difference between the scores qf the male and feméle groups
on the factor qf Drinking, Swearing and iokes as measured by the SWS

with the pre-test as the covariate, was not rejected.

Null Hypothesis 20. There is no significant difference between the

scores of the male and female groups on the factor of Sekual Behavior
as me;sured by the AWS with the pré—test as the covariate.

Table 40 preSthsfthe analysis §f covariance results between the
ﬁale and female groups on the second teétihg of Factor V, Se%ual
Behavior, 6f the Attitude Toward Womeﬁ Scale with the Dré-testnas the

covariate.
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Table 40. Analysis of Covariance Between Male and Female on the
Second Testing of Factor V, Sexual Behavior, with the
Pre-Test as the Covariate

N Pretest Mean Second Testing Adjusted Mean Variance

Male 33 17.27 16.54 17.19 .087
Femalé 13 20.00 20.46 18.81 .229
F = 8.089% D.F. 1 and 43

*Significant > .05 level.

Table 41 presents the analysis of covariance results between the
male and female groups on the third testing of Factor V, Sexual
'Behavior, of the Attitude Toward Women Scale with the pre-test as the
covariate.

Table 41. Analysis of Covariance Between Male and Female'on,the Third

Testing of Factor V, Sexual Behavior, with the Pre-Test as
the Covariate : L

N Pretest Mean Third Testing . Adjusted Mean Variance

Male 33 17.27 16.69 17.27 - .204
Female 13 20.00 20.23 18.76 . .537
F=2.901 F.D. 1 and 43

Since the computed F value of 8.089 for the second testing was’

greater than the critical F value of 4.08, the null hypothesis,. that




131
thefe is no signficant difference between thé scores oflthe male and‘
female groups on the factor of Sexual Behavior as mea;ufed by the AWS
‘'with the pre—#esf as the covariate,wéé rejgcted,

Since the computed F value of 2.901 for the third testing ﬁas
not greéter than the critical F value of 4.68, the null'hypothésis,
that there is QO'Significant differgnce between the scores of the‘.
male and female groups on the facto? of Sexual 3ehavior as measured

by the AWS with the pre~-test as a covariate, was not rejected;

Null Hypothesis 21. There is no significant difference between the
'écores of the male and female groups on the factor of Marital Relation—
ships and Obligations éé measured by fhé AWS with the pre-test as
the covariate. | .

| Table 4é preéentg-the analysis of covariance results between'the
male and female groups bn the second testing of Factor VI, Marit#iZ.
Relationships and Obligétions, of the Attitude Toward-Women_Scale.

with the pre-test as the covariate.
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Table 42. Analysis of Covariance Between the Male and Female on the
Second Testing of Factor VI, Marital Relationships and
Obligations with the Pre-Test as the Covariate =~

N Pretest Méan Second Testing Adjusted Méan ~ Variance

Male .33 58.42 57.93 59.07 .436
Female 13 63.07 63.92 61.03 . . 1.162
F = 2.294 D.F. 1 and 43

Table 43 presents the analysis of covariance results between the
male and female groups on the third testing of Factor VI, Marital
Relationships and Obligations, of the Attitude Toward Women Scale with
the pre-test as the covariate.

Table 43. Analysis of Covariance Between Male and Female on-the Third '

Testing of Factor VI, Marital Relationships and Obligatioms,
with the Pre-Test as the Covariate

N Pretest Mean Third Testing- Adjusted Mean Variance

Male 33 58.42 57.18 57.98 .936
Female 13 63.07 63.30 61.26 L 2,49
F = 2.996 D.F. 1 and 43

Since the computéd'F value of 2.294 for the second testing and
the computed F value 2.996 for the third testing was not greater than

the critical F value of 4.08, the null hypothesis, that there is no

significant difference between the scores of the male and female
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groups on the factor of Marital Reletionehips and Obligations as’
measured by the AWS, with pre-test as the covariate, was not rejected,

DISCUSSION

Male and female differences on the scores of the Attitude Toﬁarﬁ

Women Scale do not emerge eignificantly at the .05 level for Factor I,
Vpcationa]u Educational and Intellectual Roles, Factor IV Drinking,
Sweariﬁg and Dirty Jokes and Factor VI Marital Relationships and
'Obligétioes.

A significant difference at the .05 level does exist in the
second testing of Factor II Freedom and Independence with feﬁales
being mofe liberal then males. A~significant ditference at the .05
level also exists on both post—teets for Factor III Dating, Courtship
and Etiquette, with females being more liberal than males. And,
finally, on Facter V Sexual Behavior, females emerged with more
liberal attitudes on the second testing as measured by the AWS.

~ Worthy of note is that females emerge slightly more liberal
than males but not significantly so on all of the other pre-tests and
all of the other'post—tests administered by this dinvestigator.

' Also, females'became slightly more liberal but not significantly
so, on all of the otﬁer pre-tests to pbst—tests on‘ell otﬁer faetors;
whereas, males became sliéhtly more consetvative‘but not significantly
so, from pre—testé to post-tests on alllfactors of the AWS. N

On Factor I Vocational, Educational and Intellectual Roles,
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Factor II Freedom and Independence, Factor III Drinking; Swearing and.

Dirty Jokes and Factor VI.Marital"Relatiohships and Obligations maies
. becamé slightly less liberal but not significantly so, from post-test
I to post-test IT and became slightly more liberal but not significantf
1y sb, on factor Vv Sexﬁal Behavior from post-test I to post-test II.
| From the literature describing the ﬁée of the Attitude Toward

Women Scale, this instrument has not failed to distinguish betﬁeén
differences in attitudes of male and female subjects. .Thié investi-
gation is no excgption; The significant factoré that‘emerged high-
lighting the more liberal attitudes of females are, however, diﬁfef- 
ent froﬁ those factors found significant in ‘previous studies. Spence
andfﬁelmreidhin 1972 examined male and female students at the Univérsity
of Tgxaé. Their results revealed that in spite of an 6verall trend
toward liberal attitudes of their female subjects, the women were

more reluctant to.endéfse parity between the sexes than theif male
'counterbarts on items relating to sexual behavior, datiﬁg and court-
ship. .The female participants in’ the ﬁontana State ﬁnivefsity project,
in contrast to this earlier study, were significantly different from
ﬁales in Factor III Datipg, Courtship and Etiquette and Factor V
Sexuél Beﬁayior and Factor' IT TFreedom and Independence.

Factor .II, Freedom and Independence, emerges along with the pre-

viqusly.mentiqﬁed Faétor III Dating, Courtship and Etiﬁpette and.

Factor V Sexual Behavior, as items in which mothers of students in

’
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Spence and Helmreich's investigation in 1972 experienced more
conservative responses. Again, this contrasts with the ﬁontana
State University study.‘

In addition to the factors that were significantly different,
females in this study displayed a trend toward more 1ibera1 responses
than male counterparts at Montana State University in all factors
of the AWS in a11 of the test administrations. Although these are
not significant, the consistent trend is worth noting}. |

One possibility for the'discrepancies between the Montana State
' University study and that of earlier investigations is that‘females
have become.more'iiberai in these areas‘in recent years and‘that males |
.haue become more'liheral in the areas'previously foundlto demonstrate |
differences. Thus, new factors emerge as being’ significantly different.

Reasons that female subjects overall were more liberal than
males might be due to males offering more Vhonest responses to these . :h
questions than'females'either consciously or unconsciouslp. On the
other hand females'may have just been clearly more liberal. on these
issués than the males. Males may have resisted the whole project
from the beginning,‘stating less iiberal attitudes than what was
ltruely their attitudes. Or, males ma& have felt it mas.okay to he 3
biased more so than.females and expressed these.feelings freel& on
the AWS

Outside experiences may have entered in affecting males producing
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iéés iiberaliresponses than females; or outside experiences may have

'enteréd.in affecting females producing more liberal responses than

males. Females in this study clearly indicated more liberal attitudes

than their male counterparts from'responses on the AWS, for whatever

redsops one might suggest.

e e e
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ADVISOR-STUDENT RATING SCALE

;An gffort was ﬁade by this investigatp? to find a suitable
instruﬁent to examine behavior of persons in the project as they
interagt with studenté in advising sessions. No such instrument was
available: so ip lieu éf this 1imitati§n, an experimental instrumenf
was devised. The instrument was used tﬁo quarfgrs a£ Montana‘Staté
University, Winter and Spring 1977. A total of sixty-two Rafing
Scales were completed.on the experimental and control groups. This .
instfument, although in its early'stéges of developmént, has raised‘
'some isSues_regarding the advising function and with further study
could provevté exémine some important brocesSes in student—facuity
conferences. - | o

.Nd séecific.outcdme was anticipated from this instrument, thus
.no'"rigﬁt" of "ﬁrqng" résponseé. The Rating.Scale was used instead
go Examing patterns bf:answers from students.about advisqrs”in‘the_
experiﬁental and control groups. |

Althﬁugh thgre seems to Se few differences between féculty whb.
participated in the’ekperimental group and those in the control, iteﬁs

will be highlighted for further research in this area.
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Table 44, Advisor-Student Rating Scale Summary

Advisor Raﬁing Scéle Data Compilation

Studeni:'s'Age Category

63.3

17-19 20-24 25-29 30-35 36 & above
1 , 2 3 4 5 o
N £ XN %z N %N % N 2
‘Experimental 15 46.9 13 40.6 3 9.4 1 3.1 0 0
Control 15 50.0 10 33.3 4 13.3 1 3.3 0 0
"Student's Sex
 Ma1e ’ Female
1 2
" Experimental 16 50.0 16 50.0
Control 11 36.7 19

Sutdent's Curriculum Category

" General Studies

Humanities Sciences Professional Other

1 2 "3 4 5
N % N Z N zZ XN % N Z
Experimental 15 . 46.9 1 3.1 11 34.4 5 15.6 0 o

Control 9 . '30.0

2 6.7 1033.3 -9 300 0 0
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Table 44, Advisor-Student Rating Scale Summary (Continued)

Faculty Member's Sex

Male Female
, 1 2
N z N 2
Experimental 27 84.4 5 15.6
Control 28 93.3 2 6.7

Item 1. It was easy to see this faculty member.

Strongly Strongly . No
Agree Agree Disagree = Disagree Response
1 1 .2 3 NR -
N X2 N %2 X z X 'z XN 2
Experimental 16 50.0 10 31.1 3 9.4 3 9.4 0 0
Control 21 70.0. 9 30.0 0 0 0 0O o 0
Item 2. The faculty member kept his/her appointment (when made in
advance).
Yes No No Response
1 2
N Z N~ 2z X Z
Experimental 30  93.8 0 0 2 6.3
. \ .'
Control 29 96.7 1 3.3 0
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Table 44. Advisor-Student Rating Scale. Summary (Continued)

Item 3, The faculty member was prompt for our meeting.

Yes No No Response

1 2 -
N z N % Nz
Experimental 27 84.4 3 9.4 . 2 6.3
Control 26 80.0 5  16.7 1 3.0
Item 4. I talked to the faculty member minutes.

Categories of minutes spent in session:

Under . 60 &
15 min., = 15-29 min. 30-44 min. 45-59 min.  above
1 2 3 - 4 . 5
Experimental 4 12,5 14 43.8 10 31.3 2 - 6.3 2 6.3 .
Control 5 16.7 13 43:3 6  20.00 2 6.7 4 13.3
Item 5. I spoke to the faculty member % of the time. The faculty
‘member spoke to me % of the time during our meeting (should

equal 100%).

1%-14% 15%-24%  25%-49%  50%-74%  74%-100%

1 2 3 4 5 ‘
N 2z N % N % N Z N %
Experimental 1 3.1 3 9.4 15 46.9 11 34.4 2 6.3

Control 3 10.0 4 13.3 11 36.7 9 30.0 3 10.0
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' Table 44, Advisory-Student Rating Scale Summary (Continued)

25

Experimenfal Control No
Item Agree Disagree Agree Disagree Response

6 5 25 3 26 3
7 5 26 5 24 2
8 1 30 0 29 2
9 2. 29 -3 26 2
10 29 2 29 0 2.
11 5 26 4 25 2
12 3 28 3 26 2
13 3 28 3 26 2
14 1 30 0 29 2
15 29 2 0 © 29 2
16 4 27 0 29 2
17 28 3 28 1 2
18 10 21 11 27 2
19 6 25 2 27 2

20 16 15 8 21 2"
21 28 3 25 4 2
éz' 30 1 28 1 2
23;;{ 30 1 26 3 2
2% 29 2 23: 1 3
2 29 - 2 27 2
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Table 44, Advisory-Student Rating Scale Summary (Continued)

Experimental Contrpl No

Item ' Agree Disagree Agree : Disagree . Response
26 o2 29 2 27 2
27 | 19 12 20 9 2
28 7 .24 3 26 2
29. 2 29 1 28 2
30 1 20 0 29 2
31 ' 6 25 4 | 25 2
32 ' 23 8 16 13 2
33 . 4 27 1 27 3
34 29 2 26 3 12
35 27 4 25 4 2
36 24 7 27 2 2
37 . 21 10 921 8 2
' .' 3 | 26 3 2

38 28
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In enamining the data, only two items emerge indicating differ-
enceslbetween the control and the experimental groups.

Item 20:  The faeulty member allowed interuptions to take

| place during the interview, for example, ineoming calls
‘and people "stopping'by;"

Stndents indicated'that.sixteen (16) faculty members in the
experimental groun allowed interuptiqns to take place during tne
advising session in contrast to only.eight (8) members in the
conttrol group. |

Item 32: The fac?lty member suggested possibilities for

advanced degrees in the areas of my interest

Studentsvreported that twenty-three (23) faculty members in’
the experimental group suggested possibilities for advanced degrees
nhile only'sixteen (ld) in the control group provided such sug-
gestions.

Items in which students indicated a substantial number bfd
positive responses for faculty members in both the exnerimentel and
control groﬁp'are as fOllOWS' |

Item 10: The faculty member listened to me.

Students stated that twenty-nine (29) pf experinental gfoup
' and.tWenty—nine (29) of the control group listened to what .they hadl s
~.to ssy.“ | | | | |

Ttem 15: 1 liked the faculty member as a person.
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Students responded affirmatively with twenty-nine (29) in the
exﬁerimental,group and twenty-eight (28) in the control. Only two
. (2) from the experimental group and one (1) from the control were not

" liked by studénts.

Item 17: The faculty member demonstrated a relaxed body position

during the intefview._

.’Students reported that twenty-eight (28) of the expériméhtal and

twénty—eight (28) of the control appeared physicélly relaxed during
the advising seésion. | | | |

Item 22: -The faéuitf member treated me like an adult.

Thirty (30) faculty ﬁembers of the experimental gréup énd twénty-
eigﬁt.(28) éf'ghe-control were credited with treating students like
adults in these iﬁterviews. | R

Itém.23: The faculty membér maint;ined good eye éontact ﬂuring

the session.

_ Students stated that thirty (33) faculty of the experimental

group and.twenty-eighf (28) of the control exhibited gbéd eye éontact.;

Ite@ 24 Thé.faculty membervencouraged me.

'Twenty;nine_(29) faculty mémbers in the experimental gfoup and

twenty-eight (28) in the control were credited as providing encourage-

ment to students during these sessions.
" Item 38: I would be willing to return to this faculty'membér

fpf help “in the future.
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Twenty-eight (28)'facu1ty membérs in the experimental group
and twenty-six (26) iﬁ the control were persons s;udents would be
interested in returning to for help in the future.

Item 34: The faculty member seemed to understand my point

.of view.

Twenty-nine (29) persons in the experimental group and twenty-
six (26) in the control made students believe that their point of
view was understood.

Items in which students indicated a substantial number of
negative responses for faculty members in.both the experimental and
control groups are as foliows:

Item é: .Thg faculty member acted cold and distant and paid

little attention to what I was saying. -

Students reborted only one (;) faculty in the experimental group
'réépéna;d in thisifashion and none in the control group.

Item 9: The fgcﬁlty member made ﬁe feel as if T was wasting

his/her time. He/She fiddled with a pen, shuffled |

papers and doodled during the interview.

The data suggests that two (2) faculty members in the experimental

éroup'behaved in this fashion and three (3)' persons in the cénfrol
group.
Item 12: The faculty member interrupted me as I talked and

took over the conversation.
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Six (6) f;cuity members in the experimental group and three (3)
in the control group interrupted s;udents and took over the conver-
sation. . | |

Item 13.. The faculty member talked more about themselves or

other things than about me and my questioné and concerns.

Students indicated that three (3) faculty members in the experi-
mental group and three'<3) in the control behaved in this ménner
during their interviewg.

| Item 14: The facﬁlty member kept throwing in funny_remérks.‘ '
when I was trying to be serious.

One person in the exﬁerimental group and none invfhé control
.bqhaved in this manner during the advising session.

item 16: The faculty member seemed to be "talking down" to me

- in a.condescending manner.

Four (4) students.stated their faculty member in the éxperimentél
group &ere condescéndihg while none were counted in the control group.
Item 25: The facﬁlty member made jokes or comments with a

sexual overtone.

Students reports on the Rating Scale that two (2) persons in‘the'
experimental group and two 2) pefsoﬁs in the control made jokes or
comﬁents with a sexual overtone.

Item 26: The‘faqulty member looked at his/her watch several

times during our interview. .
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Students indicated that one (1) person in the experimental group
and three (3) in the control looked at their watch during the inter-
view.'

