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Abstract:
A study was made to determine the management opportunities for career women in Montana.
Consideration was given to the qualifications necessary for women to succeed in business together with
the women's personal and occupational backgrounds.

A questionnaire was sent to 213 American Business Women Association members in Montana. The
members returned 137 questionnaires; 28 were discarded; 109 were utilized in this study.

All data were tabulated on master sheets for each of the questions. An analyses of data obtained
presented certain conclusions.

Among these conclusions were the following: 1. Categories represented were: 25 occupational fields,
with 51 percent of the women in supervisory positions; 49 percent, non-supervisory. Owners, 8
percent; managers, 8 percent; owner-managers, 6 percent; and, employees, 78 percent.

2. Supervisory personnel worked primarily for self-fulfillment reasons; nonsupervisory, financial.

3. Median income for the supervisory personnel was in the lower half of the $8,000 to $10,000 income
bracket; nonsupervisory, upper • half of the $4,000 to $6,000 bracket.

4. Salaries of both supervisory and nonsupervisory categories progressed upward with age, experience,
and education. However, stratification by supervisory or nonsupervisory categories was the
determining factor.

5. The majority of the women were married, were in the age group 50 to 54, had children, and had
work experience of 14 to 18 years.

6. Supervisory personnel held more professional certificates, belonged to more professional
organizations, and traveled more in leisure-time activities than the nonsupervisory personnel.

7. Optimism, due to changing attitudes and labor demand, and pessimism, due to discrimination, were
indicated in evaluation of management opportunities in the various occupational fields.

Recommendations included: (1) women planning management ca- reers should obtain an education
beyond high school, preferably a college degree (2) women were urged to explore the banking,
cosmetology, federal government civilian service, hospital, hotel/motel, insurance, investments,
retailing, title, and utilities fields (3) guidance counselors and advisors should encourage young women
to enroll in courses pertinent to management careers (4) women should demonstrate self-determination
in striving for and obtaining their career objectives (5) course materials, including preschool readers,
should contain role models of men and women in varieties of life-styles through career education in
grades K-16. Further research was recommended to change the public's attitude towards women in
management. 
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Green, Verna Yeager. A Survey to Determine Management Opportunities for
Women in Montana.

A study was made to determine the management opportunities for 
career women in Montana. Consideration was given to the qualifications 
necessary for women to succeed in business together with the women's 
personal and occupational backgrounds.

A questionnaire was sent to 213 American Business Women Associa
tion members in Montana. The members returned 137 questionnaires; 28 
were discarded; 109 were utilized in this study.

All data were tabulated on master sheets for each of the ques
tions. An analyses of data obtained presented certain conclusions.
Among these conclusions were the following:

1. Categories represented were: 25 occupational fields, with 51
percent of the women in supervisory positions; 49 percent, non- 
supervisory. Owners, 8 percent; managers, 8 percent; owner-managers, 
6 percent; and, employees, 78 percent.
2. Supervisory personnel worked primarily for self-fulfillment rea
sons; nonsupervisory, financial.
3. Median income for the supervisory personnel was in the lower 
half of the $8,000 to $10,000 income bracket; nonsupervisory, upper

• half of the $4,000 to $6,000 bracket.
4. Salaries of both supervisory and nonsupervisory categories pro
gressed upward with age, experience, and education. However, 
stratification by supervisory or nonsupervisory categories was the 
determining factor.
5. The majority of the women were married, were in the age group 
50 to 54, had children, and had work experience of 14 to 18 years.
6. Supervisory personnel held more professional certificates, be
longed to more professional organizations, and traveled more in 
leisure-time activities than the nonsupervisory personnel.
7. Optimism, due to changing attitudes and labor demand, and 
pessimism, due to discrimination, were indicated in evaluation of 
management opportunities in the various occupational fields.

Recommendations included: (I) women planning management ca
reers should obtain an education beyond high school, preferably a 
college degree (2) women were urged to explore the banking, cosmetology, 
federal government civilian service, hospital, hotel/motel, insurance, 
investments, retailing, title, and utilities fields (3) guidance coun^ 
selors and advisors should encourage young women to enroll in courses 
pertinent to management careers (4) women should demonstrate self- 
determination in striving for and obtaining their career objectives 
(5) course materials, including preschool readers, should contain role 
models of men and women in varieties of life-styles through career 
education in grades K-I6. Further research was recommended to change
the public's attitude towards women in management.



CHAPTER I

INTRODUCTION

The future of working women in Montana assumes primacy over 
where women were in the last decade, or where women are in their 

employment roles. During the first third of the twentieth century, 

women were successful in obtaining their place at the ballot box; the 

second third of the century, women entered the employment ranks; and, 

the last third of the century finds women striving to obtain equal 
status within those employment ranks.

Science and technology not only have assisted to expand the 

role of women in our society beyond the scope of homemaking and child- 

rearing but have also simplified her chores and added years to her 

life. These years can be utilized for growth and achievement as 

persons apart from the traditional role of homemaker.

Many theories of motivation or the needs of man (woman) have 
been postulated. Maslowfs (11:492-493)* theory appears to have special 

implications for women who have, or are about to, join the ranks of 

the employed. Maslowfs hierarchy of needs and a brief description of 

each is presented as follows:

*First number appearing in parentheses indicates number in Selected 
References; second number indicates page where material may be found.
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1. Physiological Needs: Food, rest, exercise, sex, etc.
2. Safety Needs: Protection against danger, threat, and

deprivation. The need for security and the known or 
familiar versus the unknown or unfamiliar.

3. Belongingness and Love Needs: Belonging, association,
acceptance by his fellows, giving and receiving friend
ship and love.

4. Esteem Needs: Self-confidence, independence, achieve
ment, competence, knowledge, status, recognition, 
appreciation, the deserved respect of one's fellows.

5. Self-Actualization Needs: Realizing one's own poten
tial, continued self-development, being creative, 
becoming an entire individual.

Closely related to these basic needs are the desire to know 
and to understand.

The gratification of these needs does not have to be 100 

percent. Most normal members of society are partially satisfied in 

all their basic needs and partially unsatisfied at the same time. A 

more realistic description of the hierarchy would be in terms of 

decreasing percentages of satisfaction as members of society proceed 

up the hierarchy of needs.

The basic needs of food, shelter, and security are usually 

obtained by the primary breadwinner of a family, whether it be male or 

female, in the employment ranks. Most certainly, males and females—  

single, married or heads of households— are in the realm of providing 

for these basic needs. The last three needs of Maslow's hierarchy are 

obtained through vocations and avocations whether by men or women.
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Many women derive at least partial fulfillment of all of these needs 

in the important role of homemaker. Other women look to a career to 

fulfill these needs further. In this respect, women are identifying 

themselves as individuals with needs, the same as their male 

counterparts.

With almost 87,000 women employed in Montana (17:28-113), 

working women are concerned about management opportunities and the 

qualifications necessary for success in the management field. This 

concern stems from the hierarchy of needs.
The problem of determining management and mid-management oppor

tunities for women in Montana is of concern to several publics. Women 

college graduates seeking employment, currently employed career women, 

and family women returning to the labor force often, appear to lack the 

knowledge of career positions and the qualifications necessary to suc
ceed in these positions. Many young people, upon completion of their 

post-secondary and higher educations, leave Montana as a part of the 

total exodus of young people. A recent.survey (16:55) indicated that 

almost one out of every five youths left Montana within a few years of 

high school graduation age. Because of this and other observations, the 

writer became interested in exploring possible alternatives to this 

trend and to present possible opportunities that exist within Montana.
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Montana and the nation’s economy needs working women. The 1970 

Montana census (17:28-113), stated that of the male population 14 years 
old and over 10,235 were unemployed. Of the female population 14 years 
old and over 93,285 were employed. In other words, if all of the male 
population in that age.group were employed, there would still be a need 

for over 83,000 women in the state labor force. A nation that is 

surging toward a two trillion-dollar economy by 1980 must use all of 
its peoplepower. It cannot afford to discriminate in any way and to 

overlook contributions that can be made regardless of sex, race, ethnic 

origins, or age. Women can play a vital role in contributing to the 

nation's and the state’s security and well being if they are afforded 

the opportunity and are able to accept the challenge.

Based on several studies and societal trends, there is reason 

to believe that women are going to be more successful in entering 

management echelons in Montana in the 1970’s and 1980*s than they were 

in the 1960's. Several conditions that have contributed to this trend 

are: government edicts, and legislation, the Women's Liberation move

ment, union rules, and changing attitudes by many members of our 

society.

I. NEED FOR THE STUDY

The 1970 Montana census (17:28-113) indicated that 86,688 

females, 14 years old and over, were employed in Montana, as compared
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to 161,654 males, 14 years old and over. Table I, page 6, indicates 

the. major occupational groups within these categories. Of the working 

force in Montana, 5.6 percent of the females were employed as managers 

and administrators; however, 12.8 percent of the males were employed 

in this occupational category.
In comparing incomes of persons in Montana, 1970 census figures 

(17:28-114) indicated the median income for males, 14 years and over, 
was $5,751. The median income for females, 14 years old and over, was 

$1,760. Table II, page 7, indicates the number of persons within each 

income bracket.

Although statistics were given for the incomes of males in the 

professional, managerial, and kindred workers category, similar figures 
were not provided for women in this particular category. Therefore, no 

comparison could be made in this group.
In comparing years of education (17:28-121) completed by males 

to the years of education completed by females, men, 25 years amd over, 

had completed an average of 12.2 years in 1969 ; but, women, 25 years 

and over, had completed an average of 12.3 years.
It would appear that a parallel should exist between additional 

education as equated with higher salaries. However, the fact that 
women have slightly more education than men bears little relationship 

to the median incomes received by females and their male counterparts.
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MALES AND FEMALES IN MONTANA, 14 YEARS OLD AND OVER 
EMPLOYED IN MAJOR OCCUPATIONAL GROUPS

TABLE I

Major Occupational Group Males Females

Professional, technical, and kindred workers 19,433 14,683
Managers and administrators, except farm . 19,701 4,626
Sales workers 9,332 6,383
Clerical and kindred workers 8,037 26,213

Craftsmen, foremen, and kindred workers 28,986 840

Operatives,.except transport 14,084 2,771

Transport equipment operatives 8,506 355

Laborers, except farm 10,271 891
Farmers and farm managers 17,294 778
Farm laborers and foremen 8,455 1,178

Service workers, except private household 11,133 20,681

Private household workers 92 3,249

Occupation not. reported 6,330 4,040

Total 161,654 86,688
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TABLE II

ANNUAL INCOME OF PERSONS IN MONTANA, 1970 CENSUS

Number
Annual Income Males Females

$1 to $999 or loss . 27,357 53,883
$1,000 to $1,999 24,154 32,566
$2,000 to $2,999 19,467 19,203

$3,000 to $3,999 15,992 16,532

$4,000 to $4,999 14,147 11,503
$5,000 to $5,999 16,708 7,638

$6,000 to $6,999 19,085 6,018

$7,000 to $7,999 19,567 3,670

$8,000 to $8,999 16,823 2,200

$9,999 to’ $9,999 11,462 1,302

$10,000 to $14,999 28,675 1,809

. $15,000 to $24,999 10,079 593

$25,000 or more 3,811 338

Total 227,327 157,255
Median income $5,751 $1,760
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In comparing the percentage of females and males in the labor 

force in Montana (17:28-126), 41.4 percent of the females between the 

ages.of 14 and 64 were employed. In this same age category, 58.3 
percent of the males were employed.

. These figures would tend to indicate the need for this study to 
determine whether or not opportunities in management do exist for 

women; and if so, what qualifications are necessary for these women to 

enter and to succeed in the management field.

II. STATEMENT OF THE PROBLEM

The purposes of this study were:
1. To investigate current and anticipated management oppor

tunities for women in Montana.
2. To investigate the educational background, work experience, 

and personal qualities which lead to success for women in managerial 

positions in Montana.

Specific answers were sought for the following questions:
1. What opportunities exist in specific occupational areas for 

women in management in Montana?
2. What qualifications should a woman possess for entry into, 

and success in, a management career?

3. How do women's salaries compare when related to age, educa

tion, experience, job titles, and positions?
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III. DEFINITION OF TERMS

To assist the reader with the terminology of this paper, the 
following definitions are presented:

Management. Terry (14:4) defines management as a distinct 

process consisting of planning, organizing, actuating, and controlling, 
performed to determine and accomplish the objectives by the use of 

people and resources.

Management, as utilized in this paper, includes supervisory, 

middle, intermediate, and top management.
Normative-survey research. Normative-survey research, accord

ing to Good (5:289), is a method employed whenever the objects of any 

class vary among themselves and one is interested in knowing the extent 

to which different conditions vary among these objects. The word 

"survey" indicates the gathering of data regarding current conditions. 

The word "normative" is used because surveys are frequently made for 

the purpose of ascertaining what is the normal or typical condition, or 

practice, as it was in this survey.

Re-entry. Re-entry refers to the process of re-entering the 

labor market after having been employed and having moved out of the 

employment market.
Supervisor. Supervisor will be used synonomously with middle.

intermediate, and top management positions. As identified in this
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paper, the criteria employed to differentiate a supervisor from a non
supervisor were:

1. Supervision of employees
2. Management of resources

3. Group decision-making

4. Individual decision-making

Nonsupervisor. Respondents not meeting the above criteria were 

categorized as nonsupervisors to distinguish them from the supervisors 

in stratification of the data.

IV. LIMITATIONS OF THE STUDY

The survey was limited to members of the American Business 

Women's Association in Montana. This group was selected because it 

appeared to be representative of the women employed in the diversified 

types of businesses in Montana.
The national office of the American Business Women's Associa

tion is located in Kansas City, Missouri. The national office placed 

no restrictions on the writer regarding publication of the findings and 

recommendations. The national office provided a mailing list of the 

Montana membership.

Membership requirements for the American Business Women's 

Association stipulates that a woman must be invited to become a member.
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must be sponsored by an active member of the American Business Women's 
Association, and must.be currently gainfully employed.

Members of six chapters in four Montana cities were surveyed. 
These chapters were located in Billings, Butte, Great Falls, and Helena.

Although the study was made of a single group of women, it was 
believed that the results would be valid because of the diversity of 

types of businesses represented by the employed women. In addition, 

by stratifying the results according to those in supervisory and non- 

supervisory positions, all completed returns from the working members 
of the group could be utilized in the analyses of the data.

V. PROCEDURE

The purposes of this study were to investigate current and 

anticipated management opportunities for women in Montana, and to 

investigate the educational background, work experience, and personal 

qualities which lead to success for women in managerial positions.

This section is devoted to the construction of the question

naire, the accompanying letters, and the treatment of the returned 

questionnaires.
The various sections of the questionnaire were compiled after 

the writer had reviewed numerous dissertations and questionnaires. 

Publications on the construction of good questionnaires were read in 

order to strengthen the questionnaire of this study.
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Fox (4:548-549) believed that the researcher must take two 

general procedural paths in the development of a questionnaire. First, 

he must be completely satisfied that the questions can be stated with 

sufficient clarity to function in the impersonal interaction which 
characterizes the questionnaire. Second, he must take all possible 
steps to maximize the likelihood that a respondent will answer and 

return the questions. The first procedure generally requires some 

field testing, either through informal testing of the questions with 

respondents like those to be used in the study or through a formal 

pilot study.

Fox further stated that the second procedural path involves 

four steps: (I) limiting the length of the questionnaire so that 
respondents need to devote as little time as possible to the chore of 

responding; (2) structuring the response format to as great an extent 

as possible so that the actual amount of writing the respondents must 

do is minimized; (3) writing the introductory material eloquently and 

frankly so that respondents know the purpose of the research and the 

use to be made of the data and are convinced that the purpose is worth

while and professionally desirable; and, finally, (4) making some 

provision for the respondents to learn about the results of the research 

so that the exchange of information becomes a two-way rather than one

way street.
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The questions on the survey were formulated following personal 
interviews in a survey of women in management positions in Bozeman, 
Montana. The pilot survey was conducted six months prior to the 

development of the formal questionnaire for this paper.
A questionnaire inquiry was prepared to obtain information, 

opinions, and attitudes from working women in Montana. The persons to 

be surveyed were busy people with obligations of their own. There
fore, the questions were phrased concisely, and an effort was made to 

restrict positive and negative answers by providing an array of alter
native responses. An original set of questions was compiled, revised, 

and reduced in number by the.writer. An attempt was made to phrase 
questions so that simple check marks were all that were necessary for 

the responses.
A four-page questionnaire consisting of a combination of 

multiple choice and short-answer type questions was devised. Questions 

were developed pertaining to current working status of the respondent, 

including occupational category, duties performed, and title. A 

section included questions concerning personal background including 

age, marital status, children, and education. Subjective questions 

concerning the respondent's view of management opportunities for women 

and her reasons for her views was also asked. A question concerning 

ranking of personal qualifications and attitudes felt necessary for a 

woman to succeed in business was included.
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An open-ended question regarding special aspects not covered 
in the questionnaire concluded the survey instrument.

The formal questionnaire was test run using fellow graduate 
students and graduate committee members as subjects to check it for 

clarity, understandabillty, and answerableness to the questions. Each 
was asked to make suggestions which were used in making the final 

revisions of the questionnaire. After more modification, the final 
questionnaire was printed.

The final typing of the questionnaire was completed by the 

writer on 8% inch by 11 inch paper. This was then reduced by' the 

Kodalith photographic process to 6^ inch by 8% inch negatives and 

placed on metal masters suitable for offset machine printing. A 

copy of the questionnaire which was completed in brochure form is found 

in Appendix A, page 140.
A cover letter was composed to accompany the questionnaire.

The letter was phrased to express assistance for the respondent rather 

than for the writer.

The first mailing included the questionnaire; the cover letter; 

and a stamped, addressed envelope for returning the completed 

questionnaire.

