MONTANA

STATE UNIVERSITY

Skills needed and potential barriers faced by women in business management in Montana
by Judith Eileen Birch

A thesis submitted in partial fulfillment of the requirements for the degree of Doctor of Education
Montana State University
© Copyright by Judith Eileen Birch (1984)

Abstract:

The purpose of this study was to determine whether there were differences in the perceptions of women
business management students at Montana State University, Montana women managers, and Montana
personnel directors as to the skills needed to be a manager, whether women needed more training in
these skills, and the barriers that women may face in being managers. Specifically, the research was
conducted to determine whether the responses of those queried were dependent oh their membership or
affiliation with women business management students at Montana State University, Montana women

managers, and Montana personnel directors. The study was conducted during the academic year
1982-83.

Lists of names were obtained from the School of Business at Montana State University, the Montana
division of the American Society of Personnel Administration, and The Montana Federation of
Business and Professional Women's Clubs. From the latter two groups individuals were chosen who
were employed in private businesses. From all three populations 167 valid responses were used in the
study.

The survey instrument focused on the skills needed by managers, whether women needed more training
in these skills, and the barriers women may face in becoming managers. The skills included: decision-
making, planning, coordinating, delegating, evaluating, communicating, accounting, risk-taking, and
competing. The responses to the survey instrument indicated that all the managerial skills, except
accounting, were considered to be needed by managers. There was general agreement that women
needed more training in these skills, except for accounting and evaluating.

Responses from the three groups indicated these were barriers: aggressiveness, the first woman in
upper-level management, and career-mindedness . Those not perceived as barriers were femininity,
motherhood and management, ambition, assertiveness, confidence, the fear of success against a male
competitor, the pursuit of a managerial career and marriage, a woman's emotional make-up, and
acquiring masculine traits.

These potential barriers showed no clear direction of response among the three groups: the possibility
of pregnancy, mentors, marriage and mobility, competence and waiting longer than men to be
promoted, marriage and family, dead-end jobs, and the informal network.
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ABSTRACT"

The purpose of this study was to determine whether there were dif-
ferences in the perceptions of women business management students at
Montana State University, Montana women managers, and Montana personnel
directors as to the skills needed to be a manager, whether womén needed
more training in these skills, and the barriers that women may face in
being managers. Specifically, the research was conducted to determine
whether the responses of those queried were dependent on their member-
ship or affiliation with women business management students at Montana
State University, Montana women managers, and Montana personnel direc-
tors. The study was conducted during the .academic year 1982-83.

Lists of names were obtained from the School of Business at Mon-
tana State University, the Montana division of the American Society.of
Personnel Administration, and The Montana Federation of Business and
Professional Women's Clubs. From the latter two groups individuals were
chosen who were employed in private businesses. From all three popula-
tions 167 valid responses were used in the study. ’

The survey instrument focused on the skills needed by managers,
whether women needed more training in these skills, and the barriers
women may face in becoming managers. The skills included: decision-
making, planning, coordinating, delegating, evaluating, communicating,
accounting, risk-taking, and competing. The responses to the survey
instrument indicated that all the managerial skills, except accounting,
were considered to be needed by managers. There was general agreement
that women needed more training in these skills, except for accounting
and evaluating. ‘

Responées from the three groups indicated these were barriers:
aggressiveness, the first woman- in upper-level management, and career-
mindedness. Those not perceived as barriers were femininity, motherhood
and management, ambition, assertiveness, confidence, the fear of success
against a male competitor, the pursuit of a managerial career .and mar-
riage, a woman's emotional make-up, and acquiring masculine traits.
These potential barriers showed no clear direction of response among
the three groups: the possibility of pregnancy, mentors, marriage and
mobility, competence and waiting longer than men to be pronmoted, mar-
riage and family, dead-end jobs, and the informal network.




CHAPTER 1
INTRODUCTION

During the 1970s tﬁére was an influx of womén‘enteripg the buéiness
world. A number of factors contributed to this sitﬁétion: ‘many womég
found it necessary té contriﬁute to the financial weil—being of their
families, the consciéusness—raising efforts of the wqmgh’s ﬁovement ﬁade
women aware of the variety of employment opﬁortunities that Qére avail-
able to them, women of the 1970s weré more highly educated than thosé
of previous generatiéns and entered the work force at a time when néwly
passed laws prohibited sexual.discrimination, and:it became socially
- acceptable for wives and mothers to work outside of the home. (Norwooa,
1979:1)

Even with the iﬁéréasing numbers of wqmeﬁ who entered the labor
force in the'l970s,-the statistics‘of_the early 1980s haye shown thét
only a small percent of these women have become ménaéers and administra-
tors in nonfarm industries of this country. The U.S. Department of

Labor Statistics has reported in its publication, Employment and Earn=

ings, Decembef (1982:23)£ 7:4% of working women Weré in managerial
positions;'34.2%‘were in clerical jobs;.and 18.2%.wére ih.the pfofes—.
éional and techniqal‘category, which included such‘profeésions.as nurs;
ing and teaching -- both traditional occupafions‘féf‘women.

This same:report‘(l982:23) noted: 15% of the men in Fhe'wo:k‘

force were employed as managers, 6.4% were in clerical positions, and




2
l6.7%‘were in'prbfessionel and teehnieal occgpatiOns. Thue,.in-cohpar—‘
ing the percentagee of males ard females in theSe'job eategeries, ﬁen
doﬁinated the traditienally male field of menagemenr‘while_women>were
found in the traditionally femele‘fields of-clericalzwork along witﬁ_‘
jobs ir tre professienal and technieal area. | |

The statistics for Montana, compiled by the U.S. Bureau of the Cen-=

sus in a handout entitled Total and Female Persons 16 and Over by Race

and Hispanic Origin With Work Experience by becupation, and With No Work’

-

Experience for December of 1982, showed 3% of .all women in the work .

force were in management as compared with 6;8% of all meh'in the-ieﬁor
force; 11.6% of women were in administrative sﬁpébrt, which incleded
clerical jobs, as combared to‘3.6% of workiqg men; and 619%-ofHWOrking
women were in the_professional end technieai category és-compared ro
7.1% of workiné men. | | |
Again, as in the naﬁional statistice, Mentana men dbminated the
field of management while Montana women dominated the eree of-Clerical_
positions. The only difference‘bethen the hational and Mentane'sratis—
tics .arose in the category encompassed by professionél‘aﬁdlteehnieel
occupations: natienally; a greater percent of working women than Werk4
ing men were feund in these pbsitiens; in Montana,‘a-greater.percent'ef
working. men than working women were found inrthiSvareaf- Yet;‘inlboth:ﬂ-'
cases, the perceﬁtage difference betWeepemen and WOmeﬁ.wasfsmaLi;f |
With reaseps cited fer womeﬁ.entering the bueiness worlaj eﬁe might
wonder why only a small percentage ofIWOmen ﬁave beceﬁe maﬁagers‘in  ‘
business and induetry: A number of researchers and writers.have ek4,;f

amined this occurrence and have -listed someé of the barriers or obstacles
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women have encountered in attempting to secure managerial positions.
Margaret -Hennig and Anne Jardim (1978:143) have stated that, in part,
the answer rested with the women themselves:

In general women come to the job setting with no prior
knowledge of behavioral norms and expectations, with no concrete
recognition of what a career means or the part a job must neces-
sarily play in it, with no clear career aspirations or objectives.:
Nor do all that many women bring with them a positive disposition
toward Objectively measurable, demonstrable competence because
of their ambivalent experience with this issue as they grew up --
after all did you want to be popular or did you want to beé at the
head of the class? . . . Faced with difficulty in defining who
they are in the management world of men, they are faced with .even
greater difficulty in defining what they wish to become.

Helen Diamond (1977:7) has pointed to the following factors as
handicaps for women: career guidance in high schools has been inappro-
priate for women; there have not been enough role models in business
management for women to emulate; there have not been enough opportuni- .
ties for practical experience in managerial roles; and there has been-a
lack of proper training to qualify for such roles.

Ronald Burke and Tamara Weir (1977:34) have stated that women's
passivity has been a detriment for them because they have not seemed to
be "motivated to commit themselves to activities which would strengthén
them in the pursuit of their career goals." Also, they felt there had 
been a lack of faculty leadership in institutions of higher learning in
modifying college curricula to include topics related to women in man-
agement.

A number of authors have commented on the "male ethic" or imprint
on business management positions that has so shaped the roles and expec- ' ' . ;

tations of these jobs that women have been excluded from the managerial

processes. (Kanter, 1977:22-23) More specifically, the research of

QRSN |




-

I,

4
Margaret Hennig and Anne Jardim has focused on the informal system of
relationships, which these women have’considered to be the heart 6f
middle management and have been male—aominated. This'system has been
responsible, in their view( for making the progress of WOmén in manage-
rial positions very difficult. Hennig and Jardim.have encouraged women
not.only to become competent at their jobs but to acquire the knowledge

and necessary skills to get along within this informal structure. By

becoming accepted members of this system and thus estéblishing good

relationships with male co-workers, this barrier will no longer confront -

women in management. As women become accepted into the informal system,

women and men will become cognizant of the fact that they hold different

beliefs and assumptions "abouf themselves and €ach other, about organi-
zations and a management career." (Hennig, 1978:15)

To aid men and women in understahdihg their differént-perceptions
and assumptions concerning the world of gusiness, businesses and hiéher
education have, in some cases, instituted courses, workshops, and'sgmi—
nars dealing with some of the following topics: "Strétegies for'Bring—
ing Women into Mahagement," "Analysis of Sex“Differenees and the Issue
of.Sexuality,“ "Institutional Barriers for Women," "Sucéessful Role
Models in Admin;stration."‘(Reha, 1979:69)

Rhea (1980:313) has reaffirmed the responsibility'of higﬁe; édd—
cation in helping women who have been seeking busiﬁess manégement
careers:

if the eduéation of women who desire to be hired or prométed _
into management positions is to be relevant to the world of work,

there must be not only an identification of the competencies and .

qualifications needed by these women but also information from.
. women currently in the work force about the problems, -both
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professional and personal, that they had or are presently experi-
encing through their work roles.

Margaret Hennig (1978:97-98) comp;eted~a study of women in manage—
ment positions to determine how they had succeeded in the man's wotld
of business maﬁagement. She studied twenty-five women. éhe_attempted
to answer some of the'followiﬁg qoestions:

At every stage in their lives critical relationships must
have been established, critical events must have taken place and
critical questions must have arisen and been dealt with by these
women. What were they and how were they dealt with in childhood
and adolescence, in college, during the early career years and
in maturity? How did the critical relationships, events, issues
and questions arising at each stage affect the stages following?
To what extent did the experiences of one life stage influence
the over-all developmental pattern of their careers? . . . What
was it about them as people -- what was it about their experi-
ence, behavior and the environments in which they lived and
worked -- that allowed them to succeed in what, much more than
now, was definéd as & 'man's world'? What were their personal
gains, their inevitable personal losses?

Jeanne P. Lemkau (1979:239) has added her thoughts on the need for -
research:
Those who value competence for people irrespective of gen-
der need to study the determinants of competent functioning
among women in an occupational sphere. Further investigations
of the perscnality and background correlates of female excellence

in both traditional and nontraditional employment would be likely
to dispel myths about women at work. ' '

Problem Statement

One factor that could certainly be an underlying influence on the
skills needed and the barriers faced by women wanti;g to be manegers
could be thet of their perceptions of those skills and‘potential bar-
riers. These: perceptions, if dissimilar from those held by people

already in the bu51ness world, could be contrlbutlng factors to the

problem that only a small percentage of women in the work force, as
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compared to men in management and other‘women in traditionally female
jobs, have been entering the business management field.

Thus, the purpoSp of this study was to determine whethgr there
were differences in the perceptions of women‘bﬁsiness'management stu—
dents at Montana Stafe University, Montana.women mapaéers, and_Montana
éersonﬁel'directors as to the skills needed to be a managér, Whethér'
women needed more training‘in these.skillg, and'the barriers that women
may face in béing managers. Specifically, the research was conducted
to determine whether fhe responses of those quéried weré dependent upon
their membership or affiliation with women bﬁéihess_ménagemenf students
at Montana State University, Montana women managers, and Montana per-
sonnel directors. The study was.cénducteq duriﬁg the acadeﬁic year.

1982-83.
General Questions to be Answered

1. What were the differences in perceptions of;those women busi-
nesé management students with a priox buSiness background as-
compared'with those students who did Aot have thaﬁ experiénce
as tolfhe managerial skilils needed.by women, whether women
needed more training in these skills and the potential bar-
riers they faced?

2. What were the differences in'pérceptioﬁs of‘those women busi--
néss managemént students who had held managerial positibns as
comparéd witﬁ those students who haa workea in‘nonmaﬁagerial

jobs.ih‘business as to the managerial skills needed by women,
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whether women needed more training in these ‘skills, and the

potential barriers they faced?

3. Was there a difference in the perceptions held by:male'énd‘
female personnel directors as to the manégerigl.skills ﬁeeded
by women, whether women needed more training in these-skillé,
and the potential barriers they faced?

4. Was there a difference in the perceptiohs held by all three
groups as to the future of women in management in the next

five to ten years?
General Procedure

The women business management students at Montana State University,
the Montana women managers, and the Montana persgnnel directors were
surveyed through the use of an instrument developed by thé researcher.
From the review of the literature, the following managerial skiilsIWere
selected for inclusion in the instrumen£: decision—makiqg,'planning,
coordinating, delegating, and evaluating (Stewart, 1978:xiii=xv); com-—
municat}ng and accounting’ (Diamond, 1977:8); risk-taking (Allen, 1980:
116); and objecti?ity'and competing (Peters et al., 1974:43). A‘review‘.
of the literature also showed potential barriers for women which were a
part of the survey instrument: pregnancy, femininity, child—réising,
ambition, emotional make-up of women, and éssertiveness (Peters ét al.,
1974:42-43); the informal netwofk of middle-management (Hennig and Jar-
dim, 1978:13); career—mindednéss, competence, and promotion (Stgad, ed.;
1978:271-273) ; confidence, insecure male superiors, marriage, and the

first woman in an upper-level management poéition (Hull, l982:29f
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mentors (Diamond, 1977:7); fhe male dom;nated business world (K;nter,
1977:22-23); Horner's observations on women's fear_of sugcess (Mednick,
ed., 1975:219); and dead-end jobs (Rhea, ;980:313).

Théée surveyed were women business management majors at Montana
State University (i.e., those who were in their third, fourth, or fifth
year). Montana personnel directors who were members 6f the Ameriéan-’
Society of Personnel Administration (ASPA); and Montana women managers.
who were members 6f The Montana Federation.of Business and Profeésiopai
.Women's Clubs (BPW). Membership in ﬁhése.latter two organizations
became a criterion fo? selecting respondents because they had ceftain
charactéristics in cémmén with ﬁheir respective groups in qrder to be
members. Also, the researcher had access to their membership listgg
The members of each of these éwo‘groups forméd a representative samplé
of personnel directors and women manégers found in MontanaibecéQSe of.
their various locations around the state and because of thé'manY'private'
businesses and industries that they represented.

Before the instrument was sent to the three groups, it was given
to three women managers in Bozeman and two business managemeht érofes—‘
sors at Montana State University to determiné its face validit?,ri.e.,

_that it measured what it purported to measure. From their responges,
certain changes were made in the survey instrument to'imprové‘itg.féce
validity.

Then a pilot—stﬁdy was initiated employing the test-retest ﬁethéd
to determine the instrument's reliability, fhat is, its consistéﬁcy in

measuring what it measures from one time to another. Isaac (1979:89) .
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has said that two éuccessive measurements can beiébtainéa by-“fetesting B
an individual with the identical test." Isaac (1979:87) aiso offéréa E
this caution about the rétesting method: |

Coefficient of Stability ('test-retest'): correlation between
- two successive measurements with the same test. Critical prob-

lem:  optimizing the delay between the two administrations to

offset a spuriously high effect due to recall, if too short;

or spuriously low effect due to the change in the make-up of
" the subject; if too long. ’

To deal with the problem pos;d‘ﬁy‘lsaacy the réseafcher sent the
first copy of the inétrumént_ana then-waitéd three weeks 5efore séﬁdiﬁg 
) fhe seéoﬁd,cqpy;'_The‘susey'instrument was sent to nine:peopie:-lthreeua~.
 woﬁen bgsiness:manageﬁéﬁt majors at MontaﬁaAState.Universiéy,wthreef_ 
fWOmen managers whd Wefe;members‘ovaPW, and tHreg Montana'perSOnﬁel
_direqtqrs who were members‘of-AsPA'.

Oncé.the eiéhéeen ipétrumenﬁs were collected,‘a Pearson'prddgéﬁej
moment.éérrelatioh coefficient was applied-oq an itemdﬁy—item‘basist
However, an accurate coefficient could not be‘establisheq, sincé there
was a lack of variabili£y in tﬁe scores on each ifem. Thgs, the re-
.searcher~aéterﬁinEG a‘correlétion coeffi@ient froﬁ the total scbres of h
each instrﬁment, which did provide énough variabiiity.to.obtain aﬁ .89
oxr Bé% coéfficient éf reliability.

JAfter the instrdment was returned, ﬁhe Chi Squa¥e fest-of Indebeﬁﬁ;
ence was used to analeé the data by determining if‘the responses df¢

"those'queried were independent or dependent of group affiliation.
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Limitations and/or Delimitations

The researcher has rgstricted this stud? to Montana and to thé'
women business manégement majors at Montana State University who were
" in atténdance‘bn the campus‘during“the academiclyear 1952-83. Further-
mofé, the respondents representing personnel diréctors ana wﬁmenvmanaQ
gers were delimited to those who were members of the Americah Sbéiéty
of PersonneiAAdministration and The Montana Federatibn of Business and

Professional Women's Clubs, respectively.
Definition of Terms

Manager -- the definition is_determined by the ménager's'duties:
sets objectives, motivétes and communicates, measures (analyzes,
appraises, interprets) what is done and "develops people." (Drucker,
1974:400)

Personnel Director —-- "deals wifh those matters that concern the
workers as an individual at work . . . wages, hours, retirement, heaitht
insurénce, advancement" and, in many_instances, hiring peoplé fpr a
company. (Traynor, 1978:2)

Perception -- "an active process by means of which we sélect,
organize, and give meaning to the informatiqn we receive from both ex-

ternal and internal sources." (Coleman, 1969:168)
Summary

Although women in the 1970s and early‘l9805 have nmade inroads ih 
the area of business management, there have been and continuelfo be

numerous barriers preventing a general influx of women into this area.
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These barriers included such things as woman's lack of knowleage,of
what was expécted‘qf her‘in‘the'buéinessﬂsetting, n;-careér'goals'qr-
aspirations, a laék ofvbﬁsiness.skill coﬁpeteﬁcies, a lagk.of‘good
careér guidance in high schools,'ﬁot enough role ﬁ@deis, énd n6t en§ugh.
expefiencé in managerial rolgs{ |

To‘effegtibely overcome such barriers, businesseS'and'hiéﬁef;edﬁcaé
tion havé\éreaﬁed CQufées; workshops and seminars fé deal with-such
topics as "Strategies for Bringiné Women into Ménagement,? "@nalYéis'of' :".j
Seg.Differeﬁces and the Iésué‘of Sexuality,; "Inétitutibnal Bafrigfs_forl_)

ﬁémen," and'"SuccéSSful‘Rolé.Models in Admiﬁist?atiqn." (Réha}21979:6§)1 ;

| TO'défermiﬂe what éodld be'éone td'fpfthe; managemént,opborfun;tiés: 
for women in Montana, £he_researEHer‘conduc£éd a study ceﬁteréd‘og the ;
foiléwiné.probleﬁé_,to dete?mine if there were significént diffexénce55:
in the percépfiphs of women business_managemént stpdeﬁfs aE Mdnféné
State.University}iMontanalpérsonnel directors, énd Montana Qomen-maﬁar’
géré as tg the skills'needed to be a ménager, whethér‘women néédéd mpré‘
training‘in these skills; and the potential barrierg women faéea in
entering the business management field.

Thé ;tuay was conéuctéd by utilizing an instrument developed 5y-the
researcher. The instrument measured these managerial skiilé: 'commqni—
cating, accounting, deCisién—making, plahningi cbordinating, delggating; )
evaluating, risk-taking, objectiﬁity, and competiné.' The.bafriéfs’
measured were'pfegﬁancy,rfemininity, child-raising, ambitiop; ésser;ive¥; =-
ness, éonfidence, mentors} the male;dominated business wopld,‘féar éf

* success, the informal network of middle-management, marriage, ﬁhe firS£. ‘};ﬂ”
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woman in an upper-level management position, the emdtional make-up’ of

women, promotion, career-mindedness; competence, and dead-end jobé.'_

The respondents were selected from the women business management _.:

majors who were in attendance on campus during the l9é2—83 academic-

year, Montana women managers who were membérs of The Montana Federation

of Business and Professional Women's Clubs, and Mbntana pe;sonhel‘direé-'

‘tors who were members: of the American-Society of Personnel Administré%

tion. The latter two groups represented a sampling'of personnel direc-.

tors and women managers found in Montana's private business sector.
Before the instrument was sent to these three groups, its face

validity was determined with thé assistance of three women managers in

Bozeman and two business management professors at Montana,State>Uhiver—f

sity. Then its reliability was determined‘through‘the retesting‘method

by pilot-studying the instrument with nine indiViduals:. three frém_ﬁhég

women business ménaéemeht mgjors'at Montana State Uniyersiﬁy,'thréé:i 
wqmén‘managers from The Montana Fedératiod of BUsiﬁess-aﬁd‘frofessional
Women's.ClubS, and three personnél.directors from the Amériéan.Soéiegy‘
of.Personnel Aaministration.‘ The reliability-cééffici¢h£,‘detetmined 
. from the total scores of eaéh instrument Qas 89%;

Finally, the limitations and delimitations of this study were

centered on the fact that the study was limited tb'the geographical-: .
boundaries of Montana and that the respondents were fromlMontana'Statgif; -

University, The Montana Federation of Busineés and Professiohal’Woﬁéhls_‘yff"‘

Clubs, and the American- Society .of Personnel_Administration.f
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* CHAPTER 2 -
REVIEW OF -LITERATURE

The'sﬁbtopics of‘the Review of Litérafure will be pfesénted ihlfhé»
following order: Reasons Women Afe Entering-the‘BusineS§ Managémenf
' Field, Nationél'and Staté:ﬁaté_on Womén_Ente;iné the ﬁﬁsigéés;Managemeﬁt
Field,?Barriers té‘WQ@én Entering the éﬁsiness.Maﬂagémeﬂf‘Field;‘WaYS'tQ
Overcome the Barriers, ‘A Nafioﬁal‘sfgdy éf Twenty—FiVé Waﬁen Manaééfé,'

A San Diego Study Concerning‘Malé?and Fema;e.Busihesé‘ExeCUtiveé éﬁd

Feméle'College Gradﬁates in;BUSineSS, and A Study of Seveﬁteén.Montaﬁa:g'”

Women Managers.

_Reasbhs Why Women.Are Entering the
Business Management Field

In order to gain an historical perspective on the entrance -of women’ .

into the bﬁsiness_management;field, one must'éxamine the forces that
since World War II have changed the status of women ‘in the United States.
There have been‘changés in the American family with fewer infant‘deéths[

smaller-sized families, improVed contraceptives, and legal abortions.:..

Also, the proportion of womén's lives devoted to‘chila-rea;ing'has dej.ﬁf

creased thus giving married women an opportunity-to‘cémpete‘with'Siﬁg1e 3ﬂ¢“

women for jobs. in the_busihess world. (Shaeffer, 1979:4).'“

.In the area of education there has been an inc¢rease in women attend-- -

ihg college. 1In many.cases these womén have .enrolled in bpsiness—}JHFg"

'related~coursés-becaﬁse'they'have'found that those dttempting to-entef‘_}
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theﬁtréditidﬁally.feméle'field:of teacﬁiﬁg are” faced Qith‘ﬁecrégéing .
Student.enrbiimen;s whiﬁh‘haQe led té‘téaéhéf“eﬁ£baéks; (Snééffer,;i979ﬁ_ﬁf7'
. . . : o
 The;eiha§e been éhaﬁgeé in wh%tléééietthas coﬁsiaered‘ﬁo‘bé 
. acceptable réles fqr-mén'and Wémgnliﬁ thé_décﬁbﬁﬁioﬁS’thé?ﬂéhdoSeg;'MEn 
céh5now beco@é nurses and women’éan‘now‘become cor?érafe”ekecutivéé,

Improvéa'tebhpslogy hééVdeéréésed;fhé'ti@é:aﬁa3pﬁysical;effof;s f e
thgt_weré‘neggssafy-iﬁ-pérfq%miqg ﬂQﬁ;éh§ia Egské;: Iﬁ-indﬁétryltﬁéf*ﬁ :
.teéhnological‘e;éiutioh:has redﬁéed théfﬁﬁmbé; of jopé Eﬁat;rgqﬁiré é;f.€ﬂ
great deal 6f physical siféhgth. (sh$ef£e£}-1979:?)"iﬁ 6%def[£o;énj6y ff7f}f
lthe broduéts-bf impfoQéd”technolégy(‘familiés‘afevin:neéa_of_méfeTin;bméiﬂ
to pu;chase:the‘ffuité-Sf tecﬂﬁplé@iéalz@dVanéément; tﬁerefdre{'ﬁomen:f_7
are.eneograééa-tq séek job§ oﬁ£siae the hOmé;: A ﬁéed fprfmbré‘ihCOme
'éoupled with léSs‘demand by:indﬁéﬁf§ffdr pepple:to handig-thSiééliyqf g‘f"~”1
dEmandihg‘jébs‘has 6peped:ﬁp‘neWtjgbAéppértunities:ﬁ§£wWOméh: fspéefféf,}};?i

l979:5_)

Finally, there have been;economic'changes in thefnatioﬁ.v Thefe_”
has been a shift in emphasis from gqods'pfoducing industries to service -

providing businesses. ' The service industries have always been a strong- °

hold for women in the .work force. Inflation- has made familiés_unéUré

that théirlinéome; will'keep‘paﬁe wifh'tﬁéirisihélco$£ infpfngqts;éhéfﬁbg‘f”
sétvices.thatithej ﬁeed;‘ A_#éed fo; a iargeiffgmfly;ihcbmé;hashiiﬁ‘ﬁény?
caées{ fq%céd_wdméﬂ tQ éeek empidyﬁéht,oﬁtsidé,of:fhe‘hémegﬂishaéffe?;“;w
-1979;5);v ’ v | -

‘Janét-NérWOOd, CommiSSiéner‘9f La5§r stStiéfiCS ﬁof;tﬁe_ﬁepar#ménfzfi

of Labor, has substantiated ﬁhe above Set of}devélopmeﬁtSLinﬁtherﬁiﬁéd
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States that have occuffed'since WorIdLWar II. 'She has added to this '~

historical perspectivelbyhhoting that in the decade of the 1970s there

was a marked increase in the number of women in the labor .force who'were
under 35 years of age. She'(Norwood, 1979:1) indicated that they came
into the labor forpe“

during a period of rapid-economic growth and prosperity and also
of striking social changes. On the one' hand, the eoonomy needed
new workers for its burgeoning white-collar dnd service jobs.