Item 29: 'The:faculty member asked questions of me concerning

.'my'plans for marriage and femily.

lno (2) persons in the experimental group end one (1) person in
the control asked questions regarding marriage and family of students
in the edvising'sessions. |

Item 30: The faculty member-discoureged me from conéidering

a caréer in a field dominated by the opposite sex.

One (lS'person in.the experimental group discouraged e student
from considering a career in a field dominated by tne opposite sex.

Item 33: I.believe I would have been treated differently had

I been a member of the opposite sex. |

Students indicated that they believed four (4) faculty in the'“
experimental group and,one (1) in the control would have treated
"theu differently if they had been-a menber'of the opposite sex.

The Rating Scale suggests consistency between the experimental

and control group and highlights very few differences after treatment.

.One item suggests experimental group was more sensitive to encoureging
students to continue with advanced degrees in their areas than the.

control group. On the other hand, the control emerges as more d

sensitive to eliminating interruptions, outside interference within L
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the adﬁising précesé.

~ The instrument, although attempting to measure behavior, is based
much on student's perceptions of what occurred during these confer—‘
: éﬁces. Further iimitatibns of the iﬁstrument include the necessity
of completing thelform after the advising session, recalling what
ﬁccurréd. The issue of confidentiality was again a.concérn. Sfudents
by-aﬁd—;arge wefe réceptive to this procedﬁre but some did indiéate
_apﬁfehepsion o#gr completing this katipg Scale, fearful of retfibution
if disclosure should occur. The deg;eg of trﬁthfulness_therefbre may
be ‘'somewhat in question,

nge studeﬁts may.have also seen this instfumént as a mééns of

. destroying confidence in administrators at‘the University inj;n effort
to "get back"'éf those in power. .No comments suggested this motive

but such is a possibility.
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WORKSHOP EVALUATIO;N SU_MMARY
Workshop I |

' Twenty—eight (28) of the Heads of.Debartﬁents.who participatéd".
in the éxperiﬁéntal éroup noted ‘their overall impressioﬁ of Work-
shop.IIas ;bove ave:égé, while elgven (11) expresséd a'negafiﬁe .
impreésion.: inéveféil evaluation of thé work of the consultants
netted twenty;eigﬁt (28} above averagé responseé éné ten (10)
negative. 'In respbnsé to the question of par£icipants.1earﬁing

about themselves, seventeen (17) were above average while eleven

“f

(11) felt tﬁe workshop added nothing of hew 1earniné aBout fhemselves. '

The important question regarding the extent that-parfiéipants learned

',ébpﬁt sex roles and sex role stereotyping, provided twenty-three

(23) posi;ive_rés?onses with only twelve (125 in the.negatiﬁe.

Qveréll, the:workshop evalua;iops.fof Wofkshop'l were p@sitive '.

with most.coﬁmeﬁts in support of this project, many persons'ekﬁressing
,interes; in furthex training in this area;_.Some negativévérificiémsll
" were expreésed with suégestions offered to impréﬁexfuture workshops.’
For further break&own of the data obtained on workshop evaluations I

with summéry of participants comménts, sée Appendices N an& 0.

Workshop II

Wdrkshopzevaluations for Workshop II were also generally positive

in ratings by participants. The ﬁumbérs of-persons attending this
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;écond.train;ng.féll markedly, from the first workshop, with a
number of 1ast‘minute cancellations.

In evaluating the work of the qonsultant, seventeen an:
éxpressed above average reactions, while one indicated a negative
impression to the éonsultant's work. In eyaluating‘thg extent of
new self learning, ten (10) participants rated this wqushop as above
average, two (2) expressed belo& avérage ratings. The ovérall rating
of the workshop was fourteen (14) aﬁbve ayérage and one (1) below
average. The extent participants 1eérngd about sex role stereotyping
netted eleven (11):positive responses with only one (1) negative
response.

Comﬁents again ;ahged from veryvpositive to very negative w;th
moét pgrticipanté.indicating the woikshop was wérthwhiiea For a
further breakdqwn'of the data from W&rkshop II evaluations, see
A@pendix Q ag& R. |

The valﬁe of workshop evaluations are af times SOméwhat in
Aquestibn,‘particplarlyIWhén complé£éd immédiately follbwiqg thé
training. ihe belief by some that a "ﬁélo effect" alters the
pérqébtioné of‘pa¥tiéi§ants under sﬁcﬁ dé;a gathering coﬁditions
leaves one wqueringvif resbonses?wbuld have been the.same.if-
collgcted‘ét a 1atérvtime. The data at hand indicates an overall

positive reaction to'ﬁoth workshops in general.
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GENERAL DISCUSSION

In the process of data‘collectiéﬁ in.this stud& a considérabié
amount of resistange seemed to be taking place that was not apparent
‘from the scores on fhe AWS and Ratinés and comments on the Workshop
evaluations. A |

Some Heads of Departments did not complete all of.tﬁé items on
the AWS. Some failed to show for the testing seésions, otﬂers failed
to show for follow-up testing seséions. Numerous’telephone calls,
reminders with secrefaries, notes, etc. were necessary to obtain»
completion of the AWS by persons in the controlAgroup and by those who
underwent the training experience. Special testing in the faculty
member's office was required for eight (8) cases in the third testing
for those who'did not come to any of the.earlier testing sessions.

Resistance was also observed frsm negative comments about the
instruﬁen# used. One'might also surmise that the reduction of those
participating in the second workshop might élso be an expression‘of
resistance to the topic or project in general. These observations
seem somewhat in conflict with the overall positive responsés made
on the workshop evaluations.

A number of reasons might exist fof this apparent reluctance to
cooperate with testing procedures in the project.

.One might 5e that Heads of Departments were too busy to make

the testing sessions as scheduled.
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‘Another possibility is that they were unaware or unconcerned '
about the need for‘testing in this project and put too iow priority
. on the testing sessions.

Another possibility is that some of the Heads of Departments
were reacting negatively to the project and used the testing sessions
as a means of expressing their dissatisfactiont

One possibility is that the Heads of Departments were "bored"
with the testing since there was a relatively large time span between
‘ the three testing periods.

Also, they may have felt no committment to complete the testing
particularly the control group wherelessentiaily no rewards‘were given.

Another enplanation for the poor response to the post-tests is.
that the Department Heads were aware that testing would be done by
a graduate student. Knowing this and being aware that the student
" had "no clout" might have made them place this activity on somewhat of
a low priority. In some cases, however, this may have been impetus
for‘cooperation. ' -

At the University of Washington.in_an earlier study using this

instrument, the author surmised that considerable dissonance had been -

generated by the intervention causing less 1ibera1.subjects to be.
resistant to. retesting. This, however, does not explain why males and

- females in the control group in this investigation avoided post testing
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procedures. Possibly a combination of reasons caused this occurrance.

.Another issue pertinent to data collection involves concern of
faculty about confidentiality. "It was found in an earlier study

that faculty were reluctant to participate in a project where dis-

closure of information took place, in fear of possible retaliation on.-

the part of top.administration. Although this- concern has taken a
'high priofity_and security for participants have been built iﬁ‘the
design of the‘feséarch projéct, comments were made which suggests

' participants ﬁefé still concerned aﬁoutlthis issue. In 1light of this
concern, responses on the AWS may ﬁave been influénéed resultiné in

a more liberal attitude than what might actually be the case..

SUMMARY
: T&enty—one (Zi) hypotheses were analyzed and discussed with
regards to be;ng'rejeéted or not réjggted at the .05 level of
significaﬁce. | | |

" Attitudes and behavior were examined by the use of the Attitude

Téwér& Women Scale anﬁ the Advisor-Student Rating Scale. Additiomal '

data wés géthere& at the completi&n of the interventidné with
'wofkshép évéiuéﬁidnsp | o |
The.six factors of the Attitu&e Toﬁard ngen Séale as applied
- to tﬁe (1) e%perimental and conttol groﬁps; (2) three ége'groufings,

and (3) sex of the Subjects were tested utilizing an analysis of '
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covariance with the pre-test as the covariate,

Females emerge as significantly more liberal than males on the
summary séores of the second testing of the AWS. Also on the second
;ésting, females emerge as significantly more liberal on Factor II
Freedom and Indeﬁendence. Second and third testing produced a
significant difference between males and females on Factor IiI Datiﬁg,
Courtship and Efiquette. The second testing also produced a signifi-
cant difference between males and females:on Factor V Sexual Behavior,
with femalés becoming more liberal.

No significant differences occurred among the three age groupings
on ei#her of the post-tests.

Factor VI Martial Relationships and Obligations, emerged as
significant in the second testing between the experimental and control
group with the control emerging as more liberal.

Two items emerged as noticable differences in behavior of the
experimental and coﬁtrol groups on the Advisor-Student Rating Scale,:
Item 20 and'Item 32.

Overall, the Workshop Evaluations indicated positive reaptions to
the two workshops utilized in the study. Further discussion of the
.results an& revelant information on the data-gathering process have

been included in this chapter.




Chapter 5

- SUMMARY

The problem of .this study was to determine if there is a differ~

ence in attitudes and behavior of Heads of Departments at Montana
State Universitj after participating in training designed to reduce
sexual bias and sex role stereotyping as compared to a similar group

-not'receiving this treatment.

General duestions to be asked:

1. 1Is the.in;eryeﬁtion étra?egy effectivé in reducing
séx 51#3 and séx role ste;eotyping és it applies to
'WQmen in those.ﬁeads of depar£ments who participate
in thelprojeét? |

2,: Is the intervention sfrategy effective in reducing
unconscious sexist behavior of heads of departments

dn thé advisiﬁg function?

3. Ié_there a difference in sexual bias and sex rdle" 
stéreotyping,és it applies to women between male and
female heads of departments before and followiné.the-"
. treatment? |

4, 1Is ;ﬁere a difference in the effectiveness of the

treatment on persons in various age'categories?

The six factors of the Attitude Toward Women Scale were applied”-'
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to three areas to be investigated: (1) Expefimental and Control
Grouﬁ, (2) The Tﬂree Age Groupings, and (3) the Sex of fhe
Participants. Eéch was tested utilizing an analysis of covariance
with tﬁe pre-test as the covariate,
The following ‘twenty-one null hypotheses were tested at the .05

level.

Null Hypothesis 1: Thefe afé no significant differences between
the scores of the experimental and control groups as measured by the

AWS with the pre-test as the covariate.

Null Hypothesis 2: There are no significant differences among
the scores of the.three age groups.as measured by the AWS with the

pre-test as the covariate.

Null Hypothésis 3: There are no significant differences between
the scores of the‘malé and female groups as measured by the AWS with
the pre-iest as, the covariate.

Null Hypothesis 4: There is no significant difference between.

the scores of the experiﬁental and control groups on the factor of
vocational, educational and intellectual roles as measured By the
AWS with the pre-test as the covariate.

Null Hypothesis 5: There is no significant difference between

K thé scores of the experimental and control groups ph the factor of
freedom and independenée as measured by the AWS with the pre-test as

‘a covariate.
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Null Hypothésis 6: There is no significant difference between the
scores of the experimental and control groups on the factor of dating,
etiquette and courtship as measured by the AWS with the pre-test as the

covariate.

Null Hypothesis 7: There is no significant différence between the
scores of the experimental and con;rol groups on the factor of |
drinking, swearing and jokes as measured by the AWS with the pre-test
as the covariate.

Null Hypothesis'S: There is no significant difference between the

scores of the experimental and control groups on the factor of sexual
behavior as measured by the AWS with the pre~test as the covariate.

Null Hypothesis 9: There is no significant difference between

the scores of the experimental and control groups on the factor of
marital relationships and obligations as measured by the AWS with the

pre-test as the covariate.

Null Hypothesis 10: There is no significant difference among the
scores of the three age groups on the factor of vocational, educational
and intellectual roles as measured by. the AWS with the pre-test as

the covariate.

Null Hypothesis 11l: There is no éignificant difference among

the scores of the three age groups on the factor of freedom and

independence as measured by the AWS with the pre-test as the covariate.

Null Hypothesis 12: There is no signficiant difference among the
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scores of the three age groups on thg factor of dating, etiquette
and courtship as measured by the AWS with the pre-test as the

covarilate.

Null Hypotﬁesis 13: There is no significant difference among fhe
scores of the three age groups on the factor of drinking, swearing

~and jokes as measured by the AWS with the pre-test as the cqvariété.,

- Null Hypothesis 14: There is no significant difference among the
scores of the three age groups on the factor of sexual behavior as
measured by the AWS with the pre-test as the covariate.

Null Hypothesis 15: There is no significant difference among

the scores of the three age groups on the factor of marital relation-

ships and obligations as measured by the AWS with the pre-test as the
covariate.

Null Hypotﬁeéis 16: There is no significant difference between

the scores of the male and female grbups on the factor of vocationmal,
educational and intellectual roles as measured by the AWS with the
pre-test as the covariate.

Null Hypothesis 17: There is no significant difference bétweeﬁ

the-séorés of the male and female groups on the factor of freedom and

independence as measured by the AWS with the pre-test as a covariate.

Null Hypothesis 18: There is no significant difference betwégn
the scores of the male and female groups,on the factor of.datiﬁg,:

etiquette and courtship as measured by the AWS with the pré—fest as

o
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a covariate.

. Null Hypothésis 19: There 1s no significant difference between’
the scépes of the male and female gro@ps on the factor of drinking,
swear:fng and jokes és measured by' the AWS with the pre-test as a.
covariate.

Null Hypothesis 20: There is no significant difference between

the scores qf the male and female groﬁps on the factor of sexual
behavior as measured by the AWS with the pre-test as a covariate.

" Null Hypothesis 21: There is'nd significant difference between

the scores of thé'male'and female groups on the factor of marital
relationships and obligétions as ﬁeasured by the AVS With the\préQtest
as the covariéte.

The proflem,of this study was approached in the,following manner .
: Vélunteers,from Heads of Dgparfments were solicited for this project.
An exper;mentai_an& control group were identified by stratified o
_Raﬁdom Sampling Procedu;e.

. Tﬁe intervention strategy adm;nis;ered to the experiﬁental group
consisted of two off-campus workéhopé 5 months apart conducted by
outside canultaﬁts; The training focused on presentation of current
informationlén ﬁén and women, their achievémept patterns and the
 world of worklcoupled.with examiﬁation'of one's own gtereotyping and
'.Biaéés. - | |

In addition to exaﬁining attitudeé of Heads of Departments,
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a’'student population from a parallel study was utilized to rate
faculty members from both experimental and control groups to examine
trends as they emerged and as they applied to the two groups. Also
workshop evaluations were utilized following each of the two Wérk—

shops.
CONCLUSIONS

The inte;ventions for Heads bf Departments at Montana State

- University did not effect change as measured by -the

Attitﬁde Toward Women Scale and the Advisor-Student Rating Scale.
Howevér, the workshop evaluations indicate that indeed some progress
had been made in this area. Participant; on a whole felt the work-
shops were a good beginning for reducing sex role-stereotyping with
regards to vbcational choice at Montana State Uuniversity.

Additional information sought by this investigatbr regarding
~the six factors of the Attitude Toward Women Scale as they relﬁte to
the differendeslbetween (1) the male and female subjects, (3) among
the three age categories and (3) between the experimental and contr&l

group resulted in the following data:

No significant differences océurreé among the three age groups
identified; Only one significant difference emerged bgtween the‘.
experimental and control group, and that was Factor VI Marital

Relationships and Obligations, with the control group becoming more
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liberal, Signiffcant differences occurred between the male and female

groups with females becoming more liberal on Factor II Freedom gnd
Independence, Factor III Dating, Courtship and Etiquette, Factor V

Sexual Behavior and second testing of the total.

Two items emergéd as noticable differences between the experi-
mental and control group on the Advisor-Student Rating Scale — Items
20, the faculty member allowed interruptions to take place during the
interview, for example, incoming calls and people "stopping by", én&
32, the faculty member suggested possibilities for advanced degrees
in the areas of my interest.

Overall, Workshop Evaluations, as stated below, indicated
posi;ive reactions to the two workshops utilized in the study.
Because of limited numbers used in this research project caution is
suggested to the reader regarding interpretatioﬁ and generalization
of the results of this study to other similar groups in other simiiar

situations.

RECOMMENDATTONS

Based upon the statistical results and the conclusions of this
investigation,.seyeral recommendations emerge as appropriate areas
.for'furthér research.