Three weeks after the first mailing, a follow-up letter was for 

warded with a second stamped, addressed envelope. Copies of the two 

cover letters are included in Appendix A, page 140.
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A third follow-up was conducted by telephone to obtain at least 
a 65 percent return.

Questionnaires were mailed to 213 listed members of the Ameri
can Business Women's Association in Montana.

Of the 213 women who received questionnaires, 137 (65 percent) 
completed and returned them. Seven listed members were no longer 

affiliated with the group; twenty listed members were retired; and one 
listed member was deceased.

Of the 137 members responding, 109 (80 percent) were actually 

employed and all 109 of these questionnaires were utilized in the 

findings.

The normative-survey method used in this study consisted of the 
following steps:

1. Selecting a representative group to study.

2. Preparing a questionnaire.
3. Mailing the questionnaire.

4. Collating data when the questionnaire was returned.

The results of this study are presented in Chapters III and IV.
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VI. SUMMARY

This chapter was concerned with introductory data concerning 

the background of the study, the need for the study, the statement of 

the problem, definition of terms, limitations of the study, and the 

procedure used.



CHAPTER II 

STATE OF THE ART
OF WOMEN IN MANAGEMENT POSITIONS

Volumes have been written regarding the status of women in the 

labor force. Many studies have been made regarding the socio-economic 
background of women in business. Researchers have provided statistics 

relating to the numbers of women, incomes of women, and characteristics 

of women in the labor force. Subjective viewpoints have been related 
concerning the barriers confronting women as they progress in business 

organizations.
Good, Barr, and Scates (5:104-105) noted that the purpose of 

the survey of previous studies, discussions, and experience relating 

to the problem under investigation may accomplish five purposes:

1. Show whether the evidence already available solves the 
problem adequately without further investigation

2. Provide areas, theories, explanations, or hypotheses 
valuable in formulating the problem

3. Suggest methods of research appropriate to the solution 
of the.problem

4. Locate comparative data useful in the interpretation of 
results and

5. Contribute to the general scholarship of the investigator

In fulfilling these five purposes, the writer read books,

magazines, periodicals, newspapers, and government publications, which
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provided a vast array of information pertaining to the working woman.

A brief summary of this information is included in this chapter.

I. BARRIERS TO MANAGEMENT POSITIONS

Bird (1:51-63) noted that money income is divided among sex 

lines so sharply that the statistics were worthy of scrutiny. In 1961, 
for instance, one third of 1900 employers queried by the National Office 

Managers' Association frankly admitted that they systematically paid 

men more than women.
Bird discussed the widening gap in income at the upper brack

ets. She said that many women had embarked upon businesses of their 

own to escape an arbitrary salary ceiling and that census figures bear 

them out. Women earning top incomes were slightly more apt to be self- 
employed than men making the same money. Bird indicated it was much 

harder for a woman to receive a title than to obtain the work. She 

found that it was sometimes difficult for women to get their names on 

company letterheads or to obtain business cards of their own. When 

women were promoted during World War II, they were generally called 
"acting manager" or "acting head." This form is still used to identify 

a woman's role without conferring a permanent rank.
National Manpower Council (12:91-108) participants in 1957 

stated that the question of how the public responds when women are em

ployed in jobs customarily held by men was raised. Because personnel
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managers believed clients would not accept their decisions, some insur
ance companies do not employ women as field underwriters.

The conferees believed it was the judgment of many employers 
that business and industry were still a long way from thinking of abil
ity to perform as the sole criterion for job assignments and that jobs 

at all levels were still usually designed as belonging to either men or 

women. . In many instances, according to reports, top-level management 

may establish a policy of ecjual eligibility for jobs, but lower-level 

executives and supervisors continued to limit the opportunities open to 

women. For example, of the four graduate schools of banking maintained 

by the bankers' association, three were closed to women, even though, 

three-fourths of all bank employees were women. Individuals receiving 

the advanced training were generally older males and.already advanced 

in position and salary level.

The conferees reported several examples to indicate that tradi

tion played an important role in the acceptance of women supervisors. 

The telephone companies had long used women to supervise operators. 

According to surveys, operators' attitudes toward their supervisors 

were no different from those of women in other departments who had male 
supervisors. In department stores where most supervisors and many 

department managers were women, no special problems were encountered. 

One reason that difficulties were sometimes encountered when women were 

placed in high levgl positions, a conferee declared, was poor initial
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selection. In considering a woman for an important position, an execu
tive’s judgment was often affected by his attitudes toward women in 

general. The conferees felt that the executive would make sounder 
decisions if his decisions were based upon the same criteria used in 

selecting male executives. Women's accomplishments were changing man
agement's attitudes, and the Council suggested that a key problem in 

the future would be the availability of enough women qualified for and 

willing to accept more responsible duties.

Rusher's (13:895-896) study of women in office management 

sought to ascertain promotional opportunities for women in office man

agement positions. The findings were that, for the most part, the 

middle management level was the top level position attained by women 

and that male management personnel possessed a lack of confidence in 

the ability of women. Further, top management was reluctant to dele

gate responsibility and authority to women and paid them less than men 

for the same work, or position..

In pursuing the belief that barriers do exist, Schwartz's 

(27:5-9) findings reinforced the belief that barriers do exist. 

Schwartz, in a survey of 300 male executives from 250 of the largest 

United States corporations, 300 executives from 250 small businesses, 

and 300 women who had achieved, executive status, found that most of the 

male executives from small businesses and almost half of the big busi

ness executives admitted discrimination did exist against women in



21

management. Schwartz's findings noted that fewer women are employed in 
management in the small businesses (percentage wise) than in the big 
businesses, and almost all the women in the small businesses were 

employed at the first (or supervisory) management level, At the senior 

management level in the big businesses, only a fraction more than one 

percent were women, and the small businesses reported no female senior 

executive personnel.
The New York Times (34:C67) featured an article on a New York 

City management conference for women. Eli Ginzberg, a professor at 

The Columbia Business School and chairman of the National Manpower 

Advisory Committee, told the conferees that many employers are "unwill

ing to hire women as executive trainees . . .to assign them broadly 

through the organization." He said that employers frequently refused 

to offer opportunities such as a desirable assignment in a different 

city to a woman. Professor Ginzberg described prospects for female 

employment as currently "less than propitious." On the supply side, 

they face "tough competition from black men— long overdue— and young 

white males."
Ginzberg urged women to push to get the employment rate up and 

to get the hours of work down, to put pressure on vulnerable employers 

such as consumer industries and universities in order to obtain

executive status.



22

Rosenthal (35:24) noted that women comprised 61 percent of all 

service workers in 1971, compared with 39 percent in 1940, However, 
the proportion of professional and technical workers who were women had 
declined slightly during the same period, from 42 percent to 40 percent. 
He cited changes in the women comprising the labor force:

1. The proportion of adult women living alone or with 
unrelated roommates jumped 50 percent to 7,6 million, 
about one-tenth of all adult women, based on 1970 ! 
figures.

2. Some of the increase in employment and independent 
residence is accounted for by a rise in the proportion 
of women who are divorced or separated. In 1960, both 
categories totaled about 7 percent of all married 
women. In 1970, the figure approached 10 percent.

The barriers that women are confronted with in management was 

further emphasized by Rosenthal when he related the views of Elizabeth 
Waldman, a Department of Labor Authority. Waldman wrote that women may 

have to put convenience of location or flexibility of hours above 
earnings. Married women may not be in a position to accept jobs with 

overtime pay or to accept a promotion to a job with heavier 

responsibilities.

Women are responsible for some of the barriers they encounter 

when aspiring to management positions, as pointed out by Thomson 
(28:95-97). Thomson believed that women don't buck for promotions the 

way men do. Men look forward to a better job and expect one. Women 

don't! Thomson felt that one of the underlying problems was that 

women were not motivated by job prestige. Further, she said that men
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are more willing to do the extracurricular Chores that lead to the top. 

They volunteer for chamber-of-commerce work, serve on c6mmittees--all 

the extra things that are part of the climb to management positions. 

Most women put that extra time and effort into their families. Women, 
Thomson further stated, should liberate themselves by changing their 
attitudes and accepting the reality of a world which requires them to 
be both wives and workers.

Despite changing attitudes and legislation, one field which 

appears to favor advancement of men over women is the field of academia. 

Blackman (32:A-5) related.that complaints had been filed with the 

Federal Government against.numerous, greater universities and.colleges 

charging sex discrimination. Most colleges and universities usually 

yield to complaints and agree to review .their operating procedures, 
perhaps because of the axe J. Stanley Pottiner, chief government 

enforce* of anti-discrimination laws, holds over their heads. Institu
tions which do not measure up to these laws face the possibility.of 

losing federal contracts, a key source of university income, particu

larly in the research area. Blackman summarized that government and 

private statistics indicated that in institutions of higher learning 

women do not advance as.rapidly as men and that women's salaries are 

generally lower than men's salaries.

Pogrebin (26:178) pursued discrimination in academia further.

She noted that although teaching does provide equal pay, excellent
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hours, holidays, and vacations, plus job security, the shortcomings 

include little opportunity for advancement, promotion, and job mobil
ity. In relating a National Education Association survey conducted in 

1970, she reported that in all elementary schools women outnumbered 
women school principals four to one. In the secondary schools, the 

proportion of men and women teachers was about equal, but 96 percent of 
secondary school principals were men.

The NEA further reported that out of 13,000 school superinten
dents in this country, only three are women. Pogrebin recognized that 

men belong in public education. However, she felt that in pursuing 

their goal, the resources and loyalties of thousands of experienced and 
qualified women should not be sacrificed. She stated that the status 

of women teachers had gotten worse, not better, in recent years. Forty 

years ago most school principals were women. In the high schools, the 

proportion of women teachers has dropped sharply since 1950, from 57 

percent to 46 percent. Today, only one State--Montana— has a woman 

chief school officer; twenty years ago there were six.

Muckelston (.24:42-46) felt that in professions and other 

career-oriented positions, women were fading fractions. Even in the 

teaching field, traditionally a female stronghold, only 22 percent of 

college-level faculties (including other so-called professional staff) 

are made up of women; thirty years ago females comprised 30 percent of 

the faculties.
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Muckelston further emphasized that despite the growing female 
labor force in America, women have achieved little advancement in 
securing equal pay and equal opportunity in obtaining positions or 

promotions in most occupations and professions. In citing United 
States Department of Labor statistics, Muckelston noted that wage 

differentials underscored the discrimination women tolerated in compen

sation for the same services rendered occupationally as their male 

counterparts. She noted that in the science occupations, men earned 
$3,200 more annually than women; in the professional and technical 

fields, men earned $3,460 more than women; and, male proprietors and 

managers earned $4,705 more than their female counterparts. Montana 

women need not rely on the federal act alone, for the 1971 Montana 

Legislative Assembly passed a state Civil Rights Act, which prohibits 

discrimination by reason of sex, with no limits regarding the size of a 

firm. In summary, she said:
Complete freedom from the fetters of biological determinism 

will not be achieved until traditional concepts of the male 
and female roles in our society, particularly in employment, 
are replaced by a recognition of an individual’s worth regard
less of sex.

Johnson (22:13-14) indicated that according to the 1960 census 

the median income of Montana women workers was equal to 56 percent of 

the median income of Montana men workers. Johnson further indicated 

that this discrepancy would undoubtedly be even larger in the 1970

. She felt this was a direct reflection of the concentration ofcensus
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working women in clerical and service jobs; in fact, 49 percent of the 
working women were in these categories. Whether these were the kinds of 

jobs most women wanted— whether they were happiest being secretaries, 

clerks, and motel maids— she left for speculation and a question which 
no employment data can answer.

Johnson also noted that the 1970 census release indicated that 

of the 13,448 families in Montana headed by women, 8,130 included chil
dren under 18 years of age. The 8,130 women heading these families 

were responsible for 18,422 children, or almost 8 percent of all 

Montana children under 18 years of age in 1970. In the meantime, it 
is safe to assume that, from the standpoint of income, many of these

18,000 children and their mothers are among the lower income families 

in Montana, she concluded.

II. QUALIFICATIONS FOR MANAGEMENT

Women who aspire to management positions should be aware of the 

qualifications such positions demand. Much has been written concerning
f

qualifications and qualities for success in management.

Dawkins’ (2:1542) findings indicated that young women planning 

managerial careers needed' to be aware that essentially the same basic 
characteristics are required of women executives as are required of 

male executives. They are advised to investigate businesses in which 

women already have made progress and where women have an equal or better
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chance than male competitors. They were also advised to investigate 

businesses where high salaries are found. Dawkins further wrote that 

the amount and type of education a woman receives strongly influences 

her occupational choices and her opportunities for further job advance

ment. According to the 251 respondents in the survey, educational 
emphasis should be placed on courses in communications, problem-solving 
techniques, and other courses which give the student a basic knowledge 

of some of the major practical fields or vocations which are of special 
interest.

notch secretarial skills, trained women with enough specialized business 

knowledge and experience to enable them to act as administrative or 

executive assistants to their bosses. She pointed out that secretarial 
work is as good a way as ever to make one's approach to a top-level 

job, and this is true of practically,any field a woman may choose.

Often a secretary who has demonstrated her capacity for assuming respon

sibility and going ahead on her own gets a chance to try her hand at 

important portions of her chief's work.

seeking frantically for qualified persons to fill top jobs and are 

often not finding the qualified personnel they want among the men 

available. This situation has prompted employers to display a much 

more liberal-minded attitude toward hiring women for executive posts

Maule (9:xii-xiii) stressed the demand for women with top-

Maule further stated that leaders of business and industry are
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and advancing women to management positions. In general, those advanc
ing to executive positions are women who have turned in a particularly 

good record on a lesser job and have been quietly preparing themselves 
to handle more responsible positions.

Pledger (25:295-297) completed a questionnaire-survey study to 

test the hypothesis: "The professional secretary may rise to the level

of an administrator but not an executive." The scope-of-authority data 
revealed that:

1. Secretaries do not request, recruit, select, or train 
new office employees.

2. Secretaries do not, and do not desire to, recommend 
promotions, dismissals, and salary increases for 
office employees.

3. Secretaries do not make service contracts for supplies 
or repairs, but would like to do so; neither do they 
make investigations for the firm as to the price of 
office equipment, furniture, or supplies.

4. Secretaries do not participate in decisions regarding 
sick leave, vacations, schedules, and personal privi
leges for others, or policy decisions affecting the 
entire firm, and do not seek such assignments.

The data gathered indicated that most secretaries do not desire 

to assume the decision-making responsibilities of management as included 

in "scope of authority." Their educational attainment (one year of post 

high school training) suggest that they do not aspire beyond the 

administrative assistant positions. In summary, Pledger noted that if 

the secretary of tomorrow is to be a member of the management team, she
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must not only obtain the college degree but also be willing to assume 

the duties and responsibilities that go with the position.

Before one can counsel and guide a woman desiring a management 

career, it is necessary to investigate the backgrounds of women cur

rently employed in management. In 1963, Egbert (30:73-74) conducted a 
survey of 53 executive secretaries in the Salt Lake City, Utah, area to 

determine their personal qualities, educational background, and duties. 
Her findings indicated the ten most important personal qualities an 

executive secretary should possess were poise, sense of humor, patience, 

loyalty, pleasant personality, dependability, neatness, self-control, 

tact, and understanding. These traits helped an executive secretary to 

withstand the pressures of secretarial work and enabled her to create 

a pleasant environment for the people working with her. According to 
the group in this study, these personality traits were more important 

to the success of an executive secretary than her skills in shorthand 

and typewriting.

In her conclusions, Egbert wrote that women in executive secre

tarial positions were mature, experienced, and college trained.

Hamilton (21:152,153,189) indicated several general areas of 

qualifications for women seeking executive positions:

I. Ability to communicate. This quality involves the 
ability to express one's ideas clearly in either oral 
or written form as well as the capacity to understand 
oral or written information from others.

«4
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2. Ability to reason objectively. A woman should be able 
to identify a problem, to evaluate the major considera
tions, and to reason objectively to a valid decision on 
the basis of the facts she has been able to obtain.

3. Social maturity. Emotional stability, a flexible dis
position, the ability in personal relationships are 
among the characteristics that industry looks for in 
the college-trained management trainee whether the 
trainee be female or male.

4. Realistic work and salary goals. This disposition 
encompasses an active interest in the company, a desire 
to learn, a wish to work, and a realistic emphasis on 
salary demands.

5. Interest. Interest is thought to be the greatest of 
all motivating forces; and, from the employer’s view
point, it is indicative of the individual's potential 
in the growth of the organization.

In 1965, Doll (3:6883,6884) made a comparative study of the top 

level male and female executives in Harris County, Texas, in order to 

provide useful data for the identification, selection, and comparison 

of males and females who were top managerial material; to determine 

what differences, if any, there were between her and her male counter

part; and, to identify the obstacles the female executives had had to 
overcome and had yet to overcome.

Some of the statistically significant findings between the 

matched pairs of executives were:

1. The women were older than the men. The men were employed 
by larger companies than were the women.

2. The males had significantly more education than the 
females.
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3. The executives agreed that, men still resent working for 
a woman boss and that it was easier for a male to 
achieve occupational success than a female.

4. The executives would encourage the young career-minded 
girl who had aspirations for executive positions to have
at least a college degree and preferably an advanced degree 
in a technical or professional field.

The National Federation of Business and Professional Women's 

Clubs, Inc. (15:3-20) conducted a survey of its 167,104 members in 1969 
to study the working woman and to expand educational opportunities for 

women. A 31.8 percent response was noted as being unusual, compared to 

the normal 10 or 12 percent response obtained by most surveys of this 

magnitude. Findings indicated a widening gap between men's pay and 

women's pay, noting that the Department of Labor reported that women's 

median wage now averaged 58.2 percent of men's median, down from 63.9 

percent in 1955. However, the BPW members represented a much higher 

income group than the average for all working women. Of the BPW 

members responding; 21.9 percent had dependents. The survey further 

indicated that the highest incomes had gone to lawyers, followed by 

physicians, and then college teachers and administrators.
Of the members with incomes in the "over $20,000" bracket,

38.3 percent were 50-60 years old and 27.7 percent were 35.5 years old. 
In the survey, the rising curve of income on the educational scale was 

evident. The majority of high school graduates and those listing
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"some college" showed incomes between $3,000 and $8,000. A majority 

of those holding a bachelor's degree had incomes between $5,000 and 
$12,000.