On the other hand, the young female labor force entrants were
more highly educated than those in the past and were starting-
their work lives at a time when newly passed laws prohibited

sex discrimination in employment and wages. In addition, social.
views were changing, and it was considered much more acceptable
than ever before for young wives and mothers to work’ out51de of
their -homes.

The Women's Bureau,'U.S. Department of Labor Employment Standards
Administration, did not foresee the trend of more women in the job fofrce
abating.

Today more than half of all women betweén 18 and 64 years of -
age are in the labor force, where they dre making a substantlal
contrlbutlon to the nation's economy .Studies show that 9 out’
of 10 girls will work. outside the- home at some tlme 1n thelr
lives. (Stead, ed.; 1978: 47) ’ :

Women have entered'the.work force basically to support their fami-:
lies. However, the enactment of federal laws and .the consciousnesle
raising activities of the women's liberation movement have uhdoubtedly'
‘made these women look beyond financial_géin in ¢hoosing a job and'toward
assuming non-traditional careers such as those in business management. '
(Norwood, '1979:1)

Anne Skae (Jewell, ed., 1977:292-293), the National Branch Manager. :
Health Cere, Education and Goverhment-for Honeyweli Information System57 e

has declared that
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rlght now it's helpful to be a woman. True, it may not be easy.:
One way being a woman hurts you is. ‘that- you have rio really effec=
tive role models. But this is changing. And I'm part of: ‘that )
change. - The positive side is that many organlzatlons are- look—”
ing for competent women for management pos1tlons,"and there's -

no gquestion that I can move faster at this point in time because -
I am a woman. - QOf course, I moved more slowly: for the flrst nine
years: of my career, so I flgure I'm just catchlng up . '

.Business may be'lqcking,for competencywin chcosing,pctehtdal man;
‘agers‘frohAihcreasihgthdmhers‘cflﬁomeh applicantsr‘_Yet jeanihe Rhea
:(1980:312) has felt that busihess‘has;great fneedhcf}womehfs sehsitrvitj:
to_the:needs-ahdshatﬁres-df otherthmah:beinds.f - | .) |
' With theﬂadveht‘df-increasiné'nqmbers_df hidhly:educated Wcmen:who-.{t-n
have entered the_rieidjof-busihess‘mahagement;ihidher educatdohthas;ﬁ
taken‘bart in this mdcement'by'camﬁaignrhéiQiqerously.to'getthhen intcylf?
'its undergraduatetahdigradqate husiness'and'bubldc adminrstraticn_prej
grams. Cclleges‘and‘dniversities have'also"beenuableftcArecruit-ﬁomehérﬁ}”
who may have‘graduatedﬁih-traditiohal areas fcr womeh, sﬁchgaslfhé[
social sciences ahd‘the iahguages,.bdt haQé heen,qhab;e £°?£ina"empl6¥'yh;
ment in these.areas-h Thus}-higher-eddcation'theseelast:few‘years”has'*
‘been trainihg'an'increasihg number of Woﬁeh who are_ihterestedldhzmahaki;
gerial‘hositions in business and‘in gcvernmeht. (Burke,11977:30)f
ﬁationa}.and-State Data on Woﬁen Entering“
the Business‘Management;Fie;d

on the natlonal scene by the first half of 1979 43-miilich;WQmeh;fdtlf
51% of all womeh,.l6 years of age or.older, had entered the labcr force.vﬁ'm
The‘largest share-of‘the‘domeh.here‘harried,':Thellargest~agé‘grpupuras'
from‘25-34_years of age. éerenty.perceht.cfethisdade grdup'ﬁerelﬁaer S

vried,'lived.with a husband, and had children under 18 yearS~erage.'




-ment of Labor Bureau of Labor Statistics has repoitéd_in;its-publicaf"

" traditional jobs, their‘earnings; on the average, were far below those-

i7

In the past this particular agé groﬁp of women would.proﬁably_have
stopped working Wheﬁ they married or ‘would haQé s;bpééd.to‘gegin”rais;‘
ing a faﬁily. (Nbrwood,'l979tl—2) Ho&eQer,jas was preéiouéiy mentibﬁed,
because of the financiai negds‘éf fhéir families an§ ;he opporfuhtiesf
of the ;abor market, £hese woﬁen were'céncefned'ﬁith_gaining-eﬁﬁlpyﬁent;i

‘Yet thg’work patﬁerh-féf these'woméﬁ'hés remained aboﬁt-thé same
as it alwayé has been,.'Most of the women are:Workihg.fuii—t;me‘tﬂift?i
five hours per week. Tho%e unémployéd ;re lodk;ng fér fﬁll—tgme posi- |
tions. As Cbmmissionér_Norwood (1979:2)" has said,'womeh as pért;tiﬁé--
workers has been. a myth. Aiso,»althoﬁgh wdﬁen have madé inr;ads into“::f;
jobs. of higher status and higher bay,jthe:majorify of Qéﬁegigﬁililheld.
jobs in fieldélfhét_hQQe tréditibnally'eﬁpioyea WOmen.fégfthe:l;é£: 
thirty years.: Thé iafgesf sihglé~occﬁ§étﬁon f6f Q§@éﬁ waéftﬁat 6?1

clerical work: stenogrépher, typist, and secretary. ‘The U;S..Depart¥ﬂ

tion, Employmeht'anduEarnings December (1982:23) thét 34.2% of wbrking

women were in clerical positions. Because most working women were in

of men. In fact women earned; on the‘aVeragé, abquf,GQ% of whaﬁ men
did. (Norwood, 1979:2)

Commissioner No:Wood (1979.:7) stated that variousireaSOns have -

been proposed.to expl$in why woﬁen:did_nqtieafn‘aé'muchﬁmSneQ*;svﬁgﬁ:??
Married women, fof inéténce,:@aylbe more in£e;esﬁed in”£ﬁ§Fl&éafiéq 6f%fgé?f
a jbb or the fleﬁibility of wbrkiné.hours rathefvtban acgepting-a prp;l“' ”
motioﬁ.to a'fob fhat'hasamoié resppnsibili#ies énd rééuired ﬁb£e~¢vér;1.

time. It may be that wbmen‘lack'the,self;cdnfidehcé tQTéOmpeﬁé withliJ:;
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men for higher—payiﬁg jbbs in business. Aitﬂéugh‘the ébéve rea;ons may:
Belp to expiain the péy disparity:between men and women, Norwdqd‘(1979;'
7) warned that diéqrimination éould‘not be overlooked“és another iéasén,_ii
She cited court cases cOnce?ning equai'éay that have focused on dis;
- criminatory p:éctiqés found'iﬁ such f;fms‘a; Ame£iéa§_Teieg£aph‘ahd 'A  B

Telephone Company .

Loeking specifically at the area‘of‘management,fthe'EmplOymehp.ahd —

Farnings Decemﬁeﬁ (1282;23)‘reported‘€hat 7;4% Qf.thélworking‘ﬁomen ": :ff -
were in maﬁagefial:pbéitioﬁs‘as.goﬁpa#ed with 15% of.éil working mep.n
" Newsweek (Langwa? ét al., 198;:65f.reported that women 0céuby2§ﬁe—f¢ﬁrfh" R
.of‘the manaéérial aﬂd'admipigtréﬁive‘jébs in‘p?i?éﬁé-induégry.J Qf‘thé__ffflf:*

corporate offiqers of the 1,3QO largest‘United‘States firhsi-477'Wefe

women with 300 women directors for those firms.: Yet the‘Newswéek‘artiqle
(Léngway, et al., 1981:65) went on to state

the revolution in the executive suite has hardly begun. -Only
6 per cent of all working ‘women qualify as managers of any sort o
. ... . BAnd those women who have achieved executive rank tend to.
be clustered in areas traditionally more open to females: public
relations, personhel and other staff‘jobs, or the media‘ahd ser4_

. vice industries. Partly because they lack the profit-and-loss: -
responsibility of line jobs, women executives also earn less than .
men with the same background. 'According to the Columbia Business-:
School's Center for Research in Career Development, the mean
salary for female M.B.A.'s at the entry level is $9,334 less than
men's. ' ' ' o '

Turning from the nétional picture to thélMQntana'scené, Mqhtapa HRR
women also have fe1t that discrim;natioﬁ has:piayed,é‘rbie-;n ihfiﬁé5d—f”'
ing their‘job opporfuﬁities in thé state. . Whén.Verna Greeﬁuklg7gfgvii}_;:.Fﬁf{,;
condué?ed a sﬁrvey.in'l§72 of the manggemént opportuniﬁiééiqu‘WQﬁén:;;
in Montaha; shé:discovéred that “optimismf'due té:cﬁangibé attitudé$ 

and labor demand, and pessimism due to discrimination, were indicated
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in evaluation  of management opportunities-in the various occupational

fields."

In a survey completed inﬁl980tty<the WOmen!eiﬁuteau'otltpe_Montana
Department offLabot and'Industry diecrimination was found in sncn}ptac—_
tloes as;sexnal harassment and'job.discrimination in the wotk force.t_
However, faotofs that created more 5ob dlssatiéfaction,for women than
discrimination were obportﬁnit§ for promotion, salaryl-availabllity oflt'
ttainlng progtams;,and job connseling: {5ias/‘l980:13)

The oceupational statistics for Montana from the U.S. Bureau of"jd‘

- the Census have‘been preSented ln a handout entitled Total and Female .

. Persons 16 and Over by Race and Hispanic Origin With Work Experience by :

Occupation, and;With-No Work Ekpetience'fdr December of'l982. Their
handout sheet indicated that 3% of all women in the Montana wdrk-forte{_‘” :
‘were in managerial positions while 11.6% wefejin_the area of adminiétfa-;‘

tive support, which included‘clerical workers.

Although the'Montana statistics have indicated more women ‘tendéd
to be working in traditional jobs such as clerical positions, the

Women's BureaU‘concludedlits survey with the following rémarks:

‘Women, in general, are keenly interested in training pro-
‘grams. Although cheir interest tends to gravitate along tradi-
tionally female lines of employment there i5 tremeéndous interest
-in tralnlng for profe551onal jobs and- superv1sory/management ‘
positions. The proportion of womén now working in these areas -
is on the increase, as measured agalnst that of past decades.
(Dlas,‘l980 39): ‘

Green (l9722l) signalled a new era for ‘women iniMontana and:natlonffo;i

wide when she stated:

' S¢ience and technology not only have a551sted to expand the
role of women in our ‘'society beyond the scope. of ‘homemaking and-
child-rearing but have also 51mp11f1ed her ‘chores and addedv.f
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- years to her life. These years can be utilized for growth and

achievement as persons depart from the traditional role of
homemaker.

Barriers to Women Entering the
Business Management Field

From the national and Montana statistical data, it would appear
that although there has been an increase in women entering managerial
positions there still is a scarcity of women in management relative to .
the overall number of women in the work force. Helen Diamond (1977:7)
has attributed this scarcity to a number of factors: career guidance
in high schools has been inappropriate: thereé have not been enough’réle
models or mentors for women; there have not been enough opportunities
for women to gain practical experience in managerial roles; and there
has been a lack of proper training to qualify women for such roles.

Judith B. Agassi (Jewell, ed., 1977:38), lecturer at Ruppin Insti-
tute for Kibbutz Management in Israel, has reiterated and expanded upon
Diamond's criticism of career guidance in the high schools by stating
that parents and teachers, as well as school counselors

have long neglected and discouraged the inténsive and prolonged

preparation of girls for highly skilled occupations and profes-

sions on the assumption that (1) these occupations and profes-

'51ons are unsuitable to feminine nature, and (2) the investmert

and effort are not worthwhile because of the expected short

worklives of women. Employers have denied women training for

positions of higher skill and responsibility using (1) the

femininity argument, (2) the short worklife argument, and (3)

the argument that men resent working for a woman. As a result,

women are relatively less skilled, especially for positions of

responsibility in technical and executive occupations, and in

the profe551ons.

Lois Ann Koff and Joseph H. Handlon (Stead, ed., 1978:247) in a

 six-year study on the factors that have caused success or failure of
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women in management have listed the'fellowing as reasons women do not
become managers:

1. Lack of motivational proneness -- they are ‘stay-putters.

2. Lack of company training programs or programs considered in-
adequate or too sophisticated by potential candidates. Fear
of failure of ranking low in class. They are now doing great
jobs, but fear loss of esteem if they don't do well in class.

3. On-the-job trainihg programs under the supervision of harried,
busy managers without time, motivation, patlence oxr knowledge
to train effectively. .

4. Lack of self-confidence and. fear of criticism.

5. Unsure of the support and relatlonshlp they will have with a
new supervisor. .

6. No women role models or mentors.

Some felt that business schools have not equippea-women to survive . .

in the bﬁsiness wotld. Margaret ﬁennié, a co—founder and dean of the -
women;only MBA program at Simmons_éollege in Boston, hae seid that
business schools have ignored "the obstacles ef:sexism, isOlat;on.and
guilt." . . . "'They tell the woman she is a star, and then,‘ell_toe
typically, she hits a solid stone wail.'" (Langeay; et al., 1981;66)
Ronald Burke and Tamara Weir (1977:34:35).have citedvanother
obstacle for women. It has been their co?tention that the business
faculty has shown little interest in modifying their curricula 'so that
topics related to women in management‘could_be included. These éub-e'
jects, aceording to Burke and Weir, should be,opeﬁed‘up totboth:meh.
and women SO that.students "would have more than a superf;cial_under— -
standing of the issues: would recognize sex.stereotyped patterns efk
thinking, behaving and relating; and would recognize organizetionalt“ii

policies and practices which operate against women.”
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Burke and Weir (1977:34) also discussed the'condep£ of ﬁotivatidn.
They noted that women do not seem to be “motivated to EOﬁmit themselves
to activities which would st;ehgthen them in the pursuit of their careér 
goals." |

Mariop M. Wood (Stead, ed.}ll978£l$l) has also dealt with-tﬁis
idea of motivation in relatioﬁship tq the role of.business in encourag-=
ing women to seek mapagerial positions. . She has iﬁdicgted Fhat a |
dilemma can occur for business and for women Qho seek jobs in manage-
ment. ‘- For ihstance, women employéd és manage?s.who do nbt meet the
company's expectations ﬁay dampen the'hopés of prospectiVe women mana-
gers. Because of thié possibility, the.business organization mustfbe
thoroughly convinced that pﬁe investment it made'in training'g Poteﬁtial
woman manager could be justified. The woﬁan, gn the other’hand, who was;.
being trained not Only‘has the burdeﬁ of training for a ménagefiél‘éosi-
_ tion but has an added 1oad‘placed upon her with the consciods_:ealiza;
tion that her success as a manager'will greatl? affect the éompanY's
investment in other women who want to be ménagers. .Also, without the‘
support and approval of her male'coﬁnterparts

she will not be accepted in management. ‘Consequently,‘ip"addi—

tion to proving her ability as a manager, a woman manager must

sell a new image; she must help her male counterparts see the

self-benefits in perceiving woman ‘as she is now rather: than

how she always has been.' ' S

Findlly, the womén, if sheiis thé'on1y woman in a group of ‘mana-. -
gers,; runs " thelrisk of alienation_if she comes on‘t&o_strong4and 6ft_<:'
suppression if she comes on too weak." (Stead, ed., 1978;151)-

Wood (Stééd, ed., 1978:151-152) went‘onAto add th§£;

This dilemma is frighteniﬁg some qualified women f:omhseek—
ing management positions. Aware of the difficulties involved,
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they are reluctant to move into conflict, a fact that may explain.
at least in part the seeming paradox of women who have been
fighting for opportunity being reluctant to use the doors that
are now open to them. Many are doing very well in traditional
roles in their organizations and question the logic of chang—'
ing to somethlng that apparently offers more frustratlon than
security. ‘

Mildred Buzenberg (Jewell, ed., 1977:252) has focused on the fears“
women students at‘Kensas State University~expressed io a'coursegthet was
established to‘develop theif maoageﬁent‘skills; |

(l)'fear of-sooial presshre aéeinst workihg at man's work;

(2) fear of 1051ng femlnlnlty if they work 1n p051tlons of
‘ authorlty, and :

(3) fear of losdng out fn meffiage:if fhey pdrsge a oafeer.

Matina Horner (Mednick;, ed;,'i975:2i9) has discusSed the fear of
success as a pofent barrier to those woﬁen:coosidéring highef_positioos‘
in business ahd‘industry:

. . . Among women the anticipation of success especially against

a male competitor poses a threat to the sense of femininity and:
self~-esteem and serve as a potential basis for becoming socially _
rejected. .. . . In order to feel or appear more feminine, women,
especially those high in fear of success, disguise"their abilities
.and withdraw from the mainstream of thought, act1v1sm, and achieve-
ment in our society. ThlS does not odcur, however, without. a hlgh
price paid by the individual in negative emotional and 1nterper—
sonal consequences and by soc1ety in a loss of valuable human and
economic resources. ' ' o

Green (1972:41) has stated that from a cultural viewpoint of womeh‘
in which women are considered sex objeots‘end servénts, a cérteiﬁVSet'ofdf
assumptions about men and women have been made;‘

.« « « Males are cast indascendent, indépendeht,‘fOICeful,,ﬁn—
emotional and cognitive roles. Females are taught to be dependent
unforceful, -subordinate, and emotional. The emphas1s for women is

instinctive, nuturant, and -dependent; for males the emphas1s tends e
to be toward 1ntellect product1v1ty, and 1ndependence. ‘ .
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Fenn (Stead, ed., 1978:27) has continued the discussion on how the
cultural view of women affected the image women have of themselves énd
thus presented an obstacle to women who wish to be managers:

. . . Constant emphasis on dependency, other-directedness,

nuturance, sacrifice and caring contribute to feelings of ambi-
valence about self worth. . . . To be successful she has to
have boyfriends. To be accepted by boys, she has to subjugate
herself. . . . If she has intellectual ability, she has to
explain it away, or underutilize it. If she has physical

skill and ability she has to challende, but fail to win.

All that Fenn (Stead, ed., 1978:27—28) has described led to the
following consequences:

Because she lacks conviction of her‘oWn ability, she tends
to undermine her own self-confidence. Because she fails to expose
herself, she develops a pattern of avoidance of risk taking. Be-=
cause her motivation is other-directed, she fails to set goals
for herself and plan how to achieve them. The result is low.
achievement motivation. Because she fails to set goals and
plans, she doesn't seek, and she doesn't prepare. Because she
doesn't set goals, plans, seek, prepare, she doesn't achieve.
Lack of achievement helps to contribute to her own feeling of -
inferiority and leads her right back to where she started --
dependent, passive, and ambivalent.

A number of people have discussed the "male model" or "masculine:
ethic" in management and how this concept has been a barrier to women.
In terming it thé "male hodel," Burke and Weir (1977:35) in their inter-
views with business people "have determined that men and women have
different styles in performing organiéational roles. Often the way-that.
women approach organizational functiqné has been criticized by men be-
cause it‘has not fit the male model as to what should occur."

Rosabeth Kanter (1977:22-23) has indicated that there is a "mascu-
line ethic" to the art of business management:

This 'masculine ethic' elevate's the traits assumed to belong

to some men to necessities for effective management: a tough-
minded approach to problems; analytical abilities to abstract and
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plan; a capacity to set aside personel, emotional-considerations‘

in the interests of task accomplishment; and a cognitive super-

iority in problem-solving . and decision-making. These character-
ist;cs supposedly belonged to men; but, then, practically all
managers were men from the beginning. However, when women tried
to enter management jobs, the 'masculine ethic' was invoked as an
exclusionary principle. '

Bird McCord (1971:2) has echoe&"Kanter's'remarks wﬁen she indi-
cated that women "whether single_or.married . . . are hampered by,eher
male-oriented oorpofate life style."

There have been factors within business organizetions themselves.
which have created obstacles for women seeking manageriai posifione.
Surveys have shown that women are pleoed into dead—ehd jobs,‘eince,it
was expected by bueinesses.that they would not be long-time employees
because of marriage and/or raisino‘a family} The salary scale-for
women Qas less than that for men. Training and developmenf opportoni4
ties have been a male prerogative. Women'héve helped to erect this
particular barrier.by noe actiQely seeking opportuoities fo‘increase
their abilitiee and ooeitions in business. Promotional opportunities
have been overlooked by women who have not establiehed‘oareer‘goals of
prepared for advancement . In areas of decision-making and aciion women
have been ill—prepa;ed. Since most decisions involve riSk—faking, Qomen‘
have not been teugh; the neceseary_Skills to cope- with such sitﬁations;
(Stead, ed;, 1978:30-31)

Margaret Hepnig_and Anne Jardim‘ﬁave d?scoverea-ﬁhrough'seminars
and conferences, thch they have cOnducted;'that an iﬁformal eystem of
relationships,.which toey have considered to be the heart of middle

management, Has been an obstacle to women entering management. Hennig .

and Jardim have felt that this informal structure could prevent the fdll
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implementation of the equal opportunities laws so that women will not
feel that they are a part of the business organizatioh. Men, who have
the largest membership bloc in the informal system, have béééﬁé the in--
siders in the business organizatién. According to Henhig and Jardim
(1978:13),. they were
people who understand and support each other, the structure, and
the rules; people who share common aspirations and dreams; people
who grew up with similar backgrounds; who played together, learned
together, competed together; and concurrrently we think of how
differently women grow up: their different orientations, expecta-
tions, ~aspirations and experiences -~ then we can begin to under-
stand why in spite of the law, very little may really have changed
for women. '

Hennig and’Jardim (1978:13) went on to comment that this informal
system has not been known by the womén who have entered business. Yet
the system has certainly been well aware of their presence and, when
it has felt threaténed‘by their entrances into yarious businesses, it
has made it very difficult for women to feel that:-they have become a .
part of this informal structure of relationships.

Because ignorance of this system will not be of any help to women,
Hennig and Jardim (1978:15) have stated that women must not only, be .
competent at their jobs but must have an understanding of and a set of
skills for working with the informal system.. In.fact it must be an
understanding by both men and women that in reality both sexes have
differences in beliefs and assumptions "about themselves and each other,
about organizations and a management caregr."

As an example of the differences in mihd—sets between women and

men, Hennig and Jardim (1978:33) have pointed out how men and women

perceived jobs and careers:
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Men expressly related the jobs they do to their concept of
career as advancement, ‘as upward progression. For them a job

is part of a career. Women separate the two issues completely:

a job is in the here and now and a career is an intensely per-
sonal goal which the individual alone can judge whether she
has achieved.

Yet with all the problems within organization which women have
epcountered, Wood (Stead}'ed., 1978:156) has inserted a note of hope
which she gained in her study of nearly 100 male and female'managers:

When male management support will become sufficiently arti-
culate and widespread to provide the freedom of choice that
women are seeking is still subject to conjecture. But what
appears to be clear is that whenever qualified women do make
their way to higher positions in management, the worst.of the
struggle is over. Once there, men and women agree that the ten-
sions, feelings of threat, and apprehensions rapidly disappear..
Men seem to be surviving the changes. And they readily admit

that, so far, there are more changes for the better than for
the worse. That should be good news for women. :

Ways to Overcome the Barriers

Business and higher education have responded to the obstacles
women have encountered in gaining and retainihg‘management positions by
developing courses, workshops, and seminars to alert both men and women
as to the problems women have faced and contihued to face in bﬁsinéés
6rganizations. Burke and Weir (1977:31) have felt thaf, if these prob;
lems are not aealt With, women will have fhe "faise sense ofvsecurity
that equal opportunity to professional advancemeﬁt is simply a‘cése of
getting that final piece of paper, the MBA or BBA degree."

Laurie Larwood, Marion Wood, and Sheila Davis have felf there‘were'»
external and internal barriers‘ﬁhich women ﬁaced thatlmade‘training
‘wémen different from training men.(Larwéod et al., 197852—3) Larwood

et al. (1978:2) stated that the external barrier was that of the -
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socialization process or the normative sex role in which it is asaumed
women have no managerial skills but do have ones concerning emotions
and expressiveness. Internal barriers have consisted of the conflict
and incompatibility that is. assumed between the feminine and managefial
roles;

. . . many young women may resolve the conflict by opting for
a feminine self image. Those who do choose.to investigate man-
agement further will continually .encounter conflicting signals .
from others as their careers progress. They may find that in
striving to dress femininely, they are complimented for their
cute appearance while their ideas are dismissed as superficial;
time needed for completing office work at home may colllde with
the demands of a family. (1978:3)

"In sum, training women is made different‘fromvtraining men -by the
dlfferent socialization experlences women have had and by the: dlfferent‘
expectations they may be called upon to‘meet." (Larwood et al. (1978 3)

Hennig and Jardim (1978:218) have also addressed the issue of
training women to assume managerial positions:

The critical issue facing women and minorities (any outsider
to corporations) is no longer the lack of legal equal opportunity;
it is one of gaining equal ability to take advantage of it. They.
and corporate senior managements must now deal with the reasons

why, for many women, legal equal opportunlty does not ensure real -
equal opportunity. :

‘Unless we begin training larger numbers of women to be able
to compete successfully with men, equality is unobtainable. Cor-
porate leaders must understand that corporate settings automati-
cally favor men and that if women are to compete equally they must
be given the opportunity to learn what their male colleagues have -
often learned automatically.

Hennig and Jardim (1978:218) indicated that part of the training
women receive should hot only ihclude the Objective knowladge nécassary
'for a manager;al poaition but should also focus on tha.behaVidral skills
necessary for manaéera to have. They have suggested.that theée.akilis

could be learned through formal education, on-the-job training, special
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corporate training‘programs, coaching by the woménis boss or supervisor,
and internships.