1. This investigation, as it related to reduction of sex

role stereofyping and sexual bias in vocational choice,
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should be replicated or similar research undertaken on

other College and University campuses.
A related investigation should be undertaken using
populations other than Heads of Departments at
Univérsities and Colleges. General faculty, students
_and top administration would ﬁe éuitable pppulations
for additioﬁél study. |
ﬁelated research should inciude éll of thé population
selegted én& not just those who volunteer with increased
numbers of subjects in the study. :
Additional research in this area should utilize multiple
" instrumentation.
Additional research in this field should more thoroughly
examine othgr demographic data such as religiom, mérital
status, sex énd numbers of children, position. and positions
held, educational level, occupaﬁion of spouse, etc.
Replicated or similar research should include longi-
tudingl daté to examine mofe thoroughly .the effects
of the intervention.
Further reseérch utilizing the Advisor-Student Rating
Scale shou;d include additional validity and reliaBility
data and a determination of specific anticipated outcome

of responses on the Rating Scale.
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Elect Engr 2 -1 - - - = - - - - - = - - - = ~ 1 = 13 1
Entomology - = I SRS - - - - 4
FEML - -1 P R R T T - - - 15 4 19 1
History, - - - - - - - - = - = - - == = 10 10
Home Ec - = L. S S - - = d fnd - - - = S [ I3
1EHE - - - - - e o - - - - 5 1212
Wath__ - 122 4 = = = e e e e = - - - - 19 75 25
Mech Engr 7 - - - - T - - - - 10
Microbiology 4 11 7 - = = - = = - - - - - - - = = - 19
Nursing - - 10 - - - - o o o oo - - < - 3 10
PE - 10 = = = % « = - = = = - - - - = - 10
Phys 10 Q R R N S - - - - 2 24
Plant Path 2 1 - > = - - - - - - - - - - - -
Payehology - - - = - = = = - = - - - - - = - -
' Pub Admin - - = - e e e - - - - = - - = = -
Range Sci - - - - = - - - - - - - - - = -
Boiln - - I N S S R PR
Yot Bel 72 S N T . - - -
+__Z2oology 1 B L I = - - - L - 10 2 12 12
TAI, GRAD STUDIES _ 83 21 286 138 1 0 o r o T TNt
JOTAI. UNTV FNROIMENT 93 21 286 138~ 1 0 TII 116 123 61 1090 BLL_ 976 660 1007 827 16781618 8 22 55334763 9807 900
TOTAL BY CLASS IA___&%4 1 220 181901 1396 1879 3496 W_____ 9802
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NUMBER AND RANK OF MALE AND FEMALE FACULTY AT MONTANA STATE UNIVERSITY, JANUARY'

. 1978. MONTANA STATE UNIVERSITY PERSONNEL SERVICES MANAGEMENT REPORT SYSTEM.

Full Associate Assistant:
Total *  Professor Professor - Professor Instructor
Depariment : Male Female Male Female Male Female Male Female Male Female
School of Business 22 . 3 2 "0 7 0 . 12 1 12
School of Nursing 0 40 0 5 0 12 0 23 0 0
Agricultural Economics : o _

and Economics 17 1 7 - 0 6 0 4 0 0 1
Industrial Education 7 0 4 0 2 0 1 0 0 0
Plant Pathology : 5 0 - & 0 0 0 1 o - 0 0
Animal and Range

Sciences 16 0 8 0 6 0 2 0 0 0
Plant and Soil : : '

Sciences - 19 0 11 0 5 0 3 0 0 0
Veterinary Science 6 0] 3 0 - 3 0 0 0 0 0
Physical Education 11 5 2 0 4 3 4 0 1 2
Educational Services 3 2 1 o 1 0 1 2 0 0

- Elementary Education 6 0 0 0 2 0 4 0 0 0
Secondary Education 5 2 0 0 .3 0 1 2 "1 7 0
Home Economics 2 15 0 -2 2 5 0 ) 0 -3

" Chemical Engineering 6 0 4 0 2 0 0 0 0 0
Civil Engineering and : ’

Engineering : : .

Mechanics 16 0 7 0 7 0 2 - 0 0 0
Electrical o ’

Engineering 15 0 9 0 4 0 2 0 0 0
Industrial Engin- : , o

eering and Computer B : ) . . .

Science ' 7 0 1 o . 3 0. 1 0 2 0

Mechanical : : : .
Engineering 14 .0 4 o 3 0 7 0. 0 0
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NUMBER AND RANK OF MALE AND FEMALE FACULTY AT MONTANA STATE UNIVERSITY, JANUARY,
1978. MONTANA STATE UNIVERSITY PERSONNEL SERVICES MANAGEMENT REPORT SYSTEM,

_ (CONTINUED). ' _
_ Full Associate Assistant
Total Professor Professor . Professor Instructor
Department Male Female Male Female Male Female Male Female Male Female
Agricultural
Engineering 14 0 4 0 3 0 7 0 0 0
Microbiology 9 -0 6 0 1 0 0 0 2 0
Chemistry 21 0 14 0 6 0 1 0 0 0
Political Science 4 0 0 0 3 0 1 0 0 0
English 14 3 2 0 8 0 4 3 0 0
Earth Sciences 10 0 5 0 2- 0 3 0 0 0
History, Government - ’
and Philosophy 16 0 8 0 4 0 4 0 0 0
Mathematics 22 0 8- 0 7 0 7 -0 0 0
Psychology 8 0 3 0 2 0 3 0 0 0
Modern Languages 4 2 . 0 0 2 1 2 1 0 0
Physics 12 1 5 1 6 0 1 0 o 0
Biology - 22 3 11 0 8 1 3 1 0 1
Medical Science 1 .0 1 0 0 0 0 0 0 0
Speech. 8 0 3 0’ 4 . 0 1 0 0 -0
Sociology . 14 3 2 0 8 0 3 3 1 0
Architecture 10 2 6 1 2 0 1 0 1 1
Art 11 2 3 1 4 0 1 1 3 0
Theatre Arts 3 0 -0 .0 1 0o 2 0 0 0
‘Film & T.V. 10 0 1 0 S 2 0 6 0 1 0
- Music : - 12 2 4 o .2 0 5 -2 1 0
Education ' & 1 3 - 1 1 -0 0 0 0 0
Graduate Studies . 1 0. -1 0 0 0 0 0 0 0
5 0 0 - 0 4 2 - 5 0 6

Library : 2

C
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NUMBER AND RANK OF MALE AND FEMALE FACULTY AT MONTANA STATE UNIVERSITY, JANUARY,
1978. MONTANA STATE UNIVERSITY PERSONNEL SERVICES MANAGEMENT REPORT SYSTEM,

(CONTINUED). .

. Full " Associate Asgistant . :

Total Professor Professor. Professor Instructor

Department Male Female Male Female Male Female Male Female Male TFemale
Engineering 3 0 3 0 0 0 0 0 0 -0
CES 95 30 ' 8 0 28 3 28 . 8 31 19
AES ] 27 1 6 0 9 0 8 1 4 0

Testing and .

Counseling 3 1 1 0 1 1 1 0 -0 0
TOTAL 527 134 175 11 171 30 0 132 58 49 35
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APPENDIX C

Table 1
The Attitudes Toward Women Scale (AWS) and Its Scoring Key

(The most conservative alternative, scored 0, is shown)

FodeR e dr Rk ke ok ok kAl R Wk A o oy o A e s ek s s dede sk

ATTITUDES TOWARD WOMEN

The statements listed below describe attitudes toward the role of women in society
which different people have. There are no right or wrong answers, only opinions.
You are asked to express your feelings about each statement by indicating whether
you (A) Agree strongly, (B) Agree mildly, (C) Disagree mildly, or (D) Disagree
strongly. Please indicate your opinion by marking the column on the answer sheet
which corresponds to the alternative which best describes your personal attitude.
Please respond to every item.

(A} Agree strongly (B) Agree mildly (C) Disagree mildly (D) Disagree strongly

Response
Eezea 0
AS! 1. Women have an obligation to be faithful to their husbands.

AS| 2. Swearing and obscenity is more repulsive in the speech of a woman
than a man.

AS{ 3. The satisfaction of her husband's sexua] des1res is a fundamental
obligation of every wife.

DS| 4. Divorced men should help support their children but should not be
required to pay alimony if their wives are capable of working.

-AS| 5. Under ordinary circumstances, men should be expected to6 pay all the
expenses while they're out on a date.

DS| 6. Women should take increasing respons1b111ty for leadership in so]v1ng
the intellectual and social problems of the day.

DS{ 7. It is all right for wives to have an occasionai, casual, extramarital
- affair.

DS} 8. Spec1a1 attentions like standing up for a woman who comes into a room
or giving her a seat on a crowded bus are outmoded and should be dis-
continued.

bS' 9, Vocational and professional schools should admit the best qualif1ed
students, independent -of sex.




Response
‘Keyed U

DS
AS
Ds

AS

DS

AS
AS

Ds

DS
0S
0s

DS

AS

DS

Ds

10.

11.

12,
13.
14,
15,
16.
17.
18.
19.

20.
21,

22,
23.
24,
25,

26,
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Both husband and wife should be allowed the same grounds for divorce.
Tel]inp dirty Jjokes should be fiostly a masculine prerogafive

Husbarids and wives should be equal partners in planning the fainily
budget.

Men should continile to show courtesies to women such as ho1ding open
the door or helping them on with their coats.

Women should claim alimony not as persons irncapable of self-support
but only when there are children to- prov1de for or when the burden
of starting 1ife anew after the divorce is obviously heavier for the
wife,

Intoxication among women is worse than intoxication among men.

The initiative in dating should come from the man,

Under modern economic conditions with women being active outside the
home, men should shdre in household tasks such as washing dishes and
doing the 1aundry

It is 1nsu1t1ng to women to have the "obey" clause remain in the marriage
service.

There should be a strict merit system in job appoxntment and promotion
without regard to sex. '

A woman should be as free as a man to propose marriage.

Parentdl authority and responsibility for discipline of the children
should be equal]y divided between husband and wife.

Women should worry less about their rights and more about becoming good
wives .and mothers,

Women earning as much as their dates shou1d bear equally the. expense when
they go out together.

Women should assume their rightful place in business and al1 the professions
along with men.

A woman should not expect to go to exact1y the same places or to have quite
the same freedom of action as a man.

Sons in a fam11y should be given more encouragement to go to college than
daughters.




Resgonse
Xeyed Y

AS
‘AS
DS
As
AS
As
N
DS

DS
As

AS
AS

AS

DS

DS

AS
AS

27.
28.
29.
30.
31;
32.
33.
34,

35.
36.

37.
38.
39.
40.
41.

42.
43,
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It is ridiculous for a woman to run a Tocomotive and for a man to
darn socks. .

It is childish for a woman to assert herself by retaining her maiden
name after marriage.

Society should regard the services rendered by the women workers as
valuable as those of men.

It is only fair that mail workers shouid receive more pay than women
even for identical work.

In general, the father should have greater authority than the mother
in the brining up of children.

Women should be encouraged not to become sexua]iy intimate with anyone
before marriage, even their fiances.

Women should demand money for household and personal expenses as a right
rather than as a gift.

The husband should not be favored by law over the wife in tne dispbsai‘
of family property or income.

Wifely submission is an outworn virtue.

There are some professjons and types of businesses that are more suitable
for men than women.

Women should be concerned with their duties of childrearing and house-
tending, rather than with desires for professional and business careers.

The intellectual leadership of a community should be 1arge1y in the hands
of men.

A wife should make every effort to minimize irritation and inconvenience
to the male head of the family.

There should be no greater barrier to an unmarried woman having sex with .

a casual acquaintance than having dinner with him.

Economic and social freedom is worth far more to women than acceptance
of the ideal of femininity which has been set by men. .

Women should take the pa551ve role in courtship

On the average, women should be regarded as less capable of contribution
to economic production than are men.

;
¢
‘Z
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Response
keyed 0

DS
DS

AS

DS

DS

AS

DS

)

a4,
45.

6.
a7.
8.

49.

50.

51.

52.

53.

54.

55,
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The intellectual equality of woman with man is perfectly obvious.

Women should have. full control of their persons and give or withhold
sex intimacy as they choose.

The husband has in general no obligation to inform his wife of his
financial plans.

There are many jobs in which men should be given preference over women
in being hired or promoted. -

Women with children should not work outside the home if they don t have
to financially.

Women should be giveh equal opportunity with men for apprenticeship in
the various trades.

The relative amounts of time and energy to be devoted to household duties
on the one hand and to a career on the other should be determined by per-
sonal des1res and interests rather than by sex.

As head of the household. the husband should have more‘responsibility
for the family's financial plans than his wife,

If both husband and wife agree that sexual fidelity isn't important, there's
no reason why both shouldn’t have extramarital affairs if they want to.

The husband should be regarded as the legal representative of the family .
group in all matters of law.

. The modern girl is entitled to the same freedom from regulation and control

that is given to the modern boy.

Most women need and want the kind of protection and support that men have
traditionally given them,

- Used by permission
of the author.
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APPENDIX D | o

. . ) - . . ‘
FACILITATORS: : . o

This questionnaire is designed to examine conscious and unconscious :

sexist ‘behavior in academic advising. Please instruct the students |

" to not disclose the content of the‘questionnaire and preferably,ﬁot ) ] 1

_ disclose it's use. Other sutdents may be éeeiﬂg the same faculty ) ; ‘
member and the research may be contaminated if the faculty members , ] )

are hware.they are being rated at this time. Also cautfon the students s - ]

to not discuss the questions with other students. ) ) C o E

In your small groups discuss the nature of the questioﬁnatré ’ ) :
and ask' that each of the members of the group. choose two faculty. '
members to interview before our next meeting. Students should be
encouraged to select a faculty member from the list provided;
however, if they chéose to see a faculty member from a curriculum . o w
not represented, that is okay. Either way we would like to have
them coﬁplete the questionnaire. fThese faculty members are
volunteers from the parallel study and would prefer they be seen by
the students if at all possible.) '

It is best if the students make appointments with the faculty
member rather than just '"dropping in." Give them the' telephone
number and building at which the faculty member may be reached. Have
‘the students return the questionnaires to you next week. ' ‘

Inadvertently a mistake was made on the questionnaire. The
SA standing for Skrongly Agree is directly under the item number.
Please point this oué to the students reminding them that there
are & possible responses to each question,

THANKYOU . . . o o . [




189
APPENDTX E’

STUDENT~ADVISOR RATING SCALE

Student's Name

Age
Sex
Curriculum

Name of Faculty Member

DIRECTIONS:

Many of the questions in this questionnaire can be answered by checking the
degree of agreement you have with each statement. An example is provided
for your asgsistance: .

EXAMPLE
Men and Women are physically different.

Strongly Agree Agree Disagree : Strongly Disagree
SA A D sb

1. It w;s easy to sée this faculty member.
sA A D )
2. The faculty member kept his/her appointment (when made in advan;e).
yes no
3. The faculty member was prompt for our meeting.
yes no
4. 1 talked to the faculty member __ minutes.

5. I gpoke to the faculty member % of the time. The faculty member
spoke to me % of the time during our meéting. (Should equal 100%.)

6. The faculty member made a remark or remarks which made me feel as if .
he/shé were doing me a favor in seeing me. . . T

SA A D sb

7. The faculty member did not put down what he/she was doing when I came in
‘and turn his/her attention to me completely. .

sa A D sD

8. The faculty member acted cold and distant and paid little attention to what
I was saying.

SA A D SD

i
i
1
i
:
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Strongly Agrae Agree Disagree 'Strongly Disagree
SA A D Sb

10,

11,

12.

13,

14.

15.

16.

17.

18.

19.

The faculty member made me feel as if I was wasting his/her time. He/She
fiddled with their pen, shuffled papers and doodled during the interview.

SA A D D
The faculty member listened to me.
SA A D SD

I felt that I was talked to by the faculty member rather than being talked
with during this meeting.

SA A D SD
The faculty member interrupted me as I talked and tooﬁ over the conversation.
SA ' A D SD
The faculty meﬁber talked more about themselves or other thingse than about
me and my questions and concerns.
SA A D . sb

The faculty member kept throwing in funny remarks when I was trying to be
serious. .

SA A bl SD
1 liked the faculty member as a person.
SA. A D SD

The faculty member seemed to be "talking down' to me in a condescending
manner.

SA A bl . SD

The faculty member demonstrated a relgxed body position during the interview.
sA A D $D -

The faculty member ciosed the door to their office during our ueeting.
SA A D )

The faculty member seemed rushed for time, for example, made commenfs about

their "busy day".

SA . A D~ - 8D
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3

Strongly Agree Agree Disagree Strongly Disagree
SA . A D SD

20.

21

23.

24,

25.

26.

27.

28,

29.

30.

- The faculty member treated me like an adult.

The faculty member allowed interruptions to- take place during the interview,

-for example, incoming calls and people "stopping by".

SA T A D SD
1 felt at ease with the faculty member.
SA A D ‘ S

SA A D SD

"The faculty member maintained good eye contact during the session.

SA A D ~ 8D
The faculty member encouraged me.
sA A D SD
The_faculty member made jokes or ceaments with a sexual overtone.
SA . A D ] SD

The faculty member looked at his/her watch several times during our
interview.

sA B D SD

The faculty menber helped me to explore non-traditional as well as tradi~
tional.curriculums and career choices.

sA A D sD

When discussing non-traditional career choices the faculty member emphasized
problems and difficulties I might face in a career not normally aaaociated
with my sex.

SA A D SD

The faculty member asked questions of me concerning my plans for marriage
and family.

SA A D ' sD -

The faculty -member discouraged me from considering a career in a field
dominated by the opposite sex. ‘

SA Y : D . sp
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4
\ . . . '
Strongly Agree Agree Disagree . Strdngly Disagree

sa’ A p - SD

3i.

3z,

33.

34.

35.

36.

37.

38.

The faculty member gave "advice" almost immediately —- not spending my
time exploring the subject, my interests or feelings toward the matter.

SA - A D ' 5D

The .faculty mémber suggested possibilities for advanced degrees in the
areas of my interest.

SA A D ' SD

I believe I would have been treated differently had I been 2 member of the
opposite sex.

SA . A D SD

_ The faculty member seemed to understand my point of view.

sA . A D , " sp
The faculty member was enthusiastic when talking to me.

SA A ' D SD

The faculty member referred me to appropriate sources for further 1nfo;mation;

SA A D o SD

At the end of the interview the faculty member offered me an opportunity
to return for another interview,

SA A D S 'SD
I would be willihg to return to this faculty member for help in the future.

SA A D 'SD

COMMENTS :
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APPENDIX F

Student's Name:
Age:
Curriculum:
Sex:

COMPILATION OF QUESTIONS FOR ADVISOR RATING SCALE

Name of Faculty Member:

Hoﬁ many times ‘have you met with your advisor:

Many of the following questions can be ansvwered by circling the
degree of agreement you have with each statement.