Mannes (8:116-130) was rather cynical, pointing out that she 

believed creative women were not only a minority but were also neither 
particularly valued nor desired by society. She spoke about the 

nation's need not only for educated women but also for thinking women 
who are trained and ready to apply their knowledge and skills in the 

professions. However, if the call was there, the nation had not heard 

it. She believed that society— and that included women— either ignored 

or rejected the call. This rejection had been confirmed by fact as well 

as inferred by personal experience, Mannes continued. She quoted a New 

York Times article published on the job status of women in which Martin 
Tolchin wrote (8:116):

The educated women of America have lost ground in their attempt . 
to place their talent at the disposal of a nation that professes 
to be hungry for brainpower. The decline of the professional 
woman has been attributed to a combination of factors that 
include earlier marriages, misuse of education, job discrimina
tion, and what Mary I. Bunting, president of Radcliffe College, 
calls 'hidden persuaders . . . the cultural forces that tell a 
woman it is unladylike to use her mind.'

Mannes (8:128-130) concluded by listing five changes that must 

be faced if society is to be trained to think differently about its men
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and women if the whole question of female identity as an independent 
human being is to be recognized as important.

1. We have reached a stage in our evolution where procreation 
is not a duty or even a responsibility, but a blessing and 
a luxury.

2. Girls who show marked talent and a strong desire for 
creative expression in any field should not be made to 
feel that they are unfeminine if they delay marriage for 
the sake of work.

3. The creative woman must herself stop trying to discourage 
or suppress her urges, for independence of spirit by 
trying to conform to society's image of a woman.

4. The people who deal in mass media must recognize that 
out of millions of women who are entirely happy and ful
filled in their classic roles as wife and mother, there 
are thousands who are not, and that they may represent 
productive values of equal use to society and the nation.

5. . Finally, men will have to wake up to the fact that the
identity of women as human beings is as essential to them 
as their identity as wife and mother.

In a pioneer study, Hennig (36:1-3) drew from a clinical field 

study of the life and career histories of 25 American women who hold 

top management positions in business traditionally considered male- 

centered. Hennig found that the process of choosing a career began very 

early in the prospective woman executive's life. The women executives' 

families, and particularly their fathers, became sources of reward and 

security as they achieved success in school and related activities.

The main difference between their career experiences and those of the 

average man in the same position was that being a woman set them aside 

as different. Consequently, conflict was a particularly familiar
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dynamic in their lives, and ultimately, it was their ability to deal 
with this conflict which resulted in their achieving success in their 

careers.
In brief, the women in Hennig's study, for a number of reasons, 

underwent an identity crisis in their mid-thirties which allowed them 

to undertake a process of total re-examination of self, resulting in an 

acceptance of themselves as total persons.

In conclusion, Hennig felt that the key to understanding the 

woman executive's career is to understand the dynamics of the process 
through which she must pass in order to be successful. Tfhat is excit

ing to consider was how widespread changes in the traditional cultural 

attitudes might open the door to managerial careers for large numbers 

of talented women. The challenge to management today and tomorrow is 

to determine how it can loosen up male-centered organizations in order 

to permit the development and participation of other women in our 
society who wish to contribute to and be rewarded by managerial 

careers.
The writer (31:18-20), in a convenience sampling of women in 

management in Bozeman, Montana, August, 1971, interviewed fifteen 

women. The women had an average age of 48.6 years. Salaries of the 
women ranged from $425 to $930 per month for those in management, non- 

owner positions. The average was $633. Incomes for the six women in
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owner-manager positions was not determined. However, because of life

styles, observation by the interviewer placed the annual incomes at 

over $12,000.

Of the women surveyed, four believed that their salaries were 

■less than that of men in similar positions; five indicated that they 
believed their salaries were commensurate to that of men, because their 

positions were governed by law. Six women indicated their incomes were 
predicated on their actual production such as real estate sales, insur

ance sales, garments completed, or goods sold.
One woman in banking felt her salary was commensurate with that 

of a man in a similar position. A dichotomy appeared to exist in this 

bank, however, as a woman on a lower level of the organization believed 

her salary was well below that of a man in a similar position. In fact, 

her predecessor had been a man who earned several hundred dollars a 

month more than she was receiving.
Two women remarked that men would not want their jobs because 

of the low pay.
The interviewees in this study were asked to list the qualities 

they believed a successful woman manager should possess. Honesty and 

fairness headed the list of most desirable qualities. Aggressiveness 

without "bossiness" was named often, together with the ability to get
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along with people. A majority of the women felt that maturity and the 
desire to be of service to their fellow man were necessary to succeed 
in management positions.

Of the fifteen women interviewed, eleven were married; three 

were widows, and one was divorced. Of the fifteen, three had been 

married twice, their first marriages having dissolved in divorce.

An analyses of the answers to participation in cultural and 

civic activities surfaced an unexpected dichotomy. Of the fifteen 

women surveyed, four indicated no interest in either cultural or civic 

activities. All four of these were high school graduates with no post

secondary education. These same four women also indicated that they 

believed they had attained the highest level of mid-management pos

sible and did not aspire to higher positions. Several reasons could 

be responsible for this disinterest.

1. Lack of self-confidence to join civic or cultural activities

2. Lack of interest in personal growth

3. Family involvement

4. Lack of knowledge of future potential

The women in this survey felt there were opportunities in the 

service areas of foods, banking, real estate, and promotional occupa

tions. They felt that these areas offered many opportunities for women 

in both mid-management and management. A lucrative field in federal
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service, as well as in retail clothing, was indicated. If they were a 

bit "hard-nosed" and could accept criticism, it was felt that oppor
tunities existed for women in political positions.

The respondents in this study placed high priority on qualifi

cations required including the need for work experience, a college . 
degree, and maturity,

III. WOMEN'S FUTURE IN MANAGEMENT

Much has been written concerning management opportunities for 
women. Both optimism and pessimism have been expressed.

Hedges (6:87-103) pointed out that according to the Bureau of 

Labor statistics, a large potential surplus of teachers is indicated in 

the 1968-1980 period. At the same time, several professions in which 

women are now a minority are expected to provide opportunities for 

additional college-trained women. These include the fields of archi

tecture, medicine, dentistry, engineering, and law. New sources of 

employment for women without a college degree are expected in rapidly 

growing skilled trades in which few women work at present. For example, 

the skilled trades such as office machine repair, radio and television 

repair, aircraft mechanics, and household appliance repair combine 

aptitudes possessed by women as well as men. Prospects are that the 

employment of women will accommodate the manpower needs in the 1970's 

better than in the past.
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Hedges (6:102-103) asserted that, first, what has been called 
the "framework" for improved use of women's abilities is in place. 
Equality for women in employment, training, advancement, and pay are 

legally required by the Civil Rights Act of 1964 and the Equal Pay Act 
of 1963.

Second, the need for highly skilled workers in the professions 
and trades, together with the growing acceptance of full occupational 

equality for women, is encouraging employers to recruit from as broad 
a base as possible.

Third, the indications that women will strive to make the neces

sary occupational adjustments may be even more significant than public 

laws and employer attitudes are.

And, finally, the increasing capacity of women to adjust to 
changing manpower needs, as well as their determination to succeed in 

the professions, is evidenced by the growing proportion of advanced 
degrees earned by women since 1970 and the growing number of women 

enrolled in continuing education.

An indication of changing attitudes and patterns in the employ

ment of women to top-level positions was evidenced in recent headlines 

in the news media. The Bozeman Daily Chronicle (33:2), August 19, 1971, 

featured an article naming a woman as director of marketing for the Big 

Sky of Montana, Inc. The new director. Miss Gloria Chadwick, had a
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master’s degree in business administration. Miss Chadwick had served 

in executive secretarial capacities in several organizations before 
joining Big Sky, Inc.

In a report of the President's Commission on the Status of 
Women (10:88,91,92), increased opportunities for women were cited by 

Margaret Mead. However, the number of women in top-level executive or 
administrative positions or in positions demanding the specialized 

skills of high technology had not risen with the expansion of a segment 
of the economy that would expand still faster if properly qualified per

sonnel were available in greater numbers.

Meade further reported that the capacities of many women were 

clearly not being developed to their potential. Many able female high 

school graduates do not pursue higher education. At the college level, 

women in particular fall behind. Projections of where employment will 

be located in the 1970's dramatizes the gap that has emerged between 

women's qualifications and the requirement of the jobs that offer tal

ent its greatest scope. As women upgrade their abilities at any level, 

the existence of room at the top and of increasing room is easy to 

demonstrate. Economic rewards are there, too. The median.full-time 

income of women with five or more years of college and advanced work 

was $4,694 in 1961, and about $1,500 above the median income of those

V
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who held bachelor's degrees only, and almost five times the $950 median 
of women who had graduated from elementary school but had not completed 
high school.

Koontz (23:13-15) pointed out that as of July, 1970, the work

ing woman was one of 31.8 million women in the civilian labor pool and 
accounted for 38 percent of all workers; 14 percent were in professional 

and technical work; 33 percent held clerical jobs. She stated further 

that some interesting new career possibilities for women were being 
explored by a division within the Department of Labor. Women are 

breaking down the myths of "man's work" and "woman's work," although 

the stereotypes die slowly. Koontz (23:14) stated also:

Although the Equal Rights Amendment failed to pass the Senate, 
there is legislation on the books to protect women against dis
crimination in hiring, recruitment, promotion, training, and job- 
related education. Title VII of the Civil Rights Act of 1963, 
entitled 'Equal Employment Opportunity,' prohibits discrimination 
because of race, color, religion, sex or national origin. It 
also established the Equal Opportunity Commission. Recently, the 
Office of Federal Contract Compliance issued guidelines assuring 
equal job opportunity for women in work paid for by federal funds.

The National Manpower Council (12:108) stated:

The conference participants were generally confident that in 
the future a large number of women would be found in paid employ
ment, and an increasing number of women would be occupying 
supervisory and higher-level executive posts. There was widespread 
agreement that as management acted to implement policies favorable 
to the employment of women and as women themselves took it for 
granted that they would be likely to spend an increasing number of 
years in work outside the home, the range of job opportunities 
open to women would inevitably expand.
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The National Manpower Council members concurred that the major 
factors conditioning both the extent to which women worked outside the 

home and the occupations and job levels open to them were operating to 
effect changes in line with those of recent years. The age of marriage 
and the pattern of child-bearing, the rise in life expectancy, the shift 

in attitudes on the part of management toward women workers, and on the 
part of women themselves toward paid employment, the pressure for larger 

family incomes to satisfy ever-rising consumption aspirations, the man

power requirements of an expanding economy, current and impending 
technological developments, the expansion of service functions of all 

kinds— these and still other considerations were thought by many to in
dicate that present trends were likely to continue into the near future.

IV. SUMMARY

This chapter was devoted to the state of the art of women in 

management positions.
The literature on the barriers which confront women in manage

ment revealed a myriad of problems a woman is subjected to as she 

ascends the organizational chart. Many people hold traditional concepts 

including lack of confidence and ability in women, discrimination con

cerning equal pay for commensurate responsibilities, lack of proper 

title relating to the.duties performed, and discrimination because women
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are women. Often the women were responsible for their own barriers by 

neglecting to obtain the necessary qualifications for management 
positions.

The literature concerning the qualifications for women seeking 

management positions included both personal qualities and attitudes. 
Writers pointed out that women needed essentially the same character
istics as are required of male executives. Personal characteristics 

included poise, sense of humor, loyalty, and understanding. College 

training, experience, and maturity were basic qualifications proposed 

by many writers.

The literature regarding women’s future in management expressed 

both pessimism and optimism. New fields are opening to women. Other 

fields such as education are closing their doors to women. Federal and 
state legislation and changing attitudes prompted an encouraging 

future for women desiring management positions.



CHAPTER III

ANALYSIS ,AND INTERPRETATION OF DATA 
RELATED TO OCCUPATIONAL AND PERSONAL 

BACKGROUND OF RESPONDENTS

An analysis of the data concerning working women in Montana who 
were employed as both supervisory and nonsupervisory personnel revealed 
a variety of information.

The original list included 213 members of the American Business 
Women's Association in Montana; 137 women responded. However, seven 

listed members were no longer affiliated with the group; twenty listed 

members were retired; and one listed member was deceased. After this 

reduction, a base figure of 109 returns remained which were utilized in 
this study.

I. CLASSIFICATION OF RESPONDENTS

Classification by Occupational Category

The 109 working women's completed questionnaires which were uti

lized in this study were categorized by occupational category. The 

fields of accounting, banking, education, federal government, state 

government, and retailing accounted for 57.8 percent of the working 

women. Table III, page 44, indicates the occupational categories of the 

women surveyed. A total of 25 occupational categories were represented.
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CLASSIFICATION BY OCCUPATIONAL CATEGORY AND STRATIFICATION
TABLE III

Occupational Category Total
Stratification

Supervisory Nonsupervisory
Personnel Personnel

Accounting 12 8 4
Banking 9 6 3
Construction I I
Cosmetology 4 3 I
Credit/Collections 2 2
Education 12 6 6
Food Services 5 3 2
Government-Local I I
Government-State 8 2 6
Government-F ederal 7 4 3
Hospital 8 3 5
Hotel/Motel 2 2
Insurance 3 2 I
Investments I I
Law I I
Medical/Dental 2 2
Organization 3 2 I
Photography I • I
Printing I I
Railroad I I
Real estate I I
Retailing 15 10 5
Title I I
Utilities 2 2
Wholesale 6 I 5

Total 109 56 53
Percent of total 100% . 51% 49%

Total number responding: Employed 109
Retired 20
Deceased I
No longer a member __7

Total 137
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Classification of Supervisory and Nonsupervisory Personnel by 
Occupational Categories

Of the 109 respondents, fifty-six were categorized as super

visory personnel and fifty-three as nonsupervisory personnel. The cate
gory was determined by the ranking of duties performed as determined by 

the answers to question 5 in the instrument. If the respondent actu

ally supervised employees or managed resources, and entered into 

individual or group decision-making, she was categorized as supervisory 

personnel. If she did not meet these criteria, as set forth in 

Chapter I, page 10, she was ranked as nonsupervisory personnel. By 
using this procedure of stratification, each completed questionnaire 

could then be tabulated. Table III, page 44, contains the number of 

supervisory and nonsupervisory personnel in each occupational category.

The fields of accounting, banking, cosmetology, food services, 

federal government, insurance, organization, and retailing indicated a 

larger percentage of supervisory personnel than nonsupervisory person

nel. Education indicated six supervisory personnel and six nonsuper

visory personnel. All other occupational categories listed fewer 

supervisory personnel than nonsupervisory personnel.

Because future possibilities of supervisory positions for women 

could be related to the present situation, the writer thought it timely 

to interpret the data concerning supervisory and nonsupervisory person

nel. Supervisory personnel accounted for 51.4 percent of the women;
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non-supervisory personnel, 48.6 percent. From these percentages, it 
would appear that the percentage of women in supervisory positions is 
quite favorable.

Classification by Position in the Firm

Respondents were asked to indicate whether they were owners, 

managers, owner-manager combined, or employees of the firm with which 

they were associated. Table IV, page 47, lists the occupational cate

gories with a breakdown by owner, manager, owner-manager combined, and 
employee.

A total of nine.(8 percent) of the 109 respondents indicated 

they were owners; nine (8 percent), managers; six (6 percent), owner- 

managers combined; and, eighty-five (78 percent), employees.

Classification by Association with Husband or Relatives in the Firm.

The.women were asked whether or not their husbands or other 

relatives were associated with them in the business. Their replies are 

tabulated in Table V, page 48.

Of the 109 respondents,. 12.8 percent were associated with their 

husbands in the firm; 12 percent had relatives associated in the firm. 
Of the women represented in the owner, manager, and owner-manager cate

gories, 52 percent of them had husbands associated in the firm. Only 

1.1 percent of the women in the employee category were associated with 

their husbands in the firm.
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TABLE IV

CLASSIFICATION BY POSITIONI IN THE BUSINESS FIRM

Classification
Occupational Category Total Owner Manager Owner- Employee

Manager
Accounting 12 I 11
Banking 9 9
Construction I I
Cosmetology 4 2 2
Credit/Collections 2 I I
Education 12 2 10
Food Services 5 2 I 2
Government-Local I I
Government-State 8 8
Government-Federal 7 7
Hospital 8 8
Hotel/Motel 2 2
Insurance 3 3
Investments I I
Law I I
Medical/Dental 2 2
Organization 3 I 2
Photography I I
Printing I I
Railroad I I
Real Estate I I
Retailing 15 . 2 2 4 7
Title I I
Utilities 2 2
Wholesale 6 6

Total 109 9 9  6 85
Percent of total 8% 8% 6% 78%
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CLASSIFICATION BY ASSOCIATION WITH HUSBAND OR RELATIVES IN FIRM

48

TABLE V

Classification by Position Husband
Yes

Associated 
. No

Relatives
Yes

Associated
No

Owner 5 4 5 4
Manager 5 4 5 4
Owner-Manager . 3 3 I 5

Employee JL 84 _2 83

Total 14 95 13 96
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II. PRINCIPAL DUTIES OF RESPONDENTS

A question concerning the principal duties of the respondents in 
order to stratify the results according to supervisory and nonsupervi- ' 
sory personnel was included on the questionnaire.