Some businesses énd some institutions of higher edﬁcatign paVe
developed specific training programs to helb potential women manaéefs
succeed in business. Alma Baron and Robert Witte (1980:56) have inst;—
tuted seminars for various business organizations in order to deal with 
problems.that women will’face as ménage?s. In one of their‘seminarg
Béron and Witte had eleven men and thirteen women ffom a particuiar com~-
pany-participating in a brainstorming session about issues that con-
cerned them. The mén énd women were gréuped separaﬁély‘foﬁ the brain--
stofming and then were brought together to discuss the results of fheir’
sessions. Issues discussed included the role ofla woman manager,l@rgan- '
izational problems and inequitieé, men discussing women, and womén ais-
cussing‘men. From the debriefiﬁg after the brain§tor$ing, Barén.and
Witte (1980:57) noted that "Men think ﬁhat some_women,éppear hore com-
mitted to the women's movement thap to the work organizgtion," 'AlSO!
men resented the‘fact that women Were advancing‘in business because of
affirmétive action‘programs, not because of-fﬁeif abil;ties:

Women, on the other hand, found that it was hard to find.roiel
m&dels to gﬁide them. They'fglt-that és-WOmeﬁ mapaders they were not
privy to the info?mal’co@muniéatibﬁs network whiéh Qas uéed by male
managersl_ By bringing such‘tEOughts and'feelinéé out in the open, Baron
and Witte (1980}56~57).said‘that they wanﬁed'to emphasize the idea-that
‘open‘communipation waé a must in any buSiness organizafiop so ﬁhét

problems of the organization could be identif;éd'and solved.
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Businesses such as the Bell System, General Electric, IBM, and
Sears, Roebuck and Company have been usiné assessment centers to evalu~
ate potential manage?ial personnel. The Bell System, under the leader-
ship of Douglas W. Bray, introduced this concept in the early 1960s.
The need for such centers in businesses was emphasized by Bray (Stead,
ed., 1978:85):

Organizations characteristically have internal barriers that
inhibit the free movement of employees from department to depart-
ment or even from job family to job family, so even a white male

- who encounters no attitudinal resistance may not be utilized as
well as he might be. These barriers include the inability to
identify employees with unrealized potential, the reluctance of
a department head to accept a transferee on somébody else's say-
so or to part with a good employee, and candidates' lack of rele-
vant experience to gualify for a transfer. And if the white male
employee has difficulty moving anywhere but straight up in the
organization, it is all the more difficult for a woman. . . .
What is needed . . . is solid evidence that the woman candidate
has the qualities called for by the proposed job.

In the assessment center candidates for managerial positions were
to be evaluated on their managerial ability and potential by placing
them in what Bray (Stead, ed., 1978:85) termed "standardized performance
situations" or simulations where their behavior could be observed and
evaluated. These situations have been designed or standardized to
brin§ out those personality traits that have been considered important
for management personnel:  leadership, flexibility, communication
skills, planning and organizing, aptitude) decisivenesé, and motivation.

The middle-aged woman reentering business has not been overlooked
by business. Some businesses have instituted, with the assistance of

colleges and universities, internships in various business organizations

around the country. Erik Larson (1981:27) of the Wall Street Journal

has stated that these internships have provided women with the
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opportunity to éevelop confidence "in their abilities to-gucceed.in
business, largely by proving that talents needed by éorporations are
the samé’talents needed in manéging a household Qr.runninéﬁé éhé?ity
bazaar."- | |

_The internship programs may charge tuitions ranging from $500lto
over $2,000 énd bring in women.who are 35 to-45 years of age. The'Qomen
attending the.courses and workshops prévided Ey these’pkogramslléarned.
to determine théir work(intgrest, learned how businesses.oéerate, and
gained knowledge on how to conduct job Hunts. Afﬁer the‘above had been ‘ : f
accomplished, thé‘internship was‘initiated; Many women were salaried
in their intern positions‘which might last from_three‘to éix ménthé and
"involve special projects at what program directors call pre—profes—n
sional and'managerial levels." (Larson, 1951:27) .From these internships
women might be_offerea‘jobs with‘the‘eqmbanies the? interned, for thé
companies n;w had an idea as to how the women wou1d perfofm for them.

Another help.businesses have. provided for women is.to have role-
models or mentors for the inexperiéncad‘woman manager. Those taking on
such roles for the woman may be eithef_menvér women. Jacqpeline Thbﬁp—.
son (Stead, ed., 1978:68j has made the following'comments about‘the
importance of a mentor to a womén:

. . . women need the psycholégical and tacfical support of a.men—

tor more.than men. The average businesswoman has not been incul—

cated with the same determination to succeed as her male counter-

part, so she -can generally be diverted from her career objectives

more easily. A mentor will encourage her to replace small, timid

steps with bold strides. Secondly, in most companies a woman

still has to contend with barriers to advancement. A patron will

run interference for his protegé, as he grooms her for. progres-
sively higher-level jobs. ’
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This idea of role-modeis; from the writer'é‘revieQ.of the litera-
ture, would seem to be one of:tﬁe most important forcés in the pfeparé;"
tiQn-of women for manégement positions. vHelen Diamond,(l977:é)'has

felt that role models could be presented to women management students

through panels of 'successful women-in business, women speakers, or women

il

professors in leadership positions‘in business depértments. ‘Thué,‘thése 

women students would have the oppqrtﬁnity to learn and to practice busi-
ness management skilis, or at least to enhance.the experience withfthe
présencé of women managéfs. | ’
Personnel managers in businesses could be instrumental in pfomofing

women into the ranks of management. George E. Biles and Holly A. Prya-

tel (1978:576) stated that persohnel managers could 1ook in-house for

women who haa been preyiouslyHOVerlooked as potential managerial talent.

Also, personnel ﬁanagefs could gétﬁapplicatiOns from customers and
emplbyees at conventions and rély‘On.executive search firms,éor finding
potential wbmen‘managersf Biles and Pr?atel em?hasizgd‘that personnél
:édministfators should pay more ét?ention to\col;ege‘recruitméﬁt of
women. -FinallQ; they:Ehouéhtfthat‘péQéonneivadmihisﬁfators shbﬁid één;'

tact women's professional organiZations such as the American Associa-'

tion of University Women and the Business and Professional Women's Tal-'_"

ent Bank along with the'WomenfsuBﬁreau-in:the'U,S. Departménf of Labor
for women.maﬁageﬁent'Eandidatéé.

Biles'and'Prygtél (l978ﬁ577)'héve made sbme éuégestions on how
business firms‘coula meet the neeas of their‘femalé'employees;'

For inStanée, in order to maintain the cbn£inuity Qf'women's

work experience during the time their children are young, the
company can: a). offer part-time work; b) guarantee the right to .
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return to work after maternity leave without loss of rank; c)
help relaunch the career of women returning to work; d) organize
top jobs so they can be filled by women -- or men -- whose time-
commitment has to be limited or flexible; and e) look into
flekible compensation arrangements by which a woman could, for
instance, choose a benefits program that offered- pay for mater-
nity leave or child care instead of group life insurance or
pension benefits. Companies need to reassess how important
transfers are, since husbands, too, are becoming more tied to

a geographical area as their wives acquire strong career commit- -
ments. Not only is there more initiative being taken by firms -
in solving dual-career problems, such as job search for the
spouse, but there is also more 1nterest in hiring both husband
and w1fe at the same company.

Higher edusation has also been conserned Qith encouraging women to
enter the businsss worid in such-non—tréditlonal female fields as busi-
ness management. In a study conducted by ﬁuftsn F. Schaffer aﬁd D.
Ordell Célkins‘(l980:344), it was detegmlne&:that men snd women were

equally capable of succeeding in the business curriculum in collegés

_and universlties."Frbm this study the researchers felt that women would’

acquire positions in business by the developmerit of their capabilities
through training in.institutions of higher learning, not because of
affirmative action(programs.
Rhea (1980:313) has reaffirmed the responsibilities highér educa-
tion has for providing-the proper training for women:
If the-éduCation'sf women who desire to be hired or pfo-'
moted  into management positions is to be relevant to the world
of work, there must be not only an identification of the compe-
tencies and qualifications needed by these women but also in-
formation from women currently 1n the work forceé about the
problems, ‘both professlonal and’ personal that they had or are
presently exper1enc1ng through the1r work roles.

Some of -the skills women should be‘learning in universities in

ordef.to be successful managers were listed by Diamond (1977:8) : com-~

munications,. leadership, accounting, and decision-making. She went one

bl .
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step further by stressing that women must have the. attitude that the
skills she listed were necessary in order to compete for management
positions:
- - . let us not overlook the attitude a woman brings to the
management job. She must not . fe€l she should get the job just
because she is a woman; rather she should get the job because
she is the best qualified person. She . . . has the right to
equal opportunity to education and training, which we must see
‘that she gets, and, once qualified, to equal opportunity to
compete for a job. She must see the importance these skills
have in her ability to compete.
Mildred Buzenberg (1975:20) has developed a course at Kansas State
Universify:to nuture the managerial skills 6f women. The rationale

behind the course has been that "women can be managérs if‘theyfhave

confidence in. their own managerial ability."

Another advocate of préparatory courses for women wanting to become . ° -

managers has been Rose Reha. She (Reha, 1979;71)_has'conducted a Sut-'
Vey of some of the institﬁfions of‘higher learning to determine héw'many
of them have prbvided-soﬁe type of course work for women prepé?ing to
be business managers. From her suﬁvey Reha has aiscovered that a
majoriéy of the responding colleges did not offer courses for women.
She has stated that éuch coursés were. necessary in order to providé
women with the skills required for wdrking'in_bqsiness. She also bei
lieved that bdth men and women should téke these courses, so that they -
wili learn how to relate to each other as‘business'equal§. 

Although a number of researchers and authors have.stressed the
responsibiiities businesses and universitieg have in preparing'Women-fof
managérial positions, others have emphasized the responéibilifies“womeh .

themselves have in acquiring the necessary skills in Ordei'to be a
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manager. In fact a woman ‘in top management in a Log Angeles firm has
made-the following remarks on the role of WOﬁen in érepafing thémselves
for the businesé World and has indicéted that women themselves may havé'
the key to oéening the doors leading to the_offices of ménagement:

_The answer is going to come from individual women who are
able to open doors. because they are qualified. Women who do a
job on a professional basis. Women who are low key, who sell"
themselves and their abilities first, and then ‘their-product.
It is important that women develop the same bond that men feel
for one another. They must also look and act professional and
not try to emulaté men. Women have a special something to
offer in addition to a fine mind and ability -- intuitiveness,
sensitivity, understanding, fairness, enthusiasm, and a fresh
new approach. (Stead, ed., 1978:200)

A National Study of Twenty-five Wemen Managers

-The second section of The Managerial Woman by Margaret Hennig and

Aﬂne Jardim has been éxtracfed from Hennig's doctoralithesis which was‘
a study of fwenty—fivé women managers located throughout the United
States; The research on these women was divided into the foliowing
categories: childhoéd,_adolescence, the college years, the first career -
decade, and career matufity. Hennig (]978:16) made the followiﬁg obser-
vation about these women:

These women all came from unusual family backgrounds and
they first went to work in an unusual decade, the thirties. .
They moved into middle management "amid the unusual strains of
World War II. They were able to understand and work effec-
tively in a man's world and they were ultimately ablé to do so
with a sense of self-worth and personal success. We can learn
a great deal from them, not least that the price they paid may
.be too high for both women and men.

Hennig (1978:104) discovered that the childhoods of the twenty-five
women wére similar in at least two aspects: they were either first-

born or an only child; they had a very strong relationship with their
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fathers who gave‘them‘"@ttention, approval, rewa;d, and confirmatipn."
In this relationship with their daughters, the fathers became role
models and mentors: they became figures their daughters could emulate.-
As mentors, the fathers, though realizing they were dealing with the
female of the species, encouraged their daughters to go beyonad the
traditional boundaries that society had established for gifls.

These traditional bounds were broken by these women whén,‘sharing
.time alone with their fathers, they accompanied their fathers on their
respective jobs. For instance, one woman recalled walkiné the rails
with her father who was a railroad executive. In another sharing ex-
perience the father exXplained the financial page of the_newséaper to his
daughter and encouraged her enjoyment of such sports as boxing, hunting, -
and fishing. Hennig (1978:103) said that. "Fathers and daughteié sha?ea
interests and activities traditionally regarded as appropriate only for
fathers and sons: physical activity, the acquisition of. outdoor skills,
an aggréssive wish to aéhieve and finally a willingness to éompeﬁe-"
These traits would later be valuable to these women as they vaulted thev
walls of corporate management.

Although the women enjoyed a very special relationship with their
fathers, both parents had common aspirations for their daUghpefs and
both encouraged the development of their daughters' capabilities. A
strong and solid support .system was available to these girls.

During adolescence the fathers continued to support the.growth and
development of their daughters' abilities."HoweVer, their mothers be-
came a potential sburce of conflict for their Qaughters "on the eternal

issue of who the girl felt she was and wanted to be, and who society -~
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and her mother -- thought_she should be." (Hennig, 1977:131) The
mothers were concerned with how the girls looked and whether they had
an interest in boys. Once their daughters developed a concern fbr their
physical attractiveness and began dating, the mothers once again became
loyal supporters of their daughters. What had occurred during adoles- .
cence was a recognition that being female did not have to conflict with -
their aspirations. As Hennig (1978:131-132) noted:

Adolescence for these women was ‘in essence a time when, not
without real difficulty, they clarified and strengthened their
concepts of themselves. They set themselves an ideal in inde-
pendence and achievement. They accepted femininity and its tra-
ditional objectives of marriage and motherhood on their own
terms. They determined they would go to college, ‘begin a
career and marry later. Their families continued to give them
the security they needed but there was evidence of their own
‘growing strength: they rejected their mothers' traditional
views .and they held firm to their own 'objectives, relying on
their fathers' support and their own inner convictions. '

In college the young women knew that they were interested in'pur4'
suing a career and that a college education would provide them with the
necessary training for their career aspirations. 1In their relationships
with their male colleagues in the business courses and other endeavors,
they could base their working relationships'"on a basis of competence
and intellectual ability,”" not "on personal ties or necessarily on. lik-
ing" the men. (Hennig, 1978:136) Their relationships with men were -
similar to those among men on a football team where "two men . . . work
together successfully during the game and dislike each other throughout,
in quité different circumstances they used the same approach." (Hennig,
1978:136) More traditionally-oriented women would have- been more con-

cerned with persoﬁal relatidnships first and the objectives of a busi-=

ness endeavor second. (Hennig, 1978:52)
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During their first career decade, the women.decided_very early in
the gamé-that to becpmg successfﬁl they must temaiﬁ witﬁ'one.company;

The rationale behind their decisioné was based upon the ideé that‘tbéy" ‘ ._- Li
felt they mﬁst be qualified‘at-their preéesent job and céncurrehtly under-

stand the joB directly below them and the job immediately‘abbve theﬁa

‘With this understanding they would be able to deVelop.a way Of promotihéi
themselves up the ranks of their'respective business organizations. An-=

other reason for staying - with a particular company was because theée "l g
women found it more difficult to establishfgood'working relationéhips

than men did. Thus, once_favorable relationships were establishea the

women felt it was aﬁ "unproductive waste ; .- . £o move £o another cém—

pany and have tq develop them all over again." (Hgnnié, 1978:151)

As these women beéame acclimated to the business environment, they
found that.their male bosses tended to be their mentors: they supported
‘and encouraged these Women in their business endeavors much like the
women's fathers had engouragea them to pursue their childhood goals. .

As thesé mentors were promoted from one job to the next, their:protegés
followed. To insure-their own promotion the women devotedlfheir time to
homework and night school to prepare for the next job. By their ear;y
thirties these women were managers and sppervisors; théy weré becoming

a part of middle management. For many of them middle management had
been their career goal. Yet, as they began to masteg positions in midf
dle management, they became increasingly intérested.in aiming for pQéi—
tions in top managemeﬁt as presidents and Qice—presidehts.

In the section on career maturity, which occurred Qheﬁ thesé women

weére in their mid-thirties, they began to enter the ranks of top
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management; the price they paid for their diligence to career goals be-

came clear to them:

. . . For the first time a preoccupation with femininity emerged.

This was an issue which they had always been able to 'put away-
until later.' ©Now it became a dominant concern. . . . They

realized with the passing of time, they ¢ould hardly afford to
postpone until later still a reconsideration of the value to
them of marriage and motherhood. And such a reconsideration

was impossible without taking their work and its rewards and the
entire direction of their lives into account -. . . (Hennig, 1978:
167-168)

Hennig (1978:175) went on to state what was happening to these:
women :

. . . Where earlier they had devoted a éreat deal of‘eneréy to

controlling and repressing themselves as women and to translat-

ing their perceptions of male styles into théir own behavior,

they now consciously abandoned these attempts at role-playing

and began to let their own styles evolve. - They said that they

felt the greatest sense of relief and satisfaction in feeling

free to do basically what was natural to them at any given time.

Basically what had happened to these women was that they were able.

»

to integrate their personal identity, their being a woman, with their
: !

career, so that they becamé a coherent whole: a woman who could enjoy
her life as a working woman and as a wife, if she were to marry.

A San Dlego ‘Study - .Concerning Male and Female Business Executives

and Female College Graduates in Bu51ness
Dorothy Allen wrote her doctoral dissertation on "Differences in

Perceptions of the Job Role of Business Executives Between Male and
Female Business Executives and Female College Graduates in Business Sub~
ﬁects." Those surveyed were business executives in the San Diego area

and those female students who, for the most part, were graduates from

National University which is located in San Diego.
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In part her surveying showed that "characteristics most_beneficiel
to female college graduates abou£ to enter or presently occupying bnsi-
ness roles were perceined differently by both.female groups, as com-
pared with male business executives.” (Allen, 1980:115) The male execu—
tives were looking for

applicants with a past record of achievement and leadership,

and who had strong abilities to motivate subordinates. Although
they also thought-business education was important, they indi-
cated that experience in the field, particularly long-term
experience, was of prime importance. Their view was generally
broader than that of the females. ' :

Allen (1980:115) made the following comments on the females' view-
points:

In addition to being somewhat less broad in their approach,.
females had a shorter term view. All females had an almost uh-
realistic confidence in business education and experience.. In
general, they lacked a long-term view and orientation regarding
motivation of subordinates, and to a lesser degree, leadership-
and achievement orientation.

Allen (1980:116) continued to cite differences between males and
females by summarizing responses that indicated tnat women

1. had spent less time in the field. 1If in the field a long time,
they had not acquired the necessary executive viewpoint of the
long-term male executives. They lacked training, orientation’
or understanding of long-term goal setting, risk- taking, '
leadership orientation, and motlvatlon of others to do the .
necessary work;

2. were more concerned with lower to mid- management concepts.
They appeared to be performing a ‘heavy, challenging job, re-
quiring high phys1cal demands and many built-in burdens for‘
women;

3. were paid much less for a longer time and tended to have lower
jobs with equivalent education; - o

4. were very sensitive to issues 1nvolv1ng any hint of b1as due’
to sex or stereotyplng,

5. did not react faVorably to the male orientation of businesses
and were not aware of the total depth and breadth of the total -
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apparent male 1nvolvement and orlentatlon in their job -
role;

6. had more faith in-education and experience than did men, and
female business .executives had evén more faith in these two
factors than did the female college graduates. Female busi-
ness executives appeared to recommend business education for
females.to an unrealistic degree. -

From the information that Allen'delineated, she (Allen, 1980:125-
126) made the following recommendations:

In a corporate setting, females need business education and
both a wide and specific job experience for a period of time con-
Sistent with present job patterns. They must learn to comprehend
"the male patterns of 1ong term employment orientation, the recog-
nition of value achlevements of a business nature, the need to
develop talents toward motivating others to accompllsh much of the
work, to provide leadership, to become competent as a manager, to
learn to set goals, to take risks, and to become more of a team
player in organizations. They need to learn to relax in construc-
tive ways, and to socialize with peers and those in power posi-
tions who can provide them with guidance and useful information
about corporate politics. -

Women need to provide guidance to their female peers through
programs designed to orient and train women for leadership posi-
tions in business. There is a real need for programs to be set
up throughout the educational system, during and following aca-
demic training, to give practical guidance to women aspiring to
business executive 9051tlons.

Allen's (1980:127) advice to women was that they "may have to learn’
to be patient and be willing to settle for more gradual changes than
they immediately need.®

A Study of Seventeen Montana
Women Managers
Twila Burdick (1981:31-37) in her study of seventeen women mana-

gers explored such topics as the following: background characteristics'

of the women, men as peers and subordinates, mentors, the women
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managers as mentors, net-working, and-advice to youné women'with ﬁana—-
gerial aspirations.

Concerning the'baékgrounds of the seventeen women, Burdick learned.
that 47% were first-born. The average éducationél level.of the mothérs.
exceeded that of the fathers: 12.8 to 12.4 years of schooling. In a
majority of:cases the mothers' educétionél level was'equal‘or‘éuperior
to that of the fathers. Ten of the mothers Wére hémemakerg'whilé seveni
worked outside the home. Of the seven; five were emplo&ed iﬁ érdfes—.
siopalrand technical or managerial and adminis£fative‘job clagéifica—
tions. Of the fathers, sixlwere empléyed'in the'ébove—mentiohed cate%

gories while the rest were engaged in agriculturai endeavors. 'Compefi—‘
tive sports were or had been the int;rest of 'six of -the WOmen; four had

participated in school sports, ahd seveﬁ had ﬁot beén inQolved iﬂ cbﬁ— .
petitive spbrts;

The women gave advice to future women manageré concerniﬁg men as -
peers and subordinates. They‘said that to gain thé respect of the.men
at whatever level a woman must bercompetént ana be ab1e to.déanstraté
her qualifications for fhe partiéular jqb she hés‘beenrgivén. ‘Patience
and humor, interpersonal skills, and job ski;ls‘were popsiaered neces-
sities by the woﬁen. ,Most'bf the women indicated ;hat they had~no£;had-'-
any majo; problems wiﬁh male ﬁeers or subordinates though‘they félf‘that
their problems Qere with fémale subérdinates, ﬁot.the maie onés. (égr%‘
dick, 1981:31)

Eight of £he seventeén women héd mentorg, Since mos;\éf‘fhéHWOménv
were "firsts" or "dniys“ in their firms(‘£heir Mentors weré gsuall§f”

males and, in many cases, their bosses. "The women who had mentor
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relationships credited their mentors with encouraging and chailenging
them, as well as lending support for their efforts." (Burdick, 1981:34)

In turn most of tHese women said that they had provided or had
begun to provide mentor relationships for other women in their companiés.
Burdick (1981:34) noted that

Being a role model for women both inside and outside the
" company was described as an awesome responsibility by four women.

One described the history of two women in her company who had

been given substantial responsibility and recognition. She said

that when they left for various reasons, they made success for
other women within the company more difficult. . . . Another
woman mentioned the pressures she felt outside the confines of
work for a successful woman to be active and involved in many
civic and charitable activities. The pressure of being success-
ful could be credited to what two women referred to as leading

the way for other women in general in addition to their own

career goals.

Billings, Montana, was one of the few cities in the state Where
Burdick could identify some women's "networks," in other words, where
women joined together to give each_dther mututal support in their vari-
ous career and personai endeavors. Burdick mentioned two networks in.
Billings: Non Rotary and the Montana Association for Female Executives.
The former was an informal group of women who met for lunch and dis-.
cussed issues, job openings, and served as a support system for their
membetrs. The . latter group was a formal organization which had a mem-
bership list of about 35 Billings women. Thelr purpose was threefold:

1) to effect positive public awareness of the significant and

diverse accomplishments of female executives and to provide

them with a forum for the exchange of ideas, experiences and
goals; :

2) ‘to seek to foster associations among preeminent women to
enable them, both individually and collectively, to exert
their influence; '
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3) and to promote, recognize and advance women into executive
leadership positions in the private and public sectors.
{Burdick, 1981:35)

"Of the women in the-stﬁdy, eight did not belong to any women's
groﬁp for a variety of reasoﬁs such as lack of time oxr lack'of.igtefést.
For some of the women an alternaﬁi&e to networking -on a lérge éroup ‘
basis was networking oh a Qné—to—one level. |

As for advice to those women who‘aspire éo be‘managers, twel?e
women felt tHat gaining a college'degree’w;s impdrtant.  Four of this
group said that education i; technical fields was good; others sugéestea
that accounting and data processing should be pursued. Five,of the.
women did not feel a college degree was absolutely necessary fdr pro4-
motioné to higher positions.

Aftef one's educa;ion haé been cbmpletéd, the women Stressea #ﬁe
- concept that young women should choose the company.the§ want to work fdf
with great care. It was suggested that they.détermine the EOmpany's
philosophy on advancement of women and detérmine the Histéry'of women:
in that business. Some of the woﬁen saia.thét yogﬁé‘wémen ghould pick
compahies with management training‘programs though it was noted that-
most Montana companies did not hire entry-level'manégement.tréinees.
(Burdick, 1981:37) ‘Séme of the women suggested tﬁat the women 1éaVe
the state for béttér opportunities." ‘

There‘Weré varioué opinions.on~what'kiﬁd of learﬁiqg 0pportﬁnities':
thé new graduate shouid purshe. Some said she shouid taken aﬁ.enﬁry;_:'
level jdb and wérk U§ through the‘ranks.iptg‘managérial siotsf_ Ohg
woman felt_tﬁét‘those.Who_took'low—status jobs were:iﬁdicafing'to tﬁéaj

company that they did not rate themselves very highly and thus the
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company would probably not promote them. One woman felt that volunteer
experiences were good learning experiences and a good way to make con-
tacts with people who could help one's career.

Two women felt that women must assess the effect of family commit-
ments on career aspirations, for there may be family-job conflicts that
could develop.

From her study Burdick (1981:43) drew a number of conclusions:

From the information gathered from this group of seventeen
women managers, no single factor emerged as consistently charac-
teristic of these successful women. The data suggested a com- ‘

.pOSlte profile, but there was .a great deal of diversity in age,
marital status, number and ages of children, educational level,
and background characteristics.

Perhaps the most important factor in distinguishing the
managerial experience that emerged was the continuous commit-
ment to career through employment and/or education.

Also from her study she discovered .that the women managers did not
know much about other women in corporate management in Montana. She
(Burdick, 1981:44) indicated that their willingness to cooperate in her

study was a sign that they wanted to know more about themselves and

their colleagues. ' .