() (8) () D)
Agree 'strongly Agree mildly Disagree mildly Disagree strongly

EXAMPLE : . ' ) )

1, . Men and women are physically different.
A ' B ‘c : D

2. The advisor leaned forward and looked directly at me during .
our intetview, giving me the feeling I was of primary impoztance
at that particular time to the advisor,

A "B (o] D

3. The advisor acted as though he or she thought my concerns and
problems were important.

A ' B . c D

4. I believe the advisor had a genuine desire to be of service to
me.
A C B X c D

5. In our meetings together, my advisor appears warm, intetested,‘
and Batient with me.

A . B T C D

6. The advisor offered suggestions which encompassed a number of
curriculums. .
A . B ) c . D

7. The advisor was helpful to me.
A o B c b

8. The advigor: leaned forward as a means of encouraging the client
to engage in good, directed behavior.

A B : (o] D
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(a) : (8) (© (o

Agree strongly Agree mildly Disagree mildly Disagree strongly

9.
10.
11.
12.
13.
14.
¥5.
16.

17.

18.

19.

20.

21.

22.

My advisor respects what I have to say.

A B o] D
My advisor treated me like an adult. , '

A ‘ B c )

The advisor closed the door‘éuring our meeting.

A . B C D

The advisor was very patient.

A ' B c ‘b
‘My advisor referred me to appropriate sources for specialized
information.

A ) B T c : D

The advisor encouraged me to think aboﬁt my future,

A B Cc D
The advisor seemed concerned with my questions and concerns.
A ' B c D
The advisor appeared receptive to my idéas.

A B C D

The advisor suggested career options normally reserved for
(males/females). ]

A B C D

The advisor was more interested in "problem soclving" than
exploring various alternatives in noncomittal ways.

A . B ) C D

i asked questions and the advisor gave answérs. The ;dvisor

did not ask any questions of me giving me little opportunity
to share what I know.

A B C D

The advisor got me off the subject by asking questions and ’
making comments.

A - B c D .
My advisor interrupted me as I talked. ]
A . B . (o »)

The advisor spoke to me as if he or she were lecturing a class.
A B c D
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(a) (B) ‘ (© (D)
Agree strongly Agree mildly Disagree mildly Disagree strongly

23. The advisor treated me as a child, ignoring me while taking'
phone calls and talking to others.

A B (o} . D
24. The advisor never gave me a chance to talk
A B c ) D

25, The advisor appeared to be waiting for me to stop talking so
he could take over. '

a ‘B c ) D

26. The advisor seemed hurried.
A B o c ' D

27. I feel that my advisor knows me as a person.
A B (o} ’ D

28, The advisor was withdrawn and did not seem interested in me.
A . B [of D

29, The advisor shuffled papers or leaned back in chair, giving
cues to ending our meeting before I had fully learned what I
had wanted to learn.

A B c D

30. The advisor was withdrawn and distant and did not seem
interested in me. :

A B c D

31. My advisor usually appears so rushed I hesitate to ask many of
the questions or to discuss areas which I feel would be help-

ful to me.
Y

A B C . D

32. The advisor did not put down what he or she was doing when I
came in and turn attention to me.

A B c . D

33. The advisor made me feel at ease and by his or her manner .
encouraged me to discuss anything which might be helpful to me.

A B C D

34. During the interview, the advisor used several different non-
verbal gestures (smiling, head-nodding, hand movement, etc.)
to put me at ease. N

A . B c D
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(a) (B) (© - " (D)

Agree strongly Agree mildly Disagree mildly Disagree strongly

35.

36.

37.

38.

39,

40,

41.

‘42,

43.

44.

45,
46.

47.

The advisor made responses that reflect his liking and
appreciation of me.

‘A B - C . D

The advisor sat "attentively" while I explained ny purpose
for the meeting.

A ‘B " c D
The advisor displayed intermittent head movements (up-down,
side to aide)

A B c i D

The advisor often responded to me with facial animation and
alertness, ) .

a B c ' D

The advisor's facial expressions reflected my mood.

. A ' B C D

The advisor displayed several different facial expressions .
during the interview.

A . B c .- D

The advisor maintained eye contact with me
a B c ) )

The advisor had a poker face and I wasn't sure if he.was
listening or not.

A B o c D
The advisor never smiled. I was afraid to talk to him or
her. - .

A B c D
When I needlto'see my advisor .I have little difficulty in
setting up an appointment with him or her.

A ' B c 'b
My advisor was patient with me. .

A . B Cc D
The advisor ‘treated me like an adult,

A B [o] D

The advisor seemed cold and distant, didn't pay much atten-
tion to what I was saying and was rather brisk in his/her
manner to. me,

A B . o] . . b
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(A) (B) (c) (D) .
Agree strongly Agree mildly Disagree mildly Disagree strongly

48. I felt stupid talking to my advisor, as if I didn't know
anything. ’

a ' B c ' D

49. The advisor didn't seem to take personal interest in me. He
or she seemed withdrawn and distant.
A B . o D

50. My relationship with my advisor is such that I would not
hesitate to seek his/her advice on any subject or problem I
might have. :

A ' B ¢ D
51. I would be willing to return to this advisor for help in the
future,
A B c D
52. "The advisor seemed restless while talking to me.
A ‘ B : o " D

53. The advisor took phone calls, talked to others while I waited
during our interview. ) ’

a B , ¢ D '
54. 1In opening our conversations,.the advisor was relaxed and at
-ease. . :
A . . B N Cc X D
55. The adviapr'reapohded to me with fac;al animation and alertness,
oA N B c : D
56. I felt the gévisor accepted me as an individual.
A - B c D

57. The advisor acted as if he/she had a job to do and didn't care
how he/she accomplished it.

A B o [ . D
58. The advisor made me feel. I am important.'
A B N : D

59. The advisor:looked at me as if sizing me up. I began to .
wonder if I had dirt on my face or torn clothing, etc.

a7 L B c ' D
.60. My advisor can be trusted. .
N ' B B - D
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(A) (B) () (D)
Agree strongly Agree mildly Disagree mildly Disagree strongly

61. I distrusted the advisor.
A B c D
62. The advisor encouraged me to ask questions and make ‘comments.
A ’ B : c D
63. I felt at ease with the advisor.
A B oc D
64. I believe I would have been treated differently had I béen a
_ member of the opposite sex,
A B c D

65. My advisor said he/she had to go to another meeting (or class)
but only after we had talked awhile.

A B c ( D

66. Questions were asked concerning the occupation and location
of employment of persons close to me, such as boyfriend, giril-
friend, spouse, etc,

A B C - b
67. The advisor asked questions of me about my future plans con-
cerning marriage and family.
A B C D

|
' | |
68. The advisor gave me "advice" almost immediately, not spending i
any time explaining the subject, my interests and feelings i
toward the matter. ' g ;
A B ., C . D
\
|
I
i
|

69. The advisor talked more about him/herself or other things
than about me and my questions and concerns.

A B C D

70, The advisor kept throwing in funny remarks when I was trying
to be serious. ’

t

1

A B "¢ D :
71. ‘The advisor interrupted me as I talked and took over the i . ?
conversation. It seemed more like a lecture than an interview. {

A B - c "D ' r

|

\

72. The advisor seemed rushed for time and made comments about
“their busy day." He didn't sit still.

A B c ' D
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() (B). (© B )

Agree strongly Agree mildly Disagree mildly Disagree strongly

73.

74.

75.

76.

717.

.78,

79.

80.

8l.

82.

83.

The advisor allowed interruptions to take place dufinq our
meeting including incoming calls and people "stopping by."

A B C. D
The advisor did not close the door to his/her office during

. our meeting, making it possible to others to enter .

unannounced.
A B c D
The advisor shuffled papérs and made gestures of ending the

interview before I had fully discussed all the areas of .con-
cern I had prior to the meeting.

A B , c b

I felt stupid talking to my advisor as if 1 didn't know
anything. ) )

A . : B C D

I felt that I was talked to by the advisor rather than being
talked with during the interview.

A B o] D

The advisor looked at his/her watch several times during
our interview. .

A B . c D

The advisor made me feel as if I were wasting his time. 'He

or she fiddled around with his/her pen and drew pictures
during the interview.

A . B. T c . D
The advisor seemed to be "talking down" to me in a con- '
descending manner. .

CA B ' c - . b
The advisor acted cold and distant and paid little attention
to what I was saying. .
A ‘B e : D
The advisor made friendly gesﬁures such as handshaking,

smiling, etc., to make me feel comfortable in our meetlng
and want to stay and talk. .

A B ' c o D
My advisor did not put down what he/she was doing when I
came in and turn his/her attention to me completely.

A B (o] D
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" (A) (8) (© (D)

Agree strongly Agree mildly Disagree mildly Disagree strongly

"84,
8s.

86.
87.

88.

89.
0.
9l.
92.
93.
a4,
95.

96,

The advisor made a remark which made me feel as if he/she were
doing me a favor in seeing me. .

A . B c D

I spoke to the advisor t of the time. The advisor époke

to me % of the time during our interview.

I talked to the advisor approximately minutes.

The advisor kept his/her appointment with me when made in advance.

A ' B ' C D
It was easy to get in to see this advisor.
A B c ' ©p

The advisor seemed much like a "mother" or "father" in the way
he/she treated me during the interview.

A B C . D

Although I requested a meeting with the Dept. Head, I was
scheduled to see another member of the faculty.

A ’ B . C D

The advisor helped me to explore non-traditional as well as
traditional curriculums and career choices.

A . B . C D

My advisor discouraged me from consideting a career in a field
dominated by the opposite sex.

a . © B . c ' D
When discussing non-traditional career choices, the advisor

" emphasized problems and difficulties I might face in a career

not normally associated with my sex.

A o B .. C D .
The advisor suggested possibilities of advanced degteeé in
the areas of my interest.

A . B ¢ : . D

My advisor referred me to appropriate sources for specialized.
information.

AL B e D
The advisor encouraged me. i
A B e "D




201

(a) (8) (c) (D)

Agree strongly Agree mildly Disagrée mfldly Disagree strongly

97.

98.
99.

100.

101.

102.

" 103.
104.

105.

106.

107.

1o8.

The advisor made responses that reflected his/her liking and
appreciation of me.

a B c ' D

My advisor accepts me as an individual.

a B ~c ' D
The advisor is a person I can trust,
A ’ B C D

At the end of the interview, the advisor offered me an oppor-
tunity to return for another interview.

A B ' c . : D
I doubt that my advisor knows who I am or aﬁything about me.
A . B c ' D

My advisor appears well informed on course requirements,
regulations, etc., and I place a great deal of confidence in
any suggestions he makes regarding these matters.

A B C D

If T had a probiem of a personal nature, I wouldn't think of
going to my advisor to discuss it.

A B c "D

I usually meet with my advisor at least-one or more times
a quarter other than at registration.

A B C D

Although my advisor has fairly definite office hours when
he/she is available for advising, he/she is so busy it is
almost impossible to see him/her anyway.

A B [ D

My advisor is not only well informed about course require- .
ments and requlations but is sufficiently conscious about
my enrollment each quarter that I am not handicapped with
enrollment errors.

A ' B c D

My advisor seems to know little more about course offerings
and regulations than T do.

A 3 ¢ D

About the only time I use my advisor is to sign my card at
registration and sometimes not even then.

A B c b
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(n) (B) B « - (D)

Agree strengly  Agree mildly Dlaagree mildly Disagree strongly

109.

110.

111.

112,

113,

114.

Since my advisor is not very knowledgeable or conscientious
about his advising responsibilities, I can reasonably expect
his to make some kind of enrollment error when I seek his help"
during pre-enrollment.

A B . e " b

The advisor refrained from head-nodding when the client did
not pursue goal-directed topics.

A ' B . c b

The advisor demonstrated a relaxed body position.

A B Co c D

The advisor demonstrated some variation in voice pitch when
talking. ,

A B c ‘ . D
The advisor's voice was easily heard. ‘ _
a0 B ¢ : D

The advisor used intermittent one-word vocalizations (“mm-hmm")

-duting the interview.

© 118,

116.
117,

118,

119.

120.

A B - C v K . D

The advisor usually spoke éléwly enough so that each word was
easily understood.

a o B R - D _
The advisor's verbal statémeﬁts-weke‘concise‘and to the point.
A B ‘ c . ' D

The adviéot refrained from repetition in his verbal statements.
A B c - - D

The advisor made verbal comments that pursued the topic which
1 introduced.

A ' B e D

The advisor made it possible for me to start working -toward a
solution to my problems.

A, B c ' "D

A clear and sensible proqressidn'bf topics was evident in the
advisor's verbal behavior; the advisor avoided rambling.

A B K - b
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(A) (B) () (D)
Agree strongly Agree mildly Disagree mildly Disagree strongly

121. The advisor encouraged discussion of statement made by me tﬁat
challenged the advisor's knowledge and beliefs.

A B o D
- 122, The advisor helped me to develop action steps for goal attain-
ment. '
A ' B - c - D
123. The advisoi verbally stated his desire and/or intent to
understand.
A B . (o] . D

124. The advisor suggested alternatives available to me,
A B ' c D

125. The advisor asked me to verbally state my commitment to work
for the achievement of a goal.
A B c ) D

126. The advisor and I decided together upon the advising goals.
A B C -D

127. In star;inq the interview, the advisor remained silent or
invited the client to talk about whatever he wanted, thus
leaving the initial topic up to me.

A ' B c D
128. The goals set in the interview were specific and observable.
A B ' C . D

129. After the first five minutes of the interviews, the advisor
refrained from encouraging social conversation.

A B . (o] D

130. After the first topic of discussion was exhausted, the
advisor remained silent until I identified a new topic.

A B C. D

131. The advisor initiated the termination of the interview
through the use of some closing strategy wuch as acknow-
ledgement of time limits and/or summarization.

A B c . D
132. The advisor insisted on beina riaht alwavs.

A B o] . D
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(R) (B} (c) (D)
Agree strongly Agree mildly Disagree mildly Disagree strongly

133. The advisor'g comments helped me to see more clearly what I
need to do to gain my objectives. ’

A B c ' - p
134. The advisor acted uncerfain of himself,
A B - C D

135. In the first part of the interview, the advisor used diffefent
social non-verbal gestures (smiling, head-nodding, hand move-~
ments, etc.) to help put the client at ease. )

A ‘ B c - D
136. My advisor referred me to appropriate sources for specialized

information.

A B - c D

137. The advisor was enthusiastic when talking to me.
A B C D
138. The advisor leaned forward as a means of encouraging me.
A . B (o} . D

139. The advisor seemed to understand my point of view.

A B c D
140. I liked the advisor as a person.
A B R ‘ . D
141. My advisor made me feel at ease by his manner.’
. A ' B c D
142. 1 can understand my advisor when he or she explains something.
to me.
A B C - D

143. The advisor provided structure (information about nature,
purposes of advisory, time limits, etc.) when I indicated
uncertainty about the interview. ’

A B (o} - : D.
144. In our talks, the advisor acted as if he/she were better than I.
A B (o} D

145. The advisor helped me to learn to make my own decisions.
A B (o] D
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(a) (B) ’ (c) (D)

Agree strongly Agree mildly Disagree mildly Disagree strongly

'146.

147,

148,

149.

150.

151.

152,

153.

The advisor gave the impression of "feeling at ease."
A ) B c D
The advisor spoke rapidly during our meeting.

N - B T c . D
The advisor knows what he/she is talking about.
A o B C D

The advisor's voice was clear but not monotone. It gave me
the feeling the advisor was not rushed and would spend as
much time with me as needed.

A B C D

The advisor used responses that suggested a course of action
I had the potential for completing in the future.

A . B C D
I felt satisfied as a result of my talk with the .advisor.
A B (o4 . D

Several times the advisor used responses that supported or
reinforced something I said. i

A ) B c D
Overall, I would rate the advising {check the words below

that describe the type of communication that the advisor
used during the interview):

____ ordering ‘ ;__ moralizing
____directing . preacﬁing
___'coﬁmaﬁding '___ obliging

warning . g%v;nq suggeséions

. admonishing ) finding solutions
threatening ) ' ;
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APPENDIX G

Economic Status of Women: 1974

As percent of

Major Occupation Group Income men's ‘income
Professional and technical workers L $9,587 . 66
Nonfarm managers and administrators 9,195 59
Clerical wofkers 6,868 60
Sales workers 5,114 - 41
Operatives (including transport) 5,848 58
Service workers (except private .

household) 5,206 60

Source: Women's Bureaﬁ, U.S. Department of Labor (1974).