Principal Duties of Supervisory Personnel
Supervision of employees and management of resources accounted 

for 72 percent of those ranking these duties in first place, thus quali

fying them for the position of supervisory personnel as utilized in this 
study. Group decision-making, individual decision-making, routine 

clerical, public relations, and preparing reports accounted for first 

place for the remaining 38 percent responding to this question.

In second place, supervision of employees, management of re
sources, and individual decision-making still ranked high. Table VI, 

page 50, summarizes the ranking of duties as determined by women in 

supervisory personnel positions.

Principal Duties of Nonsupervisory Personnel

Routine clerical, preparation of reports, and receptionist re

sponsibilities accounted for 68.8 percent of the nonsupervisory 

personnel indicating their principal duties. Routine clerical was 

listed in first place with 41.7 percent.
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RANKING OF PRINCIPAL DUTIES 
BY SUPERVISORY PERSONNEL

TABLE VI

Rank
Principal Duties I 2 3 4 5
Supervision of employees 22 8 7 4 I
Management of resources 14 10 I . 2 2

Group decision-making I 4 5 I 3

Individual decision-making 7 13 9 4 3

Routine clerical 3 2 4 6 11

Receptionist 0 2 4 2 2

Public relations 2 3 7 2 2

Preparing reports I 7 9 7 4

Total 50 49 46 28 28
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In second place, individual decision-making, routine clerical, 

receptionist, and preparing reports accounted for 76.3 percent of those 

reporting, as indicated in Table VII, page 52. Management of resources, 

group decision-making, and public relations accounted for the remaining 

23.7 percent.

No one in the supervisory group indicated supervision of em
ployees as a principal duty. Although 41.7 of the women in the 

nonsupervisory personnel group ranked routine clerical as the principal 

duty, only 6 percent of the women in the supervisory personnel group 

ranked this as their principal duty.

III. PROGRESS FROM FIRST POSITION TO CURRENT POSITION

Number of Years from First Position to Current Position
Respondents were asked to indicate the number of years they had 

been employed from their first position to the current position.
Fifty respondents,in the supervisory personnel group indicated 

an average of eighteen years from the first position to the current 

position. Of the fifty women in the nonsupervisory personnel group 

responding, an average of fourteen years of experience was indicated:
Supervisory Nonsupervisory

Number of Respondents 50 50

Total Number of Years 902 700

Average Years Per Respondent 18 14
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RANKING OF PRINCIPAL DUTIES 
BY NONSUPERVISORY PERSONNEL

. TABLE VII

----- Rank
Principal Duties I 2 3 4 5
Supervision of employees 0 0 0 0 0

Management of resources 4 I 0 0 2
Group decision-making . 0 4 O 1 0 I

Individual decision-making 11 8 4 3 2

Routine clerical 20 6 5 3 3

Receptionist 6 9 5 5 0

Public relations 0 4 7 7 4

Preparing reports 7 6 11 7 5

Total 48 38 32 25 17
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The average number of years of work experience for women in 
supervisory personnel positions in this study is slightly higher than 

the 17.6 indicated in the 1971 survey in Bozeman, Montana (31:13).

Number of Positions Held from First Employment to Current Position 

Women in both the supervisory personnel and nonsupervisory 
personnel groups were asked to relate the number of positions they had 

held from first employment to current positions. Their answers are 
shown in these results:

Supervisory Nonsupervisory
Number of Respondents 50 45

Total Number of Positions 164 154
Average Positions Per Respondent 3,3 3.4

The supervisory personnel responding indicated an average of 

3.3 positions from first employment to current positions. The non

supervisory personnel responding indicated slightly more, with 3.4 

positions indicated.

Survey of Category of Supervisors During Respondents' Employment

Women completing the questionnaires were asked to give the cate

gory of their supervisors during the course of their employment.

The results, as shown in Table VIII, page 54, indicate that 

female supervisors represented 21.4 percent of the total reporting.
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TABLE VIII

CATEGORY OF SUPERVISORS DURING COURSE 
OF RESPONDENTS' EMPLOYMENT

Respondents ' Category
Category of Supervisors

Supervisory
Personnel

Nonsupervisory
Personnel

No. % No. %

Male supervisors 128 83.1% Ill 74.0%

Female supervisors 26 16.9% 39 26.0%

Total 154 100.0% 150 100..0%
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The 21.4 percent of female supervisors occurred during the respondents' 

average work experience of fourteen to eighteen years. The 21.4 percent 

is considerably higher than the 5.6 percent of the entire female labor 

force in the 1970 Montana census qualifying for these positions.

Survey of Category of Supervisors at Time of Respondents' Advancements 

to Present Positions

Respondents were asked to indicate the category of supervisors 

at time of the respondents' advancements to their present employment 

positions. Their replies are denoted in Table IX, page 56.

Supervisory personnel reported that 8 percent of their super

visors at time of the respondents' advancement to their present 

positions were female, as compared to the 30 percent reported by non- 

supervisory personnel. From these figures it would appear that female 
supervisors are more numerous on the lower levels of the organization 

chart than in the upper levels of management.

Age Classification of Supervisors at Time of Respondents' Advancements 

to Present Positions

The instrument included a question concerning the age classifi

cation of supervisors at the time of the respondents' advancements to 
their present employment positions. Their answers are in Table X, 

page 57.
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TABLE IX
CATEGORY OF SUPERVISORS AT TIME OF RESPONDENTS’ 

ADVANCEMENTS TO PRESENT POSITIONS

Respondents’ Category

Category of Supervisors
Supervisory
Personnel

Nonsupervisory
Personnel

No. % No. %

Male supervisors 46 92.0% 35 70.0%

Female supervisors 4 8.0% 15 30.0%

Total 50 100.0% 50 100.0%
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AGE CLASSIFICATION OF SUPERVISORS AT TIME OF RESPONDENTS' 
ADVANCEMENTS TO PRESENT POSITIONS

TABLE X

Age Category
Category

Supervisory Personnel Nonsupervisory Personnel
No. % No. %

Under 25 I 1.7% 2 4.3%
25 - 34 8 14.3% 10 21.3%

35 - 44 17 30.4% 13 27.7%

45 - 54 18 32.1% 15 32.0%

55 - 65 9 16.1% 6 12.8%

65 + 3 5.4% I 2.1%

Total 56 100.0% 47 100.0%
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At the time of the respondents' advancement to their present 

positions, the largest percentage of supervisors was in the 45-54 age. 

category. This relates positively to the fact that the median age of 

women in the supervisory personnel group questioned in this survey were 

in the 50-54 age group.

Educational Level of Supervisors at Time of Respondents' Advancements 

to Present Positions
Women in both supervisory personnel and nonsupervisory personnel 

positions were asked to indicate the educational attainment level of 
their supervisors at the time of the respondents' advancement to their 

present positions.
As indicated in Table XI, page 59, 71.4 percent of the super

visors at the time of the respondents' advancements to their present 
positions as indicated by supervisory personnel were high school gradu

ate, some college, or bachelor's degree category. Supervisors in the 

high school graduate, some college, or bachelor's degree category com
prised 66 percent of the supervisors at the time of the respondents' 

advancements to their present positions as indicated by nonsupervisory 

personnel.
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TABLE XI

Category
Educational Level Supervisory

No.
Personnel

%
Nonsupervisory Personnel 

No. %
High school graduate 13 23.2% 15 30.0%

Some college 12 21.4% 11 22.0%

Bachelor's degree 15 26.8% 7 14.0%

Master's degree 7 12.5% 5 10.0%

Doctor's degree 2 3.6% I 2.0%

Professional degree 3 .5.3% 2 4.0%

Unknown 4 7.1% 9 18.0%

Total 56 100.0% 50 100.0%
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IV. REASONS FOR CHANGING JOBS WITHIN THE LAST TEN YEARS

Women were questioned as to why they had changed jobs in the 
last ten years. The women's answers were varied as indicated in 
Table XII, page 61.

Twenty-six percent of the reasons given for changing jobs within 

the last ten years was because of husbands being transferred. The fact 

that over one-fourth of the job changes was in this category would tend 

to have a negative effect on a woman's possibility of obtaining a 
management position. According to Holmstrom (7:516-524) this is not a 

surprise finding. In fact, it is very much in keeping with the tradi

tional social expectations of the general public that the husband's 

career is the important determinant of geographic residence; and the 

wife should follow her husband.
Only one woman reported changing jobs to further her education. 

Personal reasons including husband transferred, to further education, 

divorce, and to raise a family accounted for 31.9 percent of the rea
sons given; actual employment reasons including chance for advancement,

68.1 percent.

V. REASONS WHY WOMEN WORK

Self-Employed— Reasons for Working
Of the thirteen women responding to this question, seven said 

their reasons for self-employment were self-fulfillment. Five said
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TABLE XII

REASONS FOR CHANGING JOBS WITHIN THE LAST TEN YEARS

Category
Reasons Supervisory Nonsupervisory

Personnel Personnel
Chance for advancement , 16 11
Husband transferred 5 7
To further education 0 I
Divorce I O

Working conditions I I
Sale of business I O

Job discontinued 0 I
Office closed 0 I

To raise family 0 I

Total 24 23
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their reasons for self-employment were financial; one, for both self- 
fulfillment and financial reasons.

Supervisory Personnel— Reasons for Working

Eight of the thirty-five women responding to this question in

dicated they worked for self-fulfillment; seventeen, for financial 

reasons; and, ten, for both financial and self-fulfillment reasons.

Nonsupervisory Personnel— -Reasons for Working

Eight of forty-two women in nonsupervisory personnel positions 

said they worked for self-fulfillment; twenty-six, for financial rea
sons; eight, for both financial" and self-fulfillment reasons.

Table XIII, page 63, signifies the respondents' answers to the 

question pertaining to their reasons for working.

Comparison of Respondents' Reasons for Working

Financial reasons were involved in 74.4 percent of the reasons 

given by all personnel in this study replying.to the question of why 

they work. Financial reasons would fulfill at least two of Maslow's 

(11:492-493) hierarchy of needs: namely, physiological and safety.

The 25.6 percent of the women indicating self-fulfillment as 

their reason for working would fulfill the last two needs in Maslow's 

hierarchy: esteem needs and self-actualization needs.
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TABLE XIII 
REASONS WOMEN WORK

Reasons Given
Self-
employed

Supervisory
Personnel

Nonsupervisory
Personnel

Self-fulfillment 7 8 8
Financial 5 17 26

Self-fulfillment and financial I 10 8

Total 13 35 42
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In the self-employed group, 61.5 percent worked wholly, or at 
least partially, for self-fulfillment; supervisory personnel, 51.4 per

cent; and, nonsupervisory personnel, 38.1 percent.

In the self-employed group, 46.2 percent worked wholly or at 
least partially for financial reasons; supervisory personnel, 77.1 
percent; and, nonsupervisory personnel, 81 percent.

The answers given for reasons the respondents work would in

dicate that as women progress in the organizational chart, they tend to 

ascend Maslow's hierarchy of needs; supervisory personnel work more for 

self-fulfillment needs; nonsupervisory personnel work more for financial 

reasons.

VI. SALARIES OF WOMEN AS RELATED 

TO AGES, EXPERIENCE, POSITIONS, EDUCATION, AND TITLES

Annual Salaries by Ages
The data gathered from the completed questionnaires were anal

yzed according to salaries as related to ages, experience, positions, 

education, and titles of the respondents.

Annual salaries of supervisory personnel by ages. Table XIV, 

page 65, outlines the annual salaries of fifty supervisory personnel in 

the various age groups. The highest salaries in this group were earned 

by the older women. The two women with salaries over $18,000 were in



TABLE XIV

ANNUAL SALARIES OF SUPERVISORY PERSONNEL IN THE VARIOUS AGE GROUPS

Annual
Salary

20-
24

25-
29

30-
34

35-
39

40-
44

45- ' 
49

50-
54

55-
59

60-
64

65-
and
over

Number
Reporting

Percent 
of Total

$ 4,000 to $ 6,000 I I 2 6 I I 2 14 28.0%
6,000 to 8,000 I 2 2 3 2 3 I 14 28.0%
8,000 to 10,000 I 2 I 4 2 I 11 22.0%
10,000 to 12,000 I I I I I 2 7 14.0%
12,000 to 14,000 I I 2 4.0%
14,000 to 16,000

16,000 to 18,000

18,000 to 20,000 I I 2.0%
20,000 plus I I 2.0%

Total 0 3 . 2 3 6 7 13 5 7 4 50 100.0%
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the 55 and over age group. The two women in the $12,000 to $14,000 
group were in the 40-44 and 55-59 age groups.

Annual salaries of nonsupervisory personnel by ages. The annual 

salaries of forty-five nonsupervisory personnel in the various age 

groups are represented in Table XV, page 67. The highest salary in this 

group was earned by one woman in the 55-59 age group, with an annual in

come from $14,000 to $16,000. Of the three women in the group between 
$12,000 to $14,000, one was in the 50-54 group; one, 55-59; and, one, 

60-64. Between the ages of 20-49, no woman earned more than $8,000.

Comparison of annual salaries of supervisory personnel and 

nonsupervisory personnel by ages. Between the ages of 20 and 39, 62.5 

percent of the supervisory personnel earned less than $8,000. Between 

the ages of 20 and 39, 100 percent of the nonsupervisory personnel 

earned less than $8,000.
In the supervisory personnel category, 44.8 percent of the 

women over 50 earned $8,000 or more; in nonsupervisory personnel,

41.6 percent.

An analysis of the data relating salary to the age of the re

spondent revealed that in both nonsupervisory personnel groups and 

supervisory personnel groups, the higher salaries were earned by the 

older women. Further, women in all age group categories, except the 

50-54 group, earned the same as, or more than, nonsupervisory



TABLE XV

ANNUAL SALARIES OF NONSUPERVISORY PERSONNEL IN THE VARIOUS AGE GROUPS

AnnuaI 
Salary

20-
24

25-
29

30-
34

35-
39

40-
44

45-
49

50-
54

55-
59

60-
64

65-
and
over

Number
Reporting

Percent 
of Total

$ 4,000 to $ 6,000 3 2 2 2 I 6 2 2 I 2 23 51.0%
6,000 to 8,000 I 2 2 3 3 I 12 . 26.7%
8,000 to 10,000 2 2 2 6 13.3%
10,000 to 12,000 I I I 3 6.7%
12,000 to 14,000 .1 I 2.2%
14,000 to 16,000

16,000 to 18,000

18,000 to 20,000

20,000 plus

Total 3 2 3 4 I 8 8 9 5 2 45 100.0%
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personnel, if they were categorized as aupervisory. personnel. Age was 

not the predictor of higher salaries as much as the categorization by 

supervisory personnel or nonsupervisory category.

These figures are important to the woman who is just entering 

the labor force when she starts analyzing her own position and project

ing her employment future.

Annual salaries as related to years of experience. As the years 
of experience increased, a definite upward trend in annual salaries 

was evident. The average number of years experience for the ninety 

women reporting both annual salaries and experience was 15.9 years.

The distribution of salaries according to years of experience 

is signified in Table XVI, page 69. An average number of 11.7 years 

experience was reported by the thirty-four women in the $4,000 to $6,000 

income group; twenty-three, 16.4 years, in the $6,000 to $8,000 cate
gory; nineteen, 18.4 years, in the $8,000 to $10,000 group; two, 41.3 

years, in the $10,000 to $12,000 group; one, 53 years, in the $18,000 

to $20,000 group.

The highest income in the $20,000 and over category was earned 

by a woman reporting seven years of experience.

The analysis of work experience as related to salary indicated 

that the working woman could expect income to increase as experience

increased.



TABLE XVI

ANNUAL SALARIES OF RESPONDENTS ACCORDING TO YEARS OF EXPERIENCE

Total Number of Years Respondents Have Worked Number Average
Annual Salary Under

3 Years 3-4 5-9 10-14 15-20 21-25 25 plus
Report
ing .

Number
Years

$20,000 plus I I 7.0
18,000 to 20,000 I I 53.0
16,000 to 18,000

14,000 to 16,000

12,000 to 14,000 • I I 2 23.5

10,000 to 12,000 2 3 I 4 10 . 21.3

8,000 to 10,000 2 4 2 2 I 8 19 18.4
6,000 to 8,000 I I 4 4 8 . 5 23 16.4

4,000 to 6,000 8 4 8 4 4 I 5 34 11.7

Total 11 5 17 12 18 3 . 24 90 15.9
Percent of Total 12.2 5.5 18.9 13.3 20.0 3.3 26.7 100.0
Average years of experience: 15.9 years
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Annual Salaries Related to Positions

Annual salaries of the respondents were related to supervisory 
personnel and nonsupervisory personnel.

Salaries of women in supervisory personnel positions. Forty-nine 

respondents in supervisory personnel positions indicated their annual 

salaries. Twelve (24.5 percent) of the women were in the $4,000 to 
$6,000 salary group. Twelve (24,5 percent) of the women were in the 

$6,000 to $8,000 category. Thirteen (26.5 percent) of the women were 
in the $8,000 to $10,000 group. Seven (14.3 percent), of the women 

earned from $10,000 to $12,000. Only three women (6.1 percent) indi

cated annual incomes of between $12,000 and $14,000. One woman (2.0 

percent) earned from $18,000 to $20,000; and one woman (2.0 percent) was 

in the $20,000 and over category. Table XVII, page 71 shows the sala

ries of women in supervisory personnel positions.

Forty-four (89.8 percent) of the women in supervisory personnel 

positions earned under $12,000; five women (10.2 percent), $12,000 and 

over. The one woman (2.0 percent) in the $20,000 and over was in food 

services; the one woman in the $18,000 to $20,000 category was in the 
title occupational group.. Two women in education and one in retailing 

(6.1 percent) indicated salaries between $12,000 and $14,000.