Summéry

From this review of the related literature, reasons have been cited
for explaining the occurrence ‘of an increasing number‘of women: entering
the labor force. Since World War II the status of women in the United
States has changed. The proportion of women's lives devoted to child-
rearing has decreased thus giving married women an opportunify to com-
pete with single.womenlfo; jobs in the business world. (Shaeffer,l979:4)

Enrollment of women in colleges has increased since World War II. In
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many cases they were enroiling‘ih b@éiness—related courses, sihée tﬁey
saw a decreése in opportunitiés in the traditidnaliy femaie field 6f
‘teaching. (Shaéffer, 1979:4) There: have beén chéngesrin society in What
have been considered acceptable roles foi men and women so that some‘men
could now becqmes nurses while some women can become corporate execu-
tives. Improved technology has led to a decrease iﬁ the need for jobs
that required a great deai of physicai strength; therefore, new job
opportunities have openéd up for women. (Shaeffer, 1979:5)' Finélly,
there have been economic chgnges in‘the.natibn. "There has beén a shift
in emphasis from goods producing iﬁdugtfies to service providing busi-
nesses,‘which have been a stronghqld-for womep in Fhe work force. In-
flation has made families unsure théﬁ tﬁeir incomés will keep pace with
the rising costs ih.prpducts and‘éervices‘that theyln?ed. A need for a 
Iarger'family_incomelhas, iﬁ mény-cases, forcéd_women fo‘Seek_jobs sut—

Although there has been an increase in women in the jéb fo;ce,
there still has been only a'small number of women in:the United States,
as a whole and Montanain particular that-have éntered the field of
business management. A number of‘writers and researchers ﬁave sug-
gested that there»were-bér?iers that women must"overcome:if they waﬁt
to be managers. The barriers that have been delineated include inappro-
priaté career guidance in high»schd&l; lack of fole models, not enough
practical manageriai éxperience, lack of proper training fDiamond, 1977:
7); lack of.motivaﬁidp, lack of self;coﬁfidence,‘and feér of cfiticism.'
(Stead, ed., 1978:247); businegs schqols‘(BUrke gﬁd Weir, 1577:34—35);

fear of social pressure‘against doing a-man's job, fear of'lpsing
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femininity, fear of not marrying (Jewell, ed.,. 1977:252); fear of suc-
cess (Mednick, ed., 1975:219); the cultural view of men and women
(Green, 1972:41); the "masculine_ethic" in business management (Kanter;'
1977:22-23); and the informal network of middle-management (Hennig and
Jardim, 1978:13)

Business and higher education have responded to these'obstaéles by
developing courses, workshops, and seminars to alert both men and women
as to the problems women have faced and continue to face in business
organizations. Burke and Weir (1977:31) have felt that, if these prob-
‘lems were not dealt with, women would have the "false sense of security
that equal opportunity to professional advancement is simply a case of
getting that final piece of paper, the MBA or BBA degreé;"

- The final portion‘concerned studies done by women about women in
management. The first was Margaret Hennig's national study of twenty-
five women managers. She followed these women from through the various
stages of their lives: childhood, adolescence, college, first career
decade, and career maturity. What Hennig (1977:16) learned from this
study was evident in these comments:

These women all came from unusual family backgrounds and

they first went to work in an unusual decade, the thirties.

They moved'into middle management amid the unusual strains of

World War II. They were able to understand the work effectively |

in a man's world and they were ultimately able to do so with a

sense of self-worth and personal success. We can learn a great

deal from them, not least that the price theéy paid may be too

high for both women and men.

Dorothy Allen's study concerned the "Differences in Perceptions$ of

the Job Role of Business Executives‘Between Male and Female Business

Executives and Female Cbllege Graduates in Business Subjects." Those

surveyed were business executives and female students primarily from the
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San Diego area. From her study,,Allén'(l980:127) had thi; advide‘fof
women: learn to be patient and "be willing to settle for morehéradual
chanQeé than they immediatel§ need."

The final-study was done by Twila Burdick on seventeen Montana

women managers. Her research covered the following topics: -background

charactérisfics of:thé.womén, meh as peetrs and subofdinates,_mentbrs,
the w&meﬁ managers as.mentors,-netWOéking,.and advice to youﬁé wonien
who aspi:éd to be manaéé:s. -From he?lstudy Bﬁfdiék (1981:4§)fdrew,a'
number. of conclﬁsions:

.From the information gathered from this .group of seventeen
women managers, no single factor emerged as consistently charac-
teristic of these successful women. The data suggested a.com-
posite proflle, but. there was a great deal of diversity in age,
marital 'status, number and ages of chlldren, educatlonal level
and background characterlstlcs. .

Perhaps the most‘important factor in distinguishing the -
managerial experience that emerged was the continuous commit=
ment to career through employment and/or education.
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CHAPTER 3
PROCEDURES

The purpose of this study was’tp éetermine whether theré.were’dif%
ferences in the percéftions of women Susiness ménagement students at
Montana Sfate Univeréity, Montana women managergﬂ and Mohtana pgrsonnel
directors as to the skills needed té be .a manager, whether womeﬁ needeé
more training incthesé'skills, and‘the_barriers'that WOmeﬁ méQ facé in
being managefs. Specifically, thé reéearch was EOnductedlfo determine
'whether the responses of thpse queried were dependent on.their membgr—
‘ship or affiliatiop with women business managemgnt students at_Monfaha
State University, Montana women managers, and Montana peréopnel di;eq;‘
tors. The study was conducted duriﬁg the académic,yéar 1982783.

In order to describe the procedures £hat wéfé‘necéssaf§ in conduqt— _
ing this study, tﬂis chapter will be divided up-in the folIOWiﬁg'mahner:
Populatioﬁ Description and Sampling-Proceduré} The Categoriés, Methoa
of Collecting Dgta, Method of Organizing Data, Statisticai Hypdtheges,

Analysis of Data, Precautions:Taken for Accuracy, and Summary.
Population.Descriptibn and Sampling Procedure

The study was centered on three different populations: women busi-
ness management students at Montana State Univérsity, Montana perséhnel
directors, and Montana women maﬁagers.' From‘thgse three distinct popu—

lations, lists of names were generated by obtaihing the assistance of . -
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the School of Business at Montana State University,.the-Montana divisiqﬁ
of the American Society of Personnel Administratioh (ASPA), and The
Montana Federation-of Business and Professional Women's Clubs (BPW).

The School of Business (n.p.,n.d.), in its- pamphlet on the curricu-
lum for business management students, has_described the experiences the
future managers have encountered in the classroom:

To keep pace with the growing scale and complexity of modern
business, a student must be familiar with the problems and pro-
cedures involved 1n organizing, planning, directing and control-
ling the activities of a business enterprise. Students in manage-
ment are introduced to the structural design of the business
organization, the human factor of bu51ness, principles of leader—
sh1p and the requ1rements of measuring and controlllng.

Course work includes personnel admlnlstratlon, problems in
personnel pollcy, advanced management and organization theory,
‘business systems development and design, analysis of business
decisions and policy, and bu51ness research methods and tech-=
niques.

Of the students enrolled in .the above program, information  from the -
Registrar'sIOffice'indicated that 37% of the'fall regisﬁrants'majoring
in the program were women. These women, along with their male counter-
parts, were being prepared to. fill managerial jobs in business, indus- .
try, and government.

The Montana Federation of Business  and Pfofessional Women'ezclubs
(BPW) is cemposed of womén in business and prdfeSSiohal occupations in
various communities around .the state. Because their membership is
from a variety of businesses and professions,>thiS»group was more repre-—
sentative in its membership of women in management in the various busi-
nesses and industries of Montana than groups composed solely of women in

real estate or in banking or in some other specific business or industry.

The women of the BPW have joined together "to elevate the standarde of’
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women in business and professions, to promote the interests of women,
and to extend opportunities to women through education in industrial,

scientific, and vocational activities." (Smith, 1981:27)

A description: of tthe type of individuals belonging to the American.

Society of Personnel.Admihistration (ASPA) was found‘in.its-aCCredita;
tion standards (n.d.:12): |
Personnel accreditation is available to individuals who

demonstrate comprehension of a validated, common body of knowl-'
edge as defined by the ASPA Accreditation Institute. Accredita-
tion is based on a combination of education and work experience,
work references, present responsibilities and the successful
completion of written examinationsi '

Through the use of the memberéhip }ists of BPW and ASPA, thg-réQ
searcher was able to determine which members of each érbup Qorked in
-private industry. Because of £he small numbers of individuals in'béth
groups, thé researcher decided to survey all thqée who.had been identij.
fied as women managers and personnel administrators in the private busi-
ness sector. This meaﬁt that 35 personnel directors. and 146 women‘ﬁana—
gers were ghosen.

From the personnel directors and women managers selected and con-
'tacted through the use of the survey instrﬁment, 23 valid respohses from
the personnel directors and 91 valid responses from the women managers
were used by the researcher. From the demographic inférmation obtained
from the‘instfument, the largest number of each group had been in their
current positions from 0-5 years. Most of the women managers &ere in
businesses that were self—operated or employed up to ten people. The

personnel managers were all in businesses that employed over 50 em-

ployees.
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Sixty women business management majors (i.e.,vall'who-wére in the
third, fourth, or fifth years of their programs),”were contacted. From

that number the valid responses of 53:were‘used in the study.’
The_CategQries

From ﬁhe re&iew of‘the'liferature the foliowing managerial skilis
were selectéd‘for inclusion.in the instrument: decision-making, biag-
. ning, céordinatiﬁq, d;legatiﬁg,'and eyaiuatiﬁg (Stewart, 1978:xiii-x§);‘
communicécting and‘aCCOUnting (Diamondy 1977:8); risk;taking, (A;len,
1980:116); objectivity ané competing (Péters et éi.; 1974;43);.,A:re§iew-
~of the li;eréture also showed researcﬁers‘-ihterests'in the‘poténﬁiai‘
bérriers that‘wéfe ihéluded in the sdrvey; 'pregnéncy, fémininity,
child—raising,-ambition, emotional make-up of woﬁen, and aséertivenesst-
L(Péters et al., 1974:45-43)} the.informal ﬁetwér# of-middle—managemenﬁ
(Hennig and Jardim, 1977:13) career-mindedness, competeﬂée} éhd'prbmo—
tion (Stead, ed., 1978:271—273); confidenée,‘inschfe malé éuperiors,
méfriage, and the first woman in an querdlevel ménagement positioﬁ:v
‘(Hull, 1982:29); mentors (D;amond, l977$7); the malefdominated'bgsinéés‘
world CKanter, 1977:22-23); Horner's feelings oﬁ women(S‘féar of sﬁccess
(Mednick, ed., 1975:219);.and deadQendnjbbs (Rhea, 1930%313);
' Methéd ;f‘Collécting Data<
To qollect'the-data’a survey instrument was deQeloped}by the re-
searcher and mailed to the potential fespondents, The impdrtance Qf a
.susey-insﬁrumenF as a data collecting mgthod:was étated by Léédy (1980;

..99):
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Data sometimes lie buried deep within the minds or within
the attitudes, feelings, or reactions of men and women. Like
0il beneath the sea, the first problém is to devise a tool to -
probe below the surface. A commonplace instrument for observ- .
ing data beyond the physical reach of the observer is the ques-
tionnaire. The questionnaire may be sent to human beings who.

are thousands of miles away and whom the researche¥ may never

see.

In constructing an instrﬁment,'Leedy (1980:100-101) 1listed a hum-.

of considerations that should be addressed by the researcher:

1. Be courteous. A request bedinning, 'Would you please check'
. . . 0il the wheels of cooperation and enhance your chances
of having your questionnaire receive more kindly attention

2. Simplify. Make the instrument as siméle to read as possible.

3. Think of the other fellow. (Leedy stated that the questionnaire
should not be too long, it should be neatly typed, and there
should be return postage and an addressed envelope to send the
completed gquestionnaire back to the researcher.)

4. Concentrate on the universal . . . address general problems
and ideas rather than . . . purely personal matters.

5. Make it brief. The questionnaire should be as brief as pos-.
sible and should solicit only those data essential to the
research project.

6. Check for consistency. In questionnaires dealing with debat-—
able or opinion sensitive issues.-or in situations where you
may suspect that the responder may give answers that are
deemed prudent in certain cases, rather than what represents
the candid truth, you.may-wish‘to_incorpdrate a counter
check question into your list of questions at some distance
from the first question. ‘ S

In constructing the instrument the response mode was a summated

rating scale: strongly agree, agree, disag:eé, and strongly disagree.

Isaac (1979:100) has stated the "main advantage_of a summated scale

lies in the greater variance obtained. The disadvantage, as with all

scales, is the vulnerability of this variance to biasing response. sets

(e.g., fhe over~rater or the under rater . . . ).
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Before the survey was distributed, it was given to three women
managers in Bozeman and two business management professors at Montana
State University to determine its face validity. Isaac (1979:82) has
defined face validity:

5 .

The term 'face validity' often is used to indicate whethér
the instrument, on the face of it, appears to measure what it
claims to measure. Will persons making use of this instrument,
accept it as a valid measure in the everyday sense of the word?

From the responses of these individuals, certain chaﬁges were made in
the instrument to improve its face validity.

Then a pilot-study employing the test-retest method'was cpnduéted
to determine the instrument's reliability, that is, its consistency in
measuring what it medsures from one time to another. Isaac (1979:89) -
has said that two successive measurements can be obtained by “rétesting“
an individual with the identical test." Isaac (1979:87) also offered
this caution about the retesting method:

Coefficient of Stability ("'test-retest'"): correlation be-

tween two successive measurements with the same test. Critical

problem: optimizing the delay between the two administrations.

to offset a spuriously high effect due to the change in the
make-up of the subject, if too long. ‘

To degl with the‘problem posed by Isaéc, the reséafcher'sent out
the first copy of the survey instrument‘apd theh Waited three.@ééks.be—
fore sending fhe‘second copy. The instrument was sent to nihé people:
three women buéiness managementimajors at.Mbntgna Stateé University, . |
three women managers‘who were members of Bfw, and three Montana person%
nel administrators who‘were members of ASPA. The pilot—sﬁﬁay'and'cover"

letters appear in Appendix A.
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Once the 18 instruments were collected,'A Pearson product-moment

Correlation was applied on an item-by-item basis on the surVey instru-

ment. However, a lack of variability in the scores did not provide an

accurate coefficient. 'Thus, the researcher determined one for the total

scores for each test using the Pearson, which did provide enough varia-

bility to obtain an .89 or 89% coefficient of reliability.

ity

Levitt (1961:125) haé explained why the Pearson r is used:

A correlational study is designed to estimate the relation~
ship between two or more variables in a particular population,
or to determine whether there is any relationship at all. The
experimental data are most often in the form of two continuous
distributions, and the most efficient technique of correla-
tional analysis is the Pearson product-moment coefficient, r.

Levitt (1961:58) also discussed the problem with lack of variabil-
in scores:

The magnitude of a reliability coefficient depends partly
on the variability in ‘the distribution of scores upon which it
is based. All other things being equal, greater variability
makes for a higher rjj;. Since the variability in a small
sample is less than in ‘a larger one, the former w1ll tend to
furnish spurlously low reliability estlmates. :

Levitt (1961:58) discussed what should be considered an acceptable

coefficient of reliability:

Apart from all.other factors, acceptable reliability coef-
ficients are at least .60. A measure which is intended for
clinical prediction requires higher reliability than one which
is used to distinguish among groups. Most objective instruments
used for individual prediction have reliability coefficients of
.85 or higher. ... . Coefficients ranging from .60 to .70 are
perfectly acceptable if the investigator is interested only in
group data.

With this latter consideration in mind, the coefficient of relia-

bility for the instruments was acceptable at .89.
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The final version.of the instrument and an_accompanying cover let-
ter are in Appendix B. | .

There were two marlings of the survey: one'on April 16,.1983,.aﬁd,
one on May 16, 1983. Both mailinée included a stamped, self-addressed
envelope ror returning the instrument. For the second ﬁailing the sur--
vey was only sentfto those who had not returned the first quesrionaaire.‘
Determining who had or had not returned the first instrument was estab-
lished by a code the researcher.had placed on the‘first survey‘instru4.
ment. |

The researcher wanted to obtain at leaet‘a 70% overall return on
the instrument,and‘redeived a 72% response. The percentage of return
by strata was 86% response from the Montana State'Universéty ﬁbmen busi—

ness management majors, 66% from the BPW, and a 65% respohse,from ASPA.
Method of Organizing Data_

: The data collected through the instrument was organized in ‘contin-
gency tables, since Chi Sqﬁare Test of Independehce was the sfatistical
tool used for analyzing the data. Fergusoa (l§76:i95)3has said_of.eon—
tingency tables:

In tests of independence two variables are involved. These
are usually nominal variables. The question arises as to whether -
the two variables are independent of ‘each other. The data are
arranged in the form of a .table called a contingency table. Con-
tlngency tables may be composed of any number of rows; R, and
numbers of columns, C. :

The tables compared the responsee of the women business'management
students, personnei directors, and women managers to help illustrate_
whether or not their responses were independent or dependent on their

group affiliation.
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Statistical Hypotheses

Important Managerial Skills:

1.

Ho:

Hl:

Ho:

Hl:

Ho:

The perception that managers must be able to communicate with. .-

superiors, peers, and subordinates is independent of group’

affiliation, i.e., whether one is a woman business management ,

student at Montane-State Uni?ersity, a Montana persbnnel direc-
tor, or a Montana Wwoman manager.

The perception  that managers‘must be able to communicate with
euperiors, peers, and Suboréinates is dependent on group
aftiliétion, i.e., whether one is a woman business management

student at Montdna State University, a Montana persomnnel direc-

.tor, or a Montana woman manager.

The perception that manégers mnst have an accounting backgfound
in order to manage is independent of group affiliation, i.e;;
whethei one is a woman business management etudent at Montana
State Univetsity, a Montana‘pefsennel director, Or a Montana
woman managerT

The perception that-managers must have en‘accounting background
in order.to manaée ie dependent on group affiliatien; i;e.,
whether.one:is a woman business management student at Montana
State‘University, a ‘Montana personnel director, or a Montana
woman managei. |

The perception that managere must have decision-making skills.
is independent of group affiliation, i:e., whether one is a
woman business management student at Montana State University;

a Montana personnel director, or a Montana woman manager.




Hl:

_HO:

Hl:

Ho:

Hl:
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The percepeion that managers nust have decision-making skills

is dependent on group affiliation, i.e.,-whether one is a woman
business management student ae Montana State ﬁniyersity, a Mon-
tana personnel director, ef’a Montana woman meneger.

The perception.that'managers must exhibit plenning skills such
as establisning goals and censtFUCtin§>implementation strateéies
is independent of group affiliafion, i.e., Whetner'one is a
woman business management_student.at Montana State University,

a Montana'personnel‘director,.er a Montana woman manager.

The perception that managers must exhibit planning skills such
as establiehing‘goals-and eonstrucfing implementation eerategies
is dependent -on grotp affiliaeien;‘i;e., whether one is a bﬁsi-
ness management student at Monféna State,Universify, a Montana'

personnel director, or a Montana woman manager. -

i

The percéption that managersumxstbe'able to eoerdinate the fnne—
tions of various organizational units within the company so that.
they fulfill the goals of the businees is indepeﬁdent of éroqp
affiliatiorm, ife., whether one is a woman business manegement'
student at Moneana State University,_e-Montana personnel direc—
tor, or a Montana woman manager. |

The percepfion thae managers must be able to coordinate the. -
funcfione of‘various‘organizational units within theZCOmpany‘so‘
that they fulfill the‘goals‘ef the business is dependent on

group affiliation, i.e., whether one is a woman management stu-.

dent at Montana State University, a Montana personnel director,

or a Montana woman manager.




6.

Ho:

Hl:

Ho:

Hl:

HO:
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The perception that managers must delegate.duties aﬁd-responei;\
bilities to quaiified subordinetes is‘independent of groué
affiliation, i.e., whether one is e women business management

student at Montana State University, a Montana personnel direc~

tor, or a Montana woman manager.

The perception that managers must delegate duties and responsi-
bilities to qualified subordinates is dependent on group affil-
iation, i.e., whether one is a woman business mahagement student

at Montana State University, a Montana personnel'direcfor, or a-

. Montana woman manager.

The perception that managers must determine if the ether.emf
ployees are fuﬁctioning at the .level demanded by ehe organiza-
tion is independent ef group affiliation, i.e., whether one is
a woman businees management student at Montana State Universi#y,
a Montana personnel direetor, or a Montana woman manager.

The perception that manaéers must determine if the ofher‘em-
plo?ees are functioning afxthe level demanded by the orgapiza—
tion is dependent on -group affi;iation,'i.e.f whethe;.oee is‘a
woman busihess management student at Montana State Univefsiey,

a Monténa'persennel director, or a Mentena‘woman manager .

The pe;ception that manegers must demonstrate objeetivity in
evaluating business situations ie independent 6f'group affilié-
tion, i.e., whether one is a wqmaﬁ busiﬁess management student
at Monfana State University,la‘ﬂontane pekeonnel'digector, oria-

Montana woman manager.




Hl:
9. Ho:
Hl:
10. Ho:
Hl:
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The perception that managers must‘demonsfrate'objectivity in
evaluating business sitgations is dependeht on'gropé affilia-
tion, i.e., wﬁether one is a woman business management student,
a Montana personnel disector,lor a Montana, womas maﬁager.
The perceétion_that ménaéers must be risk-takers in certain -
business situati%ys is independent of groﬁp affiliation( i.e,;
whether one is ;uwoman businéss managément student at‘Montana'

State University, a Montana personnel director, or a Monténa

woman manager.

The perception that managers must be risk-takers in certain-

business situations is dependest pﬁ group affiliation, i;e,,‘
whether one is a woman business management student at Montana
State University, a Montané personnel director} or a Montans
woman manager.

The perceptidh that managers mﬁst be competitive in the business
world; 1f they wish to be promoted, is independent of group
affiliation,.i.e., whether one is a.woman bhsiness management
student at Montana State UniQersity, a Montana personnel direc-
tor, or a Montana woman manager.

The perception that managers must be competitive in the business

world, if they wish to be promoted, is dependent on group affil-

iation, i.e., whether one is a woman business mandgement student -
at Montana State University, a Montana personnel director, or a

Montana -woman manager.
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Women and Training:

11l. Ho:

12.

13.

Hl:

Ho:

H1

Ho:

The pérception that women as managers need more training in com-
municating with sﬁperiors, peers, and subordinates iﬁ business
situations is independent qf groﬁp affiliatioh, i.e., whether_
one 1is a woman business managemént student at Montana State-
Univeréity, a Moﬁtana‘personnel director, or a Montana woman

The perceptidn that women as managers-need more training'in
communicating with superiors} peers; and subofdinates in busi-
neés éituations is deéegdent on group affiliaton, i.e., whethér
one is é woman business managemen; student at Montana Sfaté
University, a Montana pérsonhei director, or a Montana woman
managef.

The pefception that women as managers need more.training in
aécéunting is inéependent of group affiliation, i.e., whether
one 1is a woman business management studentlat‘Montana State
University, a Montana personnel diréétor, or a Montana woman
manager .

The pefception that women as managers need mére training in
accounting .is dependent on group aff;iiation, i.e., whether

one is.a woman business management student at Montana State

University, a Montana personnel director, or a Montana woman

' manager.

The perception that women as managers need more training in .
decision-making skills is independent of grdup affiliation,

i.e., whether one is a woman business management student at




N
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Hl:

14. Ho:-

Hl:

_15. Ho:

‘Montana woman manager.

62

Montana State University, a Montana personnel director, or' a

The“pe;ception that women a§'manaéeré need more t#aining in
decisionfmaking skills'is depeﬁden£ on'group éffiliéfion, i;e.,
whether one ié é‘woman business managemeﬁt étudent-éf Montana
éta;e University, a Montana personnel'd;rectof; or a Montapa‘

woman manager.

i

‘The perception that women as managers need more training in

planning skills such as establishing goalé and conétructing- .

implementation strategies is independent of group affiliation,

i.e., whether one is a.woman business management student at

Monﬁéna State UniVersityf a:Monfana pgrsbnne; dire;tOr,‘or a
Montana.womén manaéer.

Thé percépﬁidn that women as:madagers.peéd more traininé in'
pignning skills such as establishiné goals and constructiﬁgg
implementation strategies is dépendent on group affiliation,
i.é., Whgther one is a woman:businéss ménaéement student at

Montana State University, a'Montana-personnel'director, or a

"Montana woman manager. . ] o . B
‘The perceptioh that women as managers need more training in

-'cerdinating the functions of various‘brganizatidnal units

within the company so that they can fulfill the goals of the’

business is independent of group affiliatioﬁ, i.e.., whether

_one is a woman business management student at Montana State

University, a Montana personnel director, or a Montana woman

manager.
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Hl: The perception that WOmeh as ménagers need more tréininé_ih

coordinating the functions of va?ious organiéatignal units

within the company so thét they can‘fuifill‘£he géa;s gg thé
business is dépendent qn groﬁp affiliation, i.é.,.whe£her éne:

is a woman busiﬁéss managemént student at Montané S£ate Univer-

éity,_a-Moﬁtané persoﬁnel'director,_or a Montana'wdman ménagér.: 

16. Ho: .The perceptién that women as éanagefs ﬂeedl@ore training in
delegatiﬁé duties and fesponSibilitié; to qualified.éubofqinates
is indépendent,of grbup affiliation, i.e., whether one is 54
wgman'busineés maﬁagemént_studeﬂt at Mon£ana State University!

é Montana personnel directok, qr a Montana Qoman mgnagérh .

Hl: The pérception tﬂat women . as managers:need_moré_tréining in
delegating,duties'and responsibilitiés to-qﬁalified.subordihateé
is dependent oh group affiliation, i.e., whether one is a woman
business ﬁanaéement studen£ at Montana Sféte”University, a
Montaha‘personpel-director,_or d Montana woman manager.

17. Ho: The perception that women-as managers néed more traininé-in
determining if.the other employees are fﬁnctioning‘at the‘lévei
demandéd by. the prganiza;ibn is independent of grouﬁ affilia-
tion, i.e., whether one i; a woman buéiness management étudent
aﬁ Montana Staté Univefsity, a Montana pérsonﬁel directo;;:or
a.Monténé wo%an manager,.

Hl: The-percéption that Qomen aé manage;s‘need mofq training in
aeéerminiﬁg‘if the other.employges are funétioniqjlat the ievel' “
.demanded by the. organization .is dependent on group affiliation, -

‘i.e., whether one is a woman business management student at . -~ - .0 ..