'WOMEN ARE INADEQUATELY REPRESENTED IN tEADING PROFESSIONS
(Women as Percent of Total Employed, Selected Professions) .
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Women Are Underrepresented as Managers

and Skilled Craft Workers
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‘ APPENDIX J
Disparity in Curriculums, Male/Female, 1970-71.
' +A, and first ) -
Field of Study profegsional M,A, Ph.D, -
o Women _ Men Women Men Women Men
Agriculture, natural 539 12,171 144 2,314 31 1,055 )
resources .
Architecture, environmental 667 4,911 C 234 1,481 3 33
design . )
Biological sciences 10,571 25,462 1,943 - 3,812 595 3.050'
Business management 10,805 105,906 1,045 25,609 23 787 .
Communications ' 3,813. 6,989 642 1,214 19 126
Computer and information 324 2,064 164 1,424 3 125
sciences ' . '
Education 132,236 45,402 50,020  39;047 - 1,355 5,043
Engineering 403 49,954 185 16,272 23 3,615
Fine and applied arts 18,169 12,278 3,165 3,513 138 483
Foreign languages 15,285 5,148 3,126 1,653 297 484
Health professions ‘ o
" Nursing 12,029 245 1,511 31 1. 6
Pharmacy _ 951 3,662 40 154 1 93
Dentistry (DDS or DMD) 46 3,731 - - -~ -
Medicine (MD) ' 829 8,157 - . - - -
Home Economics . 10,970 301 1,365 88 75 -48
Law 3 oo 1,320 16,877 46 909 -~ 20
Letters: B 44,782 26,616 7,328 5,415 567 1,849
Library sciences : 932 - 81 5,713 1,315 1 28
Mathematics 9,494 15,424 1,524 . 3,677 93 ' 1,106
Military sciences - : 1 356. e 3 -— -
Physical Sciences- ' .
Chemistry 2,095 9,088 492 1,792, 173 1,987
Physics ' 343 4,733 152 2,042 -S43 1,439
Psychology 17,037 21,117 1,651 2,787 427 1,355
Public affairs and services 4,566 4,737 4,099 4,307 43 135
Social sciences
Economics 1,912 14,046 "262 © 1,735 53 668
History 15,749 29,182 1,693 3,476 120 871
Pol: science, govt. 5,564 22,072 479 1,839 85 615
Sociology : 19,959 13,703 677 1,132 119 455
Theology o 1,135 7,664 661 2,049 6 - 306
Interdisciplinary studies 4,117 9,967 600 1,106 14 71
4,579 26,53

TOTAL ‘ 370,000 513,975 92,896 138,590
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APPENDIX K

STARTING SALARIES OF COLLEGE GRADUATES ARE LOWER FQR WOMEN THAN MEN
(Average Monthly Starting Salaries of Women and Men with Bachelors

Degrees, 1970)

_ $500 $600 $700 $800 $900
Engineering C - ' . $872
' 844
Accounting —-— —— 832
, 746
Chemistry o 806
. : 765
Mathematics~ - ) 773
Statistics 746
Economics- | ' - 718
Finance : ~ 700
Liberal Arts - - - , 688
631
Men @ ;o
Women T T

Source: U.S. Department of Labor - Women's Bureau, Women Workers Today,
1971.
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APPENDIX M

Ya].C UniVCI Sity New Haven, Connecticut 06520

DEPARTMENT OF SOCIOLOGY
Box 1965 Yale Station

Rosabeth Moss Kanter

Rosabeth Moss Kanter is a professor of sociology at Yale
University. She is also a partner in the organizational consulting -
firm, Social Analysis Associates. Formerly on the faculty of
Brandeis University and Harvard University, she was a Fellow in Law
and Sociology and a Visiting Scholar at Harvard Law School from

1975-1977.

Dr. Kanter received her B, A. from Bryn Mawr College in 1964,
. her M. A. in 1965, and the .Ph. D. in sociology and social psychology
from the University of Michigan in 1967. She is the recipient of
many academic honors, including the prestigious Guggenheim Fellowship.

Her consulting clients have included some of the world's
largest corporations, public organizations, universities, government:
agencies, alternative organizations, community groups, and the ’
United Nations. She is a member of the Family Impact Seminar in
Washington, D. C., preparing "family impact" statements for federal

policy and legislation.

Her most recent book, Men and Women of the Corporation (Basic
Books); is an alternate selection of the Book-of-the-Month Club and
a selection of the Fortune Book Club. She is also the author of
Work and Family in the United States (Russell Sage Foundation),
Another Voice (Doubleday Anchor), and Commitment and Commun1ty
(Harvard University Press), as well as nearly 40 articles 1n books

and scholarly Journals.

Dr. Kanter has pioneered in the study of the impact of organ-
izational structure on group and individual behavior, including the
1mp11cat10ns of structure for commitment and motivation, for male-
female interaction and the status of women, and for organ1zat1onal

- effectiveness and the quality of work life.
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SOOIAL ANALYSIS ASSOCIATES
6 CHANNING PLACE
CAMBRIDGE, MASS. 03138
(617) 668-5364

Barry A, Stein

Dr. Stein is a partner in the consulting firm of Social
Analysis Associates and former Associate Director of the Center
for Social and Evaluation Research at the University of Massa-
chusetts at Boston. He has taught graduate courses in organiza-

. tion behavior, economic development, and management and business
policy at Harvard, MIT, and the University of New Hampshire.

He has been a professional management consultant for over
twenty years, first in technical fields, and, since 1962, special--
izing in organization development, management training, and, more’
recently, affirmative action. In 1976-77 he ran the core manage-
ment seminar for the Women's Career Project of Northeastern
University, a program designed in partnership with ten leading
Boston companies.  With Rosabeth Kanter he has developed
organizationally-relevant programs on male-female communication
at work.

His consulting career includes eleven years on the senior
staff of Arthur D, Little, Inc. and several years as founder and
President of Organization Development Associates, Inc. He has
worked closely with dozens of firms, government agencies and non-
profit organizations both in North America and Europe, recently
including Union Carbide Corporation, Digital Equipment Corpora-
tion, Exxon USA, GTE Sylvania, the Ford Foundation, the Science
Council of Canada, the U. $. Office of Economic Opportunity (now
the Community Services Administration), the Young Presidents’'
Organization, and the Center for Community Economic Development.
He has also served as Dean of several programs for the NTL Insti-
tute in Washington, D.C., and staff member of the male-female
awareness programs for Northwestern Bell Telephone Company.

Dr. Stein also works on comprehensive approaches to organi-
zational development and design and innovative programs of personnel
management. He is active in exploring the uses of flexible work
scheduling systems to enhance productivity and increase individual
options, In May 1977, hewuas appointed to a U. S, Congressional Task
Force on Appropriate Technology. . He holds the B. S. and M.” S. in
chemical enginecring from MIT and his social science Ph, D. in planning
is also from MIT..

]
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APPENDIX N
WORKSHOP I. '
Evaluation
Participants:

In order that an evaluation may be made of this workshop, we are requesting
your assistance. -Please rate the aspects of this workshop on a scale of 1-5
with 1 being bast possible and 5 being very neqative. Please circle your
response. SR

- 1. The work of the consultants may be rated as - 1 2 3. a4 s

2. In terms of learning more about myself I ' 1 2 3 4 - 5
. found this workshop to be - " -

3. In terms of learning about sex roles and sex 1 -2 3 4 5
role stereotyping. I found this workshop to be- S e

4. The acconmndationslfor this workshop (rooms. : 12 3 4 ..5.
- food, recreation, etc.) were - , ' " ' —

5, My overal]_impression of the workshop was - = .1 2 3 4 5

Evaluation of Total Retreat

" Please read all of the following statements. Then, circle the letter in-
front of those that state how you feel about the retreat as a whoTe.

a. It was one of the most beneficial workshops/seminars that I have attended.

b. Exactly what I wanted.

¢. I hope we have another one in the near future for other faculty and admini-
strators,

d. It provided the kind of experience that I can apply to my ovn situation.

e. It helped me personally.

f. I think 1t served its purpose.

g. It had some marits.

h. It was fair,

{. It was neither very good nor very poor. -

J. I was mildly disappointed. o

k. It was not exactly what I wanted.

1. It was too general.

m I am not taking any new ideas away.

n. It didn't hold my interest.

o. It was much too superficial.

p. I left dissatisfied.:

q. It was very poorly handled.

r. I didn't learn a thing., .

s. It was a complete waste of tima.

In one. sentance, please summarize your current thinking about the workshop --
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In regard to the time spent in recreation and getting to know other folks,
there was: ___ too much ____ too 1ittle ____ about enough.

Hould you 1ike to participate in another workshop which started where this one
Teft of f? Yas - No ,

Hhat was thé‘major §trength of the retreat?

What was the major weakness of the retreat?

If, with the stroke of your pen, you could change anything’ about the retreat,
what would it be?

Will you do anything differently in your own leadership position as a result
of this retreat? If yes, what?

19
o478
50
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APPENDIX O

WORKSHOP I

EVALUATION SUMMARY

The first five questions in the workshop evaluation deal with various
aspects of the workshop. A scale from one to five is used with one being
the best possible answer and five being very negative. (2 means those who
did not designate their sex on the questionnaire.)

1. Question: -The work of the consultants may be rated as:

Résponses very positive very negative
of : 1 2 3 4 5
Males ' 3 8 1 1 0
Females ) 8 1 0 0 0
T 3 2 0 0 B
Total 14 11 1 1 1

2, Question: In terms of learning more about myse;lf I found this worl;shop

to be:
Responses very positive very negative
of: 1 2 3 4 5
Males 1 7 ’ 5 0 0
Females 0 1- 6 2 .0
? 1 4 1. 0 0
Total 2 12 12 2 0

3. Qués-t:ion: In terms of learning about sex roles and sex role

stereotyping, I found this workshop to be:

Responses very positive very negative
of: -1 2 3 4 - 5

Males : 2 8 2 1 0

Females 0 7 1 1 0

? 3 2 0 1 0

Total 5 17 3 3 0
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-2 -

4. Question: The accomodations of this workshop (rooms, food, recreati&h,
etc.) were!
Responses very positive ' Verj negativé'
oft 1 2 3 4 5 -

Males 4 6 2 1 0
Females 3 5 1 0 .0

? 4 2 0 0 0

Total 11 13 3 1o

5. Question: My overall impression of the workshop was:

Responses very positive very negative .
of: -1 2 3 4 5

Males 2 9 1 1 0

Females 4 5 0 0 0

? g 2 0 1 ]

Total 9 16 1 2 0

EVALUATION OF TOTAL RETREAT This section of the workshop evaluation allows
the participant to choose statements that reflect the way in which they feel
about the retreat as-a whole. The statements will be listed with the numbers
of males, females & ?'a. (Those with no sex designation on the gquestionnaire)

. : Males’ Females 1
a. It was one of the most beneficial '
workshop/seminars that I have .
attended. ’ 2 3 3
b. Exactly what I wanted, : 1 1 .0
c. I hope we have another one in the
near future for other faculty and
administrators. ' ) 7 8 1
d. It provided the kind of experience
that I can apply to my own situation 7 6 4
"e. It helped me personally. 9 7 5
f. I think it served its purpose. 6 7 5
g. It had some merits. 4 1 2
h. It was fair, ' 4 2 1
i. It was neither very good nor very bad. 0 0 0
J. 1 was mildly disappointed. 1 ~ 0 Q
k. It was not exactly what I wanted. 0 0 0




1.
m.
n.
0.
p.
q.
r.
8.
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-3 -
Males Females ?
It was too general. 1 0 )
I am not taking any new ideas away. 0 0 4]
It didn't hold my interest. 0 0 0
It was much too superficial. 2 0 0-
I left dissatisfied, 0 0 0
It was very poorly handled. 0 0 ~ 0
I didn't learn a thing. 4] 0. 0
It was a complete waste of time. 0 0 0

The next section allowa the participant to summarize in their own words’

their thinking about the workshop.

Males

1.

2.

6.
7.
N
9.

10.

11,

12,

13,

It was interesting, stimulating and gave me some food for thoughﬁ;

Lots of information about how people exist in organizations but' more 15
needed on how to deal with sex roles which get in the way of professional
working arrangements.

High beginning expectations, slight letdown as substance was delivered.

: Reasonably good ~ not enough one to one,

I finished with more questions than answers to my old ones; tho this is
good. (also - learn to spell sentence.)

Supurb - Scientific, Realistic, very much needed by staff & students alike.

It has great potential benefits to MSU. Enrollment-wise, Budget-wise and
in terms of life satisfaction for staff & students.

As much as goals were not stated, evaluation must be based on something
else. If that something else is affect- I feel good about the workshop.

Many problems and ideas advanced but few expert solutions given by
coordinators. Found out most from interaction with peers. Don't need

" expensive outsiders for this.

I believe it provided us with a better insight into some of my own
beliefs on the issue at hand. Think should provide some guidelines for

self improvement.
We need to excharige ideas with persons from the wide variety of staff

presented here.

Many difficult questions were discussed-Affirmative Action policies are
the issue and the mechanisms for implementation were not discussed,

I now can appreciate for the first time the problem of ‘women and
minorities when entering a new job or role.

A-useful experience for most present. I believe.
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Females

1.

2.

It was an excellent opportunity to open the door fcr a continuing
dialog which needs to be pursued.

I think the men were (pleasantly) surprised.to find that the women .

. participants did not have pat answers and solutions; we were also

surprised that the men were not more defensive.

It brought into the open many ideas & assumptions & allowed an
opportunity for them to be discussed. Made inroads of awareness.

Fascinating, beneficial. Meeting and learning with people ‘is always
rewarding. The experience can't help but be good for MSU as a whole.

It was well done and I enjoyed the interactions with others.

Very well done, much useful information dispersed, good opportunity
to get to know other faculty members, some opportunity for self
evaluation.

I enjoyed the interactions with both men and women.

Surprised & pleased about the open minded approach to the issues —.
lack of defensiveness on part of males.

It was an exciting experience in having contact with the consultants
and the interaction with other department heads.

, .
Too many of the same kind of people patting each other on the back.

An important learning experience that should be shared with the
entire faculty.

It heightened my awareness, raised my consciousness of the problem.
It seemed beneficial to me, condusted with taste and informative.

Excellent,

In general it was well done and worthwhile. It was a iittle too
long for the amount of material covered. I felt a drag from 3:00 on.
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The next section of the workshop evaluation allows the participant
selection from 3 responses on the first question and 2 responses on the
.gecond question. Number of responses from males, females, & ?'s will be
tabled. .

1. Question: In regard to the time spent in recreation and getting to
know other folks, there was:

about enéugh too much : too little

Responses: Males B Females 2
Too much - o ’ 1 0
Too little - 0 : 0 3
About enough -, 13 ' 8 3
2. Question: Would you like to participate in another. workshog,which started
where this one left off? _yes no
Responses’: Males Females i
- . Yes = 12 9 2
No - 1 . 0 2

The next section of the workshop evaluation again éllows the participants
to answer questions in their own words. o

1, Question: What was the major 9treng;h of the retreat?
Males
1. The opportunity for open frapk discussioq.

2. Learning that women have much the same aspirations, feelings and atticudes

that men have.

3. Facilicated exchange of ideas.

4, Eﬁcourage& awareness.

-5; Getting to know the feelings of both the men and woﬁen pariicipanéa.
6. Quality of staff & high 1ntellectupllparticiéation. ' '
7. Method of interaction. : . .

/8. 1Interaction with others at MSU..

9. The ideas brought forth by the consulcants.

10, The variety of personal ideasa ' ‘

11. Rosabeth's talk Thursday P.M.
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12, Exchange of ideas.
13, Opportunity to get to know others present in terms of sex stereotyping.A
Females:

1. The stimulation of the consultants - yariefy of ways of initiating
discussion.

2. Emphasis on dialogue.

3. Having opportunity to talk.about subjects that are generally not openly
discussed, i.e. sexual feelings.

4, Interaction.

5. It was away from Bézeman which allowed people to be more free possibly.
The consultants were excellent & employed successful techniques to
get people to interact.

6. -Opportunity to exchange ideaé with other faculty with a workable
framework of cognitive information.

7. It isolated us from immediate work pressures and allowed us some time
for leisurely conversation.

8. Obeness and willingness to participate of everyone who attended.

9. - The openess and willingness to share on the part of male participants.

2

1. Rosabeths discussion on power.

2. Trust.

3. Openess, frankness of the participants.

4., Acquaintances.

5. Small group dlscussions and getting to know colleagues in a relaxed
atmosphere.

6. The interaction of staff.

2. Question: What was the major weakness of the retreat?

Males: .

1. Timing, a class day in first week of quarter.

2. Not long enough.

3. Substancial resources of the two leaders not tapped.
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4. Too many hours on Friday.

5. Not geared toward the major goal of the university i.e. working
with students.

6. Extension, Agriculture & Engineering too sparinély represented.
7. Somewhat diffuse in purpose.

8. Sociblogical approach which leaves out plausible solutioms.

9, Not enough of ideas Brought f9rth by consultants.
10. Women & mén were too uniform in opiniomns.

1i. A bit too long.

Females:

1. Disappointment that we can't come away with all tools we need to
effect change.

2. Too long a "sitting time" the last afternoon, a break & swim, then
returning for an evening session would have stimulated the group.

3. The representation was good but a few dynamites were left At home -
wish they were here.

4. Too short.

5. Too little time.

6. No major weakness.

7. Too much time spent generaéing & writing down lists.

8. Too short.

. Too many like minded people.
2, Fatigue during the afternoon session.
3. Too hectic.

4. Too long for material covered.

3.  Question: If, with the stroke of your pen, you could change anything

about the retreat, what would it be?

Males:
1. Timing.

2. Nothing.
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3. More direct info, comparative by leaders.
4. Can't think of anything now.
5. Longer with definate plans for 2 or 3 year followup.
6. Nothing.
7. Move it to campus and get local people involved Make qttendance '
manditory and during working hours
8. Not enough ideas brought forth by. the consultan;s.
9. A more diverse group.
10. Stop at 4 o'clock.
11. A little more time for informed -discussion a evening session would
have been enjoyable and beneficial.
Females:
1. Mandatory co-ed swimming.
2. I would be more knowledgable about these issues before the workshop
started. .
3. Last longer.
4, Extend it to two full days.
5. I thought it was well done and ﬁould not 1like to change'anything major.
6. More input from consultants. More large group discussion as people
get to know one another better.
7. The attitude of those who work at Fairmont.
x.
1. Have more opportunity to meet different people.
2. One half day longer to spread out process and provide a bit more
informal interaction.
3. Eliminate m& hangover.
4. "More leisure.
4. Question: Will you do anything differently in your own leag
position as a result of this retreat? If yes, what?
Males: .
1. At least give more thought to the problems discussed which I was

predominately insensitive to previously.
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2. Yes - Listen better.