TABLE XVII

SALARIES OF SUPERVISORY PERSONNEL BY OCCUPATIONAL CATEGORY

Category
Annual Salaries of Supervisory Personnel

$4,000
to

6,000
6,000
to
8,000

8,000
to

10,000
10,000

to
12,000

12,000
to

14,000
14.000 

to
16.000

16,000
to

18,000

18,000 
to

20,000
20,000
plus

Accounting I 3 2 2
Banking 2 3 I
Cosmetology 2
Credit/Collections 2
Education I 2 I 2
Food Services 2 I
Government-State I I
Government-Federal 2 I
Hospital I I
Insurance I
Investments I
Organization I I
Retailing 6 I I I
Title I
Wholesale ’ I

Total 12 12 13 7 3 I I

Percent 24.5% 24.5% 26.5% 14.3% 6.1% 2.0% 2.0%
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In each of the following occupational categories, 50 percent or 

more of the women in supervisory personnel positions earned $8,000 or 

more:

Category

Federal Government
Food Services

Investments

Title
Education

Banking

Accounting

State Government

Hospital

Percent Earning $8,000 or More

100.0%
100.0%
100.0%
100.0%
83.3%

66.7%
50.0%

50.0%
50.0%

The median income for the supervisory personnel group was in the 

lower of the. $8,000 to $10,000 income bracket.

Salaries of women in nonsupervisory personnel positions. Forty 

women in nonsupervisory personnel positions gave their annual salaries. 

Twenty-four (60.0 percent) earned annual salaries of $4,000 to $6,000; 

ten women (25.0 percent), $6,000 to $8,000; four women (10.0 percent), 

$8,000 to $10,000; and, two women (5.0 percent), $10,000 to $12,000.

No one in the nonsupervisory personnel group earned $12,000 or 

more. Of the four women with $8,000 to $10,000 annual salaries, one, was
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in accounting; one, printing; and, two, federal government. The one 
woman in the $10,000 to $12,000 range was employed in state government. 

Table XVIII, page 74, signifies the annual salaries of women in non- 

supervisory personnel positions.

In each of the following occupational categories, 50 percent 

or more of the women in nonsupervisory personnel positions earned 

$8,000 or more:

Category Percent Earning $8,000 or More
Federal Government 100.0%

Railroad 100.0%

The median income for the nonsupervisory personnel group was in 

the upper of the $4,000 to $6,000 income bracket.

Comparison of salaries of women in supervisory and nonsuper

visory personnel positions. Fifty-one percent of the women in super

visory personnel positions earned annual incomes of $8,000 or more.

Only 12.8 percent of the women in nonsupervisory personnel positions 

earned over $8,000 a year.
Forty-nine percent of the women in supervisory positions earned 

less than $8,000, and 87.2 percent of the women in nonsupervisory per

sonnel positions earned less than $8,000 a year.

The data would indicate that women in supervisory personnel 

positions can expect to earn more than women in nonsupervisory positions.



TABLE XVIII

SALARIES OF NONSUPERVISORY PERSONNEL BY OCCUPATIONAL CATEGORY

_________________Annual Salaries of Nonsupervisory Personnel_________
Category $4,000 6,000 8,000 10,000 12,000 14,000 16,000 18,000 20,000

to to to to to to to to plus
6,000 8,000 10,000 12,000 14,000 16,000 18,000 20,000

Accounting I I I
Banking 2
Construction I
Cosmetology I
Education 2 I
Food Services 2
Government-Local I
Government-State I I I
Government-Federal 2
Hospital 2
Hotel-Motel I
Insurance I
Medical/Dental 2
Organization I
Photography I
Printing I
Railroad I
Retailing 5
Utilities I I
Wholesale. 4 I

To tal 24 10 4 2

Percent of Total 60.0% 25.0% 10.0% 5.0%
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Annual Salaries Related to Educational Attainment

The annual salaries of women in supervisory personnel positions 

and nonsupervisory personnel positions were analyzed as related to 
the respondents' educational attainment.

Annual salaries of supervisory personnel related to educational 

attainment. Of the six women reporting some high school education, sala 

ries ranged from $4,000 to $10,000. Of the forty-five women reporting 
high school graduation, salaries ranged from $4,000 to over $20,000. 

Table XIX, page 76 indicates the salaries of supervisory personnel 
related to educational attainment.

Of the four women reporting some college, salaries ranged from 

$4,000 to $14,000. Two women reported college degrees with salaries 
ranging from $10,000 to $12,000. Three women had master's degrees, 

with salaries ranging from $6,000 to $14,000. The one woman reporting 

a doctor's degree earned between $12,000 and $14,000. The thirteen busi 

ness school graduates reported salaries ranging from $4,000 to $20,000. 

The three women indicating vocational-technical school training had 
salaries ranging from $4,000 to $12,000. Two women who had attended 

junior college had salaries in the $6,000 to $8,000 group. One woman 

who indicated attending adult education classes had an annual salary of 
between $8,000 and $10,000. Four women indicated correspondence school 

participation, with annual salaries ranging from $4,000 to $8,000.
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MAXIMUM EDUCATION RELATED TO ANNUAL SALARIES 
OF SUPERVISORY PERSONNEL

TABLE XIX

Annual Salary (dollar amounts in thousands)

Maximum Education
4
to
6

6
to
8

8
to
10

10
to
12

12 14
to to
14 16

16 18 20
to to plus
18

Some high school
No further education 2 I 2

Some high school 
Further education I

High school graduate 
No further education 5 4 2 2 I

High school graduate 
Further education . 6 8 8 5 3 I

Attended college 2 2 I

Graduated from, college I I 2

Master's degree I I

Master's degree plus I

Doctor's degree I .

Business school 5 5 4 I I

Vocational-Technical I I I

Junior college 2

Adult education I

Correspondence school I 3

In-service training I 2 I
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Three women reported in-service training with salaries ranging from 

$6,000 to $12,000.

Annual salaries of nonsupervisory personnel related to educa

tional attainment. Of the three women reporting some high school
education, salaries ranged from $4,000 to $6,000. Of the thirty-nine

\

women reporting high school graduation, salaries ranged from $4,000 to 

$12,000. Table XX, page 78, specifies the salaries of nonsupervisory 

personnel related to educational attainment.

Of the five women reporting some college, salaries ranged from 

$4,000 to $10,000. Seven women reported college degrees with salaries 

ranging from $4,000 to $12,000.
No one in a nonsupervisory personnel position indicated having 

earned a master's degree or a doctor's degree.

The twenty business school graduates indicated salaries between 
$4,000 and $10,000. The one woman attending junior college had a salary 

between $4,000 and $6,000. Six women reported having attended adult 

education classes, with salaries between $4,000 and $12,000, Four women 

indicated participation in correspondence school with salaries ranging 

from $4,000 to $10,000. Two women reported in-service training with 

salaries ranging from $4,000 to $10,000.
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MAXIMUM EDUCATION RELATED TO ANNUAL SALARIES 
OF NONSUPERVISORY PERSONNEL

TABLE XX

Annual Salary (dollar amounts in thousands)
4 6 8 10 12 14 16 18 20

Maximum Education to to to to to to to to plus
6 8 10 12 14 16 18 20

Some high school n
No further education 3

Some high school
Further education 2

High school graduate
No further education' 4 4 I

High school graduate
Further education 16 7 7 I

Attended college 3 I I

Graduated from college 2 4
..

Business school 11 7 2

Junior college I

Adult education 3 I I I

Correspondence school 2 2

In-service training I I
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Comparison of annual salaries of supervisory personnel and non- 
supervisory personnel related to educational attainment. Stratification 

by position, rather than education, appeared to be the criteria for 
annual salaries.' Although six women in the nonsupervisory personnel 

group indicated attainment of college degrees, their salary range was 

from $4,000 to $10,000, as compared with a salary range from $6,000 to 

$12,000 for the four women in the supervisory personnel group with col

lege degrees.
Supervisory personnel with only high school diplomas had salary 

ranges from $4,000 to over $20,000. Nonsupervisory personnel with only 

high school diplomas had salary ranges from $4,000 to $12,000.
Supervisory personnel with a high school diploma or less and no 

further education totaled 39.2 percent; nonsupervisory personnel in the 

same category comprised 31.1 percent.
Supervisory personnel with a high school diploma and further 

education totaled 60.8 percent; nonsupervisory personnel in the same 

category comprised 68.9 percent.

Annual Salaries by Title
Fifty-three titles were listed by the ninety-eight women re

sponding to this question. Annual salaries ranged from $4,000 to over 

$20,000. Table XXI, pages 80-82, signifies the job titles as they

relate to annual incomes.



TABLE XXI

ANNUAL SALARIES RELATED TO JOB TITLES

Job Title
O O  OO O  OO O  O

so
<J>

I
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O O  O O  O OO O  O O  O OO O  O O  O O
vD co co orH i— I T— I T— I I-H CS

IBM Operator I I
Head Sales Clerk I I
Clerk I I
Hairdresser I I
Service Analyst I I
Assistant Secretary I I
Clerk-Steno I I
Steno-Cashier I I
Principal I I
Superintendent of Accounting I I
Clerk IV I I
Payroll Officer I I
Operations Control Accounting I I
R. N. Supervisor I I
Personnel Supervisor I I
Accounting Maintenance Clerk I I
Cty. Superintendent of Schools I I
Stock Control Clerk I I
Business Partner I I
Chairman, English Department I I
Business Manager I I
Bookkeeper-Secretary I I
Elementary Librarian I I
Personnel Assistant I I

20
,0
00

Pl
us



TABLE XXI (continued)

Job Title
iO  O  O  O  O  O

IO  O  O  O  O  O
IO  O  O  CD CD CD S gO  O

IO  O  CD CD CD O
IO  CD O  CD O  O

ICD O  O  CD CD CD
ICD O  O  O  CD O

IO  • O  O  %
<r Md VO CO CO CD O  CM CN vo vO CO . CO CD cT h
-CO- CN di Total

Secretary 5 5 3 ' 13
Office Manager 5 2 7
Bookkeeper 3 2 5
Elementary Teacher 3 2 .5
Owner-Manager I I I I 4
Dean of Boys-Girls I I I 3
Buyer I I I 3
Supervisor 3 3
Assistant Cashier 3 3
Administrative Aide I I I 3
Receptionist 2 2
Secretary-Treasurer 2 2
Department Manager I I 2
Vice-President I I 2
Licensed Practical Nurse I I
Credit Manager I I
Part Owner I . I
Girl Friday I I
Office Clerk I I
LPN Supervisor I I
Waitress I I
Bartender I I
Desk Clerk I I



TABLE XXI (continued)

Job Title

$ 
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18
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20
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20
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-
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Total

Accounting Technician - I I
Placement Interviewer I I
Branch Manager I I
Account Controller I I
Payroll Clerk I I

Total 37 25 19 10 3 I I 96
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Highest salaries were earned. by women with titles of: chair

man, English department; vice-president; dean of boys-girls; buyer; and, 

. owner-manager.

These titles as identified in the Dictionary of Occupational 

Titles (20:169,378,812,1354,145.6) all relate to occupations categorized 
in this study as supervisory personnel. The titles are further identi

fied with persons who supervise employees and manage resources.

Salaries of those women with titles of"secretary" ranged from 

$4,000 to $10,000. Women with titles of "manager," or "manager" asso

ciated with the title, had salaries ranging from $6,000 to $12,000.
Women with titles of "clerk," or "clerk" associated with the 

title had salaries ranging from $4,000 to $10,000. Women with titles 

of "supervisor" or "supervisor" connected with the title earned from 

$4,000 to $10,000.

VII. PERSONAL BACKGROUND OF WOMEN 
IN SUPERVISORY AND N0NSUPERVIS0RY PERSONNEL POSITIONS

Questions were incorporated relating to the sociological as

pects of working women such as age, marital status, number of children, 

number of dependent children, and leisure-time activities.



84

Ages of Women in Supervisory Personnel and Nonsupervisory Personnel 

Positions

Ages of women in supervisory and norisupervisory personnel posi

tions were asked to provide background information concerning the 
working woman for a comparison between the state and national averages.

Ages of women in supervisory personnel positions. Fifty-four 

of the fifty-six women in the supervisory personnel category indicated 

their ages. The oldest four were in the 65 and over age group; the 

youngest three were in the 25 to 29 age group. Of the fifty-four women 

stating their ages, forty-six (85.2 percent') were forty years of age 

or older.
Table XXII, page 85, indicates the frequency distribution con

cerning the ages of women in supervisory personnel positions.

The average age of women employed in supervisory personnel posi

tions was in the 50 to 54 age group.

Ages of women in nonsupervisory personnel positions. Fifty-one 

of the fifty-three women in the nonsupervisory personnel category gave 

their ages. The oldest two were in the 65 and over age group; the three 

youngest were in the 20 to 24 age group. Of the fifty-one women stating 

their ages, thirty-eight (74.5 percent) were forty years of age or

older.
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TABLE XXII.

DISTRIBUTION OF AGES OF SUPERVISORY PERSONNEL

Age Range Frequency Percentage

65 and over 4 .074
60 - 64 7 .129
55 - 59 8 .148
5 0 - 5 4 13 .241

45 - 49 8: .148

-> 0 1 •> 6 .111

35 - 39 2 .037

3 0 - 3 4 3 .055

2 5 - 2 9 3 .055

20 - 24 0 .000

Total 54 1.000

Median age: 50 -54
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Table XXIII, page 87, indicates the frequency distribution con
cerning the ages of women in nonsupervisory personnel positions.

The average age of women employed in nonsupervisory positions 

was in the 50 to 54 age group.

Comparison of ages of women in supervisory personnel and non

supervisory personnel positions." The average age of the women in both 

supervisory personnel and nonsupervisory personnel ages was in the 
50 to 54 age group.

The average age of women in management surveyed in Bozeman, 

Montana, in 1971 (31:19) was 48.6 years. Koontz (23:14) stated that 

the median age of women workers in the nation is 39 years old and that 

approximately two out of five are 45 years or older.

Seventy-seven of the women in this study were 45 years or 

older; this totals 73.3 percent, as compared to the national average of

40.0 percent.

Marital Status of Women in Supervisory Personnel and Nonsupervisory Per

sonnel Positions.

Marital status of women in supervisory personnel positions. The 

marital status of women in supervisory personnel positions is specified 

in Table XXIV1 page 88.

Women in supervisory personnel positions who had been, or were, 

married comprised 92,6 percent of the women responding to this question.
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TABLE XXIII

DISTRIBUTION OF AGES OF NONSUPERVISORY PERSONNEL

Age Range Frequency Percentage

65 and over 2 .039
60 - 64 6 .118
55 - 59 9 .176
50 - 54 11 .216
45 - 49 9 .176 '

40 - 44 I .020

35 - 39 4 .078

3 0 - 3 4 4 .078

25 - 29 2 .039

20 - 24 3 .059

Total 51 1.000

Median age: 50 - 54
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TABLE XXIV

MARITAL STATUS OF SUPERVISORY PERSONNEL

Marital Status Frequency Percentage

Single 4 7.4
Married 36 66.7
Widowed and remarried 2 3.7
Divorced and remarried 3 5.6
Widowed 6 11.1

Divorced 3 5.6
Separated 0 0.0

Total 54 100.0
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Divorced women accounted for 11.2 percent. Those who had been married 

more than once accounted for 9.3 percent.

Marital status of women in nonsupervisory personnel positions. 

The marital status of women in nonsupervisory personnel positions is 

specified in Table XXV, page 90.

Women in nonsupervisory personnel positions who had been, or 
were, married comprised 90.0 percent of the women responding to this 

question. Divorced women accounted for 12.0 percent. Those who had 

been married more than once accounted for 4.0 percent.

Comparison of marital status of women in supervisory personnel 

and nonsupervisory personnel positions. Of the women in the supervisory 

personnel category who had been, or were, married, 92.6 percent were in 

this group; nonsupervisory personnel, 90.0 percent.
Divorced women in the supervisory personnel group accounted for

11.2 percent; nonsupervisory personnel, 12.0 percent.
Those who had been married more than once in the supervisory 

personnel group accounted for 9.3 percent; nonsupervisory personnel,

4.0 percent.
Comparison of the marital status of supervisory personnel and 

nonsupervisory personnel indicated very little difference between the

two groups.
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TABLE XXV

MARITAL STATUS OF NONSUPERVISORY PERSONNEL

Marital Status Frequency Percentage

Single 5 10.0

Married .30 60.0

Widowed and remarried I 2.0

Divorced and remarried I 2.0

Widowed 8 16.0

Divorced 5 10.0

Total 50 100.0
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Number of Children of Supervisory Personnel and Nonsupervisory 
Personnel.

Women in both supervisory personnel and nonsupervisory personnel 
positions were asked to indicate their number of children.

Number of children of supervisory personnel. The majority of 

the women surveyed were married or had been married; however,

20.4 percent of the women replying who were employed as a supervisory 
personnel did not have children. Twelve had one child; sixteen, two 

children; six, three children; five, four children; two, five children; 

one, six children; and, one, seven children.

Number of children of nonsupervisory personnel. The majority 

of the women surveyed were married or had been married; however,

34.6 of the women replying who were employed as a nonsupervisory per

sonnel did not have children. Seven had one child; sixteen, two 

children; four, three children; five, four children; and, two, five 

children.

Comparison of number of children of supervisory personnel and 
nonsupervisory personnel. The fifty-four women in the supervisory 

personnel group accounted for a total of 105 children. The fifty-two 

women in the nonsupervisory personnel group accounted for a total of .

81 children. Table XXVI, page 92, indicates the number of children
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TABLE XXVI

NUMBER OF CHILDREN OF SUPERVISORY AND NONSUPERVISORY PERSONNEL

Category
Number of Children Supervisory

Personnel
Nonsupervisory
Personnel

0

1

2

3

4
5

6 

7

11
12
16

6
5
2
I
I

18

7

16

4

5 
2 

0 
0

Total 54 52
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in both supervisory personnel positions and nonsupervisory personnel 

positions.

Interpretation of the data indicates that the number of children 

a woman has does not deter her from accepting the responsibilities that 
a supervisory personnel's position demands.

Number of Dependents of Supervisory Personnel and Nonsupervisory 

Personnel.