18. Ho:

Hl:

19. Ho:

Hl:

20. Ho:
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Montana State Uni&ersity;.a Montana personnel director, oi a
Montana woman manager. |
The perception that women as managers need more traininé_in

demonstrating objectivity in evaluating business situations is

independent of group‘affiliation, i.e., Whether one is a woman

business management student at Montana State University a Mon-

tana personnel director, or a Montana woman manager.

The perception that women as managers need more training in

demonstrating objectivity in evaluating business situations is

dependent on group affiliation, i.e., whéther one is a woman

business manégemeht stﬁdent at Montana Stéte‘Univeréity; a Mon-
tana personnel director, or a Montana woman manager.

The perception that women as managers need more training ip
risk-taking in certain business situations is independent of
group affiliation, i.e., whether one is a woman business man-
;gement étudént at Montang State University, a MOntana‘pérson—
nel directqr, or. a Montana woman managér.

The percgption that women as managers need more training in -
risk-taking in certain business situations_is dependent on
group affiliation, i;e., whether one is a woman bﬁsiness ﬁan-
agement student at Montana State Universiﬁy, a Montana pérson—
nel director, or a Montana womén manager.

The perception that women as managers need more training in

being competitive in the business world, if they wish to be

promoted, is independent of group affiliation, i.e., whether .

one .is-a womah business management student at Montana State
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University, a Montana personnel direétor, or e_Montana‘woman
manager.

Hl: The perception tﬁat women as managers need mQreItraining_in
being,cempetitive in the business world, it they wish tq be.
promoted, is dependent oﬂ.group affiliation, i.e., whether one
is a weman bqsipess management stuaent at Montaha'State:Univer— -"N'“‘-U

v . : . ’
sityr a Montana personnél director('or_a Montana Woman-manager,

Barriers:

21. Ho: _The perception that the poésibility of pregnancy makes~womeﬁ
less desirable than‘men‘to be managers is inéepepdent of group
affilietion, i.e;, whether one is a weman business management
‘student at Montana State University, a Montana'persbnnel direc=
tor, or a Montanarwoman manager.

Hl: The pereeptibn that the possibility,of‘pregnancy makes Qemen:
less desirable than‘men to be managere is dependeht on.group'
affiliation,.i}e.,‘whether one is a woman busineseimenagemeet
student at Montana State UniverSity, a Monténa persopnei direc-
tor, or a Montana_woman manager. ' ' ‘ o o ‘_ 1 uiﬁﬁ

22. Ho: The perceptioh that to be successful mapagers woﬁeh have.to

| -sacrifice some'of their femihinity‘ie‘independent'ot éretp
effiliation,;i.e.,‘whether:ene.is‘a woman business management “:

student at Montana State_University,‘e‘Montana personhel‘direej“ fl'_s

tor, or a Montaha woman manager.
Hl: The perception that to be successful ‘managers women have to .

sacrifice some of their‘femininity is dependent on greupe




23. Ho:

Hl:

24. Ho:

Hl:

25. Ho:
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affiliation, i.e., whether one is a wom;n‘business managéﬁent
stuaent at Montana State qniversity; a Montana personnel-difec-'
tor,-or a Montana woman manager;
The perception that.wémen cannot give their child;en'théhatten-
tion they need and be a compétent'manager at the same timé.ié
independent of gfoup affiliation,‘i.e;, whether one is a woman’
business managemeht'student‘at Moﬁtana State‘Univeréity; a Moﬁ-
tana-pefsonnel director, or a Montana meah managei.:

The perception that women cannot give their children the atten-

.tion they need and be a competent manager at the same time is

dependent on group affiliation, i.e., wheﬁher one‘is a woman
business management student at Montana State University,.a Mon-
tana personnel directof, or a Montana woman manager. '

The perception that women are not ambitioﬁs enougﬁ to be suc-
cessful in the business world.is independeﬁt of group affilia-
tion; i.e., whether one is a woman business management student
ét Montana State Uﬁiversity, a Montana pérsonnel.director; orA
a Montané woman manager.

The perception.that women are not ambi£ioﬁs énough to‘be éﬁéQ-
cessful in the buginess world is erendeﬁt on group‘affilié-

tion, i.e., whether one is a woman business management student

‘at Montana“ State University, a-Montana personnel director, or

a Montana woman manager.

The perception that women cannot be assertive in business situ-

.ations without being considered overbearing and unfeminine is

indebendent of group affiliation, i.é., whether one is a woman




Hl:
26. Ho:
Hl:
27. Ho:
Hl:
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5usiness management student at Monténa State University, a
Montana peréonnel directbr( or a*Mpntana woman maqagef.
The percéption‘that women cannot.bé assertive in business-situ—
atiohs without being considered ove#bearing‘and'unfeminine is
dependent'on grbup affiliation, i.e., whefher one'is a woman

business management student ét Montana.State~University, a
Montana pérsonﬁél director, or a Méntapa woman manager.

The perception that women lack cénfidence in themselves which'
is needed to be compe£ent ménagers-is.independent of Qroup
affiliation, i.e., whether one is a woman Busineés managemeﬁt.
st;dent at Moﬁtana State Uniyérsity; a Montana persbhnei
director, or a Montana woman manaéerﬁ |

The pefcep£iqn that women lack confidence in themselves thch
is needed to be compeﬁent manageﬁs is depeﬁdéht on group affii;
iation,‘i.é., whether one is a'Woman buéiness mahagément stu-
dent'at Montapa State’University, a Montaﬁa perSOnnel direqtéf,
or a Montana woman manager.

The perception that women without mgntors br role models, malée
or female, will find’it.hérd to be promoted up the ranks éf_
management iéindepéndent of'group'affiiiation, i.e., whether
one is a WOﬁan business management student aéiMontana State
University, a,Monténa bersoqnel director, tha Montana woman
mahager.

The perceptién that women withoﬁt mentors or réle‘ﬁodels, male
or female, will find it hard to be‘promotea ub'the-rénks of -

management is. dependent on group affiliation,'i;e., whether
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one is a woman business mahagement'étudent at Montana State
University, a.Montana personnel director, or a Montana woman
manager. |

28. Ho: The peréeption that it is very difficu%t for women to achieve’
success, i.e., be promoted, in the male-dominated bﬁsinéss
world is ihdépendent of group‘éffiliaton, ife;,vwhether one is
a womanibusiné;s management student at Moht$ﬁa State Univer—
sity, é Montana.persoﬁnel diréctor, or d Moﬁtaha‘woman manaéerf

Hl: The perception that it is very diffiéult fbr women to aehieve

success, i.e., be promoted, in the malé—dominated business
world'is dependeﬁt on group éffiliation; i.é., whether one is
a woman business management student’at Montana étate Univer-
sity, a Montana personnel direcgor; or a Moﬁtana woman manager;

29. ﬁo: The perception that women fear success agg?nst_a maie competi-
tor in the‘bﬁsineS;'Worla because it Wiil‘make them appear to
be less fémiﬂine and 'popular iS'independeﬁt of group affilia-
tion, i.e., whether éne is a woman business ﬁanagement studént
ag Montana State University, a Montana persénnel director, or
a Montana womah managér.

H1

The perception that women fear.success agéinst a male competi-
tor in £he‘business world because it will make them appear to-
be less feminine and popular is.dependgnt on group affilia—f
tion, i.é., wHether'one is a woman busineés managemént studentl
.at Montana State ﬁniversity,.a Montana pérSdnnel directof, or-:

a Montana woman manager.
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The perception that'meen.are unsure of -how to break into the

informal network of midale—management which has been created

- by men is independent of group affiliation, i.e., whether one

30. Ho:
. Hl:
31. Ho:
Hl:

32. Ho:

1s a woman business management student at Montana Staté Univer-
sity, a Montana personnel direc;Or; or a Mpntaﬁa:wpman‘manégéf._
The perceptiqn Ehat women are unsure of how to brgak iﬂto the
informai network of middlefménagémenﬁ‘whiCh has been created.
by men is dépépaent:on gréﬁb,éffiliétibﬁ, i.e., Whetﬁéf‘oné ié
é Qoman business‘management student at Montana State Uni?er—
sity, a Montana persdnnelﬁdifeétor, or a Montana woman manager.

The perception that women cannot pursue managerial careers and’

‘marriages without giving up one or the other is independenﬁ‘ .

of group affiliationh i;e., Qﬁefher one ié é woman business
manageﬁent stﬁdent at Monténasstaté University,-a'Monténa per-
sonnel aireCtor, or a Montaﬁa woman ménéger.
fhe'perception\that women éannét pursue managerial careérs and'
ﬁarriages withput giving ﬁp_qﬁe or thé-other,is dependeﬁt on

group affiliation, i.e., whether one is a woman business man-

agement student at Montana State University, a-Montana per-

sonnel director, or a Montana woman manager.

The perception that being‘ﬁarried,prevents women from having

‘the mobility that may be needed if they are to rise through the

corporéte ranks to upper-level management positions is inde-

'pendent of group affiliation, i.e., whether one is a woman busi-

ness management student at Montana State.University, a Montana

personnel director, or a Montana woman manager.’
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H1:
33. Ho:
H;:
34. Ho-:
.Hl:
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The percéption that 5eing married prevents women from_haying'
the mobility that may bé needed if they are to rige throuéh'the
cofporate ranks .to upper—leyel management positions is de-
pendent 6n group affiliation, i.e., whetﬁer oﬁe ié a woman
business management student.at Montana‘State University, a
Montana persohnel director, or a Montana woman manager.
The perception that aggressive women may intimidate their‘male
superiors is_indépendent of group affiiiation, i.e., Qﬁether
one is é woman business managemeﬁt sﬁudent at Montana Sfate
University, a.Montana personnel'director,.of é Montana WOméq
manager.
The perceptibn‘that aggréssive women may intimidaté.their méle
superioré is dependent on group affiliation, i.ée., whether one:
is a woman businéss management student at Montana State UnivefQ
sity, a.Montana personnel director, or a Montana .woman mangger;
The perception that the first woman placed in uﬁper-level man-
agement may ‘find it difficuit to cope with the fact‘that ghe'is

the only female is independent of groﬁp affiliation, i.e.,

“whether one is a woman business management student-at Montana

State University, a Montana personnel .director, or a Moﬁtana
woman manager. |

The perception that the first woman placgd in upper-level man-
agemeﬂt may find it difficult fo cope with the fgct,ﬁhat:she
is thg~0nly female is dependent on group affiliation, i.e.,

whether one is .a woman business management student at Montana
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State University, a Montana personnel director, or a Montana
woman manager.

The perception that the emotional make;up of women is detri-

mental to their careers as managers 1s independent of group

aff}liation, i.e., whether one is a woman business management

student at Montana State University, a'Montana personnel direc- -

tor, or a Montana woman manager.

The perception that the emotional make~up of women is detri-

mental to their careers as managers is dependent on group

~affiliation, i.e., whether one is a woman business management'

student at Montana State Univérsity, a Montana pgrsonnel-direé—
tor, or a Montana woman manager;

The perception tﬁat women must realiée that they-musﬁ be more
competent than men and wait longer than men in ordervto be ‘pro-
moted_is indepenaent of gréup affiliation, i.e., Whether one’

is a woman bﬁsiness maﬁagement stuaent.at Montana State.Univer-
sity, a Montana personﬁel'director, ér a Montana  woman manageﬁ.
The percepfion that women must realize that they muét be more
competent than men and wait lénger thén men in order to'Be pro-
moted is dependent on Qroup affiliation, i.e;, whether éne.is

a woman business management student af Montana State'UniVerSitx
a Montana'perébnnel director, or a Montana woman manager.

The perception that women muét convince theméelves and those
around them that they are tareér-minded in ofder to be taken
seripusly as candidates for managef;al‘éositions is,@ndependent

of group affiliation, i.é.{ whether one is a woman business
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management student at Montana State University, a Montana per-

sonnel directoxr, or a Montana woman manager.

H1

The pgrceptiqn that‘women must convince themselveé‘and thbse'
aroupd them that they aré career-minded in order to be takeﬁ
se;iously-aércandidates for managerial positions:' is dependent
-on group affiliation, 1.é.,'whether one is a woman bﬁsineSS
management student at Montana State University, a Mpntana_per—v

_sonnei director,‘or a Montana woman mandger.

38. Ho: The perception'that being married'and raising a famiiy prevent
women from having the mobility that may be needed if they are
to rise.throuéh the corporate ranks to upper4leve1.maﬁagemeﬁt
pOsi;ions isvindependent of grbup affiliation, i.é;,.whethef
bne is a woman businesslmanagement student a£‘Montana‘Sta£e
-ﬂnivérsity, a:Montana pe?sonnél direcfor, or a Montana woman

' manager..
Hl: The perception that being married and raising a family prevent
women from héving the‘mobility thati may be needed if they are
to rise thréugh thé corporate ranks to upper-level management
'positiéns is dependent on group affiliation, i.e., whether one
is a woman business management student at Montana State Univer—'
sity; a Montana personnel director, or a Montana woman manage;,
39. Ho: The pgrception that in order to be'mapagers women must thinkh

and act like men, since the business world has been shaped by.

men is independent of group affiliation, ‘i.e., whether one is
a woman business management student at Montana State University,-

a Montana personnel director, or a Montana woman manager.
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The perception that inlorder to be managers women”must think -
and act like men, since the business world hés been shapéd,ﬁy"

men 1s dependent on group affiliation, i.e., whether one is a -

" woman business management. student at Montana State University,

a Montana personnel director, or a Montana woman manager.

The perception that wo?en‘in managerial positions tend to be . -

. placed in dead-end jobs with low sdlaries 1is independeht of

Hl1l:

_40. Ho:
| Hl:
4lf Ho:
Hl:

42. Ho:

group affiliation, i.e., whether one is a woman business man-

‘agement student at Montana State Univefsity, a Montana perﬁn

sonnel director, -or a Montana woman manager.

The pérception.that women in managerial positions.tend to be‘ 7
- . .

- placed in dead-end jobs with low salaries is .dependent on

3 N ‘ Yo . o ]
group affiliation, i.e., whether one is a woman business mar—

agement student .at Montana State University, a Mohtana'per—

sonnel director,,or a Montana woman manager.

The perceptions of those women businesé management students .

with a prior business baékgrbund and those women students with-

w © .

out that background concerning the ten management skills_aré

independent of their group affiliation,

The perceptions of those women'business ranagement studehts‘

with a prior business background and thosé women students with-
out that background concerning.the ten_managemeht skKills, are

dependent on their group affiliation.
.The perceptions of those women business management students

" with a prior.bﬁsiness background and those women students with- -

out that background coﬁcexning the need for more fraining ihg,“ ',
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with  managerial éxperience and those women business management

_The perceptions of those women business management students .
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the -ten managerial skills are -independent of their gfoﬁp B

affiliation..

The perceptions of,those women business manageﬁenﬁ students

wi;ﬁ a‘briorﬁbusineés.baékgrouhd and_thoée_womeﬁ studenté.ﬁitﬁ4:
Qut‘;hat'background_conce;ningwtﬁg need for.more‘tfainiﬁg_iﬁ
the ten maﬂagerial skills aré:dependeht on their:group

tion. |

The perceptions of those women business mahagement students

- with a prior business background and those women students with=

out that background concérning the twenty barriers that may

face. women in management are indepehdent of group‘affiliation.-.f

The perceptions of those women busirness management'students_f.‘

with a prior business backgfound-and those: women students with— .

out that backgfbund conCerniﬁg'the twénty barriérs.fhaé may”-:
face women inimanagement afe dependent on éroup‘éféiliation{'.--'
Thé percéptiohs of those women business managgmenf épgdents

Witﬁ managerial experiénce and éhose'women businésé‘maﬁageﬁént
students withopt that expérienqe concéfhing the ten-@anagehent

skills are independent of group affiliation.

The perceptions of those women business maqagement students

] . -

students without that experience concerning the ten managément:”‘

skills are‘dependent‘én‘group affiliation.

with managerial experience and those women business management . . -
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students-without that experience_concerning the need for more
training in the ten management skills are iﬁdependentiof group
affiliation.
The perceptions_of those women business'management studénts
with managerial experieqce and those women business ﬁanagement
students wifhdu#-tﬁaf expefienbe concerning the need for more .
training in the ten managémént Skiils are dependent on gfoup
affiliation.
The perceptions of those women businéss management students.
with manaéérial experience and tﬂose women busineés management
students without that exéerience concefning‘the twenty barriers:
that.may face women in mahagémént are independent of group
affiliation.

The perceptions-of those women businéss management students

" with managerial experience. and those women business management

students without that experience concerning the twenty barriers .
that may face women in management are dependent on group

affiliation.

The. perceptions of the male and female persohnel directors con-
cerning the ten management'skills is independent of group

affiliation.

The perceptions of the male and female personnel directors con-

cerning the ten management skills is dependent on group affil-

iation.
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The perceétions of thg male'aﬁd female personnel diréqt@rs aé h
to'whether‘woﬁén need moré‘traihing in the ten manégement
skills are indepéndent of gréupvaff?liation.' . |

The perceptions of the male and female personnel directors as

to whether women need more training in the ten management

skills are dependent on group affiliation.

The perceptions of. the male énd female persqnhel directors as

to the ‘twenty barriers that may face women in management are

independent_of group‘affiliaﬁion.

The perceptions of the male and female personnel directoré as

to the twenty barriers that may face women in managemenﬁ are

dependent on group affiliation.

The perceptions concerning the future of -women in'management;

in the next five to ten years are independent of group affilia-

tion, i.e., whether one is a woman business management student.

at Montana State‘University,ja'Mpnfana'pefsonnel'dirgctor( or
a Montana woman manaéér.

The percéptions concerning the_future of women in mahagemeht
in‘the.nextifive to‘ten:years;gfé deéendent on grouplaffilié—.
tiaﬂ, i.e., wﬁether one -is a wdmén buéinessumanééeﬁenf"stddent
at Montapa State University,‘a Mdntgné personneifdi;éétor, or.

a’ Montana woman manhager.
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Anélysis of Data

Chi Square (X2) Test of Independence at the .05 level of signifi-

cance was used to determine whether the perceptions of the women busi-<

‘ness management students at Montana State University, Montana personnel . . . -

directors,. and Montana women managers were.statistically independent

' of their reépective Groups. The Chi SQuére'formﬁla'that‘was used was

%0 -¢e)2
—

2 =

"O"‘represénted the observable outcomes while "F " rep;ésented'the‘éx—

-

pected outcomes.
Williams.(l979:106) has stated‘the‘reaébn forlﬁsing Chi'Square}:

. . . there are times when measurement involves nothing more than.
assigning observations to different categories in a Set'of.well—
defined, mutually exclusive categories. Usually. in this situa-
tion, called nominal scaling, we are either‘interested in compar-
ing categories among themselves, or we are interested in contrast- -
ing how samples differ in terms of assignment into the categories:
The typical statistical model used in such cases, and one having -
widespread utility in communications and education research, is
.chi-square. ‘ - ' '

The .05 level of siénificance Was chosen to guérd against thé Type
I error, whiéh occurs when an alternative hypothésis is-accepted; but 
when the nﬁll hypothesié shoula be accepted. Kérlinger (1973:1691170flt
had the followiﬁg éomments on the .05 level of significance:

The .05 level means that an obtained result that is signifi-
cant at the .05 level.could occur by chance only 5 times in 100"

trials. . . . The .05 level was originally chosen -- and has.
persisted with researchers -- it is considered a reasonably good -

gamble. It is neither too high nor too low for most social scien-:
tific research, ' - S -

If a null hypothesis was rejected, the responses of those queried‘

were dependent on group affiliation.. This meant that fhere wére
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deménstréble differenées-iﬁ perceptions based upon group affiliation.
When a null hypothesis was not rejected, the responses were indépeﬁdént
of group affiliationi‘thérefore, there was no aeménstrable‘différenée

in perceptions.

. The researcher determined the airection of the responses for each
null hypdthesis by examininé the internal data of the observed outcomes
and the categories'to which they we?e assigned. = The categories were
the four responses on the survey instrument: sﬁrongly disagree, diéa—'
grée,.agreé, and strongly agfee. When the observed outcomes formed a
respohse pattérn“qf 66%"or‘more,.an=aéproximately 2 to:l relationéhip,
the direction:of the responses was either toward égree or strongly‘agreel
 or toward disagree oxr strongl? disagree. .If the responses fell bétween
35% and 65%, it was determined that7there was a lack of clear directibn

in the response pattern.

Precautions Taken for Accuracy . ' R |

In order to insure accuracy in the tabulation of the data, the
calculations were tallied on a hand-held calculator by the researcher
és well as being printed out on a computer. - Then the printout was com-=
pared to the hand-tallied figures.

Summary

This study, which took place during .the academic year of 1982-83,

centeréd on whether there were differences in the perceptions of women

business management majors at Montana State University, Montana women

managers, and Mbntana persornnel directdrs as to the skills needed tq be
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more training in these skills, and the barriers that women may faée in
beiﬁg managers. Séeéifically, thé rééearch was conducted to determinet
-whether the perceptions of the above-mentioned groups were dependent on
their membership or.affiliation with women business management students
at Montana State University, Montana Women ﬁanagers, and Montana per-
sonnel directors. The study Qas conducted Auring the academic year
1982-53.

Those chosen for‘the study wére'women business manégement‘students
who were majqrs in the business. management curriculum, members of The
Montana Federation of Business and Professional Women's Clubé who were
managers in private businésses, and ﬁembers of the American Society of
Personnel Administration.who were also,emp}qyed in private businesses.

.From the review of thé literature-the following managérial skills
were selected for inclusion in the instrument used in surveying the
women students,.Montana women managers, and Montana personnei directqrs;
degision—making, planning, coordinating, delegating, and evaluating
(Stewart, l978:xiii-xv);‘éommunicating_ahd accoﬁnting (Diamond, 1977:8);
risk—faking (Allen, 1980:116); objectivity andlcompeting (Peters et al.,
1974:42-43). From the.review of 1ite£ature came the following potentiai
barriers for wémen that were included in the survey inst?ument: preg-
nancy., femininity, child-raising, émbitioh, emotionél make-up of women,
- and assertiveﬁesé (Peters et al.,.l974:4é-43); the informal network ot
middle-management (ﬁennig and Jardim, 1978;13); career-mindedness, com-
petence, and promofion KStead, ed., 19j8:27i-273); confidence, insecure
.male superiors, marriage, and the-first woman in an upper—ievel manage-

ment pOsition‘(Hull, 1982:29); mentors (Diamond, 1977:7); the male-
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dominated business world (Kgnter, 1977:22f25);-Hofner's féelings‘con:
cerniﬁg woﬁen's féa? of sugeess (Mednick, ed., l975:2l§); aﬁd dead;énd
Jjobs (Rheé, 1980:313). |

fhetmethoé of collecting data on thesé topics'was-aqcomplished
through tﬁe use of é-w;itten instruﬁent developed.by the résearcher.

The response mode used in thé survey‘instrumeﬁt was a_éummated rating
scale: strongly agree, agree, disagree( and‘étrongly'disagree,

Before the instrument was distribpted to the potential respoqdents,
it was éivén to three womén managers in Bozeman and two busihess man-
agement professors at Montana State'UniVersity tpﬁdeterminé its facg_

- validity. | |

Next a pilot-study employing the tést-retést metﬁod was conducted
to.déterminé the instrument's reliability, thét‘ié, 1ts consistency in
' measuring wha£ i; ﬁeasures from one time to apother. .Using the Pearéon
product moment dorrélation'coefficientafér the total scores on the que§4_
tionnaire, an .89 or‘8§% coefficienﬁvof reliabiliti was obfaiﬁed:

When the instrumentvhad been pith;sfudied, it was éent out in tWo
diffeient mailings: April’l6 and May 16,‘1983; The researcher needed
an overall.regponse rate of 70% aﬁa received 72%.

The dqta frém the two mailiﬁgs‘Was collected and‘organized into
éontinéency tables Wifh Chi Square Test of Independencé at the .05 lével
of_éignificancé used for analyéing the_data.b‘Thus, theAresearQher could
determiné if each null hypothesis was rejecteéd or unot rejected. |

The reéearcher_determinéd the direction of the response ﬁatterns:
forpeach‘null hypothesis by exaﬁining the "internal data of the observéd'

outéomes_and the ‘categories to which they were assigned. The categories
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were the foqr'responses‘on the survey ihstrumeht: strongly-disagree,

. . . a . T
disagree, agree, and strongly aéree. nWhen'the-observed'outcomes formed'.
a pettero of responses ot 66% or more, the'direction of the'reeponses
-was either toward agree or strongly agree or toward dlsagree or strongly
dlsagree. If the responses fell between 35% and 65%, the determination

was made that there was. a lack Of clear direction in the respbnse{pat4-

terns.




82

CHAPTER 4
ANALYSIS OF DATA

During the academic year 1982-83, thie study wasiereeted to deter-
mined‘whether there were differences in the perceptions of women busi--
ness management students, Montana women managers, and Montana personnel
directors as to the skills needed to be a menager, whether women needed:

~ more training in their skills, and the éotential barriers women may face
as managere. Thus, in conducting the study, the researcher wanted to
dehermine whether the responses of those queried were dependent on their 2
membership er affiliation with women business management students at
Monténe State University, Montana women managers, and Montaha persoﬁnei
directors.

This chapter has been divided into'the following sections: Popu-
lations and Samples, Statistical Hypotheses, General Questions, and .

Summary.

Populations and Samples

This study waslcentered on three diffepent popuiations: WOﬁen
husihess management students at Montane:Stafe University, Montana pef—'
sonnel directors, and Montana women managers. From theSe three distinct
pepulations, lists-of names were generahed by obtaihing the assistance
of the échool of Business at Montana State University, the Montana divi-

sion of the American Society of Personnel Administration (ASPA), and
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The'Montana Federation of Business and'Professional WOﬁen's Clubs (BPW).
| Through the use of the membership lists of BPW and ASPA;.the.;e—'
Searcher was able to determine those me@bers of'eash group wﬂo-wérked
in'private industry as managers or personnel directors. Because of the
small ?umbérs oé inqividuals in both Qrodps;_ihe researcher survgYed
Call thoss people who had besn'identified as wsmen managers or pérsshnei'
‘administ;ators in privaté businesses. Thus, 146 women managsrs were
chosen and 35 persbnnel’administrators;

Qut of ‘the pé?sohnel direstdrs who weré seiscﬁed apd contactsd"
phrough ﬁhe use ofva‘survei insfrumesf,-the vaiid respdnses bf'23'wsre
used By.the ressargher.‘,of the Womén managefs.identifisd and-csntacted,
-91 valid responses wefe:qséd in this study.