3. Be more systematically conscious of stereotyping on my.part, induce
others to replicate experiment. .

4. ProBably no but . . .

5. 1'11 use much of the material in my classroom activities.

6. My attitude on many issues has changed or-are under analysis. I have
no leadership position except with studemt, which 1is fine.

7. Nothing concrete. ‘

8. Yes - in counseling women students I will be more understanding of )
their conflicts.

9. Listen better.

Females: . .

1. I will initiate discussion with faculty and students on the issues that
were raised here. I will think again about administrators and others
I have to approach this quarter in relation to program planning.

2. Try to be more semsitive to reasons for resistance in. individuals to

' gpeparate thelr role from_their individuality.
3. Be more aware of male colleagues 'hang-ups" & try to respond to -
. these in a more positive manner. Make more ''statements' & not

phrase them in form of questions.

-4, Yes - be more aware, be more encouraging to advancement of my staff,
(educationally etc.)

5 No, I'm already using many techniquea to try to eliminate stereotyping
thinking by all people. .

6. Make certain that members of my department hear about it, incorporate
some of this information in my class.

7. I need to reflect, but I can't see any changes yet. )

8. Not sure. '

9. Be more emphethetic with males.

. No
2. Yes, think about role model to exemplify for my students and colleagues.
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Probably not.

Perhaps more sensitive; more understanding. I don't think my basic
attitudes were changed or that they needed changing.

Be more sensitive.

I'm sure this experience will affect how I advise students and work
with staff in the future.
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APPENDIX P

Workshop I Discussion
The first of these workshops consisted of eleven (11) hours of
training and utilized outside consultants, Dr. Rosabeth Moss Kantor

and her associate Dr. Barry Stein.

1. "Organizational Renewal'

An opening lecturette by Dr. Rosabeth Moss Kantor addfessed the
subject of opportunity power and relative numbers., Df. Kantor dis-
cussed the organizational framework, "Organizational Renewal", which
according to Dr. Kantor "seeks to increase people's competence,
effectiveness and motivation, thereby expanding individual options."
This systematic approach has been applied to business and industry
which has confirmed the theory and demonstrated its signifiéance.

The framework involves three kéy elemgﬁts: opportunity, power,
and relative numbers. Opportunity, in this case, 1s defined not
merely as promotion but any mechanisﬁ providing growth, aevelqpmeﬂt,
challenge, contribution to the organization, enhanced dompetencé,
recpgnitién and influence.

Power means efficiency and access to resources, ratﬁer than
authority or the power or organizational ppsifion.r'Power is simply thé.

ability to get things done -- to mobilize resources. People with

little power tend to protect their territory and often become petty,
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dominee?ing and rules-minded. The universal.symbol of inéffectiveness
is the petty bureaucrat who, in truth, is a powerless person. Dr.
Kantor pointed out that the powerless person can become more effective
—-— hence more powerful -- by gaining ;isibility and by doing the

unusual, People with power are willing to share, supﬁort others and

are more broadly involved. Powerfullpeople are truly effective peqple.
Relative numbers apply to any situation where a sacietal group

dominétes sﬁbstantially over another group, e.g., whites and blacks,

men and women, etc. Dr. Kantor distinguished between these two groups

by calling them "X's" and "0's". The people who are in the majority

are more visible and on display, thus they feel more pressure to perfo#m.

énd conform. Those persons in majority become more aware of their
.similaritieé with each other and the dissimilarity with_those in the
-minorify group, making them more prone to stereotype the behavior of
those in the minority. Dr. Kantor states, '"The challeﬁge for contem-
porary organizations involves simultaneousiy opening opportunities for
the disadvantaged and-also reducing fhe basis of mobility for the
advantaged, substituting o;hér rewards and Qélues, and making fhem
'real! through organizational design."

The distinctivé feature of this ffamewérk is that it moves ﬁéyond
me;ely individual strategies that seek to progress by changing, train-

ing, or'selecting people. Instead, it indicates how the very stru@ture
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of the organization can increase or decrease people's' competence,
effectiveness and motivation, thereby expanding almost evéryone's

options.

Following Dr. Kantor's lecturette on "Power", this firsf session
ended, allowing some time for participants to relax and enjoy the |
recreational facilities of the resort before retiring;

The Workshop resumed the following day with a discussion of.
feelings, thoughts andléoncerns of participants that had-been
generated by the first session. It was found that Dr. Kantof's
lecturette on "Power" had led to considerable informal diséﬁssion the
night Sefore.which 1ésted for a number of hours. The focus of the
exchange dealt with "X's" and "0's", and with who was crazy =- those
. who are "movers" in the organization or those who are "stuck."
Several individuals,'soth males and females, indicated that indéedl

they felt they were "minorities" in the University organization.
y .

2. Future Projections

The second major subject of thé workshop involved'examining the
future of male and female students ten.to twenty years f;om now. The
participants in-small.groups "brainstormed" future projections,
resulting iIn the compoéite list that follows. Included in this list

are some of the consultants' projections of the future.
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Composite of Future Projections

Finite resources/population increase

.Change from intellect to experience values

Teaching different rewards, less consumption related
Rewards not automatically equal

No automatic differences between sexes

Jobs and careers on continuum -- depends on individual
Less status diffe;ence between occupations

More confliét -- scarce resources

~Alternative podes for conflict resolution

Conflict especially among movers

Encourage more creafivity, outside administration strucfure
More demand for power

Need for more adgptable people

Shorter careers;'enfer late and ;eave early

More 1éisure time

M@ré service jébé;‘less production

More transactiéns/iﬁteractiéné

More powér or more conflict

No automatic advaﬂtages to mén/women
Wives»breadwiﬁners as much as husbands

Wives' careers eqﬁally important/independent:
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More women in key social roles; men more dependent on powerful
' women - ;

Men less able to depend on women/wives for "home" needs
Women equally assertive in relationships

Men to be epnfronted, disagreed, put down_and denied by men\
Rewards for more.open/direct intefaétion

More women in sports, casual and.prOfessipnal

Manylmore businesses owned/operated by women

More public interest in women's sports; TV contests, rewards

Women will need training (will be managers) in engineering,
business, finance, etc.

Less likely to have children .
Men -- fewer ulcers, hypertension, etc.
Women -- more ulcers, hypertension, etc.

More routine collaboration between men and women, business/share
work

More family_businesses/share nork_

Men will work ﬁor 20 years+ in‘eareers
Perhaps less autemation

Continued gap between men and women wages
Increased passive and active forms of leisure
Training in leisure

Increased crisis of American life styles

" Decline of Western values; literacy, family




-237
Increase towards anarchy/conflict
Survival crisis
Trained appreciation for quality of 1ife.
Considerétiqn'of "options for perfect society"
Need fér more trained communication and fespect
More tension management
Increased unemployment
More lock-step gdvancement
No "discrimingtion"'positiong
Seniority ﬁrincipleé

Malé faculty more comfortable advising feméle students behind
closed doors

More sex-balanced groups, etc.

More freedom, mofg education,.more grass roots
More ha:d~nosed women, leaders

More universal day/child care facilities

More women handling money, repairing cars, doiﬁg technical
tasks, etc. ’ .

More formal benefits for housework

‘Careers'in paid "home care"

Men will live longer; women less long

More routine participation of men in arts, mpsic, dénceé, etc.
Goéd éhanée President will be a womaﬂ |

Much-more work flexibility
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Few men's/women's clubs

More routine time off from work for education, career shifts,
renewal :

More books, movies, TV with women heroes
More routine competition for jobs
‘No more "marriage tax"

" More men will be "wives"

3. Modes of Communication

As a prelude to a lecturette by Dr. Kantor and subsequent group
interaction, participants were asked to gather in male/female groups
' and compile questions they would like asked of the other sex, The.

following items were obtained from these groups

Composite'of Women's Questions for Men

1. Are any men in this group contemplating changing thelr roles?
' If so, with what effect on themselves and families?

2,' In what ways do men feel they are stereotyped?
3.. ﬁhat is feminine?

4, - What is masculine?

5. Do you see these as positive or negative?

6. Which ones of these would you like for yourself7

7. How has your image around women been formed (4. €., books, owm
mother, advertising)?




10.
11.
12.

13.

14.

15.
16.
17.
18.
19.
20.

21.

22,

" 23,

24,

25.
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How would you feel about having a female De?artment Head? Dean?
Vice-President of Academic Affairs? .

How did you get your position? (network, etc.)

How do you feel about a male secretary?

How do you feel about a female pfotegeﬁ?

Can men and women work together without sex being an isSue?‘

Do you feel like you must play male-female games before we can
work effectively together?

Can we show affection without it being interpreted as a sexual.
come-on?

How do you view those of us here now?,'
What kinds of behaviors do you find threatening?
When are you uncomfortable within your male groups?

What sexist behaviors have you seen exhibited in this . group?

"Do you value women's opinions and how do you show you do?

What goes on behiﬁd the blank stares?

When women enter men's traditional realms, is the resistance
fear or incompetence or fear of competence°

What behaviors have you observed in yourself and others that
make women feel excluded in a group?

How would you react if your wife wanted to take a job to further
her concern and it was away from home? What reactions? TFears?

What behaviors and behavioral differences do you observe in
yourself and others working with female vs. male students?

Would you hire a female professionél if she weré as good as
male candidates or would she have to be better?
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(11,

12.

13.

14.
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Composite of Men's Questions for Women

Do women really believe that men's lot is better in jobs,
soclety, etc.?

Do women feel they are more sensitive then men and do they need
to adjust this sensitivity if the woman is in a leadership
position?

Who is to blame for the current inequalities in status?

Why do more men than women favor ERA?

Do the women who are here feel job discrimination personnally
and could they describe the feelings?

Are women conscious of sexuality when they are working on a
one-to-one basis?

Do women ever consider that taking over men's roles may be a
nmistake (as oppoSed to creating new roles)?

How are women coping with the added anxiety of more responsibility

and opportunity? .

Is greater role independence producing greater sexual aggressions
or greater sexual self-sufficiency? :

Do women feel 1t would be good to reproduce by cloning and
eliminate sexual activity?

Assuming a conflict between a shorter career and professional
advancement, how would you believe your professional potential?

How do women interpret the phenomenon of women's fascination with
soap operas? '

How do women interpret the phenomenon of men watching sports on
Tv?

Who are your role models on the media?
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16.
17l
18.

19.

. 20,

21.

22,
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Does group morale improve when women are incorporated into
decision making processes? -

"Is my money ours and your money.yours?

If you were my wife, would you wonder what I was doing at "FHS"? =

How ‘'do you feel about justice of "Q" system?

Are there any jobs which are interently masculine or feminine?
Example?

To what extent should informal meeting sites (e g., locker rooms)
be integrated?

.Who would you rather work for - a "gexist" or a."iioerated"f

person?

Should women be inyolved in military combat roles?

Rosabeth Moss Kantor followed this activity with a presentation

on differences in male and female modes of communication. The follow—

ing were cited as interaction and communication patterns as_a part

of our society's male and female stereotypes:

Mode'of Communication

. Talk ' Listen‘.

Make statements : Ask questions
_Have tne-answers.- o Seek the answers
.Initiate o . .'Respond.

Solve problems ("dragon slaying") Present problems
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Control feelings Express feelings

Expect to be "understood", to Observe, be understanding,
have wishes known and anticipate wishes, needs.
met

As a follow-up to this lecture, the'particpants Wére_again.asked
to form small groups with a mixture of male and female participants
each attempting to ask the questions that were earlier formulated,

using the "Mode of Communication' common to the other sex,

4, Role Play Exercise

Following some discussion led by the consultants concefning a

role play activity was formulated and acted out. The purpose of this.

exercise was to help facilitate the incorporation of "new learning"

back into the institution.
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APPENDIX Q
WORKSHOP IT

EVALUATION

Participants: . Male Female

In order that an evaluation may be made of this workshop, we are requesting
your assistance. Please rate the aspects of this workshop on a scale ' of.1-5
with 1 being best possible and 5 being very negative. Please circle your

response. Very - Very
Positive Negative

1. The work of the consultants may be rated as 1 2 3 4 5

2. In terms of learning more about myself, I ) 1 2 3 4 5

found this workshop to be

3. In terms of learning about sex roles and sex 1 2 3- 4 5
role stereotyping, I found this workshop to be

4. The accommmodations for this workshop (food,etc.) 1 2 3 4 5
were . . :

5. My overall impression of the workshop was 1 2 3 4 .5

EVALUATION OF TQOTAL RETREAT

Please read all of the following statements. Then, circle the letter in
front of those that state how you feel about the workshop as a whole.

a. It was one of the most beneficial workshops/seminars that 1 have attended.

b. Exactly what I wanted.

c. I hope we have another one in the near future for other faculty and admini-
strators. ’ . ’ )

d. It provided the kind of experience that I can apply to my own situation.

e. It helped wme personally,

f. I think it served its purpose.

g. It had some merits.

h. It was falr.

i. It was neither very good nor very poor.

.3J. 1 was mildly disappointed.

k. It was not exactly what I wanted.
1. It was too general.
m. I am not taking any new ideas away.

. n. It didn't hold my interest.

o. It was much too superficial.

p. 1 left dissatisfied.

q. It was very poorly handled.

r. I didn't learn a thing.

s. It was a complete waste of time.

What was the major strength of the workshop?
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11.
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Page 2

What was the major weakness of the workshop?

If, with the stroke of your pen, you could change anything about the workshop;
what would it be? .

Will you do anything differently in your own leadership position as result
of this workshop? If yes, what?

Why did you sign up for this project? Please be specific.

Will your skills, attitudes and behavior change as you work with students in
the advising process as a result of these workshops? Yes No
If yes, please specify in what ways.

Could you have benefited more from this workshop material if it had occurred
at a different point in your career? Yes No If yes, please be
specific. :

Have your attitudes and/or behaviors changed as you deal with colleagues, male
and. female, as a result of these workshops? Yes No If yes, please
specify in what ways. .

Are there any future training needs you persohally anticipate regarding -re-
duction of sexual stereotyping? Please specify.

Are you still in contact with other workshop participants?
Rarely 1 2 3 4 5 Frequently
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15.

17.

18.

19.

20.
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Page 3

Do yoé initiate this contact or does it occur by chance? Specify. =
Wow often does such contact provide: ' ' ’
Seldom . Frequently

a, _ Support - 1 2 3 4 5
'b. Information on jobs 1 2 3 4 5

e, Profeséionalliﬁformation/assistance 1 2 3 4 5

d. Scarches for Eemale job applicants 1 2 3 4 5

¢. Searches for male job applicaﬁts 1 é 3 4 . 5.

How important ls this contact to you?
a. Nice, but not eritical ___
b, Useful ____

¢,  Absolutely essential

Estimate how hany other women admiﬁistrators/faculty there are on your campus
at your lavel and higher. What are their positions(if known)?

Were they promoted Internally or recruited from outside (please give routes to
Job Lf known)?

ﬂow adequate do ybu find this institution's efforts to enhance opportunity for

women in administration?

Poor 1 2 3 4 5 Excellent

How adequate do you find this institution's effort -to enhance oppottunity for
men in administration? .

Poor 1 2 3 4 5 Excellent

How often does your job bring you into contact with (circle number that applles)

Rarely . Freguentlz
a, Students ) 1 2.3 4 5 .
b Mﬂle'faculty : 1 -2 3 4 5
Ac. Female faculty -.1 2 3.4 5
d. Mnl§ administrnLors 1 2 3 4 5
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Rarely ' Frequently
e. Female administrators 1 2 3 . 4 5
£. Other administrators -through 1 2 3 4 5
attendance at conferences, meetings,
etc.
21, Do you feel that there have been any barriers to your career progress?
None

Pagelb

_ Some, but easy to overcome, Please specify.

. A great many, difficult to overcome, Please sbecify.

Thank you for your time and cooperation!
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APPENDIX R
WORKSHOP II EVALUATION SUMMARY
The first five sections of qﬁeation #1 deal with various aspects of
this workshop. A scale from one to five 18 used with one being the

best possible answer and five being very negative.

I. EVALUATION

1. Question: The work of the consultant may be rated as:

Responses of: Very Very
Pogitive ' Negative

1 2 3 4 5

Males 4 6 2 1 0

Females 2 5 ; 1 Q 0

TOTAL 6 11 - 3 1 0

2. Question: In terms of learning more about myself, I found
this workshop' to be:

f

Responses of: Very ’ Very
Positive Negative
1 2 3 4 5
Males . 1 5 6 0 1
Females 0 4 3 1 0
TOTAL 1 9 9 1 1

3. Question: In terms of learning about sex role stereotyping, I’
found this workshop to be:

Responses of: Very Very
. Positive Negative

.1 2 3 4 5

Males -3 5 4 0 1

Females 1 1 5 0 0

TQTAL 4 7 9 0 1
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Question: The accomodations for thig workshop (food, etc.) were:.
Responses of: Very Very ’
Positive Negative
1 2 4 5-
Males 5 1 5 1 1
Females , 0 5 o2 0 1
v
- TOTAL 5 6 7 1 2 .
5. Question: My overall impression of the workshop was:
Responses of Very Very
Positive Negative
1 2 3 4 5
Males 1 7 4 0 1
Females 1 5 2 0 0
TOTAL 2 12 6 0 1
The section that follows is an evaluation of the total retreat. It allows

the participant to choose statements that reflect the wdy im which they
feel about the retreat as a whole. .