Women in both supervisory personnel and nonsupervisory personnel 

positions were asked to indicate their number of dependents.

Number of dependents of supervisory personnel. Of the women 

employed as supervisory personnel, 66.7 percent reported having no 

dependent children. Nine women reported one dependent; five, two de

pendents; three, three dependents; one, four dependents, for a total of 

thirty-two dependents.

Number of dependents of nonsupervisory personnel. Of the women 

employed as nonsupervisory personnel, 76.9 percent reporting having no 

dependent children. Two women reported one dependent; eight, two depen

dents; two, three dependents, for a total of twenty-four dependents.
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Comparison of number of dependents of supervisory personnel and 

nonsupervisory personnel. Table XXVII, page 95, indicates the number of 

dependents in both supervisory personnel positions and nonsupervisory 

personnel positions.
Interpretation of the data relates positively to the number of 

children of supervisory personnel and nonsupervisory personnel. Analy

sis of the data indicates that the number of dependents a woman has does 

not deter her from accepting the responsibilities and carrying out the 

duties that a supervisory personnel's position demands.

Leisure-time Activities of Supervisory Personnel and Nonsupervisory 

Personnel.
Inasmuch as 91.3 percent of the women surveyed in this study 

had been or were married, much of their leisure time was spent in vari

ous homemaking activities. Table XXVIII, page 96, indicates the 

leisure-time activities of both supervisory and nonsupervisory personnel. 

A complete list of the specialized areas for the categories is provided 

in Appendix B, page 147.

Leisure-time activities of supervisory personnel. Of the fifty- 

three women responding in the supervisory personnel group, 50.9 percent 

indicated an active interest in sports; 81.1 percent, homemaking;
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TABLE XXVII '

NUMBER OF DEPENDENTS OF SUPERVISORY AND NONSUPERVISORY PERSONNEL

Category
Number of Dependents Supervisory Nonsupervisory

Personnel Personnel
0 36 40

I 9 2
2 5 8

3 3 2
4 I O

Total 54 52
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LEISURE-TIME ACTIVITIES OF SUPERVISORY PERSONNEL 
AND NONSUPERVISORY PERSONNEL

TABLE XXVIII

Leisure-time Activities
Supervisory
Personnel

Nonsupervisory
Personnel

Frequency Percent Frequency Percent

Sports 27 50.9% 25 50.0%

Homemaking 43 81.1% 37 74.0%

Cultural 35 66.0% 33 66.0%

Political 13 24.5% 12 24.0%

Hobbies 41 77.4% 40 80.0%

Travel 43 81.1% 32 64.0%

Total women responding: Supervisory Personnel 53
Nonsupervisory Personnel 50
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66.0 percent, cultural; 24.5 percent, political; 77.4 percent, hobbies; 
and, 81.1 percent, travel.

Leisure-time activities of nonsupervisory personnel. Of the 
fifty women responding in the nonsupervisory group, 50.0 percent indi
cated an active interest in sports; 74.0 percent, homemaking; 66 percent,, 

cultural; 24.0 percent, political; 80.0 percent, hobbies; and, 64 per

cent travel.

Comparison of leisure-time activities of supervisory personnel 

and nonsupervisory personnel. Both groups spent much of their time in 

homemaking activities, with cooking and sewing the most commonly named 

specialized areas.
Sporting activities were listed by many members. High interest 

was indicated in golfing and bowling.

Women in both categories enjoyed cultural activities. These 

included reading, the theater, music, and church.

Hobbies of both groups included gardening and the crafts.
The proportion of women engaged in the first five categories 

was fairly consistent for both groups. A variance occurred, however, in 

the women listing travel as a leisure-time activity. Travel was listed 

by 81.1 percent of the women in supervisory personnel positions; 64.0 

percent of the women in nonsupervisory personnel positions. Travel in 

both groups included state, national, and foreign travel.
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Interpretation of the data concerning the leisure-time activi

ties of women in both supervisory personnel and nonsupervisory positions 

indicates that although these women are employed, they engage in a wide 

variety of activities. The difference in percentages between the 

groups regarding travel activities could be attributed to lack of finan
cial funds and/or time on the part of nonsupervisory personnel; or, 

failure to recognize the value of travel in broadening the scope and 

vision of the individual.

Memberships in Professional Organizations.

All respondents in this study were members of the American 

Business Women’s Association.
Women in supervisory personnel positions held H O  memberships 

in 33 various professional organizations. The fifty-five women re

sponding in this group listed memberships.in the Business and Profes

sional Women, American Association of University Women, National 

Education Association/Montana Education Association, and Credit Women.

Women in nonsupervisory personnel positions held 75 memberships 

in 15 various professional organizations. The fifty-three women re

sponding in this group listed memberships in the National Education 

Association/Montana Education Association, American Association of 

University Women, and others. A complete list of professional organic 

zations indicated is in Appendix B, page 147.
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This chapter was comprised of the analyses and interpretation 
of the findings concerning the respondents’ personal and occupational 

backgrounds.
Supervisory personnel represented 51 percent of the 109 women 

whose surveys were utilized in this study; nonsupervisory personnel,

49 percent. Twenty-five occupational fields were represented.
The majority of the women responding held employee rather than 

owner or manager positions and were not associated with their husbands 
or relatives in the business firm.

Supervisory personnel's principal duties included supervision 

of employees, management of resources, group decision-making, and 

individual decision-making. Nonsupervisory personnel's principal 
duties included, routine clerical, receptionist, individual decision

making, and preparing reports.

The average years work experience was from 14 to 18 years . 

with an average number of positions per respondent at 3.3 for super

visory personnel; 3.4, nonsupervisory personnel.

The majority of the supervisors of the women during the course 

of their employment were men from 45 to 54 with a bachelor's degree.

If the women had changed jobs within the last ten years, rea

sons were primarily for advancement or because husbands were being

VIII. SUMMARY

transferred.
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The trend was for supervisory personnel to work for self- 
fulfillment reasons; nonsupervisory, financial reasons.

The salaries of the women had an upward trend with progression 
of age, work experience, and education. Stratification by supervisory 

or nonsupervisory personnel was the determining factor, however. Sup
ervisory personnel in all comparisons had higher salaries than 

nonsupervisory personnel.
The median income for the supervisory personnel was in the lower 

half of the $8,000 to $10,000 income bracket. The median income for the 

nonsupervisory personnel was in the upper half of the $4,000 to $6,000 

income bracket.
The majority of the women were married, were in the age group 

from 50 to 54, and had children.
The leisure-time activities of the women included sports, cul

tural, homemaking, political, hobbies, and travel. The activities were 

consistent for both supervisory and nonsupervisory personnel categories 

except for travel. Supervisory personnel tended to value travel, more 

as a leisure-time activity than did the nonsupervisory personnel.



CHAPTER IV

ANALYSIS AND INTERPRETATION OF MANAGEMENT OPPORTUNITIES

FOR WOMEN IN MONTANA 
WITH IMPLICATION OF QUALIFICATIONS

A considerable amount of information is available concerning 

the socio-economic and personal background of the working woman. How
ever, the writer could find no information concerning the working 

woman's personal evaluation of her present status and of.her prognos

tication of future opportunities for working women in Montana. The 

women surveyed were asked for their evaluations of management opportuni

ties for women in Montana together with reasons for their evaluations. 

They were asked to list the qualifications a woman should have to suc

ceed in her occupational category. An evaluation of the respondent's 

present employment was requested together with reasons for this evalua

tion. The answers received are included in Chapter IV.

I. EVALUATION OF MANAGEMENT OPPORTUNITIES

Evaluation of Opportunities by Supervisory Personnel and Nonsupervisory 

Personnel.
Women in both supervisory personnel positions and nonsupervisory 

personnel positions were asked to evaluate the opportunities for women 

in management in Montana.
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Evaluation of opportunities by supervisory personnel. Thirty- 

six : (64.3 percent) of the women in supervisory personnel positions 

believed opportunities were average or above for women in management; 

twenty (35.7 percent) of the women believed opportunities were below 

average or poor. Table XXIXs page 103, signifies the women's replies.

Evaluation of opportunities by nonsupervisory personnel.
Eighteen . (36.7 percent) of the women in nonsupervisory personnel posi

tions believed opportunities were average or above for women in 

matiagement; thirty-one (63.3 percent) of the women believed opportuni

ties were below average or poor. Table XXIX, page 103, signifies the 

women's replies.

Comparison of evaluation of opportunities by supervisory per

sonnel and nonsupervisory personnel. From the above evaluations, women 

now in supervisory personnel positions view the future of women in man

agement more favorably than do the women now in nonsupervisory personnel 

positions.

Evaluation of Opportunities by Occupational Category.
The respondents were asked to give their opinions, of management 

opportunities in their particular occupational categories. One hundred 

and five of the one hundred and nine working women replied to this 

question. Their replies are presented in Table XXX, page 104.
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EVALUATION OF MANAGEMENT OPPORTUNITIES BY SUPERVISORY 
AND NONSUPERVISORY PERSONNEL

TABLE XXIX

Evaluation Rating
Supervisory Personnel Nonsupervisory Personnel

Nd. ■ % No. %

Above average 11 19.6 3 6.1

Average 25 44.6 15 30.6

Below average 16 28.6 16 32.7
Poor ' 4 7.4 15 30.6

Total 56 100,0 49 100.0



TABLE XXX. EVALUATION OF MANAGEMENT OPPORTUNITIES BY OCCUPATION WITH REASONS FOR EVALUATION

Occupational Category
Opportunity Ratings Reasons for Evaluations

Above
Aver. Aver.

Below
Aver. Poor

Legis
lation

Atti
tudes

Discrimi
nation

Labor
Demand

Qualifi
cations

Accounting 2 3 5 .2 0 4 2 6 0
Banking 0 5 I 3 0 4 2 6 0
Construction 0 0 0 I 0 . 0 0 0 I
Cosmetology I 3 0 0 0 I 3 0 I
Credit/Collections 0 I I 0 0 I I 0 0
Education I 5 2 4 0 3 4 2 0
Food Services I I 3 0 I I 2 2 0
Government-Local 0 0 I 0 0 0 I 0 0
Government-State I 2 ■ 4 I 0 3 2 I 2
Government-Federal 2 4 2 I 0 I 4 4 0
Hospital 2 I I 0 0 0 0 2 0
Hotel-Motel 0 I 0 0 0 I 0 0 0
Insurance 0 3 2 0 0 I 3 I 0
Investments 0 I 0 0 0 0 0 • I 0
Medical/Dental 0 0 I I 0 0 0 2 0
Organization 0 0 3 0 0 I I 0 0
Photography 0 0 I 0 0 I I 0 0
Printing 0 0 0 I 0 0 . I 0 0
Railroad 0 0 0 I 0 0 I 0 0
Retailing 2 7 3 2 I I 2 6 0
Title 0 I 0 0 0 I I 0 0
Utilities 2 0 0 0 0 I 0 I 0
Wholesale 0 2 2 2 0 I 4 0 0

14 40 32 19 2 28 36
13.3% 38.1% 30.5% 18.1% 2.1% 28.9% 37.1%

Total
Percent of Total

28
28.9%

3
3.1%

104
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In banking, cosmetology, federal government, hospital, motel- 

hotel, insurance,. investments, retailing, title, and utilities, the 
percentage of opportunities was greater in the above average and aver

age categories than in the below average and poor categories.
In education and credit/collections, 50.0 percent indicated 

average or above average opportunities; 50.0 percent, below average and 

poor categories.

In accounting, construction, food services, local government, 
state government, medical-dental, organization, photography, printing, 

railroad, and wholesale, the percentage of opportunities in the below 
average and poor categories was greater than in the above average and 

average categories

Reasons for Evaluation of Opportunities.
The women surveyed were asked to give the reasons for their 

evaluations of opportunities for women in management in their particular 

occupational areas. This information is outlined in Table XXX, page 104.
Answers to this question were given by ninety-seven of the women 

surveyed. Twenty-eight (28.9 percent) indicated their reasons were 

prompted by changing attitudes; two (2,1 percent), because of legisla

tion; thirty-six (37.1 percent), discrimination; twenty-eight (28.9 

percent), labor demand. Three (3.1 percent) of the women felt there
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was not so much a lack of opportunity for women in management as there 
was a lack of qualified women for the positions.

An interpretation of the data concerning the women's analyses 
of management opportunities is positively related to current success in 
several occupational fields. The fields of banking, cosmetology, 

federal government, insurance, title, and retailing currently indicate 
more supervisory personnel than nonsupervisory personnel among the 

women surveyed. These same fields indicate an average or above average 

future potential for management positions for women.

II. EVALUATION OF ADVANCEMENT IN PRESENT POSITION

The women in this study were asked to evaluate the possibilities 

of advancement in their present positions.

Evaluation of Advancement in Present Position by Supervisory Personnel.
Fifty-six women in supervisory personnel positions responded to 

the question regarding whether or not it was possible for them to be 

promoted to a higher level management position in their present firm. 

Nineteen (34.0 percent) of the women in supervisory personnel positions 

indicated that it was possible to be promoted; thirty-seven (66,0 per

cent) indicated it was not possible for them to be promoted.

Table XXXI, page 107, specifies the replies concerning promo

tion in the women's present positions.
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EVALUATION OF POSSIBILITIES FOR ADVANCEMENT 
IN PRESENT FIRM

TABLE XXXI

Possible Advancement
Present Category Yes % No % Total

Supervisory personnel 19 34.0 37 66.0 56
Nonsupervisory personnel 13 25.5 38 74.5 51

Total 32 75 107
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Reasons given by supervisory personnel indicating that it was 

not possible to be promoted in their present firm were:

Reasons Frequency

Already a partner 6
Lack of education 4

No higher position in firm 4

Women not hired 3
Too old 2

/

Not interested 2

Family business 2

Lack of experience I
Ethnic discrimination I

Evaluation of Advancement in Present Position by Nonsupervisory 

Personnel.
Fifty-one women in nonsupervisory personnel positions responded 

to the question regarding whether or not it was possible for them to be 

promoted to a higher level management position in their present firm. 

Thirteen (25.5 percent) of the women in nonsupervisory personnel posi

tions indicated that it was possible to be promoted; thirty-eight 

(74.5 percent) indicated it was not possible for them to be promoted. 

Table XXXI, page 107, specifies the women's replies.
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Reasons given by nonsupervisory personnel indicating that it 

was not possible to be promoted in their present firm were:

Reasons Frequency
Lack of education 4

Too old 4

Already an owner 3

No higher position in firm 3
Husband in business 2

Not interested 2
Men preferred 2

No seniority I

Family ownership I

Women should not hold
supervisory positions I

Comparison of Evaluation of Advancement in Present Positions by Super

visory Personnel and Nonsupervisory Personnel.
Both supervisory and nonsupervisory personnel recognized that a 

lack of education was a major reason for lack of advancement oppor

tunities in their present firms. Eighteen of the women indicated no 

further advancement was possible because of a family business or they 

were already in a management or owner position. Six of the women indi

cated discrimination as the reason for lack of possible promotion; six 

of the women said they were too old for promotion; and four indicated
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they were not interested in being promoted. Lack of growth within a 
firm was given by seven women as reason for lack of advancement 

opportunities.

One woman indicated that women should not hold supervisory 

positions. One woman indicated narrowness of experience as the reason 

for not qualifying for promotion in her present firm.

III. POSITIONS REQUIRING TRAVEL

A question pertaining to whether or not travel was required was 

asked to determine management opportunities for women. If travel was a 

qualification for a supervisory personnel position, then a woman should 

be aware of this when planning her employment future. Table XXXII, 

page 111, includes the replies to this question.

Women in supervisory personnel positions were required to 

travel in 40.7 percent of the positions. Women in nonsupervisory posi

tions were required to travel in 8.0 percent of the positions. This 
would indicate a tendency for a woman looking toward a supervisory per

sonnel position to be prepared to travel in connection with the job.

The fact that travel is required could be a limiting factor to the 

woman anticipating a supervisory personnel position.
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TABLE XXXII
POSITIONS REQUIRING TRAVEL BY SUPERVISORY PERSONNEL 

AND NONSUPERVISORY PERSONNEL STRATIFICATION

Is Travel Required
Position Yes % No % Total

Supervisory personnel 22 40.7 32 59.3 54

Nonsupervisory personnel 4 8.0 ' 46 92.0 50

Total 26 100.0 78 100.0 104
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IV. PERSONAL QUALIFICATIONS AND ATTITUDES WHICH A WOMAN SHOULD 
POSSESS TO SUCCEED IN BUSINESS AS REPORTED BY RESPONDENTS

Women in both supervisory personnel positions and nonsupervisory 
personnel positions were asked to relate the qualities and attitudes 

they felt a woman should have to succeed in business.

Personal Qualifications Desired as Indicated by Supervisory Personnel.

Education was ranked the most important qualification by nine

teen (29.2 percent) of the sixty-five first places. Experience was 

ranked as the most important by fifteen (23.1 percent) of the super

visory personnel. Loyalty was ranked most important by six (9.2 per
cent) of the women; five (7.7 percent) listed maturity, and five 

(7.7 percent) listed honesty as the most important qualification'.

The second most important quality as indicated by women in 

supervisory personnel positions was experience with fifteen (31.9 per
cent) indicating this ranking. Education was reported as second most 

important by seven (14.9 percent). Honesty and loyalty tied for second 

place with five (10.6 percent) of the answers. Maturity, patience, 

neatness, and aggressiveness were each listed by two women (4.3 percent) 

as the second most important quality. Table XXXIII, page 113, specifies

the above rankings.
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TABLE XXXIII

PERSONAL QUALIFICATIONS AND ATTITUDES WHICH A WOMAN SHOULD HAVE
TO SUCCEED IN BUSINESS AS REPORTED BY SUPERVISORY PERSONNEL

Most Important Quality Frequency Percent

Education 19 29.2
Experience 15 23.1
Loyalty 6 9.2
Maturity 5 7.7
Hones ty 5 7.7
Neatness 3 4.6
Aggressiveness 3 4.6
Flexibility 2 3.1
Fairness 2 3.1
Humor . 2 3.1
Patience 2 3.1
Creativity I 1.5

Total 65 100.0

Second Most Important Quality Frequency Percent

Experience 15 31.9
Education 7 14.9
Flexibility 7 14.9
Honesty 5 10.6
Loyalty 5 10.6
Maturity 2 4.3
Patience 2 4.3
Neatness 2 4.3
Aggressiveness 2 4.3

Total 47 100.0
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Education and experience received first and second place in 

both categories as the most important qualities a woman should possess 
to succeed in business.