Sixty women business managehent studeﬁts\majoring in businéss‘ﬁanQ‘:
sgement'(iQe.; they“were‘in_thsir.thifd; foursh, or fifth ysars of their
.prograﬁ), were(selected. 'From that number the valid respdnseS'of 53‘.f

were used in the study.
Statistical Hyéotheses

The 50 statistical hypotheses in this study were tested usiné the
_Chi Square Test of independence. The null hypotheses were’tested:ét
the .05 level of signifiéance. In the confingency”tébies ﬁsed to:illus—
trate the‘respsnses to the qusstionnaires,‘each cell Sf the'table'has'
numbers in ihe upper-right-handvsorner which’are the sxpected values.
The oiher numbers in éach cell represent the obssrved values, i;?f( the

actual'respOnses of those queried. An explanation of the.direction of"

the responses for each null hypothesis will follow each table.
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The firét ten tables illusffafe the relationship between grddp_
affiliation'and ten management -skills. Thé secéhd“tén tables desc;ibei
the relatioﬁship betwgén grbup éffiliation and whéther WOﬁen neéded:
more ffaining in‘the ten mapagément ékillsll Thé third‘twenfy té#leé
illustrate the ?élationéhip between groﬁp‘éffiliatién anﬁ ﬁWenty'bar-
riers women may face in management-. The foﬁrth éfoup of tables are
related to the four general‘qﬁesfions posed in’the study.

In some cases the contingenéy tables have column; £hat were‘cbl;lt

lapsed, since there was insufficient data.

Section 1:
In this section thé ten tables illustfate the relationship between
group affiliation and ten management skills by shéwing’Whether the re-

sponses of those queried were aepenaent on their group affiliation.
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" Table 1 iilustratgs the relationship between communicating ‘and

group affiliation.

Null Hypothesis One: The perception that managers must be able

to communicate with superiors, peers, and subordinates is independent

of group affiliation.

Table 1

Communicating and Group Affiliation

Group Strongly Agree Strongly Row
Affiliation Disagree ’ Agree Total
Montana .14 2.34 20.51
Personnel
Directors 0 4 19 23
Montana .54 ' 9.26 81.19
Women . :

Managers 1 13 77 91
Women .32 5.40 47.29

Business

Management

Students 0 -0 53 53
Column

Total 1 17 149 167
df = 4; Critical x2 = 9.49; Calculated x2 9.93; Significance = .04

The data shown -in Table 1 was the basis for rejecting the null.

All the responses from the women students were in the strongly

“agree category. All the personnel directors were in the agree or

strongly agree category. Approximately 99% of the women managers were

in the agree or strongly agree category.
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Table 2 illustrates the relationship between accounting and group
affiliation.

Null Hypothesis Two: The perception that managers need an account=-

ing background to manage is independent of group affiliation was re-~
jected.

Table 2.

Accounting and Group Affiliation

Group. Strongly Disagree Agree Strongly Row
Affiliation Disagree Agree Total

Montana - 2.09 . 8.64 . 10.18 . 2.09
Personnel . : C ' ' , _
Directors 6 L 11 5 1 : 23

Montana © 8.09 33.44 39.38 _ 8.09
Women

Managers 9 ' . 34 _ 38 . 8 89

Women ) 4.82 19.92 " 23.45 4.82
Business : ' S

Management o | .
Students 0 17 30 <) . 53

Column .
Total 15 - .62 - 73 15 _ 165

df = 6; Critical x2= 12.59; Calcuiated x2‘= 18.68;.Sigﬁificance = .005

The data shown in Table 2 formed the basis for rejecting fhe'null
hypothesis at ﬁhe‘.OSIlevel of significance.

Approximately 74% of.the personnel directérs were in the disagfee
or strongly disagree category. There was ﬂo clear dirégtion shown for
the.women managers. "Appfoximately.48% of the'@omen managersvwere in the
disagree or stronély disagree ‘category while 51% were in the agree or-
strongly agree cétegory. ‘Approximately 68% of the women students-were

in the agree or strongly agree category.
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Table 3 iLluStrates.the relationship between-deqisionvmakihg&

skills and group affiliation.

Null Hypothésis Three: The perceptioh that managefs must-have
decision-making skills is independént of group affiliation.

Table -3 -

Decision-making Skiils'and‘Group Affiliation

Group ) 'Stfongly . Agree - Strongly. ,': ‘Row
Affiliation ~ Disagree ' ‘ , Agree Total

Montana - : .14 413  18.73
Personnel : ' B : _ Do o .
Directors 0 - © 7 .. 16 - 23.

~ Montana B .54 © 16.35 - ' 74.11
Women . ‘ ‘ SRR K
Managers 1 " 14 76 ' _ 91

Women X .32 . 9.52 - 43.16
Business ' S o '

Management : S
‘Students - 0 9 o 44 . 53

Column ) . . : . . - ) .
Total: 1 - 30 - 136 ' 167

df = 4; Critical x2'= 9.49; Calculated x2 = 3.65; Significénce = .45”

The data shown in Table 3 was the basis for. not rejecting the null
hypothesis at the .05 level of significance.

From the observed outcomes approximately 99% of the. responses were

in the agree or strongly agree category.
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Table 4 illustrates the'relationship between planning skillg .
. and group affiliation.

Null Hypothesis Four: " The perception that managers must éghibit:

planning skills such aé establishiﬁg'goals'and constructing iﬁplementa—
tion strategies is indépendent of group affiliation.
Table 4

Plarining Skills and Group Affiliation’

Group Disagree Agree, ‘ Strohgly - Row
Affiliation . ] ‘ ‘ Agree - Total

Montana .28 7.07 . 15.66
Personnel C o ‘ . ‘ ‘
Directors - 0 - 9. L 14 . .23

Montana = “1.08 . 27.65 61.27

Managers - 2 " 23 65  . . .90

Women. - . .64 . 16.28 - _ 36.07

Business . : ' :

Management ‘ _ - : _
Students 0 B £ . 34 53

'quumn- . : . . _
Total 2 51 : 113 . 166 -

daf = 4; Critical_x2 = 9.49; Calcdlated kz = 3.98; Significance = .41
The null hypothesis was not réjected‘at the .05 level of signifi-
cance because of-the datg shown in Table 4.

"Approximatély 99% of the responsés were in the agree or strongly -

agree bategoryr-
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Table 5'illustrates,th¢ relationship between coordination and

group affiliation.

Null Hypothesis Five: The percéption that managefs must be able
' to .coordinate the functions of various Organizétidnal units within the
company so that they fulfill the goals-of the business is indepehdent.
of group affiliation.

Table .5

Coordination and Group Affiliation

Group ' Stfongly Disagree - ‘_Agree ' - Strongly : ‘ Row
Affiliation —~ Disagree L L . Agree . Total

Montana ' .28 1.11 . 9.01 . 12.61
Personnel B i PR o _
Directors 0 ' 1 T 12 * 1 23

Montana - 1.08  4.3a  35.24  49.34
Women : ’ .

- Managers T 5 28, . 55 _ . 90

Women , .64 2.55 . . 20.75. ©29.05 .
Business ' -
Management

Students o 2 25 . 26 - 53

- Column-

Total 2 s . -85 .91 - 166

df = 6; Crifiéal x2 = 12.557 (faictiléted'x2 = 6.78; Signifiéance = .34

| Becausé of thé data_showﬁ in'Tabié 5, fhe null‘hypothésis'was.no;
rejected at the .05 leQel'of sighifi¢énceQ

Appféximately 94% of the résponseé!were in_the aéfee or strohgly

‘agree category.
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Table 6 illustrates-the relationship between delegating and group -

affiliation.

Null Hypothesis Six: The perception that managers must delegate
duties and responsibilities to qualified subordinates is independent of

group affiliation.

Table 6

Delegation and Groﬁp Affiliation

Group Strongly Disagree Agree “Strongly " Row
Affiliation Disagree ' : " Agree ° Total

- Montana 14 14 . 7.02 15.70
Personnel : . oo
Directors 0 1 . 9 - : . 14 ‘ 23

Montana .54 .54 - 27.79  62.12
Women : ' . :
Managers 1 0 : 24 66 . 91

Women .32 .32 . 16.19 36.18
Business ‘ )
Management . . : . . . _ , ‘
Students 0 1 18 34 ' © 53

Column . o ' ‘ .
Total 1 ' 1 . 51 _ - 114 ‘ ;67

df = 6; Critical x2 = 12.59; Calculated x2 = 4.82; Significanee = .57

The data shown in Table 6 was the basis for'not'rejectihg the null .
hypothesis at the .05 level of significance.

Approximately 99% of the responses were in the.agree or strongly

agree category.
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Table 7 illustrates the relationship between evaluation and -

group affiliation.

Null Hypothesis Seven: ' The perception that managers must deter-
mine if the other employees are functioning at the level demanded by - \

the organizatijon is independent of group affiliation. -

Table 7

.Evaluation and Group Affiliation

Group Strongly Disagree Agree ' Strohgly : Row
Affiliation Disagree o 3 o Agree Total

Montana - SRS B .69 - 11.98 1 9.92 . o
Personnel ' ' . : - : ' : _ ip
Directors 1. . 0 11 . 11 - 23 i

Montana - 1l.63 2.72  °  47.41 31.23
Women , ‘ . ’ . - |
Managers 2 1 47 41 . 91

Women .95 1.59 ‘ 27.61 .22.85,
Business ‘ .

Management . . . .

Students ‘ o : 4 ©.29 ‘ 20 . 53

Column _ ) o . T o o
Total o 3 . 5. ' - 87. : 72 - 167..

daf = 6} Critical x2 = 12.59; Calculated'x2

= 8.02; Significance = .24
From the data shown in‘Table'7, it was detérmined that the null - h
hypothesis at the .05 level of significance was not rejected.

Approximately 95% of the responses were in the aéree or'étrQnglyf

agree catégory.
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Table 8 illustrates the relationship between objectivity-aﬁd

group affiliation.

Null Hypothesis Eight: The pefception that managers must demon-
strate objectivity in eValuating‘businéss situations is independent of

group affiliation.

Table 8

Objectivity and Group Affiliation

Group Disagree Agree . Strongly Row
Affiliation ‘ . Agree- - Total

Montana S 14 10.11 - . 12.61
Personnel _ - '
Directors 0 1r - . 12 , 23

Montana 1.08 39.58 49.34
Women ' S o
Managers 1 41 48 .90

Women " . .64 23.31 ’ 29.05

Business

Management . _

Students 1 21 N 31 - 53

Column . . . ‘ .
Total , 2 . . 73 . ‘91 ' ' 166

df = 4; Critical x2 = 9.49; Calculated x? = 1.04; Significance = .90
The.data shown in Table 8 was fhe basis for nét rejecting thé>nﬁll
hypothesis at the .05 1ev§1‘of significance.
Thevobserveé outcomgs shoWed thaf apprdxima£ely 99% of tﬁe.ré—_-

sbonses were in the agree or strongly agree category.
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Table 9 illustrates the relationship between risk-taking and -

group affiliation.

Null Hypothesis'Nine: The perception that managers must be riék—

takers in certain business situations is ihdependent of_qrpup‘affilia—‘

tion.

Table 9 _'

Risk-taking and:Group,Affiliation

Group

Strongly

Disagree Agree _ Strongly . Row -

Affiliation

Montana ]
Personnel .
Directors

“'Disagree

.28

. Agree . Total
1.52 - . 11.50 - 9.70

11 - 10 .23

Montana
Women
Managers

5.96 - 45.00 137.95

44 . 38 . 90

Women
Business
Management
Students

.64

3.51 . - 26.50.  22.35

28. "22 o 53

Column
Total -

11

83 70 . . . -166

df = 6; Critical %2 = 12.59; Calculated xz'= 3.11;'Sighificance = .80

The data shown in Table 9 formed the basis for not -rejecting the

null hypothésis‘at'the .05 level of significance.

agree category.

'Apprdximately 92% of the respOndents‘wefe in the agree .or stroﬁgly
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Table 10 illustrates the relationship between competition and

group affiliation.

Null Hypothesis Ten: The perception that managers must be competi-

tive in the business world, if they wish to be promoted, independent of

group affiliation.

Table 10

Competition and Group Affiliation

Group Strongly Disagree Agree ‘ Strongly ' Row
'Affiliation Disagree | ' ‘ Agree Total
Montana .28 2.37 - 9.76 . 10.59
Personnel : ' : ‘ ‘
Directors 0 .5 , 6 12 23
Montana 1.08 9.17 37.76 40.99
Women p
Managers 1 4 39 - 45 o 89
Women - .64 5.46 22.48 24.41
Business .
Management : . : . .
Students 1 8 25 19 ' 53°
Column .
Total 2 17 70 76 . 165

df = 6; Critical x2 = 12.59; Calculated x2 = 11.05; Significance = .09
The data shown in Table 10 was the basis for not rejecting the
null hypothesis at the .05 level of significance.

Approximately 88% of the responses were in the agree or strongly

agree category.
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L Section 2:

In this section the ten tablés'illustrate the relationship between
group'affi;iation ana‘if women needéd more trainiﬁg,in the tEn_manager-"
ial skills by showing whether‘the.respoﬁses of‘tﬁbsé‘queriédjwéfé‘de—
pendent on theirlaffiliation Qf membérship.in a particular group._'

Table 11 illustrates the relationship: between communicating-and :
group affiliétioﬁ;- | ’

Null Hypothesis-Eleven: The pérception that women as maﬁagers 

need more training in communiecating with’ superiors, peers, and subor-

dinates in business situations is independent of group affiliation. -
; | ) .
Table 11

. Communicating and Group Affiliation

Group Strongly - Disagree | Agree Strongly - . Row
Affiliation Disagree . - ‘ - Agree - Total

Montana 1.14 5.40 10.65 - 5.82
Pérsonnel . - e ‘ .
Directors - 3 7 .8 5 .23

Montana - S 430 o20.41 0 4o.28 22.02
Women o . . . - - ‘ .
Managers. 2 . 18 - A0 27 . . 87

Women 2.57 12.20. 24.07 - 13.16
Business’ o ' o '

Management . : : : -
Students 3 13 27 9 .. B2

Column . ) : i S . S
Total -8 - - 38 75 41 o . le2 -

df = 6; Critical x2 = 12.59; Calculated x? = 8.75; Significance = .19

Because of the data shown in Table 11, the null. hypothesis at..

the .05 .level of significance was not rejected.
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The ‘data on Table 11 indicatéd‘thét‘appfgximately 7Z%rof‘the re—;
éponseé wére_in'the qgree or stroﬁgly:agreé:gafegdry.
Table 12 illustrates thé relatithﬁié bétﬁeen accounting and groﬁp -
‘affiiiétion.

‘Null Hypothesis Twelve: The perception ﬁhat-womeﬁ as managers

need more training.in‘accounting is independent of group affiliation.

Table 12-

‘Accounting and Group Affiliation:

Group Strongly Disagree ) .Agrge o .Stronle" Row
Affiliation = Disagree : o . " Agree . Total,
Montana | 2.35 9.13- - '8.72 . '1.80 -
Personnel ’ S . : e ‘ L
Directors . 5 13 -4 0 ' S22
Montana 9.20 , 35.70 - 34.09 - 7.03
Women , ‘ , S :

Managers . .8 - 29 o 39 - 10 86
Women - . 5.45 21.17 - 20.21 " 4.17
Business o - .

Management o ] : ‘
Students 4 .24 .20 3 51
Column . ' : : _ -

Total . 17 : 66 63 .13 159
af = 6; Critical x2 = 12.59; Calculateafx2-é'13.44; Significance = .04

'The data.shown’ in Table 12 was.the basis for rejecting thé null
hypéthésis at the .05 level of significance.

Approximately 82% of the persohhél_directde‘were in the disagree. |

or strongly disagree category. There was no cleér direction for ‘the
responses of the women managers and students. . Approximately .56% of the

women managers were in the agree'or‘stfongly agree category, while 433
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were in the disagree of Strohély disagreéicétégor?.- For the women stﬁ—
dents approximafe;y 45% were‘in the agree.bf strongly ééree_category
with épproximafely 55% in_fhe disagree-or;strongly-disagreé category.
Table 13 illustrates the relationship betWeéh décision—making

skills and Qroup affiliation.

Null Hypothesis Thirféenﬁ' The percéptioh thatfwbmen;as managets

need more training in_deciéion—making Skills is'indeﬁendent.oflgroup

affiliation.
. 1
Table 13 |
Decision-making Skills and Group Affiliation
Group -:St;ongly. DiSagree Agree - Strongiy : T Row -
Affiliation  Disagree _ " - " Agreé . - Total
Montana ©1.00 3.88 . 11.50 . 6.6l
Personnel o - B . :
Directors 2 oL T 9, 5 .23
Montana . 3.76 14.51  ©  43.00  -24.73
Women o ' : . _ .
Managers Co2 S 10- ' 44 L 30" : ' 86
Women _ 2.23 - 8.61 . 25.50 14.66
Business ' C ' ‘
Management . o . _ : .
Students 3 0 - . 27 A 5 51 °
Column , . _ ’ . o L
Total = 7 27 . 80 46 . - 1le0o

df = 6; Critical x2 = 12.59; Calculated x2 = 9.30; Significance = .16 .

The'data shown. in Table 13 was the basis for not rejecting the,ngll
hypothesis at the .05 level of significance.
Approximately 79% of the responses were in the agree or strongly

agree category.
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Table 14 illustrates the relationship between planning skills

and group affiliation.

Null_Hypothesis Fourteen: The perception that women as managers
need more traihing in planning skillé such as establishing goals and
constructing implementation strategies is independent of group affilia-

tion.

Table i4:

Planning Skills‘énd Group Affiliation'

Group . Strongly Disagree Agree ) Stronglyf' ,' Row"
Affiliation . Disagree : o Agree Total -

Montana 1.09  5.57 10.59 ° .4.75
"Personnel _ T ‘ - : :
Directors -1 8 _ 9 -4 L 22

Montana 4.35 22.27 _ 42.37 19.01
Women . : . , L S
Managers 3 15 " 46 ‘ 24 . 88.

Women . 2.57 ©.13.16 25.04 " 11.23
Business L ' :

Management : : _ S . .
Students T4 : 18 23 S A Y

Column ‘ ‘ SR :
Total 8 - 41 78 - 35 162

df = 6; C?iticai x? =-12.59; Calcula.ted'x2 = 10.18;_Significance'= .12
‘_The data shown in Table l4zfor@ed thé bgsis fbf_n;t'rejegéing.thé:
~null hypothesis at the .05 level of-éignificénce..
The data Showéd;that approximately 70% of the responses wéré in~.

the agree or strongly agrée_catégory.
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"Table 15 illustrates the relationship“betwéén cOordinétion and
group affiliation.

Null Hypothesié Fifteen: The pérception that wbmenfaéqmanagers

need more training in coordinating the functions of various‘organiZa-
tional units within the company so that they can fulfill the goals-of

the business is independent.of group affiliation;

Table 15

Coordination and GroupiAffiliation

Group . Strqhgly Disagree - ©  Agree " Strongly . Row °
Affiliation Disagree ' o . Agree Total

Montana' . 1.1l © 6.23  © 10.79 3.87
Personnel ‘ o o o T . ‘
Directors 1 7 , o ll ' 3 ’ 22-

Montana 4.28 . 24.05 41.70° . 14.97
Women ‘ o
Managers 4 .18 . 41 ‘ 22 ) 85

Women 2.62 14.72 25.51 9.16
Business K

Management ‘ ‘ : .

' Students- 3 20 26 . 3 52

Column . ] o : . ‘ .
Total o 8 : 45 78 " 28 . 159

df = 6; Critical x2 = 12.59; Calculated x2 =11.27; Significance = .08

' The data shown in Table 15 served as. the basis for not rejécting:

the ‘null hypothesis at the .05 level of significance.
Approximately 67% of the resbohses were in the agree erstronglyif_--

agree category.
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Table 16 illustrates the relatioﬁship between delegation and .
group affiliation.

Null Hypothesis Sixteen: The perception that women as mahagers

need more training in delegating duties and responsibiiities to qﬁali—
fied subordinates is independent of group affiliation.
Table 16

Delegation and Group Affiliation

Group - Strongly Disagree Agree. Strongly - Row
Affiliation. Disagree - : Agree - Total

Montana’ : .82 4.37 11.07 . 5.74
Personnel . ‘ o : . .
Directors. 2 5 ‘ 9 . 6 : 22 -

Montana ' 3.24 ©17.29 43.77 22.70
Women ‘ g ' ) ‘

Managers 2 10" © 44 , 31 - 87

Women 1.94 . 10.34 - 26.16 . 13.57

. Business ' N

‘Management ' : o
Students - 2 . 17 : 28 . 5 52

Column : _ '
Total 6 32, 8l - 42 l61

2 - 18.61; Significance = .005

df = 6; Critical x?2 =,12.59} Calqﬁlatea x

The data shown in T;ble 16.Qas the basis for rejectihg the null
hypothésis at the .05 level of significaﬁce.

The data showed approximately 68% of the respéﬁsés:of the personnel
directors were in the égrée'or‘strongly~aqree éategory while tﬁeﬁre—
sponses.of 86% of the'woﬁen ménagérs wére infthese categories: Théré
was no clearldireétion.for the xéépbnsés of the women studentg.‘ Approx- -

imately 63% of their responses were in the agree or strongly agree
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category with approximately 37% of their'tésponsés in the disagree or
strongly disagree categqry.'
Table 17 iliustrétes the rgiationship between evaluation and grgﬁp 

:affiliation.

Null Hypothesis Seventeen: The percéptiOn that women as managers
‘need more training in'détermining if the~other employees are functioning‘
at the levei demanded by theé organization is independent of group affil-= -

iation.

Table 17
Evaluation and Group Affiliation

Group Strongly Disagree ~ Agree Strbngly‘ . Row
Affiliation Disagree o o Agree Total
Montana © 1.06. . 7.04 . 9.30 . 3.59
Personnel ‘ . ‘ : - i
Directors 2 10 . 6 3. 21
Montana 4.300 . 28.51 . 37.66 14.53 .
Women ' ' ’ ‘
Managers 4 18 43 20 85
Women 2.63 17.44  23.04 ~ 8.89
Business : : -
Management ‘ SREPEE ) ( . .
Students o2 .. 28 0 .21 o 4 : .52
Column ' . ‘ B
Total ' 8 53 70 .27 . . 158
df = 6; Critical x? = 12.59; Calculated x2.= 16.35; Significance = .01

Fkom.tﬁe-data shown in Table 17 the‘null hypothesis at the .05
level of significance was rejected. -
Approximaﬁely-74% of the responses of the women ménagers were in

the agree or strongly agree'categoryi The'datafshowedxho.clgar.:z -
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direction for the responses of the persoﬁnél‘directors and women stu- -

dents. Approximately 57% of the persoﬁnel directors" responses were in
the disagree or strongly aisagreé cafegory, while.42% were in the aéree
or strongly agree category. Approximately 52%.§f the responses of ﬁhe

women students were in the categories of disagree or strongly disagrée

with approximately'48% ih the agree or strongly agfee cétégofy(,

Table 18 illustrates the relationship betweeﬁ-obﬁectiﬁi%y‘and

group affiliation. -

Null Hypothesis Eighteen: The. perception that women as managers
need more- training in demonstfaﬁing objectivity in evaluating business

situations is'independeﬁt of group affiliation.

Table 18 -

Objectivity and Group- Affiliation

Group " . Strongly - Disagree : Agree - Strongly Row
Affiliation Disagree ) o Agree Total

Montana C-.94 .. 5.52 . 9.83 4.71
Personnel '

Directors 1 7 - o100 3 .21

Montana 3.72 '21.81 38.84 . .- 18.62
Women . : ’ . .
Managers 2 13 45 23 ’ .83

Women 2.33 . 13.67 24.33 1ll.e7-
Business ‘ : : '

Management )

Students 4 21 ) 18 9 = . . 52-

Column

Total 7 41 73. . 35 . 156

. df = 6; Critical x2 = 12.59; Calculated x2 = 14.78; Significance = .02
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The nqll h?potﬁesis at the .OS level.of signifécance was rejécted
becéuse‘of £he data presgnted iﬁ Téble 18; |

Approximateiy‘é2%¢of‘the fespénsés'of the wdmen managers were iﬁ‘_
theAagree or st?qngly.agreeiCategory. The résponses df the pérsonﬁél
directors and womén students showed no clear direction, Data on thé

. B ‘ . ~
personnel directors illustrated that approximatély 62% of their ré—:
sponses were in the'aéreefor strongly ag;ée c;tegory, while 38% were in
the disagree or strpngly disag?ee category. Approximétely'Sé% of the’
responses from.Qomen students were in the agree or étrongly agree,cate*.
. gory, while approximately 48% Qere in the disagrge or stfongly disagree

category. - - - S B |

Table lS.illUstrétes the relationship between risk-taking and-’
group affilation.

Null Hypothesis Nineteen: The perception that women -as managers':

need more training inrisk-taking in certain business situations is in- B

dependent of group affiliation.
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Table .19

Risk-taking and Group Affiliation-

" Group Strongly Disagree  Agree Strongly . Row

Affiliation ' Disagree - . _ - , . Agree © Total
Montana .72 13.76 12.44 ' 6.08 -
Personnel ' o .
Directors 1 .7 ' 12 3 » .23
‘Montana 2.64 13.74. © 45.43 - 22.19

Women . : ' . -

Managers 2 9 48 25 ' . 84
Women 1.64 §.50 28.13 . 13.74

Business ' .

Management : . . : .
Students 2 10 - © 26 14 . . 52
Column . . . ‘ ’

Total 5 : 26 86 . - 42 159 .
df = 6; Critical x? = 12.59; Calculated x% = 7.27; Significance = .30

The data.shown in Table 19 was the‘basis‘for not rejéctiné the-nuli
hypothesis_at.thé .05 lével of significance, |

Approximately 81% of the.responses-were in the agree or strohgly
agree category.