2.

EVALUATION OF TOTAL RETREAT

It was one of the most bemeficial
workshop/seminars that I have attended

Exactly what I wanted.

I hope we have. another one in the near future
for other faculty and administrators.

It provided the kind of experience that I
can apply to my own situation.

It helped me personally.
I think it served its purpose.
It had some merits.

It was fair.

Males ' Femalés
1 1
0 0
5 5
6 3.
4 4
7 6
A
4 1 g
4 1
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It was neither very good nor very poor.
It was mildly disappointing.

It was not exactly what I wanted.

It was too general.

I am not taking any new ideas away.

It didn't hold my interest.

It was much too superficial.

I left dissatisfied.

It was very poorly handled.

. I didn't learn a thing.

It was a complete waste of time.

Males Females
2 1

0 1

1 0

1 0 E

1 0

0 0

0 0

1 1

0 0

1 0

1 0

The next section allows participants to summarize in their own words
their impressions of the workshop.

3. WHAT WAS THE MAJOR STRENGTH OF THE WORKSHOP?

MALES

11. Considering the job-bilas probleits of women.

Freedom and structured participation by participants.

Frank discussion in groups involving persons of both sexes.

It forced me to examine my own opinions in light of the

opinions of others.
Personal acquaintances.
Discussion with other participants.

Honesty of participants.

Individual interaction and expression of opinion.

Last item on what can be done to implement greater awareness

at MSU.
Interaction with other faculty.

Exchanging ideas with others.
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" 12, Discussion among peers that brought out differences in thinking
on topilcs consideted.

FEMALES

1. Got men and women ;alking about things we could never have talked
about with each other normally.

© 2. The exercises to c;eate self-evaludation and discussion.

3. Good interaction between participants facilitated by consultants.
4, Dialogue between feeulty.

5. Interactien with colleagues.

6. Fecilitating interpersonal communicatioﬁ.

7. Iﬁteraction with men faculty.l

8. Openness of participants.

WHAT WAS THE MAJOR WEAKNESS OF THE WORKSHOP?

MALES

1. Timing - the week before finals, not a broad ehough-represeﬁtation.
i.e. heavily admin;étration oriented.

2, Too narrowly concelyed cases and work group assignments. Not
enough time and plgphing about next steps.

3. No major weaknesseﬁ;

4, Too few people.

5. Issues were "old hég".

6. Somewhat suﬁerficié%.

7. None. B

8. A few individuals did not actively participate.
9. Too reéetitious. : »
16. Rather superficial,

11. No housewlves or working women off the street - too many university
professors traineq'fbr tolerance and understanding.

12, No new material.

13. Not typical croaangpction of people. Discussioﬁ too general.
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FEMALES

1. Not enough men pattigipating in this second session.

2. The male participan;'érattitudes toward sex roles and stereotyping
female behaviors. ’

3. People were a little tired after working all day.

4. Some repetition in the exercises - could have used more variation. .

5. Too similar topic - wise to first retreat.

6. Covered some of the same ground we had discussed in January.

IF, WITH A STROKE 'OF YOUR PEN YOU COULD CHANGE ANYTHING ABOUT THE
WORKSHOP,. WHAT WOULD IT BE?

MALES
1. Hold it another time.
2., Tell me how to elimipate persons being 0 8 aside from density.
- 3, .Study laws and regulptions that are biased and how to change them.
4, More specific data and statistics.
5. More time might .have been helpful to develop the last topic
toward an action pgégram.
6. Better facilities ?i;h sound proof walls.
7.. Longer - all day ié order to generate intensive group rapport.
8. Ask the patéicipanté what they thought were tﬁe real -questions.
-9, Too few people.
10. Have one panel diacussion with adminiatrators, faculty and students
as panelista as one part (@ 1 hour) of the program. -
il. Bettgr concept of the group change process.
12, IIncluaion of junio€ étaff and/or other profeaaionalvpersons -
both sexes.
13. Mot typlcal cross qaétion of people. Diacussioﬁ too general.
FEMALES
1. Have more‘of the og%ginél Fairmont participants in attendance.
" 2. Add some more peoplé.who need it. - .
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3. ‘Earlier in quarter. Higher attendance would have indirectly ex
pressed iqterest and concern for situation - lack of attendance
did the same, therefore . . .

4. An information sesé;pn with the first coﬁsultants.

H5. Environment.

6. Make all department heads attend!

WILL YOU DO ANYTHING DIFFERENTLY IN YOUR OWN LEADERSHIP POSITION AS A

RESULT OF THIS WORKSHOP? . IF YES, WHAT?

MALES

1. Not really in a leadership position.

2. Better concept of F@q group change process.

3. Nof mucﬂ, mainly becapse I am not in. a leadership position.

4. Not much tangible.

5. More sensitivity to role stereotyping in my counseling of students.

6. Yes, encourage more females into 1eadership positions.

7. 1 feel that this exposure will affect the way I handle class and
staff situations.

8. 'Not certain.

9., I'll try to be atteptive to seé if I'm treatingall people as equal.

10. Give my secretary more authority and recognition.

~11. Yes - advocate stroqger for women in my field.

FEMALES

1. Probably be more assertive in our Iimpressing on others need to
change behavior.

2. Yes, be aware - continue to atrive for equal opportunities for
students,

3. Maintaining open communication 18 a common problem - try to give
feedback on workshop ‘and occasionally discuss attitudes.

4. 1Increase my commi;;qgnt to advising students in a non-biased manner.
5. Try to be more effecﬁive in communicating‘needs of women.

6. Try to talk with mo;e faculty about their concepts and awareness -
to find if they see any sex discriminatfon at all.
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Yes, . double oy effort to enlist the help of others in encouraging

students in nontraditional roles and foster awareness.

WHY ﬁID YOU SIGN UP FOR THIS PROJECT? PLEASE BE SPECIFIC.

MALES
1. "Hear the job:h;as problems; See 1f I wete to be "brainwashed".
2. I wanted to underetand problems bothering the administration of
its programs.
3. Attempt to find out more about subject.
4, 1 was invited to participate. (I'm glad I did. )
5. -Curious - wanted to know if I was sexually biased.
6. I wanted to update my thinking on women's perception of problem.
7. Thought it might be Interesting to see how others thought about
question of gex bias.
8. President's encouragement and trying to be broad-minded.
9. Desire to evg;yate my own attitudes and seeing what the attitudes
of others are,
10. Realized there were problems on campus and hoped to get new ideas.
11. Curiousity -~ Urging of Department Heads.
12. Curiocus about project.
FEMALES .
1. I was délightgg'to be invited as one of the select. ,
2. I felt that I could help communicate some ideas about the changing
role -of women, :
3. I realized the great need for discussion of this subject and
identification of strategies for change.
4. Because I am interested in the subtle problems of discrimination
and how other people see them.
5. Directly relates to my position and my concern and dedication
to the developgent of opportunities for all students.
6. I'm intereatedfin'females being accepted as equals to men.
7. Interest. '_ S
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8. WILL YOUR SKILLS, ATTITUDES AND BEHAVIOR CHANGE AS YOU WORK WITH
STUDENTS IN THE ADVISING PROCESS AS A RESULT OF THESE WORKSHOPS?

MALES : ‘ FEMALES

Yeell 98 Yes A 5

No 3 No ‘ 2
Uncertain_l;_ ) ‘ Uncertain 1 -

If yes, please specify in what -ways,

MALES

1.

I suspect I have some inward awareness of difficulties with regard
to roles which could affect advising.

2. T will be a bit more willing to discuss "nontraditional” goalg
with female students. =

3. I may be more aware of how females may feel - but I'm not sure
the female participants were representative.

4, More sensitivity to role stereotyping In my counseling of students.

5. Tell it like it 1s to a2ll comers.

6. Greater ca;e in the way I speak. Trying to reduce the number of
biases I display. S

7. I'll try to be more attentive.

8. Cause them to "smooth the path" of women entering their management
structure, -

9, Try harder to undergtand differences to be expected by women
etudents. Try to work more equally with them.

FEMALES

1. T do very little advising.

2, Be more aware that not everyone feels she/he 1s being stereotyped
or discriminated against particularly at the jr., 8r., oOr higher
level schqoling.

3. I will be more aware of my own stereotyped behavior.

4. Uncertain, since I have been aware of problem - probably there
will not be much change in my way of advising.

5.

Recruitment techniqqes, curriculum awareness.
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COULD YOU HAVE BENEFITTED MORE FROM TRHIS WORKSHOP MATER%AL IF IT HAD
OCCURRED AT A DIFFERENT POINT IN YOUR CAREER?

Yes 5 Yes 2

No 6 . No 5

No answer é No answer __ 1
If yes, please be opecific,

1. Prior to becoming a department head.
2. Not certain.
3. " Earlier in my professional career.

4, I have experienced similar workshops earlier in my career and
they were helpful.

5. Not really.
6. The earlier the hetter.

7. I yas once in more of a leadership position,

FEMALES

1. If these changes In awareness and opportunity had occurred earlier
I might have had a different career.

2, 1 propably would have become more assertive earlier in my ggreer.

HAVE YOUR ATTITUDES AND/OR BEHAVIORS CHANGED AS YOU DEAL WITH CQLLEAGUES,
MALE AND FEMALE AS A RESULT OF THESE WORKSHOPS?

MALE FEMALE

feo. 1 Yes A
No 5 No 1
No answer __ 1 No anower .

If yes, please be specific.
MALES

1. Professional women are really not aware of their strengths, Men
are more capable of getting away with being phony.

2. I think I understand women's concerns better,
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3. Less likely to tolerate casual remarks degrading female potential,

4. Treat them as professionals - not females or males.

5. I am more sensitive to feelings of women.

FEMALES

1. I'm more understanding of male colleagues but also more outspoken
and assertive in pointing out some MCP tendencies.

2, More aware of attitudes of male colleagues; try to speak dearly
regatding advisement issues and problems of female profesaq;s.

"3. Concerted effort to not go "overboard" yet build a positivg image

of a woman in administration.
4, T don't stereotype men from "male" fields as much as I used to.
5. Delighted to know that so many men are at least willing tq come
and listen - whether they totally agree or not. A positiye first
step. .

6. I will have to rgmember that my male colleaguea have not progtessed
as far as I in desiring an androgynous society. .

7. I understand some of the fears and concetns of the opposite sex
better.

ARE THERE ANY FUTURE TRAINING NEEDS YOU PERSONALLY ANTICIPATE REGARDING

REDUCTION OF STEREOTYPING? PLEASE BE SPEGIFIC.

MALES

1. I would like to have additional reading materials regarding
non-traditional fields, etc. (Newsletter?)

2. More knowledge of career opportunities for men and women 1q
a11 curriqulums

3. Perioq;c reminde:a and updating of changes occurring.

4, More consciousness - raising of non-attending department heads
and’ general faculty, too.

5. Don't think I know all the answers.

FEMALES

1. More on humanizing my management style.
2, Periodic "refresber course" seems appropriate.
3. To obsepve both males and females in leadership positions.

4, Dapartment/student workshope.
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12. QUESTION: ARE YOU STILL IN CONTACT WITH OTHER WORKSHOP PARTICIPANTS?

13

Responses of: Rarely Frequeiigly
1 2 3 4 5
Males 3 2 1 1 6
Femalesg . 1 1 3 1 2
TOTAL 4 3 4 2 8

DO YOU INITIATE THIS CONTACT OR DOES IT OCCUR BY CHANCE? SPECIFY.

MALES

1; Chance.

2. Chance.

3. Both. Mainly at campus meetings however.

4, By Chance.

5. Both,

6., Both.

7. Chance.

8. By chance or in usual routine.

9. By some it was chance/have worked on committees with otherp:
10. Chancg. ’
11. Chance.

12, ﬁy Chance.

FEMALES

1. When I need department contact I often prefer to interact with

some workshop participants. (Not all!)

2. Chance with a few exceptions.

3. Chance.

4, Some of each.

5. Really both; enjoy the new friendships.

6. It.pgqa11y occu%g when I come to meetings.

7; Both? :

8. Both

Sl .
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14, HOW OFTEN DOES SUCH CONTACT PROVIDE:
A, Support
Responses of: Seldom Frequently
1 "2 3 4 5
Males 3 2 3 Q.
Females 1 1 2 1 2
TOTAL 4 3 4 4 2
No response given: Males Females
3 1
B. Information on jobs ]
Responges of: Seldom Frequently
2 5
Males 2 2 3 0
Females 1 2 3 0 o
- —
1 ) N i
TOTAL 3 4 6 3 0
No response given: Males Females
3 2 -
C. Professional information/assistance
Responséq of: Seldom Frequently
) 1 2 5_
Males 1 1 4 1
Females 0 0 2 5 [¢] l
TOTAL 1 1 6 9 1
No response given: Males Females
2 1

1
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D. Searches for female applicants

ESTIMATE HOW MANY WOMEN ADMINISTRATORS/FACULTY THERE ARE ON CAMPUS

AT YOUR LEVEL AND HIGHER

MALES: 50, 9, 4 80, 2-3, 4-5, 3, 12, 12

No responses giveni

4

Responses of: Seldom Frequéntly
: 1 3 4 5
Males 6 0 1 Q
Fema;eq ' 3 0 1 0.
TOTAL 9 0 2 0
No response given: Males Females
2 3
E. Searches for male applicants
Responses of ‘Seldom Frequently
1 5
Males 7 1 0
Females 4 0 1 1
TOTAL 1 1 2 1
No response given: Males Females
2 2
HOW IMPORTANT IS THIS GONTACT TO YOU:
Responses: Males Females
a. Nice, but pot critical 6 2:'
b. Useful 5 5
¢. Absolutely necessary 1 1
No response given: Males Females
1 o]
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FEMALES: 15, 6, 6, 1, 4-5

No responses given: 3

WHAT ARE THEIR POSITIONS (if known)?

MALES

1, Director of General Studies, Assistant Dean of Student Affairs
and Services, Assistant Dean of Nursing, Head V.P,

2, Department Head, Dean, V.P.

3. Diiec;dr, Agsistant Dean, V.P.

4. Don't know,

5. Ass;stgpt Professor to acting V,P.

6. Profegap;s

FEMALES
1. 4 Assistant Deans, Assistant Director of Admissions.

2. Affirmative Action Officer Acting Dean of Graduate School,
Dean’ of Nursing. .

3. Graduate Dean, Director of General Studies, Assistant Deap of
Letters and Sciences, Head of Modern Languages, Dean, and Asgistant
Dean of Nursing, Director of Admissions, Director of Home Ec,
Director of Library, Director of Focus, etc,

4. Assistant Deans and Directors.

5. Depg;pméﬁt Chairperson

WERE THEY PROMOTED INTERNALLY OR RECRUITED FROM OUTSIDE. (Pleage

give routeg-to job if known,) o

MALES

1. More internally? I don't know.

2. "A mix of both internal and’ external - all with search committees.

3. Both, mgst young ones were recruited.

4. Externaglly via search committee.

5. Don't knqw.
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MALES
6. Both.

1. Iptergqlly.
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8. One ingide and two outside.

9. Three promoted within, one outside.

10. Unknown.

FEMALES
1. Don't know.
2. Both.

3. About 50-50.
reprui;ment.

4, Don't know.

Some from faculty positions, some through national

5. Two outside, regt internally.

6. Both I presume, Sut most internal.

18, HOW ADEQUATE DO YOU FIND THIS INSTITUTION'S EFFORTS TO ENHANCE
OPPORTUNITY FOR WOMEN IN ADMINISTRATION?
Responsgs of: ?oor Excellent

1 2 4 5
Males 0 3 0
Females 1 4 2 1 0
TOTAL 1 7 5 7 0o
No response given: Males Females
1 0
19, HOW ADEQUATE DO YOU FIND THIS INSTITUTION S EFFORT TO ENHANCE

OPPORTUNLITY FOR MEN IN ADMINISTRATION?

Responses of: Poor Excellent
1 2 4 5
Males 0 1 0
Females 0 1 1 4 2"
TOTAL 0 2




20,

[}

262

No responses given: : Males Females .

1 9

HOW OFTEN DOES YOUR JOB BRING YOU IN CONTACT WITH:

A, StudgptS‘

Responses of: Rarely Fréquntly
' 1 2 3 4 "5

Males 0 0 0 2 10

Females’ 1 0 2 0 5

TOTAL 1 0 2 2 15

No responses given: Males Femgles

1 -0

B, Male faculty

Responses of: Rarely Frequently
: , 1 2 3 &4 5
Males 0 0 0 2 10
Females 0 2 1 3 2
TOTAL 0 2 1 5 12
No responses given: ' Males Females
1 0

)

‘C, _Female faculty

=

Responses of: Rarely Frgquéytly
1 2 3 4 5.