A complete table of quality and attitude rankings is in 
Appendix C, page 154.

Personal Qualifications Desired as Indicated by Nonsupervisory Personnel.

Education received twenty-four (26.7 percent) rankings of first 

place out of ninety first places; experience, eleven (12.2 percent); 

honesty, ten (11.1 percent); loyalty, nine(10.O percent); and, maturity, 
seven (7.8 percent). Table XXXIV, page 115, indicates the above 

rankings.
Experience received ten (22.7 percent) rankings of second place 

out of forty-four second places; honesty, eight (18.2 percent); pa

tience, six (13,6 percent); education and loyalty tied with four each 

(9.1 percent) as the second most important quality. A complete list 

of these rankings is in Appendix C, page 154.

Education, experience, honesty, loyalty, and maturity, as ranked 

by women in nonsupervisory personnel positions, all ranked in the first 

five places as both the most important quality and the second most im

portant quality a woman should possess to succeed in business.
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PERSONAL QUALIFICATIONS AND ATTITUDES WHICH A WOMAN SHOULD HAVE 
TO SUCCEED IN BUSINESS AS REPORTED BY NONSUPERVISORY PERSONNEL

TABLE XXXIV

Most Important Quality Frequency Percent

Education 24 26.7
Experience 11 12.2
Honesty 10 11.1
Loyalty 9 10.0
Maturity 7 7.8
Patience 6 6.7
Neatness 5 5.6
Flexibility 4 4.4
Humor 4 4.4
Poise 3 3.3
Creativity 2 2.2
Fairness 2 2.2
Empathy 2 2.2
Aggressiveness I 1.1

Total 90 100.0

Second Most Important Quality Frequency Percent

Experience 10 22.7
Honesty 8 18.2
Patience 6 13.6
Education 4 9.1
Loyalty 4 9.1
Maturity 3 6.8
Flexibility 3 6.8
Aggressiveness 2 4.5
Neatness 2 4.5
Creativity I 2.3
Poise I 2.3

Total 44 100.0
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Comparison of Personal Qualifications and. Attitudes Desired as Indicated 
by Supervisory Personnel and Nonsupervisory Personnel.

Both supervisory personnel and nonsupervisory personnel ranked 

education, experience, honesty, loyalty, and maturity as five of the 

most important qualities a woman should possess to succeed in business.
Women in supervisory personnel positions included aggressive

ness in the first five places; nonsupervisory personnel did not include 

aggressiveness. Supervisory personnel also included neatness among the 

most important quality desired; nonsupervisory personnel did not in

clude neatness among the most important qualities desired.

V. PROFESSIONAL CERTIFICATION

A question regarding professional certification was included to 
determine the qualifications necessary in the various professions and 

occupations represented in the survey. Table XXXV, page 117, indicates 

the certificates held by both supervisory personnel and nonsupervisory 

personnel.

Professional Certification as Related to Supervisory Personnel and 

Nonsupervisory Personnel.
Of the fifty-six supervisory personnel positions indicated, 

twenty-one (37,5 percent) of the women held professional certificates.

Of the fifty-three nonsupervisory personnel positions indicated, twelve 

(22.6 percent) of the women held professional certificates.
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TABLE XXXV
PROFESSIONAL CERTIFICATES HELD BY WOMEN IN SUPERVISORY 

AND NONSUPERVISORY PERSONNEL CATEGORIES

Category
Professional Certificate Supervisory Nonsupervisory

Personnel Personnel

Teaching Certificate 11 6
Registered Nurse 2 I
Insurance Sales 2 I
Cosmetology 2 I
American Institute of Banking I O
N.C.P.A. I O

Licensed Practical Nurse I O

Juris Doctor’s Degree I O

Registered Abstracter I O
Legal Secretary O I
Ophthamology O I

Total certificates 22 12
Total women holding certificates 21 12
Total women responding 56 53

Percent of women holding certificates 37.5% ( 22.6%
Percent of women not holding certificates 62.5% 77.4%
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Although only six women in the education category were in 

supervisory personnel positions, eleven women in the supervisory cate

gory responded to this question. The fact that a woman possessed a 

teaching certificate did not mean she was necessarily in the education 

field, as she may have been in another occupational category.

The fact that professional certificates were held by a larger 

percentage of women in the supervisory personnel category than in the 

nonsupervisory category can be interpreted in several ways;'either the 

certificates are a prerequisite to the position or obtaining the certi
ficates is a part of on-the-job training or an upgrading of positions 

within, the business firm,
No one in either supervisory personnel or nonsupervisory per

sonnel categories indicated that she held a real estate salesman's 

or broker's license, or was a Certified Public Accountant, or a Certi

fied Professional Secretary.
The women were asked if any one held a pilot's license as many 

business executives fly aircraft in carrying out business pursuits. No 

one in either category held a pilot's license.
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VI. COURSE TOPICS RELATED TO CAREERS

The educational attainment of the women in this study is indi

cated in Tables XVIII, page 74, and Table XIX, page 76. The women 
were asked what course topics were the most valuable to their careers 

and what courses they would like to have taken.

Courses Valuable in the Careers of Supervisory Personnel

Forty-two women responded to this question. Courses ranked 

valuable to supervisory personnel's careers were: twenty-two women

indicated accounting; fifteen, personnel management; fifteen, typing; 

fifteen, English; thirteen, human relations; eleven, office machines; 

ten, shorthand; and, ten, business finance.

Courses Valuable in the Careers of Nonsupervisory Personnel
Forty-one women responded to this question. Courses ranked 

valuable to supervisory personnel's careers were? twenty-five women 

indicated typing; eighteen, secretarial practice; sixteen, accounting; 

sixteen, shorthand; fifteen, English; and, fourteen, office machines.

Comparison of Courses Valuable in the Careers of Supervisory Personnel 

and Nonsupervisory Personnel
Both supervisory personnel and nonsupervisory personnel felt 

that typing, accounting, shorthand, English, and office machines were 

valuable in their careers. In addition, supervisory personnel indicated



120

the importance of personnel management, human relations, and business 
finance. Nonsupervisory personnel indicated the importance of secre
tarial practice.

Courses Supervisory Personnel Would Like to Have Taken.
Supervisory personnel indicating courses they would like to 

have taken indicated: seventeen, human relations; eleven, public speak

ing; ten, personnel management; eight, accounting; eight, psychology; 

six, money and banking; six, business communications.

Courses Nonsupervisory Personnel Would Like to Have Taken.

Nonsupervisory personnel indicating courses they would like to 

to have taken included: six, personnel management; six, business law;

six, data processing; six, psychology; six, public speaking; and, six, 

human relations.

Comparison of Courses Supervisory Personnel and Nonsupervisory Person

nel Would Like to Have Taken.

Both supervisory personnel and nonsupervisory personnel felt 

they would like to have taken courses in human relations, public speak

ing, personnel management, psychology; in addition, supervisory 

personnel indicated a desire to have taken courses in accounting, money 

and banking, and business communications. Nonsupervisory personnel 

included business law and data processing.
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Interpretation of the data indicates a positive relationship 

between this study and the advice businessmen would give to young 

women aspiring to executive and management positions. Dawkins (2:1542) 
recommended emphasis on courses in communications and special vocational 

interest. Hamilton (2:152,153,189) indicated the ability to communicate 
was a major qualification. In the Doll survey (3:6883,6884), executives 

encouraged the career-minded girl who had aspirations for executive 

positions to have at least a college degree in a technical or profes
sional field.

VII. SUMMARY

An interpretation and analyses of the data relative to oppor

tunities in management for women in Montana revealed that supervisory 
personnel viewed the future more favorably than did the nonsupervisory 

personnel.
The fields of banking, cosmetology, federal government, hospital, 

hotel/motel, insurance, investments, retailing, title, and utilities 

afforded average or above average opportunities. In education and
C

credit/collections, opportunities were average.„ The fields of account

ing, construction, food services, local government, state government, 

medical/dental, organization, photography, printing, railroad, and 

wholesaling afforded below average or poor opportunities.
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Reasons given for the evaluations were changing attitudes, dis
crimination, and labor demand. Discrimination ranked highest in 
reasons given.

Supervisory personnel and nonsupervisory personnel indicated 

pessimism concerning possible advancements within their present 
business firms.

Women in supervisory personnel positions were more likely to 

be required to travel in their employment than were nonsupervisory 

personnel.

Both supervisory and nonsupervisory personnel ranked education, 

experience, honesty, loyalty, and maturity as five of the most important 
qualities a woman should possess to succeed in business.

Supervisory personnel were more likely to hold a professional 
license than nonsupervisory personnel.

Supervisory personnel indicated that course topics valuable to 

their careers had been accounting, personnel management, typing,

English, human relations, office machines, shorthand, and business 

finance.
Nonsupervisory personnel felt that typing, secretarial practice, 

accounting, shorthand, English, and office machines.were valuable in

r

their careers.
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Both supervisory and nonsupervisory personnel indicated they 
would like to have taken courses in human relations, public speaking, 

personnel management, and psychology.

A complete listing of course topics is included in Appendix C , 
page 154.



CHAPTER V.

SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS

This study was designed to determine the management opportuni

ties together with the qualifications necessary for women to succeed 

in business in Montana. Information was obtained concerning the per

sonal and occupational backgrounds of working women in Montana. The 
group surveyed was the American Business Women’s Association membership 

in Montana.

I. SUMMARY

A review of the state of the art of women in management posi
tions presented a myriad of problems a woman was confronted with as she 

ascended the organizational chart. The barriers mentioned most often 

were lack of confidence and ability in women by many people, discrimi

nation relating to equal pay for commensurate responsibilities, lack 

of proper titles relating to the duties performed, and the traditional 
concept of the female role in society. In addition, women often created 

their own barriers to management positions by refusing to obtain the 

necessary qualifications management positions demanded.
The writers further revealed the qualifications a woman should 

possess if she wanted to succeed in business. The qualifications in

cluded both personal qualities and attitudes. The writers pointed
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out that a woman needed essentially the same characteristics as were re

quired for male executives. Many writers agreed on basic qualifications 

of college training, experience, and maturity, together with the per

sonal characteristics of poise, sense of humor, loyalty, and 
understanding.

A dichotomy existed in relation to the future opportunities for 

women in management. New fields were opening to women. Other fields 

such as education were closing their doors to women. Federal and state 
legislation caused writers to view optimistically the future for women 

desiring management positions.
The data needed to make this study were secured by means of a 

questionnaire which was completed and returned by members of the Ameri

can Business Women's Association in Montana.
In Chapters III and IV, comprehensive analyses and interpreta

tion of the data from the returned questionnaires were given concerning 

the personal and occupational background of the respondents together 

with an evaluation of management opportunities and qualifications neces

sary to succeed in business.
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II. CONCLUSIONS

On the basis of the data presented in this study, the following 

conclusions seem to be warranted:

1. Supervisory personnel represented 51 percent of the working 
women in this survey; nonsupervisory personnel, 49 percent, 
with twenty-five occupation fields involved. See page 44, 
Table III.

2. The majority of the women were employees of a business firm. 

Owners represented 8 percent; managers, 8 percent; owner- 

managers combined, 6 percent; and, employees, 78 percent. 

Table IV, page 47, specifies the various categories.
3. Of the respondents, 12.8 percent were associated with their 

husbands in the firm; 12 percent had relatives in the firm. 

This classification is demonstrated in Table V, page 48.

4. Supervisory personnel's principal duties included super

vision of employees, management of resources, group 

decision-making, and individual decision-making. Nonsuper

visory personnel's principal duties included routine 

clerical, preparation of reports, and receptionist respon

sibilities. Table VI, page 51 and Table VII, page 52 

designate these duties.

5. Supervisory personnel indicated an average of eighteen 

years from their first positions to the current positions.
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Nonsupervisory personnel reported an average of fourteen 
years experience. These figures are represented on page 51.

6. Supervisory personnel had held an average of 3.3 positions 

during their working experience. Nonsupervisory personnel 

had an average of 3.4 positions specified, as given on

• page 53.
7. Women represented 21,4 percent of the supervisors during 

the respondents’ total work experience. The average age

of the respondents' supervisors was 45 to 54. The majority 
of the supervisors had a high school diploma, some college, 

or a bachelor's degree. Tables VII, IX, X, and XI specify 

the supervisors' classifications.

8. One-fourth of the reasons for job changes were in the cate

gory involving transfer of husbands. Other reasons included 

chance for advancement, to further education, due to div
orce, because of working conditions, sale of business, job 

discontinuation, or to raise a family. Table XII, page 6.1, 

classifies these reasons.
9. Supervisory personnel worked primarily for self-fulfillment 

reasons; nonsupervisory personnel, primarily for financial 

reasons. Table XIII contains the reasons why women work.
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10. The salaries of supervisory and nonsupervisory categories 
progressed upward with age, experience, and education. 

Howeverstratification by supervisory or nonsupervisory 
personnel was the determining factor. Supervisory person

nel in all comparisons had higher salaries than nonsuper

visory personnel in the same age, education, and 

experience groups.
11. Median income for the supervisory personnel was in the 

lower half of the $8,000 to $10,000 income bracket; non

supervisory, upper half of the $4,000 to $6,000 bracket. 

Tables XIV, XV, XVI, XVII, XVIII, XIX, and XX illustrate 

the various salary comparisons.

12. The majority of the women were married, were in the age 

groups from 50 to 54, and had children. Tables XXII,

XXIII, XXIV, XXV, XXVI, and XXVII summarize this personal 

background information.
13. The leisure-time activities of the women included sports, 

cultural, homemaking, political, hobbies, and travel. Both 

categories were consistent in the first five categories. 

However, supervisory personnel tended to travel more than 

nonsupervisory personnel in pursuit of leisure-time 

activities. See Appendix B.
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14. Supervisory personnel tended to hold more memberships in 
professional organizations than did nonsupervisory per

sonnel. See Appendix B.
15. Respondents indicated the following fields as offering 

average or above average management opportunities: banking, 

cosmetology, federal government, hospital, hotel/motel, 

insurance, investments, retailing, title, and utilities.

The fields of education and credit/collections were aver

age in management opportunities. Below average or poor 

opportunities appeared in accounting, construction, food 

services, local government, state government, medical/ 
dental, organization, photography, printing, railroad, and 

utilities. See Table XXX.

16. Pessimism was expressed by both supervisory and nonsuper

visory personnel regarding possible advancements within 

their present business. Table XXIX shows these figures.

17. Discrimination ranked highest in negative reasons for the 

evaluation of opportunities and/or lack of opportunities.

18. Supervisory and nonsupervisory personnel ranked education, 

experience, honesty, loyalty, and maturity as five of the
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most important qualities a woman should possess to succeed 
in business. Tables XXVIII and XXVIX indicate the rankings.

19. Professional licenses were held by more women in the super

visory category than the nonsupervisory group.
20. Course topics, including accounting, personnel management, 

typing, English, human relations, office machines, short

hand, and business finance were reported most valuable to 

supervisory personnel in their careers. See Appendix C.

21. Nonsupervisory personnel felt that typing, secretarial 

practice, accounting, shorthand, English, and office 

machines were valuable in their careers. This information 

is summarized in Appendix C .

22. Course topics in human relations, public speaking, person

nel management, and psychology were listed by both 

personnel stratifications as courses they would like, to 
have taken.

III. RECOMMENDATIONS

As a result of this study, the writer suggests the following 

recommendations:
I. Women planning management careers should obtain education 

beyond high school, preferably obtaining a college degree 

and an advanced degree.
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2. Women desiring management positions should explore the 

fields of banking, cosmetology, federal government civilian 

service, hospital, hotel/motel, insurance, investments, 

retailing, title, and utilities.

3. Women planning management careers should obtain work experi

ence in specialized areas of the fields offering the most 
opportunities.

4. Women desiring management positions should realize that 
personal characteristics are important for success.

5. Guidance counselors and advisors in the college, university, 

and community college levels should encourage young women

to enroll in courses in the formal areas of accounting, 

personnel management, typing, English, human relations, 

office machines, shorthand, business finance, risk and 

insurance, economics, and psychology.

6. Guidance counselors and advisors in the college, university, 

and community college levels should recommend a management 

major if the young women they advise indicate the ability, 

aptitude, and desire to enter management positions.

7. Women need to demonstrate self-determination in striving 

for and obtaining their career objectives in order to over

come the discrimination indicated by the results of this 

study.
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8. Curricula in education at all levels should be made rele
vant to the changing role of women today and course 

materials should reflect non-stereotypical images of men 
and women.

9. Educational materials, educational television, and other 

media should be developed to improve the self-image of 

girls and women.

10. Course materials, including preschool readers, should con

tain role models of men and women in varieties of life

styles through career education in grades K-16.

IV. FURTHER RESEARCH

As a result of this study, the writer recommends further 

research to:

1. Obtain an in-depth study of women in only supervisory 

personnel roles.

2. Determine how many women leave Montana and why they leave 

each year to seek management positions elsewhere.

3. Determine the length of time it takes women coming into 

Montana to find a position; adjust to the Montana value 

system; and, the philosophy and ways of the people of this

state,
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4. Determine the length of time it takes women coming into 
the state to be accepted by others.

5. Determine methods of preparing education materials for 
educating people to the ever-changing role of women in our 

society.