Table 20 illustrates the relationship between compétiﬁion gnd

group affiliation.-

Null Hypothesis Twenty: The perception that women as managers.needt
more training in being competitive in the business wbrld,'if'they wish

to be promoted, is independent of group affiliation.
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Table 20

Competition and. Group Affiliation

Group

Strongly Disagree Agree - Strdngly Row
Affiliation Disagree ' Agree Total
Montana’ 1.31 3.78 8.88 - 9.03
Personnel _
Directors "3 8 6 3) 23
Montana 4.73 13.66 32.04 . 32.57
Women ' _
Managers 2 -8 39 34 83
Women 2.96 8.56 20.08 . 20.41
Business ' o L
Management o . o
Students. 4 10 16 .22 52
Colﬁmn .
Total 9 . 26- 61 62 158"
df = 6; Critical x2_= 12.59: Calcﬁlated x2 = 15.87; Significance .01

Because of thé data shown' in Table 20, the null hypotheéis at the

.05 level of ‘'significance was rejected.

.Approximately 88% of the responses from the women managers and 73% -

from the women students were in the agree or strongly agree category.

The responses of the personnel directors showed no clear direction.

Approximately 52% were in the agree or strongly agree category with 48%

-in the disagree or strongly disagree category.
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Section 3:

The twenty tables in this ;eéfion illustrate the relaﬁionship
betweeh group affiliatign and twenty barriers women may ﬁace»in‘managek'
ment by showing whether the responses of thbse queried were dépendent
~on their affiliation or membership in a particular group.

Tablé‘21 iilﬁstrates the relationship betweep the-péssibility
of pregnancy and grﬁup affiliafion; |

Null Hypothesis Twenty-one: The pefception that the possibility

of pregnancy makes women less desirable: than men to bée managers is in-

dependent of group affiliation.

Table 21

Pregnancy and Group Affiliation

Group Strongly Disagree Agree Strongly Row
Affiliation Disagree , . S Agree Total

Montana 3.88 5.68 10.67 2.77
Personnel Co S _
Directors 8 7 ) ‘ © 2 23

Montana : 15.18 22.23 41.74 10.84
Women . i ) ‘
Managers . 15 24 41 - 10 - 90

Women 8.94 13.09 24.58 6.39

Business

Management _

Students 5 10 30 8 53

Column
Total 28 41 77 - 20 166

df = 6; Critical x% = 12.59; Calculated x? = 11.23; Significance = .08

'

The data shown in Table 21 was the basis for not rejecting the .null

hypothesis at the .05 level of significance.
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There was no,clear direction for the responses.- Approximately
‘ 58% of the resbonses were in the égfée or strbngiy agree catégqu with -
42% in the digagree or strongly disagree'categofy. . N -
fable é2 illustrates the-;eldtionship.bgtﬁeén feﬁin;nitQ'and

group affiliation.

Null Hypothesis Twenty-two: The perception that to be successful
managers women have to sacrifice some of their femininity is independent

of group affiliation.

Table 22

Femininity and Group Affiliation

Group .' Strongly ' Disagree '; Agreé Strongly“ Row .
Affiliation - Disagree B - Agree . Total
Montana 10.25 ©9.42. - 2.63 .69
Personnel . . . S .
Directors 12 7 : 3 1 23
Montana 40.12 36.87 10.30 - .~ 2.71°
Women __— o o _ - -
Managers 46 34 ' 7 : .3 90
Women - . 23.63 21.71 6.07  1.60
Business ‘ :

Management ‘ : .

- Students 16 , 27 ‘ . 9 1 ‘ 53.
Column o . . _ : : .
Total 74 '~ 68 : 19 5 166
df = 6; Cri‘tical‘x2 =-l2,59; Calculated x2 = 8.67; Significanée = ;19"

The null hypothesis at the .05 ieyel Of:Significance was not

rejected because of the data shown in Table 22.

Apprcximately 863 of the responses, were in the disagree or stroanYj

disagree cateyory. .

| 9§ 15
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. “Table 23‘illustrateé the relationship betweeﬁ_female_roleé and

group affiliation.

Null Hypothesis Twenty-~three: . The percéption that women cannot '’
give their children the:attention they need and be a competént manager °

at the same time is independent of group affiliation..

Table 23

Female Roles and Group Affiliation

Group Strongly Disagree Agree Strongly Row
Affiliation Disagree , S " Agree .- Total-

Montana 10.23 9.28 2.63 .83
Personnel ; . : - o
Directors 12 6 . 3 . 2 : 23

Montana 40.12  36.33 .~ 10.30 . 3.25
~ Women : - ; |
Managers 40 36 12 : 2 ‘90

Women 23.63 21.39 © 6.07 1.92
Business

Management . )

Students 22 . 25 4 . 2 53

Column . . : ‘ . E
Total 74 67 .19 6 166

df = 6; Critical x2_= 12.59; Calculated x% = 5.35; Significaﬁce = .50
The data shown in Table 23 éerved as the ﬁésié for not réjecting
the null hypothesis at the .05 level éf significancé.
The data showed that approximately 55% of.the responses were in-thé

aisagree or stfongly disagrée category.
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Table ?4'i11ustrates‘;he relationship between ambition‘and group

affiliation.

Null Hypothesis Twenty-four: " The pefception'that women are not

ambitious enough to be successful in the business world is independent

of group affiliation.

Table 24

Ambition and Group Affiliation

Strondly Disagree -  Agree

Strongly

The data shown

the null hypothesis

at the .05 level‘of'signifigance.

= 8.17; Significance

Group Row -
Affiliation Disagree Agree Total
Montana 16.94 4.41 1.38 .28

" Personnel - C ‘ S ,
Directors 16 6 0 1 23
Montana 67.02 17.44 5.45 1.13
Women ’ . .

.Managers 63 - 19 -8 1 91
Women 39.04 10.14 3.17 - .63
Business '

Management ‘ . ‘

Students 4 7 : 20 0 53
Column , R _
Total 123 7 10, 2 167
: e 2 L2 :

df = 6; Critical x” = 12.59; Calculated x- .23

in Table 24 éepved as the basis for not rejecting

Approximately 78% of the responses were in the disagree or strongly

disagree category.
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Table 25 illustrates the relationship between assertiveness and.
group affiliation.

Null Hypothesis Twenty-five: The perception that women cannot be

assertive in. business situationS without being considered overbearing
and unfeminine is independent of group affiliation.
Table 25

Assertiveness and Group Affiliation

Group ’ Strongiy Disagree ‘ Agfee ©. " Strongly ' "Row
. ‘ ' Agree -Total

-Affiliation Disagree

Montana " 9.50 9.09 © 3.44 7 .9
Personnel ) o . )
Directors 12 ' -6 : 3 2 . ©23

Montana 37.60 - 35.96 " 13.62 . 3.8l
g Women , , . ‘ . : L
- Managers 35 41 A2 3 . 91

Women 121.90 20.95 7.93 . 2.22
Business '
Management

Students 22 19 710 2 . 53

Column

Total : 69 66 25 “ ‘ 7 _ 167,

af = 6; Critical x2 = 12.59; Calculated %2 = 4.87; Significance = .56
The_data_showﬁ in Tabie 25 wag the basis for not rejecting the pull
hypothesis at the .05 levél of significanée.
The daté showed approxiﬁately 81% of the feséonses were in the

disagree or strbngly disagree-category.‘
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Table 26 illustrates‘the relationship betWeen‘confidéncé'and

group affiliatibn.

Null Hypothesis Twenty-six: The perception that women lack confi-'
dence in themselves which is needed to be competent managers is inde-

pendent of grdup~affiliation;

Table 26

‘Confidence and Group Affiliation

Group VJ Strongly- Disagree Agree’ Strongly . ‘ Row
Affiliation Disagree, . Agree . Total

Montana - 8,08 8.64 4.32 1.9
Personnel - ‘ . : ] . ‘
Directors 8 8 ‘ 6 . L - 23

Montana ' 31.64 33.82 .16.91 ' 7.64
Women . _ ' o , ‘
Managers 28 ) 31 o 200 0 7 11 90

Women. 18.28 . 19.54 9.77. S 4.4
Business - -

Management , .

Students 22 : 23 . 5 2 52

.iColumn : : . U )
Total . 58 . 62 B 31 ; 14 - . 165

df = 6; Critical x2 ='1§.59; Calculated x2 = 8.88; Significance = .18
Because of the data preéented in Table 26, the null hypothesis

at the .05 level of significance -was not rejected. .

Approximately 73% of the responses were in .the disagree or strongly

disagree category.




112 ' S S
Table 27 illustrates .the relationship between mentors and group

affiliation.

Null Hypothesis Twenty-seven: ‘The éerceptiop that women without

mentors or role models, malée or female, Will find it hard to be promoted

up.the'ranks of management is independent of group affiliation.

Table 27

Mentors and Group Affiliation

Group Strongly Disagree Agree 'Sﬁrongly " Row
Affiliation Disagree Agree ___Total

Montana . 1.81 . 8.30 9.33 - . 1.56
Personnel o _ .
Directors -0 -8 w12 1. o 21

Montana - 7.60 34.77 39.11 . 6.52
Women ‘ L
Managers 10 30 39 ’ 9. 88

Women 4.58 20.94 - 23.56 ' 3.93
Business : ‘ : ’

Management . : .

Students 4 ‘ 26 oo 21 2 2 53

Column . o ‘ ; ) .
Total 14 ‘ 64 72 12 162

df = 6; Critical x? = 12.59; Calculated x° = 7.66; Significance = .26

The data shown in Table 27 was the basis for not rejecting the null
hypothesis at the .05 level of significance.
There was no clear direction for the responees. Approximately 52% ’ -

" of the responses were in the agree-or strongly agree category,with

approximetely 48% . in the disagree or strongly disagree category.
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Table 28 illustrates the rélationéhip between promotion and group. .-

affiliation.

Null Hypothesis Twenty-~eight: ' The perception that it ;é Xery aif-
ficult for women to achieve succeés, i.e., be prdmotéd, in the male-

dominated busineSSjworld is indépéndént of gtoUp‘affiliatién.

Table 28

Promotion and Group‘Affiliation

Group ' Strongly Disagree ‘Agree Strongly Row
Affiliation Disagree . o . Agree Total

Montana 1.61 6.30 12.34 1.74
Personnel - . - | ‘ : .
Directors 4 - 6 12 0 22

Montana - © 6.59 . 25.79 . 50.49 - 7.13
Women ‘ . : ‘ . - : '
Managers . 5 . 22 51 12 o 90

Women -+ 3.80 14.90 29.17 . 4.12
Business ‘ - ‘

Management’ A . : .

Students : 3 19 29 . 1 : 52

Column : _ o
Total 12 47 S92 13 164
= - ,;/,

. df = 6; Critical x2 =.12.59; calculated x° = 13.24; Significance = .04

‘The null. hypothesis ét the‘.OS level of significanéelWas rejedted 
. bggause.of the data shown ianable,2é.

The resulté bf fhe observed ohtcoﬁes'showed'approkimateiyi70%‘of
the woﬁen managers were in the agree or strbng;y ég?ee category. The
data showed ﬁo,c;ear directibn for the personﬁel directoré and the
women students. Appro#imately 55% of‘the.resﬁonses from the pérsonnel

directors were in the agree or strongly.agree'cétegory,‘while 45% were
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in the disagree o;.stronglyvdisagreq cafegory.. Daté for'the‘women
students showea‘that approximateiy'SB%lwere in'ﬁhe agree oxr stfongiy
~agree category Qith 42% in‘théraisagree-to st?ongly disagree category.
| .Tablé>2§'iilﬁstra£es the réiatioﬁéhip getweén_féarlof success

H

and group. affiliation.

Null Hypotheéié Twehty-nine: The‘éerceptioh thaﬁ‘women fear suc-
cess against a maie cbﬁpetitor‘in the businéss.ﬁorld EecaUSé it_will
make them éppeaf to be less feminine and bépula?lisiindepéndent of group
affiliation. |

Table 29

Fear of Suécess‘and Group Affiliation

Group Strongly Disagree Agree . Strongly Rdw
Affiliation Disagree : C Agree - Total -

Montana 4.80 13.47 T 3.47 .27
Personnel ‘ o
Directors .6 - 13. 2 A : 22

Montana . 19.64 55.09 14.18 - 1.09
Women : N ‘ ) | ‘ o : : ' . o
Managers 19 g 55 16 0. 20 -

Women . 11.56°  © 32.44 . 8.35 - .64
Business. a - ' ' : :

Management : - : . ’
Students 11 o 33 8 . 1 - 53

Cblumn i . ‘ o
 Total 36 . . 1ol 26 2 _ 165

df = 6; Critical_x2 = 12.59; Caiculated x2 = 4.55; Significance = ,60

The data shown in Table 29 was the basis for not rejecting the null
hypothesis at the .05 level of significance.
Approximately 83% of the responses were in the disagree or strongly,

disagreeé category.
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. ‘'Table 30 illustrates ‘the relationship between the ‘informal net-
work and group affiliation.

Null Hypothesis Thirty: .Thé perceptibn that women are unsure of

how to break into the infdrmal network of middle-management which has
been created by men is independent”of group affiliation.
‘Table 30w

The Informal Network and Group Affiliation:.

Group ' Strongly Disagree Agree Strongly Row
Affiliation ‘Disagree : . : o Agree . Total

Montana - .56 . 7.95 . 13.38 1.12 |
Personpel : ’ :
Directors 1 ) 7 . 15 o 23

Montana 2.18 31.09 52.36 . 4.36
Women ' ’ .
Managers - 2 26 _ 56 6 o . 90

Women 1.26 17.96 '30.25 - 2.52

Business, '

Management . - . : . )
Students 1 24 . 25. 2 E 52

Column o ' . o
Total o 4 : 57 % 8 _ 165

df = 6; Critical x2; Calcu;éteé x2 =-6?59z Significance ; .36

‘Becéuse of‘the.d;ta sﬁown in Table 30 theé nullAhyp6£ﬁesis at fbe
”:05_level of signiﬁicance was not rejectéd.

The responses showed that 63% were in the agree or strongly agree-

category,whlle 36% were in the dlsagree or strongly dlsagree category.

Thus, there was no clear dlrectlon in the response pattern.
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Table 3l.illustrateé the relationship between pursuits and group

affiliation.

Null Hypothesis Thirty—one:‘ The perception that women cannot pur-

sue managerial careers and marriages without giving up one or.the other

is independent of group affiliation.

Pursuits and GfOup Affiliation

Table 31

Strongly

Row

Group Disagree Agree Strongly
Affiliation Disagree . Agree Total
Montana 11.16 9.92 1.10 .83
Personnel ! ' ‘ .
Directots 12 '8 1 23
Montana . 44.14 39.23 4.36 . 3.27
Women : -

Managers 40 44 3 91
Women 25.71 22.85 2.54 1.90

Business . .

Management . '
Students 29 20 . 2 53
Column _ _
Total 81 72 6. le67
af = 6; Critical x2 =12.59; calculated x2 .79

= 3.12; Significance

The data whown in Table 31 served as the basis for not rejecting’

the null hypothesis‘at the .05 level of significénce,

Approximately 92% were'in-the disagrée or strongly disagree cate-

gory.
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‘Table 32 illustrates the relationship between marriage-aﬁd grqupﬁ“f-

affiliation.

Null Hypothesis Thifty—two: The perception that-being married pre-
vents women from having the mobility that may be needed if they are to.
rise through the corporate ranks to upper—level management pqsitions is

independent of group affiliation.

Table 32

Marriage and Group Affiliation

Group . Strongly . Disagreé ' Agree - Strongly - Row
Affiliation Disagree ) - Agree Total

Montana 4.18 '8.08 . 9.62 1.12
Personnel , o o S
Directors 6 -8 - 9 0 23

Montana . .  16.36 31.64 37.64 - 4.36
Women a ‘ . o .
Managers 17 27 - 43 3 : : 90

Women : 9.45 18.28 © 21.75 . 2.52
Business ' -

Management: )

Students 7 - 23 17 .5 . .52

" Column. .
Total 30 . b8 : 69 ’ 8. - ‘ 165'

’

df = 6; Critigal‘x2 =.12.59; Calculated x2 = 9.}7; Significan;e = 16
The aata shown in Table 32 ‘formed the basis for not rejecting the
null ﬂypoﬁhesis at the ;05 level.of_significance. - |
The datd showed that_approximately'53% of the respbnSesIWeﬁe in
the disagree.or strongiy disagfee éatégbry Qith 47% in the agree of'
sfrongly.agree,category. 'Thus; thérg was np clear diréctign in the

pattern of response.
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Table 33 illustrates the relationship between. aggressiveness

and grdup.affiiiation.

Null Hypothesis Thirty-three: The perception that aggressive women

may intimidate their male-superiors“is independent of group éffiliation;'

Table 33

Aggressiveness and Group Affiliation -
4

Group . Strongly Disagree Agree . Strongly Row -
Affiliation Disagree ' Agree Total

Montana - .42 "5.16 13.66 - 3.76
Personnel . ' ‘ .
Directors 2 : 3 ‘ 15. 3 23

. Montana . l.64 - 20.18 53.45 14.73
Women S o o : o o
Managers 1 o 22 . 51" ~1e ‘ 90

. Women - ) - .64 ‘ .11.66 30.88 ] -8.51 |
Business o ' :

Management .

Students 0 12 32 - 8 " B2

Column ° . K -
Total 3 37 , 98 27. 165

-df = 6; Critical x2 = 12.59; Calculated x2 = 8.83; Significance = .18 T
" The data shown in Table 33 ‘was the basis for not rejecting‘the'4v
-null hypothesis at the .05 level of significance.

Approximately- 76% of the résponses were in the agree or strongly:

agree category.
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Table -34 iilusfrates-the_relationship between the first woman

and group affiliation.

Null Hypothesis Thirty-four: The perception that the first wbmén'

placed in upper—levei management may find it diffiéult to cope with the

fact that she is the only female is independent of group affiliafion.“

Table 34

The First Woman and Group Affiliation

Sfrongly

The data shown in Table 34 .formed the basis for rejecting the

Group . Disagree Agree = ' Strongly Row
Affiliation ‘Disagree " Agree Total
Montana . 1.20 5.07 13.47 2.27
Personnel .
Directors 3 0 22
Montana 4.96 20.96 55.70" 9.38
Women _ - »
Managers’ 6 12 .91
Women 2.84 11.98 ~31.83 5.36
Business ' )

Management

Students 0. -5 52
Column ‘ ) .
Total 9 17 165 -
df = 6; Critical xz ='l2;59; Calcplated'x2_= 13.10; Significance = .04

Approximately 77% of the personnel directors were in the agree

category, while "71% of the women ﬁanagers and 69% of the women students

‘were in the agreé 6f strbngly agree category.
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Table 35 illusttates the relationship between emotional ﬁake—up

and group affiliation.

" Null Hybothesis‘Thirty—five:' The perception that the emotioﬁél
make-up of women is detrimental to their careers ag managers :is inde-

‘peﬁdent of group affiliation.

Table 35

Emotional Make-up and Group Affiliation

- Group Strongly ~-Disagree . " Agree _ Strongly . Row-’
"Affiliation = Disagree ’ , ' Agree ~  Total &
Montana 9.98 9.0l .. 3.46 - .55

. Personnel ‘ ’ ‘ : . : o ‘
Directors =~ 12 = 8 ‘ 3. \ 0 ‘ 23
Montana 39.04 © 35.24  13.55 2.17
Women ) - o :

Managers’ 33 . . 40 3. 4 . 90
Women 22.99 20.75 1 7.98 1.28

Business L

Management : ‘ ‘ .
Students 27 - 17 9 0 - . 53
Column .
Total 72 S 65 25 4 166
df = 6; Critical x2 =_12.59; Calculated:x2 = 7.07; Significance = .31

The data shown in Table 35 formed the basis for not rejectihg the

null hypothesis at the .05 level of significance.
Approximately 83% of the responses were in the disagree or strongiy .

disagree category.
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Table 36 illustrates the relationship between competency and

group affiliation.

Null Hypothesis Thirty-six: _The percéption that women must

realize that they must be more competerit than men and wait léngér than

men in order

to be promoted is independent.of group affiliation.

‘Table 36

Competency and Group Affiliation

Group -
Affiliation

Strongly
Disagree

Disagree

Agree

Strongly

Agree

Row
Total

© Montana
Personnel
" Directors

5.13

11

7.48

8.59

1.80

23

Montana
Women
Managers

'20.06

17

20

©29.28

33.61

43 ©10

90

Women -
Business
Managemeht
Students

11.81

13

17.24

23

19.80 .

15 3

53

Column
Total.

37

54

62 .13

166 .

af ="6; Critical x2 =.12.59; calculated x2 =

16.73; Significance =-.01

The data showniin Table 36‘was the basis for rejecting the null

hypothesis at the .05 level of significance.

Approximately 78% of the responses from the pérsonnel ‘directors and

. 68% of the responses from the women students weré in the disagree or,

) strongly,disagree”category_ The responses from the women mManagers .

showed approkimately 59% in thé agree ox strongly agree category'with

41% in the disdgree or strongly disagree category. There was no clear

direction for the response from the women managers.
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_Table 37 illustrates the relationship between career-mindedness
and group affiliation.

Null Hypothesis Thirty-seven: The perception that women must con-

vince themselves and those around them that they are career-minded in
order to be taken seriously as candidates for managerial positions is

independent of grbup affiliation..

Table 37

Career—ﬁindedness and Group Affiliation

Group . Strongly Diségree' ' Agree- Strongly . Row
Affiliation Disagree ‘ o Agree Total

Montana : .69 2.07 13.77 6.47
Personnel _ : ’
Directors 0 Q 18 5 23

Montana C2.72 8.17 © 54.49 25.61
Women ) ‘ . .
. Managers 2 9 - . b2 . 28 91

Women 1.59 . 4.76 - . 31.74 . 14.92

Business '

Management : : :
Students 3 6 30 14 : - 53

Column . . o : o
Total 5 o150 loo0 . 47 ) : l67 .

af = 6; Critical x? = 12,55; caloulated x2 - 6.73; 'éighificanqé = .35

The null'hypothesis ét thé ;05 level of‘significance was not re-
jected owing £o the data shown in Table 37.

A_Appro#imately 80% of‘?he reéponsesvwere in the agree or strongly

agree category.
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‘Table 38 illustrates the relationship between mobility and group.
affiliation.

Null Hypothesis Thirty-eight: The péfception that béihg married

and raising a family'preygnt women from having the mobility that may be
needed if they are to.rise through the corporate ranks to upper-level

management positions is independent of group affiliation.

Table 38

Marfiage, Family and Group Affiliation

Group - Strongly Disaéree . Agree ‘_ . Strongly Row
Affiliation '.Disagree . ] o o Agree ' Total
Montana 1.95 . - .- 8.78  ° 11.29 ' .o
Personnel ‘ : : L
Directors . 5 ' .8 10 ‘ 0 ' 23
'Montana . 7.64 34.36 . 44.18 - 3.82
Women ‘ : S : : .
Mandgers 6 . 36 44 - 4 .90
Women S 4.41 ' 19.85 | 25.53 2.21
Business -

Management . _ . .

Students. 3 . 19 27 . 3 - 52
Column ‘ ‘ . : ‘
Total ’ 14 - 63 ’ 81 ’ 7 ‘ 165

df = 6; Critical x2 = 12.59; Calculated %2 = 7.25; Significance = .30
The data shown in Table 38 formed the basis. for not rejecting the -

null hypothesis at the .05 level of signifigance.

Approximately 46% of the responses were in the disagree or strongly -

disagree category,_While 53% were in the agree or strongly agree catée-

gory. Thus, there was no clear direction for the responses.
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and group affiliation.’

Null Hypothesis Thirty-nine: The perception that in order to

Table 39 illustrates the relationship between being masculine -

be

managers women must think and act like men, since'the business world

haé been shaped by men is independent of groﬁp‘affiliation. .

Table 39

Being Masculine and Group Affiliation

Group , Strongly Disagree Agree Strongly

Row
Affiliation Disagree Agree Total
Montana ' C9.92 11.29 S 1.52 - .28
Personnel
Directors 11 : 10 _ ) 1 - 1 23
Montana : 39.23  44.68 " 5.99 1.09
Women
Managers 35 : 49 7 _ 0 91
Women 22.85 1 26.02 3.49 .63
Business ' - ‘ ‘ :
Management
Students ' 26 23 ' 3 . 1 53
Column :
Total 72 82 o1 2 " 167
df =.6; Critical x2 = 12.59; Céléulated x2 = 5.54; Significance = .48

the null hypothesis at the .05 level'of,significance..

disagree category.

The data shown in Table 39 established the basis for not rejecting

Approximately 92% of the regponses were in thé disagree or strongly
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Null Hypothesis Forty:  The percébtion that women ih‘ménagemeht

‘positions terid to be placed in dead-end jobs with low sglaries7is inde~

pendent'of‘groﬁp affiliation.

Table 40

Dead-end Jobs, Low Salaries and Group Affiliations

Group

Strongly

Disagree

'.Agree

Strongly

Row

Affiliation

Montana
Personnel
Directors

Disagree

2.99

.10.05

13

Agree .

 Total

22 .-

Montana
Women
Managers

12.22

41.11

31

. 43-. - 8

90

Women
Business
Management
Students

22.84

30

-16.36

4.01

© 50

Column
Total

22

74

53 13

- 162

df = 6; Critical x2 = 12.59; Calculated x

2

The null_hypothesis at the .05 level waS‘rejeétedfbecause of the

data shown in Table 40.

= 24.99; Significance = .0003.

Approximately 86% of the responses from the personnel airectors'dndg

76% of the responses from the women students were in the 'disdgree or. .

stfongly disagree category. .The data shoWed-the wémeh managérs"re-

sponses were 57% in the agree or strongly agree category with 43% in

the disagree or strongly‘disagree:category. Thus, there was no clear -

direction for the women managers' responses.
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Seetion 4:

The foliowing taples represent deta.xelated to the four general
questions posedvin the study.' In eeeh instance the question and neil
hypbtheeis fe}ated to the question are presenfed: The tables, except
in the case of the fdture of women in.ﬁanegement,~represent a summery
of the infogmafion obtained on the needed skills for managers, the need
for more traininé in these skills, end barriers women may face wheﬁ
they become managers. Eech_skill, as it related to more treining, and
each barrier were fested individually at the .05 leyel of eignificance
_using Chi Square Tést of Independence. It shoeld‘be noted that the
last column:in Ehe summary tables indicates whether tﬁe results are
significant‘of notiby‘indicating "g" for significant and “NS"-fer not“
siqnificanﬁ; N

The-ékillsutesfed were:, commun;cating/ eceouhting, decision~
making, planning, edordination, deleqation;‘eValuation, objectivity,
risk—taking,‘and competition. The barriers were: pregnancy, feminin-
ity, female roles, ambition, assertiveness, confidence; mentbrs, pre—
motion,.fear of success, informal network, pursuits, marriage, aggres-
siveness, firsf womae, emotional make-up;-cempeteney} career-mindedness,
marriage and famiiy, masculinity, aed dead-end jebe.