Males 1 3 1 1 6

Females 0 0 2 3 3

TOTAL 1 3 - 3 4 9

No responses gived: Males Females

1 . .0
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D. Male Administrators

Responses of;- liarely Frequently
1 2 3 4 5
Males - 0. 0 0 2 10 -
Females o 0 1 3 4
TOTAL 0 0 1 5 14
No responges given: . Males - TFemales
1 0

E. TFemale Adminis trators

Responses of: Rarely Frequently
. 1 2 3 4 5
Males 2 3 3 L2 3
- —— £
Females ] 0 0 2 1 5
TOTAL 2 3 5 3 8

F. Other Administrators through attendance at conferences,

meetings, gte, :

Regponses pf; : Rarely Frequenyly
1 2 3 4 5

Males 1 2 3 1 5

Females ‘ 0 1 2 2 3

TOTAL 1 3 5 3 8

‘No responses g_iven: Males Females

1 0
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DO _YOU FEEL THAT THERE HAVE BEEN BARRIERS TO YOUR CAREER PROGRESS? .

Responses of: : Males Femaies
None C 4 0
Somg, but easy to overcome 4 3

Please specify:
waLEs
1, ?gck of administration set rules.
2, Higﬁer male administrators.

3. Most academic jobs are in large cities and higher administrative
jobs demand considerably more socializing - I like neither.

4, My own fallings ard priorities.

1

FEMALES

1. Marriage - less mobility

2. My speciality is not considered as important as more ”masculine

areas like budgeting, regearch, etc.

Males Females
A great many, . 4 4

Difficulty to overcome
rlgase specify:
MALES
1. Too little institutional support,
2, Career stereotyping.
3. Gaining practical experience, getting degrees, competing for jobs.
4, Lake of administrative know-how. Self-made administrators.
Good 01d Boy Basis for support groupsings and promotion, Mostly
ref;ections of Lack of Read Aministrative know-how plug their
own personal immaturity paychologically. Administrators whom
(judged from their behavior) don't understand or want to’ share

power in a democratic fashion with either faculty, stu@ents or
people in the State,
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FEMALES

1, Especially initially when my interest was in Zoology and Vet
Medicine.,

2, Lack of experience - youth and enthusiastic~ female!

3. Lack of. scholarly research credentials at other univergities
recipitated caneer change. Lack of administrative experiences,

4,

Women have not been encouraged to be educational administrators
oxr tog take administrative training. Women have been presented
from ‘the usual track to become an administrator ~ i,e, football
coach, athletic director, principal, superintendent, etc.

No response given to this question: Males

Females
1 1
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APPENDIX S
‘"ﬁérkshop IT Discussion

The second workshop was conducted by outéide consultant Dr.
Lynda Brown, Equa1‘0pportunity Officer for ‘the University of Montana
iﬁ Missoula, Montana. |

At the omnset of the workshop, Dr. Brown discussed with the gréup
- the need for'confidentiaiity. It was believed that this was
particularly significant for this group sincé Dr. Brown was from
anothér state.institution of higher education in Montana. Due to fhe
subject matter of the workshops, inquiry from colleagués could be
expected. To insure privacy, participants were cautioned to tailor
their responses appropriately - and the consultant would do fhe same.

The second workshop, seven hours in length, was designéd to.
follow-up on the first training, moving into new areas, those of
interest of the participants and those appropriate to the objectiveé
of the project. The purposes of this workshop as stated by Dr. B?own

" were:

(1) To continue exam1n1ng personal dttitudes about male
and female roles,

(2) To examine those attitudes in terms of their impact
on campus leadership roles; and

(3) To examine roles of the participants as teachers and
advisors.

—"
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The activities of this workshop were more group oriented than fgé
first worksﬂop. A series of exercises Weré undertaken with the -
expectation that much interaction would take place‘among'the partici-

pants.

1. "I Wish Exercise'

'

" The first exercise involved participants making a mental list of .
whatjwould come to mind when they asked themselves the following
questions:

Wbmep: 'Sometimes I wish I were a man because . . . .-
I'm élad I am a woman because , . . .
Men: Sometimes I wish I were a woman because . . . .
I'm glad T am a man because . . . .
Participants were further asked to‘jot dowp these ideas and share

them with other participants in groups of four,

2. Career Choice ACtivity

A second exercise involved looking at the process by which the
participants ultimately made their career choice. The& were‘askéd to

examine who and what factors influenced their decision. The second

part of the exercise required that each individuai fantasize what their

careers may have been had they been a member of the opposite sex.

These thoughts were shared with other participants in small groups.
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3. Advisor Exercises

A third exercise was directed at the participants roles as
advisors and teachers and dealt with their contacts with students.” The
first situation was described below.  Faculty were asked "What would
you say and do?" Participants were asked to examine tﬁeir'role as an
advisor to this student and discuss their thoughts with others in l
their small groups.

A sophomore woman comes in to see you. She's been planniﬁg

to be a veterinarian, doing very well in both natural and

physical sciences. She tells you she's just become engaged

to a promising young musician. She thinks she should switch

to nursing so she can support herself and her fiancee sooner

so he has time to compose. She can also be more moblle and

follow him wherever he needs to go. Her interest tests sup-

port her desire to be in veterinary medicine. But her nursing
scores and those for other social occupations are low.

The second situation is described below with accompanying
questions:

You've come to your office today and are checking today's

appointment calendar. You notice at 10 a.m. Terry Jones is

coming to see you. Your secretary informs you that Terry

wants to discuss an academic problem.

It is 10 a.m. Terry i1s there to see you.

1. Do you anticlpate a male or female student? Why one
rather than the other? ‘

2. Is the door open or closed?

3. How do you's;t? Where do you sit? Where is Terry?
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.4. How do you begin?

If the situation is altered to include that Terry waﬁtgd to
report a case of sexual harrassment by a professor, the queétion was
asked, "Would you expect this to be a male or a female student?" Why?

The consultant asked participants to again'move into small groups

and discuss their answers to these questions. They were also asked to

think and discuss how in their work with students they may treat males

and females differently, e.g., closing the door, the language they use,

eye contact, and so forth.

4. Job Sharing Proposal

The next activity stressed participants' roles as administrators,
They were asked to consider the Job Sharing Proposal and to respond to

the following questions.

John Anderson and Sara Stephens are employed as laboratory
technicians in the Wood Chemistry laboratory at Western State
University. Both are competent and reliable employees with
many years of service in their present jobs. In recent months’
each has run into personal problems. '

John is part-owner of a pizza parlor and, because of difficulty
getting competent help, he has had to work at the pizza parlor
every night and on Saturdays and Sundays, too. The business

is quite profitable, and he is counting on it as a source of
income when he retires from the University.

Sara, a widow, has an overload problem of a different sort.
She has a mentally-ill son in his early twenties. Until
recently, the son worked at sheltered workshop five days a
week. Recently, however, his psychiatrist advised Sara that
her son should be cut back to three days a week at the work-
shop because the pressure of going to work five 'days a week
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was more than the son could take. For the last three
weeks Sara has been staying home with her son on Tuesdays
and Thursdays and coming in at night and on the weekend to
keep up with her work.

John and Sara have begun to thing about cutting back to half-
time work. Although there are no part-time jobs in the lab,
they reason that they could both share John's job and a new
person could be hired to take Sara's job. According to their
plan, John would work Tuesdays and Thursdays, Sara would work
Mondays and Wednesdays, and they Would alternate working on
Fridays. There is nothing about the Job itself that would
make this arrangement difficult.

Sara and John have submitted to their department head a formal
proposal to split the job in this manner. Their supervisor
has brought it to the attention of the personnel manager for
advise. : -

Questions for Discussion

1. Assuming that John and Sara could handle the job satisfactor-

ily, would there be any other problems with this Job—sharing :

arrangement? How might these be dealt with?

2. What are the possibilities for doing this sort of . thing on
your own campus? What are the advantages, costs and
stumbling blocks? ' :

3. Do you think Jjob shar:mg should be encouraged or dlscouraged'7
Why?
4. What do you think of the idea of having job-sharing pools

on a larger scale, organized to permit husbands and wives.
to work half-time and share the household and child-care

duties?

A general sharing took place when consultant Dr. Brown posed the
questions, "How many of you think it would work?" "Why or why not?"
The consultant posed more questions to the group for them to think

about and discuss.
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"Students.come to college as girls but fail to 1ea§e as
women. Do you agree or disagree?"

"Students come to college as boys but fail to leave as
men, Yes or no?"

The answers are not both yes nor both no. Why is there a
difference? ‘

How do you see ybur role in altering either statement?
Discuss your responsibilities to students and to others on
campus. :

Strategy for Change

In the final exercise of the workshop participants were asked to

imagine that they were responsible for developing a program to change

sex role attitudes among the MSU staff. In small groups they were

asked to develop a flexible strategy with clear and measurable out-

comes for effecting change in the next year. In the larger group,

notes were synthesized to develop master strategies.
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" APPENDIX.L.

mg&ﬂ R ' OFFICE OF THE PRESIDENT
’ ’ MONTANA STATE UNIVERSITY BOZEMAN 59715'

December 1, 1977

T0: Selected Department Heads/Director
‘/‘ “,.., .

e,
Nt
f

FROM: Williarn J. Tetz ,u/‘

SUBJECT: Retreat on Attitudinal and 'Behavorial Change -
Fairmont Hot .Springs

Montana State University has been fortunate enough to receive an HEW
grant for an experimental program designed to determine and modify
attitudes and behavorial patterns involved in sex role stereotyping and
sex bias 'in vocational choice. This is en area of considerable national
interest, with important local implications. Although there is a strong
tendency to disclaim personal tendenciez to bias and stereotyping, all’
the evidence is to the contrary, Such evidence suggests.that we react

in a way that inhibits our acceptance of the non-traditional status of
the sexes. In order to help understand this problem, the HEW people have
provided funding for a workshop and we encourage each recipient of this
letter to participate in the program, both for your own and the corporate
"benefit of MSU. The leadéers of the retreat come to us with outstanding
credentials and reputations (vitas attached), Additionally, you will be
able ‘to enjoy a pleasant day and a half at Fairmont Hot Springs, all costs
-defrayed by the project (personal liquor. bills excepted).

The retreat will begin at 5:00 p.m., Thursday, January 5, with a supper of

- your choice. A work session follows from 7:00 - 10:00 p.m. and will con~
tinue on Friday, January 6, from 9:00 a.m. - 5:00 p.m. {see abstract). It
is important that our top leaders receive this: opportunity for professional
and personal development.

If you have any questions, contact Dr. Peggy Leiterman-Stock in the Dean
of Students' office at Extension 2826. More importantly, by December 9,
call Dr. Leiterman-Stock to volunteer and make your reservatlons. Please
give this a high priority. . ’

WIT smk

TELEPHONE (408) 994 2341
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APPENDIX U

mg &ﬂ : STUDENT AFFAIRS & SERVICES
- : MONTANA STATE UNIVERSITY. BOZEMAN 59715

December 19, 1977

Dear Colleague:

Thank you for your fnterest and support in the Research Project. Your
cooperation in taking the pre-test was especially appreciated.

As a result of-our random sampling procedure, you have been Selected as
one of the Department Heads/Directors to be in the experinmental group of the
Project. This means that we are happy Lo request that you join your colleagues
in what we believe will be an exciting, informative experience that will add
greatly to your personal and professional growth and effectiveness as an educator

“and adminiftrator at MsU,

The retreat at Fairmont Hot Springs will be he1d the evening of January 5
and a1l day January 6. As was earlier stated, Dr.'s Kanter and Stein, leading '

consultants in the field, will be present to conduct the workshop.

_We suggest car paols as a form of transportation. Dr. Tietz and myself
will be driving. I suggest you lcave around 3:00 p. m. ,as dinner is at 6:00 p.m,

Although we promised you a choice of meals, the Conference Director, Ms,
Alcorn, has suygested we 1imit food choices in ovder to make our mea1s as nice
and also efficient as possible.

Thursday we are offering prime rib or ‘shrimp. Friday morning 1s'"ent on
your own", but please stay within a $2.00-2.50 range. Lunch rriday will be beef
burgundy with salad. and bevarage.

Please call our office 994-2826 us soon as possib]e and leave your mea1
orders. We nced to know how you would 1ike your prime rib and if you want meat
or fish. Also, if anyone requires a special diet, please let us know.

The retreat at Fairimont Hot Springs will be 1nformal, and we hope, enjoyable
for a1l participants. Oress comforiably! Time may allow for some leisure $o
don't forget a swinming suit if you want to swim or utilize the sauna. No promises,
however. .

We are looking forward to this exchange of ideas and hope you are too.. If
you have any questions regarding the retreat or any part of the Project, please
feel free to call me. I will be on campus through Decamber 24, Enclosed 1s a list
of participants, Have a happy ho11day . .

Sincerely, ' L
ﬂ\ /),(5/‘9 yﬂdtm&«,m M

NR. PEGGY LEITERMAN- STOCK
Assistant Dean of Students

TLINKRS (dkiovs P.S., Rooms at Fairmont will be provided on
" a double occuvan(y acconiodation basis. .
Rooqmmtes will be assigned.
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APPENDIX V

Dear Co]1eague:

Thank you for your interest and support in the Research Project involving -

Heads of Departments at [1SU. Your cooperation in taking the Pretest was
especially appreciated. :

You were selected hy Randomization Process as one of the Department Heads/ -

Directors to be in the Control group. As you know that means that you
will not be asked to attend the Workshop Retreat at Fairmont Hot Springs
in January or participate in the later seminars schedules on campus

Because we feel the material to be presented at the,Retreat is of prime
~importance to all administrators at hSU, arrangemcnts will be made to
provide a special tiio hour seminar on campus by Dr's. Kanter and Stein
for those interested in attendfrg If you are interested in this please
speak to the assistant dean in your college.

In addition, we are looking at the possibility of videotaping lecture

material that will be presented at Fairmont Hot Springs. In the event
that this is possible we will make arrangements so that you and others
in the Control group may view this material at a later time if you are
interested in doing so.

Again. thank you for your cooperation. MWe will be contacting you at a

later time to ask you to take a post test. lle hope you again will assist

us with this matter.
_ Respectfully,

a0 L B
2% LA ST piangt Y G

Dr. Peggy Leiterman-Stock
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APPENDIX W

Dear Volunteer:

Thank you for coming foday for this prétesting activity. Your
cooperation is greatly appreciated.

Please answer all of the questions on the questionnaire. As this
is a research project it is necessary that we ask that you not
discuss the nature of this questionnaire with any of the faculty .

" until Monday, December 19, 1977.

In an effort to insure anonymity of those persons completing this
questionnaire, we alsb ask that you note no other identification
on the answer forms or booklets other than what is requested. The
post test will be matched with the pretest by use of a "Code' iden-
tification process. If you have any questions after reading the
instructions please consult the test monitor.

When you have ccmpleted the questionnaire enclose your answer sheet

' and Demographic Data Form in the envelope provided, with the word

Pre written on the outside of the envelope. Return all the materials
to the test monitor. .

Have a happy holiday. You will be hearing from us by this Friday,
December 16, 1977, with regards as to whether or not you were chosen '
by random sampling to be in the experimental or control group.

Thank you. :

-Dr. Peggy Leiterman-~Stock
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APPENDIX X

mg&ﬂ | © STUDENT AFFAIRS & SERVICES

MONTANA STATE UNIVERSITY, BOZEMAN 59715

- January 9, 1978

Dear Participant:

As you know, your participation in the Workshop Retreat at
Fairmont Hot Springs is a part Of a HEW Research Grant made
available to Montana State Uniwversity. As stated at the Workshop,
a necessary element of this research grant is pre and post testing.

Arrangements have been made for post testing of all parti-

cipants this 'week Monday through Thursday. The testing will be
held in the President's Conferefice Room in Montana Hall at the

following times: :
" 9:00 a.m.
11:00 a.m.
- 1:00 p.m.
. 3:00 p.m.
Please come on the hour and allow one hour for testing.
. Sincerely,

b Pgry ok oSt

. DIR. PEGGY LETTERMAN-STOCK PSR ’
Agsistant Dean of Students

PLS/1g

TELEPHONE (406) 9942826

@"




Dear Participants

The project at M.S.U.

is nearing completion.

May 19, 1978

_ involving workshops designed
to increase awareness and reduce sex roleé stereotyping
We want to thank you wholeheartedly

for your cooperation and assistance.

The research requires a final post-~test.
last ‘favor of you-~-only 30 minutes of your time to complete
the Attitude Index which each of you have taken previously.
This questlennalre is 81mp1e and eagy to camplete.
longer questionnaire requiring your estimation of dlstance

between two concepts will not be used.

As some of you may be aware, a graduate student is
conducting the research and will be utilizing the results:
of these questlonnalres for a graduate project,
is being handled with strict confidentiality and will be

used only in composite form.

. The final testing will be held May 25th & 26th in
the President's Conference Room in Reid Hall.
kindness to the graduate student trying to gather this

data we ask that you give this testing session your highest
priority. Please put these dates and times on your calendar.
Special testing on an -individual basis will not be possible;
as you know this weakens the research and poses spec1a1

problems for the researcher,

Testing will be held May 25th and 26th in the President's

Conference Room at the following times:

9100 a.m.

9130 a.m.-

10:00 a.m.
10230 a.m.
11:00 a.m.
11:30 a.m.
12¢00 p.m,

Thank you.

TELEPHONE (406)994-2826

Judith A. Wiseman

(Researcher) .

12:30
1:00

- 1:30.

2:00
2:30
3:00
3130

Slncerelv.

DR PEGG

p.m.
p.m.

pP.m.

pP.m.
p.m.
p.m.
pP.m.

We ask one

As a special

D, ¢ haelimas, S oef
LETITERMAN-S''OCK
A551stant}Dean of Students

_ STUDENT AFFATRS & SERVICES
* MONTANA STATE UNIVERSITY. BOZEMAN 59717
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