6. Determine methods of changing the general public's atti

tude towards women in management by utilizing varied

communications media.
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Answers Co the following questions will be held

I. Job areas you are associated with (Please check)
Accounting ____ Government-Local ___
Advertising ____ Government-State ___
Banking ____ Government-Federal
Construction ____ Hospital ___
Cosmetology ____ Hotel-Motel ___
Education ____ Insurance ___
Engineering ____ Investments ___
Food Services Medical-Dental

2. Please indicate your specialized area(s) for the category you have checked
above:______________________________________________________________________

3. Please check category: Owner____Manager____Employee____

4. Your present title:_________________________________________________________

5. Please rank the duties you perform (I to 5 in order of importance, I is the highest)
Supervision of employees ____ Routine clerical _____ Other___________________
Management of resources ____ Receptionist    Other
Group decision-making ____ Public relations _____ Other___________________
Individual decision-making ____ Preparing reports _____ Other___________________

6. Number of employees you supervise: Male____Female____Part-time____Full-time____

7. If married, is your husband associated with you in the business? Yes____No____

8. Are other relatives associated with you in the business? Yes____No____

9. What was the first position you held in your present field of employment?

10. What was your annual salary in the first position in your present field?
Less than $2,000 ____ $4,000 and under $6,000____ $ 8,000 and under $10,000
$2,000 and under $4,000____ $6,000 and under $8,000____ $10,000 and over

11. Number of years from your first position to current position:____

12. Number of positions held from first employment to your current position:____

13. In how many of these positions did you have a male supervisor?____female supervisor

14. Check category of supervisor at time of advancement to your present position:
Male Female___

15. Please indicate age range of supervisor at time of your advancement to present
position: Under 25 ____ 35-44 ____ 55-65 ____

25 - 34 45-54 ___ 65 and over

16. What was the educational level of your supervisor at time of advancement to 
your present position:
High school graduate ____ Master's degree ___ _ Unknown
Some college ____ Doctor of philosophy or Education ____
Bachelor's degree ____ Professional degree (medicine, law, etc.)____

in strict confidence.

Oil ____
Real Estate 
Recreation 
Retail 
Travel
Wholesale ____
Other (please specify)



Number
I

of years in your present position: 
7 - 8

18. Your present annual 
Please check.

salary (in thousands)

2 9 -10 $4 and under $6 $14 and under $16
3 11 -12 $6 and under $8 $16 and under $18
4 13 -14 $8 and under $10 $18 and under $20
5 over 15 $10 and under $12 $20,000 and over
6 specify $12 and under $14

If you have changed jobs within the last 20. Does your present position require traveling?
ten years , please check reason for change: Yes____ No
Husband transferred ____
To further education ____
Chance for advancement ____
Other (specify) _________________

21. Do you have a (Please check) 
CPA 
CPS
R.N. license
Real estate sales license 
Real estate broker's license 
Pilot's license

22. Is it possible for you to be promoted to a higher level management position in your present
firm? Yes____No____If no, why not?_________________________________________________________

23. What is the next management position in the organization to which you might advance?

24. How do you evaluate the opportunities for women in management in your present employment
field in Montana? Excellent Average____Below Average____Poor____

25. To what do you attribute your answer to question 24?
Legislation ____ Discrimination ____  Other (Please specify)
Changing attitudes ____ Labor demand ____  ________________________________________

26. Check the professional organizations to which you belong and list their order of importance 
to you in your occupation (I to 3, with I most important, 3 least important)
A. B.W.A. ____ A.A.U.W. ____  Other (specify)_____________________________
B. P.W. ____ National Secretaries ____ Other (specify)_____________________________
Soroptimist ____ NEA/MEA ____  Other (specify)_________________________ _

Teaching certificate ____
Insurance sales license ____
C.L.U. or C.P.C.U. ____
Other professional certificate(s), please specify: 142



27. Education (Please check appropriate columns)
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28. What was (were) your major field(s) of study
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29. Please check the appropriate columns:
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30. If you are self-employed, please give your reason(s) for establishing your own
business. Self-fulfillment____Financial____Other (please specify) __________

31. If employed, please give your reason(s) for seeking this position.
Self-fulfillment____Financial____Other (please specify)_______________________

32. Please check your age classification:
20-24 ____ 30-34 ____ 40-44 ____ 50-54 _ _ _  60-64 _ _
25-29 ____ 35-39 __ 45-49 ____ 55-59 ____  65 and over

33. Your marital status (please check)
Single ____ Divorced and remarried _ Separated
Married ____ Widowed _
Widowed and remarried Divorced

34. Total number of children____Number of dependent children

35. If married, please indicate educational level of husband (please circle years)
High school 1 2 3 4  College 1 2 3 4 5
Bachelor's degree _______ Master's degree _ Pb. D. or Ed. D._________

36. Please give present occupation of husband:____________________________________

37. If divorced or widowed, please indicate educational level of former husband(s):
High school 1 2 3 4  College 1 2 3 4 5
Bachelor's degree _____  Master's degree _____  Ph. D. or Ed. D.__________

38. Please give occupation of former husband(s) while you were married:___________

39. What personal qualifications and attitudes should a woman have to succeed in 
business in your field. (rank in order of importance, I being most important 
to 5 being least important.)
Education ____  Creativity ____  Neatness ____
Experience ____ Fairness ____ Empathy ____
Maturity ____  Humor ____  Other (specify)_____________________
Honesty ____  Poise ____  Other (specify)_____________________
Aggressiveness ____ Loyalty ____  Other (specify)_____________________
Flexibility ____ Patience ____ Other (specify)_____________________

40. Indicate leisure-time activities in order of importance to you. (rank I most 
important to 5 being least important.)
Sports ____ Political ____ Other (specify)________________________
Homemaking ____ Hobbies ____  Other (specify)________________________
Cultural ____ Travel ____ Other (specify)________________________

41. Please indicate specialized areas for the categories you have checked in 
question 40.

42. If there are special aspects of your position not covered, feel free to add 
anything which would be of value to other women aspiring to positions in the 
business world.
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C O P Y

COVER LETTER NUMBER ONE

February 16, 1972

WILL YOU PLEASE HELP ME HELP YOU?

The few minutes necessary to complete the enclosed 
questionnaire could well open up new and exciting avenues for you I

The American Business Women’s organization of Montana 
represents the status of women in Montana. The answers that you as 
a member of A.B.W.A. provide me on this questionnaire will help me 
to determine the opportunities— and the attributes for success—  
for working women.

The interpretation of data will allow me to give direction 
to other women who plan to pursue careers and to provide them with 
a list of qualifications you as a successful career woman deem 
necessary.

If you wish to receive a copy of a summary of the results 
of this research, please include a stamped, addressed, envelope.

Please take a few moments— right now— to complete the 
questionnaire and return it in the stamped, addressed envelope.
Your answers will be held in strict confidence.

Sincerely,

Verna M. Green 
Graduate Assistant 
Management Research

Enclosures: Questionnaire
Stamped envelope
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C O P Y
COVER LETTER NUMBER TWO

March 13, 1972

WILL YOU PLEASE HELP ME HELP YOU?

Jane L . Parr, Public Relations Writer for the ABWA national 
headquarters at Kansas City, recently wrote to all chapter presidents 
in Montana concerning my research project. She noted that "this is 
a great opportunity for Montana business women to gain insight into 
various aspects of the status of women . . .  in their state."

Several weeks ago questionnaires were sent to all members of 
the American Business Women's Association in Montana. A large number 
of these have been returned. However, to obtain worthwhile results, 
it is hoped that all members will return the completed questionnaires.

You— the ABWA member— are the most important part of this research 
program. Please take a few minutes— during coffee break or before your 
favorite TV program— to complete the questionnaire. A duplicate one 
is enclosed in the event the first one was lost or misplaced.

A copy of the thesis incorporating findings and recommendations 
will be placed in your national library. Hopefully, an article on 
the findings will be published in your magazine, WOMEN IN BUSINESS.

Your answers will be held in strict confidence.

Sincerely,

Verna M. Green 
Graduate Assistant 
Management Research

Enclosures: Questionnaire
Stamped envelope
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LEISURE-TIME ACTIVITIES OF 
SUPERVISORY PERSONNEL

No.
Activity Reporting

Sports:
I. Golfing 6
2. Bowling 4
3. Camping 4
4. Baseball, basketball 2
5. Skiing 2
6. Boating 2
7. Fishing 2
8. Hiking 2
9. Horseback riding I
10. Motorcycling I
11. Hunting I
12. Outdoors I

Total women reporting: 27
Homemaking:
I. General 22
2. Knitting, sewing, crocheting 14
3. Cooking 7

Total women reporting: 43

Cultural:
I. General 13
2. Reading 8
3. Music 7
4. Church 3
5. Theater I
6. Painting I
7. Lectures I
8. Demonstrations I

Total women reporting: 35
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LEISURE-TIME ACTIVITIES OF 
SUPERVISORY PERSONNEL 

(continued)

IV. Political:
I. General 13

Total women reporting: 13

V. Hobbies:
1. General 30
2. Crafts 4
3. Flower drying I
4. Gardening I
5. Bridge I
6. Original designing . I
7. Ceramics I
8. Decorating I
9. Painting I

Total women reporting: 41

VI. Travel:
I. State, United States, foreign 43

Total women reporting: 43

VII. Miscellaneous I
Youth groups I
Nile I
Eastern Star I
League of Women Voters I
PTA . I
Visits rest homes, hospitals I
Civic service I
Camp Fire board I
Montana Heart Association I
Community activities I

Total women reporting: 11
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LEISURE-TIME ACTIVITIES OF 
NONSUPERVISORY PERSONNEL

Activity
No.

Reporting

I. Sports:
I. Bowling 5
2. Fishing . 3
3. Tennis 3
4. Golfing 2
5. Skiing 2
6. Horseback riding 2
7. Baseball 2
8, Snowmobiling I
9. Boating I
10. Hiking I
11. Swimming I
12. Drill team I
13. Bicycling I
14. General

I

I

Total women reporting: 25

Homemaking:
I. General 21
2r Sewing, knitting 12
3. Cooking 6

Total women reporting: 37

Cultural:
I. General 18
2. Reading 6
3. Church 3
4. Music 3
5. Art 2
6. Organ lessons I

Total women reporting: 33
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LEISURE-TIME ACTIVITIES OF 
NONSUPERVISORY PERSONNEL 

(continued)

IV. Political:
I. General 13

Total women reporting: 13

V. Hobbies:
1. General 34
2. Gardening 4
3. Bridge I
4. Painting I

Total women reporting: 40 .

VI. Travel:
I. State, United States, foreign 32

Total women reporting: 32

VII. Miscellaneous:
VFW Auxiliary I
Humane Society I
Animal shelter I
Rebecca Lodge I
Fraternal organization I
Eagles Auxiliary I

Total women reporting: 6
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SUPERVISORY PERSONNEL MEMBERSHIPS 
IN PROFESSIONAL ORGANIZATIONS 

(complete listing)

Organization Frequency

American Business Women's Association 56
American Association of University Women 7
National Education Association/Montana Education Ass'n. 7
Business and Professional Women 3
Credit Women 3
National Secretaries 2
American Institute of Banking 2
National Hairdressers/Cosmetologists 2
Local Hairdressers/Cosmetologists 2
Rotana 2 '
Zonta 2
Altrusa 2
Board of Realtors I
Home Building Association I
Montana Hairdressers/Cosmetologists I
CANTA I
N.C.P.A. I
National Federation of Licensed Practical Nurses I
Montana Federation of Licensed Practical Nurses I
Local Chamber of Commerce I
Montana Merchants I
Alpha Delta Kappa I
Montana Association of County Superintendents I
National English Council I
National Association of Journalism I
Delta Kappa Gamma I
Montana Library Association I
Montana Nurses' Association I
Montana Tavern Association I
Advertising Club I
Retired Teachers' Association I
American Nurses' Association I
Emergency Room Nurses' Association I

Total: H O  Memberships, 33 Clubs
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NONSUPERVISORY PERSONNEL MEMBERSHIPS 
IN PROFESSIONAL ORGANIZATIONS 

(complete listing)

Organization Frequency

American Business Women's Association
National Education Association/Montana Education Ass'n.
Business and Professional Women
American Association of University Women
Local Education Association
National Secretaries
Toastmistress
Quarter Century Club
National Hairdressers/Cosmetologists
Local Hairdressers/Cosmetologists
Montana Federation of Licensed Practical Nurses
Credit Women
Delta Kappa Gamma
Classroom Teachers' Association
B.S.P.

53
6
2
2
2
I
I
I
I
I
I
I
I
I
I

Total: 75 Memberships, 15 Clubs
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SELECTED COMMENTS OF RESPONDENTS
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PERSONAL QUALIFICATIONS.AND ATTITUDES WHICH A WOMAN SHOULD HAVE 
TO SUCCEED IN BUSINESS AS REPORTED BY SUPERVISORY PERSONNEL

(complete listing)

Ranking
Qualification or Attitude I 2 3

Frequency
4 5

Education 19 7 2 2 I
Experience 15 15 7 I 3
Maturity 5 2 10 4 2
Honesty 5 5 . 12 7 0
Aggressiveness 3 2 2 5 3
Flexibility 2 7 2 7 5
Creativity I 0 3 2 2
Fairness 2 0 0 2 4
Humor 2 0 3 I 6
Poise 0 0 I 0 8
Loyalty 6 5 2 4 3
Patience 2 2 2 7 2
Neatness 3 2 0 2 7
Empathy 0 0 0 0 I
Common sense 0 0 I 0 0
Accuracy 0 0 0 I 0
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PERSONAL QUALIFICATIONS AND ATTITUDES WHICH A WOMAN SHOULD HAVE 
TO SUCCEED IN BUSINESS AS REPORTED BY NONSUPERVISORY PERSONNEL

(complete listing)

Qualification or Attitude I
Ranking 

2 3 4
Frequency

5

Education 24 4 I 6 I
Experience 11 10 3 0 4
Maturity 7 3 2 2 3
Honesty 10 8 10 4 2
Aggressiveness I 2 3 3 2
Flexibility 4 3 6 I 4
Creativity 2 I 0 I 4
Fairness 2 0 2 4 5
Humor 4 0 I I 2
Poise 3 I 2 3 I
Loyalty 9 4 4 9 3
Patience 6 6 3 I 5
Neatness 5 2 4 5 5
Empathy 2 0 2 2 0
Common sense 0 0 I 0 0
Punctuality 0 0 0 0 I
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COURSES VALUABLE IN THE CAREERS 
OF SUPERVISORY PERSONNEL . 

(complete listing)

Course Topics Frequency

Accounting 22
Personnel management 15
Typewriting 15
English 15
Human relations 13
Office machines 11
Shorthand 10
Business finance 10
Business communications 8
Public speaking 8
Secretarial practice 8
Money and banking 7
Psychology 7
Economics 6
Business law 6
Data processing 6
Salesmanship 5
Retail management 4
Advertising 4
Marketing 3
Sociology 2
Conference leadership 2
Statistics 2
Library science I
Real estate I
Industrial management 0
Risk and insurance 0

Total women reporting: 42 .
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COURSES VALUABLE IN THE CAREERS 
OF NONSUPERVISORY PERSONNEL 

(complete listing)

Course Topics Frequency

Typewriting
Secretarial practice
Accounting
Shorthand
English
Office machines
Business communications
Public speaking
Economics
Human relations
Psychology
Marketing
Data processing
Statistics
Money and banking
Personnel management
Business law
Sociology
Business finance
Advertising
Risk and insurance
Conference leadership
Salesmanship
Industrial management
Education
Reading
Real estate
Retail management

25
18
16
16
15
14
9
8
7
6
6
4
4
4
3
3
3
3
3
2
I
I
I
I
I
I
0
0

Total women reporting: 41
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COURSES SUPERVISORY PERSONNEL WOULD LIKE 
TO HAVE TAKEN 

(complete listing)

Course Topics Frequency

Human relations 17
Public speaking 11
Personnel management 10
Accounting 8
Psychology 8
Money and banking 6
Marketing 6
Business communications 6
Economics 5
Business law 5
Data processing 5
Business finance 5
Advertising 4
Typewriting 3
Sociology 3
Real estate 3
Retail management 3
Office machines 3
English 3
Conference leadership 2 .
Salesmanship 2
Secretarial practice 2
Statistics 2
Risk and insurance I
Industrial management I
Shorthand 0

Total women reporting: 42
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COURSES NONSUPERVISORY PERSONNEL WOULD LIKE 
TO HAVE TAKEN 

(complete listing)

Course Topics Frequency

Personnel management 6
Business law 6
Data processing 6
Psychology 6
Public speaking 6
Human relations 6
Accounting 5
Business communications 4
Marketing 3
Shorthand 3
Conference leadership 3
Office machines 3
Money and banking 2
Sociology . 2
Retail management 2
Advertising 2
Economics I
Real estate I
Salesmanship I
Secretarial procedures I
English I
Industrial management I
Typewriting 0
Risk and insurance 0
Statistics 0

Total women reporting: 41
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SELECTED COMMENTS OF RESPONDENTS

1. "If possible, I believe women can help towards a better' life by
working together."

2. "I feel that more women are qualified; however, it seems like men

always get the good positions, qualified or not."

3. "In Montana, at the present time, banking is a 'male' profession.

There may be some changes in the next five years; however, the 

corporation banks have very few women officers."
4. "Availability of high grade government positions for women in my

area is very limited. Also, it is very surprising to me that 
women are not given the opportunity to exercise their abilities." 

*5. "Don't stay in Montana. Business opportunities are too small."

6. "Self-confidence and aggressiveness are important where there is

a degree of discrimination against women."

7. "I can't stress dedication enough,"
8. "Women are not given fair opportunities in position or salary."

9. "Get along with people."

10. "Always apply where you want a position; then, sell yourself."

11. "Be neat in your appearance and careful in all your work."
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