An explanation-o£ each.table is presented after each summary table.
The manage?iaimskills, the need for more‘treinieg}xand batriers have
been grouped'into'ajnumber.ef ceeegories.._whe;e e clear direction ean
be determined for tHe re5ponéee, the items have"beeﬁ pleced'in the agree
oy stxongl§ agree or disagree oxr strongly-dieagree category. There

were othe¥ instances where there was a clear direction for o6ne group




127
in its responses but not for the other group. There were also inci-
dences where both groups' responses showed no clear direction.

Question one: What were the differences in perceptions of those

. women business management students with a prior business background as
compared with those students who did not have that experience as to the
managerial skills needed by women, whether women needed more training

in these skills, and the potential barriers they face? There were three

null hypotheses related to this gquestion. Null Hypothesis Forty-one:
The perceptions of those womén business management students witﬁ a

prior business background and those women studenté wifhout that back-
ground cohcerning the teﬂ management skills are independent éf their.

group affiliation. Null Hypothesis Forty-two: The perceptions of

those women business management students with'a prior business back-
ground and those women students without that background concerning the -
need for more training in the ten management skills are independent of

their group affiliation. Null Hypothesis Forty~-three: The perceptions -

of those women managemént students with a priof-business backéround and
those women studénts without tha£ background'concefning.the twenty bar;
riers that may face women in managemént are indepéndent.of group affilif
ation. |

The responses gathered for qﬁestion one ;howed that there were 50
women students with business exberience'and only three withou£ such
experience. Giyen that distribution an interpretation of the fesults_

" could be spurious.

Question two: What were the differences in perceptions of those

women business management students who had held managerial positions as




s Ll dabo il

128
compared with those students who had worked in nonmanagerial jobs in

business as to the managerial skills needed by women,‘whéther_wbmen

needed more training in thesé skills, and the potential barriers they L -A.w

face?
Tables "41, 42, aﬁd:43:illustrate the relationships between manage-
ment skills, and need .for more tfaining;‘barriers and group affiliation.

Table 41 illustrates the relationship between the ten manageﬁent'

skills and group affiliation.

Nuil Hypothesis Forty—four:_ The péfcepﬁioqs of those women busi-
'ness management stua;nfsiwith maﬁageriai experiénce and thqse women
business management students wi£hout that experience conégrning the tép
management skillsﬁafe independent of gfoup affiliation.

Each skill was tésted a£ the .OS‘level ofisignificanée. From the
data reported'fof”each skill,‘it Was determined that‘there were no sig-
nificant‘differénées in perceptions for'each skill; thereforg, Ehe nu;l

hypothesis was not rejected.’

‘Cdmmunicating, deciéion-méking;tplanning,'coordination; delegation,
evaluation, objectivity( risk~£aking, and competing were in the diféc—
tion of agree or sﬁrongly agree. The fange'of responsé was from él%
to 100%.

Accountiné was a $kill where the directidn could be dete:mined‘forf
one group but'not fo; the other. -Fdr those students with managémept
experiéncer75% responded iﬁ the'direétion‘of agree or stroﬁgly égree.
Thqse without management experience showed no clear direction in their

responses.
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Table 41
Skills and Group Affiliation

Category Number With Number Without *Signifi- *% (g)
Skills Management Experience Management Experience cance Significant
Strongly Disagree Agree Strongly Strongly Disagree Agreé Strongly . Level* Not (NS)
Disagree i Agree Disagree Agree ’ Significant
Communi- 24 27
cating 24 27
Account- 8 13.18 2.82 9 14.82 3.18.
ing 6 15 3 . 11 13 3 .49 NS
Decision- 4.24 19.76 4.76 22.24
" making 4 20 5 22 .86 NS
Planning 8.94 15.06 10.06 16.94. '
0 14 9 18 : .54 NS
Coordina- .94 11.76 11.29 1.06 13.24 12.7%
tion 1 11 12 1 14 ' 12 .91 NS
Delega- . .47 8 15.53 .53 9 17.47
tion 0- 8 .16 1 9 17 - .63 NS
Evalua- i.88 13.18  8.94 2.12 14.82 10.06
tion 1 11 12 3 17 . 7 .18 NS
Objecti- .47 9.88 13.65 .53 11012 15.35 .
vity : 1 i1 - 12 0 " 10 17 .42 NS
Risk- 1.41 V 12,71 9.88 -1.59 14.29 11.12 .
taking 0 15 9 3 12 12 .17 NS
Competi- .47 3,76 11.29 8.47 .53 4.4 12.71 9.53
tion 1 3 11 9 0 5 13 9- .68 NS

* Cannot be computed wheh the number of rion-empty rows is one.

** vg" gstands for significant, and "NS" for not significant.

62T
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Table 42 illustrates the relationship between the need for more.

training and group affiliation. . _— ~

‘Null Hypotﬁesis Forty-five: .The peféeptions of thoaa WOmag bgé%_
ness management students with manageriai éxperience ahd tﬁbse woman
business management studeﬁta without that expefience édncerning the need
for mofe training in the ten management-skills aré independent of group
affiliation.

' The reed for more training in each of ‘the skills was tested ‘at the

.05 level of significanca. The data réportéd in each case showed there -
wefe no aignificant differences in perceﬁtions; therefofe, the null.'
hypothesia was nofarejectad.

Communicating and decision—making wére‘in the direction of agree
or strongly agree. The ‘response ranée for those skills was 67% to 8l%.
In the areas‘of'coorAination, delegation,:riak—takingl and compatitionh
the response of those with manageiial ekperience was in the agree or
strongly agrée category._ The range-of‘respbnse to these skills was
from 67% to 92%. Np cléaf Aireatioﬁ of respoﬁse was reéisterad by those
without manaéement_expefience for fhese same skills. Bqth groups
showed no‘cieaf direction for agcdunting; planaing; evaluation, and_
objeqtivity;‘ |

Tablé 43 illustrates.the ralatiopship between. barriers ana Qraup
affiliation.

Null Hypothesis Forty-=six: The percéptions of those women busi-

ness management students with managerial éexperience and those women

business management students without that experience concerning the.




Table 42
Needed More Training and Group Affiliation

Category ] Number With ' _ Number Without . Signifi- *(8)
Skills - Management Experience Management Experience cance Significant
Strongly Disagree Agree Strongly Strongly Disagree Agree Strongly Level Not {NS)
Disagree ) _Agree Disagree ) - . Agree Significant
Communi- 1.44 . 6.24 12.48 3.84 1.56 6.76 13.52 | 4.16 7
cating 1 5 : 14 4 2 ) 8 12 4 .78 - NS
_ Account- 1.88 10.80 8.92 1.41 2.12 12.20 10.08 1.59
*ing 1 9 11 2 3 i 14 8 i 1 K .44 NS
Decision- 1.41 4.72 12.67 4.69 1.59 4.78 - 14.33 5.31 .
making 1 6 10 6 2 3 . 17 4 .34 NS
Planning 1.92 -8.16 10.56 3.36 2.08 8.84 11.44 3.64
1 ) 8 13 2 3 9 9 5 .39 ‘NS
Coordina- 1.44- 9.60  11.52 1.44 1.56 10.40 12.48 1.56
tion 1 7 15 1 . 2 13 9 2 .27 NS
Delega~- .96 7.68 12.96 - 2.40 "1.04- 8.32 14.04 2.60
tion 0 6 15 3 . 2 - 10 12 2 .33 T NS
Evalua- .96 12 9.12 1.92 1.04 13 " 9.88 2.08
tion 0 12 _10 2 -2 13 9- 2 .57 __NS
Objecti- 1.44 10.08 8.16 4.32 1.56 . 10.92 8.84 4.68 .
vity 1 9 10 4 2 12 7 5 i .72 NS
Risk- .96 4.80 12 6.24 1.04 7 5.20 13 6.76A N
taking 0 2 15 . 7 2 8 10 . 6 .09 " NS
competi- 1.92 4.80 7.68 . 9.60 2.08 . 5.20 §.32  10.40 ' .
tion 1 4 T8 11 -3 6 8 9 - .68 NS

~* wg" gtands for significant, and "NS" for not significant.
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Table 43
Ba;riers and Group Affiliation

Category Number With . Number Without Signifi- ) *(5)

Barriers . Management Expérience. ’ ) Management Experience cance - Significant
Strongly Disagree Agree S;rongly St;ongly Disagree . Agree '  Strongly' Level Not (NS}
Disagree ° . i . Agree Disagree - o Agree - -Significant
Preg- 1.88 . 4.71 14.12 3.29 © 2.32 5.29 15.88 3.71 . )
nancy 2 7 11 4 2 3 19 3 . .29 . NS
Feimi- . 7.06 . 12.24 -4.24 T.a7 7.94 13.76 -4.76 .53 Lo
ninity 7 11 . © 5 1 8 15 .4 . 0 .65 NS
Female 8 4.71 .94 _ 9 ©.5.29 1.06
Roles 9 . 6 1 : .8 4 1 . .59 NS
( . Ambi- 19.76 3.29 ..94 i 22.24 3.71 1.06

tion 21 1 2 i 21 6 ) 0 .07 NS
Assertive-~ 10.35 8 4.71 ’ .94 11.65 9 ' 5.29 1.06 .
ness _ 8 9 6 ) 1. 14 8 4 1 .59 NS
con- 9.66  10.12 . 2.30. .92 11.34  11.88 ~ 2.70 - 1.08" _ :
fidence 11 9 2 1 10 13 3 1 - NS
Mentors 1.88 11.76 9.41 .94 - 2.12 13.24 10.59 1.06

2 13 g 1 2 12 Y 1 .88 NS
Promo- 1.38 8.28 12.88 . .46 1.62 9.72 15.12 .54 '
tion 2 11 10 . o . 1 7 18 1 .24, . .NS
Fear of . 5.18 "14.59 . 3.76 ' .47 . 5.82 16.4Y 4.24 .53
Success 6 2 5 1. 5 19 - 3 0 .39 NS
Informal .48 11.04 o 11.52 - .96 .52 11.96 o 12.48 ~ 1.04
Network 1 .9 13 : 1 0 14 11 - 1 54 NS

«* "g" gtands for significant,'and."Ns" for not significant.
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Table 43 (Continued)

Number With -

Number Without

*(s) .

.81

Category Signifi-
Skills - Management Experienqe Management Experience . cance Significant
Strongly Disagree Agree Strongly Strongly Disagree . Agree Strongly Level Not (NS)
Disagree _ Agree Disagree Agree - Sagnificant

Pursuits 12.71 9.41 .94 .94 14.29 10.58 ‘ 1.06 1.06 )

: 12 10 - 1 1 15 " 10 1 - .98 NS
Marriage 2.30 .10.58 7.82 2.30 2.70 12.42 9.18 2.70

3 10 8 2 2 13 9 . .91 . NS

Aggressive- 5.28 15.36 3.36 5.72 16.64 3.64 ]
ness 3 17 4 8 15 .29 NS
First 690 13.80 2:30 8.10 16.20 2.70
Woman 6 s 2 9 15 .79 NS
Emotional 12.24 8 3.76 13.76 9 4.24 .
Make-up 12 7. 5 14 10 3 .60 NS
Compe-— 6.12 10.82 » 6.12 .94 6.88 12.18 6.88 1.06
tency 4 12 7 1 ’ 9 11 6 .60 NS
Career- ’ .94 2.82 14.12. 6.12 1.06 3.18 15.88 6.88 . )
.mindedness 1 1 17 5 1 5 13 .29 NS
Marriage & T.92 8.74 11.96 . 1.38 1.08 10.26 14.04 1.62
Family 0 11 Il 1 2. . 8 15 - .37 NS
Mascu- 11.29 10.82 1.41 .47 12.71 12.18 1.59 .53
linity 9 13 1 1 15 10 2 .38 NS
Dead-end 4 1450 | 3.50 2 4 14.50 3.50 2
Jobs 5 13 4 2 3 16 3 NS

* "s" gstands for significant,

and "NS" for not significant.
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twenty barriers that may face womeﬁein management are independent of
Qroup affiliation.

Each barrier wae tes;ed_at the .05 level of significdnce. The
data in each.ceée showed that there were no sigpificant differeneeeAin
pefceptions; therefore, the null hypothes%s was not rejecfed.'

Aggressiveness,nthe first weman_in uppereieﬁel ﬁanagement, and
career—mindedness were in Fhe agree or stroﬁgly egree'eategoryu‘ The
fange of response for.fhem was 67%'to 92%. Femininity, embifien, aeser—
tiveness, confiaence, purSu;ts; emotional make—up,‘competehcy, mascu-
liﬁity,'and dead-end jobs.Were in the direction of disagree or strongly
disagree. The range of response for them was 67% to 100%. 'Those with-
out management experience';espended in the agree or‘strongly.agree
category to the_poséibility of pregnancy and promofidn in e malej
dominated buéiness world. Their xeeponee renge was from 76% to 8l%.

Those without managément experience résponded in the disagree or

strongly disagree cefegory to fear of suecessiwith a é9%erespoﬁse.
fhose with mehagemen£'experience responded with no ciear'airection,fo
the possibility of pregnancy, promotion, and fear of success.- Both .
groups responded with no clear direction to mentors, the infofmal‘net—

. work, marriage, plus marriage and family.

Question three: Was there a difference in the perceptions held
‘by male and female personnel direetors as to the manageriel skills

needed by wdmen, whether -women, needed more training,in these skills,

and the potential barriers they face?
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Tablég 44, 45, and 46 illust;ate the reiatiOnships betheﬁ the
respoﬁéés and group-affiiiation.. |
Téblé 44 illustrates the relationship between the tén manageﬁehf_

sk}lls and. group affiliation.

Null Hypothesis Forty-seven: The perceptions of male and female
personnel directors concerning the ten management skills.is_independent
of group affiliation.

Each skill was tested at the..05 level of significance. The data

in the table. illustrated the fact that there were no significant differ—

- ences in perceptionsﬂ . Thus, the null hypothesis was not rejeéted.

Communiéating{ déci;ion-héking,_planninq, coo;dgnatioﬁ, delegéQ.
tioﬁ, eValuation, ijectivity, risk-taking, and competition were in
the direction of‘agreé or strongly gg?ee.:.The fesbdnse rangelfor these
skills Qés 70% to 100%. Accounting was in the direction of disagree
or strongly disagreé; The response:- range for it was from %O%:éb 77%.
faﬁle 45 illust?ates the relat;onship between the need for more
training in the ten ménagement skills and group affiliationi

Null Hypothesis Forty-éight:- The perceptions of the male. and

female.persopnel directors as fo whether women need méfé‘training in
the ten managément skills are independent of‘groué affiliafion;

'Each item was tested at the .05 level of significance. -Ffom the
data there:we¥e found no significaht differences for'an? of the,itemgf
Thus, the nuli hypothésis wés not rejected.

>

In respbnding to the need for more training, male and female per-

~sonnel directors identified no skills in the agree or strongly agree

‘category. Accounting was the only skill in the disagree or strongly




Table 44

Management Skills and Group Affiliation

Category

Female Personnel Directors

Male Personnel Directors

Signifi-

*(8)
Skills Strongly Disagree Agree Strongly Strongly Disagree Agree Strongly cance Significant
Disagree Agree Disagree Agree Level Not (NS)
. . - : : Significant

.Communi= . 1.74 8.26 2:26 .10.74-

cating 3 7 - ) . 12 .40 NS
Account- 2.61 4.78 217 k] 3.39 6.22 2.83 .57

"ing 3 2 1 C2 8 0: .28 NS -
Decision- 3.04 6.96 3.96 ., 9.04

making 3 7 7 9 .97 NS
Planning 3.91 6.09 5.09 7.91 o

] 3 7 . 7 .43 NS

Coordina- .43 5.22 " 4.35 .57 "6.78 5.65

tion 1 5 4 0 .6 .51 NS
Delega- 3,91 6.09 5..09 7.91 '

© tion 4 6 8 .94 - NS
Evalua- .43 . 4.78 " 4.78 .57 6.22 6.22

tion © : 4 1. 7 .46 NS
Objecti- 4.78 5.22 6.22 6.78 '
vity’ 5 - 5 7 .85, NS
Risk- ~ .43 - 43 4.78 . 4.35 .57 . .57 . 6.22 5.65 . .
taking’ : 0 5 5 1 1 : ) 5 .63 NS
Competi- 2.17 2.61 5.22 5.22 2.83 3:39  .° 6.78

tion 3 2 5" 2 : 7 .66 NS

* g™ gtands for significant,

and "NS" for not significant.
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A  Table 45
Needed More Training and Group Affiliation

Category Female Personnel Directors

Male Personnel Directors

Signifi- *(é)
Needed-More Stronuly Disagree  Agree  Strongly Strongly Disagree Agree Strongly cance Significant
Training Disagree : Agree ' . Disagree Agree : Level Not (NS)
B 7 ’ Significant
. Communi- 1.30 3.04 ) 3.48 '2317 1.70. 3.96 4.52 2.83
.cating 2 2 5 1 : 1 5 3 4 .31 NS
Account- 2.27  5.91  1.82 272 7.09 2.18
ing - 3 5° .2 ’ 2 8 2. .70 NS
i Decision- .87 . 3.04 3.91 2.17 - 1.13° 3.96 5.09 2.83
making 1 .3 5 1 1 4 4 4 . i .64 NS
- Planning - .41 3.68 3.68 l1.64 © .59 4.73 5.32 2.36
0 2. - 6 1 1 . 6 _ 3 3 .22 NS
Coordina-. © .41 - 2.8  4.50 1.23 .59 4.14 6.50 1.77
tion 0 3 ) 5 Q 1 4 5 3 .30 NS
Delega- - .82 2.05 3.68 " 2.48 1.18 2.95 5.32 3.55
‘tion 0 2 5 "2 2 3 4 4 .51 NS
Evalua- .86 . 4.29°  2.57 1.29 1.14. 5.71 - 3.43  °  1.71 :
tion .0 ) - 4. 0 2 ’ 5 2. 3 .15 NS
Objecti- .43 3 3.29 1.29 .57 .4 T5.71 1.71 ’
vity 0 3 i 5 1 1 - 4 5 2 .78 NS
Risk- L .43‘ 3.04 5.22 i.30 - .57 .. 3.96 6.78 : %,7
taking 0 4 .6 . 0. 1 3 6 3 .28 NS
Competi- 1.30- - 3.48-  2.61 2.6l 1.7 4.52 3.39. 3.39
tion’ -0 4 3 3 3 4. 3 - 3 :45 NS
‘* wgw stands for significant, and "NS" for not significant.
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disagree category with a response range from 80% to 83%. Female per-
sonnel directors were in the.agree or strongly agree category fo;-plan—_
ning, coordination, delegation, and objectivity with a response réngé
from 67% to 78%, but the male personnel directors.showea no clear direc-
tion for these same skills. .Male persopnel direc?ors were in fﬁe'agree
or strongly agfee category for risk—takiné. Their responée‘Was 69%,:
The female personnel directors showed no clear direction for.risk—
taking. Both groups displayed.no clear- - direction for coﬁmunicating,
decision-making, evaluation, and competition. |

. Taﬁle 46.iliustrates the relationship bétween barriers and grdup
affiliati§n. |

Null Hypothesis Forty-nine: The perdeptions of the male and

female personnel directors as to the twenty barriers thét may face
women in management are independent of group éffiliatioh.

Each barrier was tested at the .05 level of significance, but the
data showed that thgre were no significant differences.in pefceptions;
Because there were no significaht aifferences,.thé null hypothesis was
not rejected. |

Aggressiveness and career-mindedness were barriers in- the ag?eé.
or strongly agree category. The response range for them Qés 69% to’
100%. The barriers in the disagree or Stronély disagrge catégory‘were
femininity, female roles, ambition, assertiveness, fear of success,
pursuits, emotionél méké—up of Women{ cémpetency,'mascdlinity,:and
déad—end jobs. Tﬁe range of responsés %as from 69% ;9 100%..

The females responded with piear diredtion’to the'possibility of

pregnancy and the lack of mentor§! For theé first tHey‘responded in the




Barriers and Group Affiliation

Tabie 46

Male Personnel Directors

*(S)

1

Cateyory Female Personnel Directors Signifi-
Barriers Strongly Disagree Agree Strongly Strongly Disagree Agree Strongly cance Significant
To- . Disagree Agree Disagree Agree Level Not (NS)
_ Significant

Preg- 3.48 3.04 2.61 R .87 4.52 3.96 3.39 1.13
nancy 4- 4 1 1 4 3 5 1 .48 NS
Femi- 5.22 3.04 1.30 .43 .6.78 3.96 1.70 .57
ninity 5. 2 2 1 7 5 1 0 .46 NS
Female 5.22 2.61 1.30 .87 6.78 3.39 1.70 11.13
Roles 6 3 0 - 1 6 3 3 1 .45 NS
Ambi- 6.96 2.61 .43 9.04 3.39 .57
tion 7 2 1 9 4 0 ) .46 NS
Assertive- 5.22 2.61 1.30 .87 6.78 3.39 1.70 1.13
ness 6 2 1. 1 6 4 2 1 .89 NS
Con- 3.48 3.48 2.61 . .43 4.52 4.52 . 3.39° .57 .
fidence 4 2 3 1 4 6 3 0 .45 NS
Mentors 3.43 5.14 .43 4.57 6.86 .57 .

3 © 6 0 5 6 - 1 .58 NS
Promo- 1.82 2.73 5.45 " 2.18 3.27 6.55
tion . 3 3 4 1 -3 8 . .34 NS
Fear of 2.73 5.91 - .91 .45 3.27 7.09. 1,09 .55 :
Success 5 4 0 1 1 9 2 0 -06 NS
Informal - .43 3.04 6.52 .57 . 3.96  8.48 ,
Network 0 4 6 3 9 .50 NS

* wgn stands

for significant, and "NS" for .not siénificant.'
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Table 46 (Continued)

Categofy Female Personnel Directors- ' Male Personnel Directors Signifi-~ *(5)
Barriers Strongly Disagree Agree Strongly Strongly Disagree “Agree Strongly cance Significant
) Disagree Agree Disagree Agree Level Not (NS) '
- ) i i Significant
"' pursuits’ 5.22 3.48- .87 .43 6.78 4.52 1.13 .57 ]
6 3 -0 1. s 5 2 0 _.37 NS -
Marriage 2.6l 3.48 - 3.91 . 3.39 4.52 5.09
: . 2 3 - 5 . 4 5 4 : .64 NS
' aggressive~ .87 1.30 6.52 1.30 - 1:13. i.70 - 8.48 - 1.70 :
hess . 0. 1 g . 1 2 .2 7 .2 .50 NS
First . 1.36 .91 7.73 1.64 1.09  9.27
‘ Woman. 30 . 1 6] 0 1 11 ) .12 NS
Emotional 5.22 3.48 1.30 6.78 - -4.52 1.70 S
Make-up. 8. 1 1 : 4. 7 2 .053 . NS
_Compe-  ~  3.04 4.78°  1.74 .43 3.96 6.22  2.26 .57 ' :
tency . 1 6 ) 2 : 1 6 5 2 0 .23 NS
" Career- 7.83 2.17 X 10.17 2.83
mindedness 6 4 ) 12 1 .06 NS
Marriage & - 2.17 - 3.48 4.35 ~ 2.83 4.52 5.65 )
Family 2 3 5 3. 5 5 .85 - NS
Mascu- .. 4.78  4.35 .43" .43 6.22  .5.65  ..57 = .57 _
linity = 4 4 ) 1 1 : 7. 6 0 S .41 NS
Dead-end  2:73 .. . 5.91 .91 - - .45 3,27 .7.09 1.09 - .55
Jobs: | - 4 3. 2- 1 2 10 0 0 .06. " NS’

U ngn stands for signfibént,_apd

"NS". for not Ssignificant.
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disagree or.strongly disagree category with an.80% response.'_For the
second the direction of their.responses was.£oward'the agree’category
with a 67% response. The ﬁales showed no clear @ireéﬁ%dﬁ %Q‘Fgeig re-
sponse toward either item. | |

The males responded with clear direction to‘confidencé, prémotion,
the informal network, marriage and mobility, and the first woman in
upper-level manégement. The males responded.in the direction of agree
or strongly agree to promotion, fhe informal netwofk[ and the first
woman in ﬁpper—level management. Their responsée range was from 67% to._.-
92%L They respénded in fﬁe disagree or st;ongly disagree category for
confidénce and marriage. The reéponse_rangg for.these.was 69% to 77%.
In all five cases the reéponses of.the women showéa no élear direction.

Both éropps displayed ﬁo clear direction ﬁor £he barriér harriage,

" family, and mobility.

Questién fdufé Was there a difference in the(perceptions held b?
ail three groups as-to:tbe fgture of women' in management‘ig the néxt'
five to ten years? f

Table‘47 illustrates thé relafionship between the responses and ;
group affiliation. |

- Null Hypothesis Fifty: The perceptions concerning the future of

women in management in the next five to ten.years are independent of
group affiliation, i.é., whether one is a woman business.management
student at Montana State University, a Montana personnel director, or

a Montana woman manager.
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" Table 47

The Future of Women in Management and Group Affiliation

Group Decrease | . Stay the " Increase Increase

Affiliation Slightly : Same - Slightly Considerably
Montana Y 140 8.59 : 14.13°
Personnel . n .
Directo¥s 1 ) 0- 10 : 12
Montana c..54 . . .54 . 33.61 . . 55.30
Women . . S _
Managers .. .0 ‘ 1 37 .. 52

Women .33 .32 - - 19.800 . 32.57
- 'Business ‘ - T ’ E :

Management : : ) . :
Students 0 0 - 15 - 38

df = 6; Critical x® = 12.59; Calculated x? = 10.22; Significance = .12.

The null h?pothesis‘w&s not rejected_at tﬁe'.CS level of éiénifih
cance, siﬂce the déta in Tabléﬂ47'indicétes thefe‘is no significént:dif;
ference iﬁ berceptiqns,

' Approximatély §9% of the re%pohses were in'the'ipcreaSe slightly

or inc¢rease considerably category.


























































































































































