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CHAPTER I 

INTRODUCTION

Statem ent o f th e Problem

As m ore an d  more wom en a ttem p t to  en te r into the  ran k s  of 

educationa l and  b u s in e ss  adm in istra tion , it  becom es necessary  to 

determ ine th e  specific leadersh ip  sty les an d  career p a th s  of those 

women already in  those top adm inistrative positions to serve a s  guides 

to those who w ish to duplicate their efforts. From  previous litera tu re  

an d  research  it h a s  been shown th a t women a re  under-represen ted  in 

top  m anagem ent positions w ith in  th e ir respective fields. A dditional 

re se a rch  is called for to  help  determ ine w h at is th e  b e s t way for 

women to en ter into m anagem ent in  their respective fields. This study  

will determ ine th e  sim ilarities or differences in  leadersh ip  styles and 

career p a th s  of wom en executives in K-12 education  an d  b u sin ess  

adm in istra tion  from sm all b u sin ess  to m ajor corporations w ithin the 

s ta te  of Michigan.

This s tu d y  will p resen t th ree aspects of th e  problem. The first 

aspect is  to study  two sam ples of women, one from educational 

adm inistration , the  o ther from business adm inistration  in  order to 

note th e  sim ilarities and  differences in leadership  styles they 

curren tly  possess.

The second aspect of the  study  will be to study  the biographical 

inform ation provided by th e  two groups to determ ine th e  sim ilarities 

an d  differences in the ir backgrounds.

The th ird  aspect will exam ine the possible reasons a s  to  the

1
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failure of women to advance to the top leadership positions in both 

education and business, how the problem is currently  being addressed 

and to suggest possible solutions.

Rationale for the Study

Women have played an  im portant part of the American labor 

force since the early twentieth century. As early as  1890, one sixth of 

the work force w as made up of women. Certainly since World W ar II 

there h as  been an  increased num ber of women who are a  part of the 

total labor force (Benedetti, 1975). However, as the total num ber of 

women h as Increased, it has become apparent th a t the total num ber of 

women occupying top executive positions h as  not been representative 

of the to tal nu-nber of working women (Dohrman, 1982).

This is not to say  th a t women have not advanced into leadership 

roles. Women have achieved m anagem ent positions, b u t they are 

prim arily mid-level positions w ith the num ber of women in top 

leadership positions rem aining sm all (Dumovo, 1988). This is  despite 

an  increased num ber of qualified women with advanced degrees and 

appropriate credentials (Pounder, 1990).

A common response to th is problem is th a t of sexual 

discrim ination. However, a  closer exam ination of the  issues finds that 

m any factors including sociological, biological, psychological and 

educational conditions have contributed to th is problem. Society has 

tended to accept women on face value and not to see them  as a  

valuable resource. Cynthia Epstein notes, "Our best women - those in 

whom society h as  invested m ost heavily - underperform , underachieve 

and  underproduce. We w aste them  and they w aste themselves."
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This research will explore the relationships between women in 

educational adm inistration and business administration, specifically as 

they relate to leadership style and career paths. This is done to extend 

knowledge about w hat constitutes a  female executive leadership style 

and career path  within these two arenas. Furthermore, this project 

will indicate how the individuals achieved their current positions as 

examples for those who seek to emulate their success. The need for 

th is research contributes to the advancement of educational and 

business adm inistration in three ways. It makes a  contribution to the 

field of organizational development; it will clarify the necessary steps 

one m ust take to advance professionally within these organizations and 

it identifies the m ost effective leadership styles employed by female 

adm inistration.

Those to have made it to the top executive positions of their 

chosen profession have become role models. The career paths tha t 

these executive women have followed, as well as  the leadership styles 

they employ in  the work place, need to be highlighted and examined 

for commonalities so th a t they may be employed for the overall 

advancem ent of qualified women. These two professions were selected 

to contrast careers in education, which have traditionally allowed 

women limited advancem ent into m anagem ent,and business, which 

h as  been less willing to acknowledge the w orthiness of female 

candidates.

This study will be limited to the identification of leadership 

styles and career paths of women in educational adm inistration and
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business adm inistration and is not Intended to be a  history of the 

women's labor movement or the women's liberation movement.

The following assum ptions together with the Review of the 

Literature will provide the theoretical underpinnings and basis for this 

research project. These assum ptions and theoretical underpinnings 

will be focused on women's advancement into top managem ent 

positions within education and business. Theoretical foundations of 

these areas will center around the development of leadership theories 

and the identification of specific leadership styles and career paths as 

they apply to women in executive positions.

1. This research project will assum e th a t those who answer 

the survey questions actually hold the executive positions 

as defined.

2. This research project will assum e th a t the sample 

population is representative of all women executives in 

business and education in Michigan.

3. This research project will assum e th a t the women 

executives in the sample advanced into their curren t 

positions following a career path  th a t is directly related to 

the position they now hold within their organization.
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R esearch Q uestion!

1. W hat are the sim ilarities or differences in leadership styles 

between women in educational adm inistration and women 

in  business adm inistration?

a. Do women in educational adm inistration have 

different leadership styles th an  the ir female 

colleagues in business adm inistration?

b. Are the groups com parable in term s of educational 

a n d /o r  leadership training?

2. W hat are the sim ilarities or differences in  career pa ths 

between women in educational adm inistration and those in 

business adm inistration?

a. Do both groups have comparable career paths?

b. Did the groups take sim ilar career p a th s as 

com pared to m en w ithin the ir respective 

organizations?

3. How do women achieve the top positions w ithin their 

organization?

4. W hat common behavioral descriptors can  be attributed to 

each group?

a. Are the groups sim ilar in term s of age, num ber of 

siblings, m arital and family sta tu s?

b. How do the groups compare in  term s of salary, size 

of their organization, and fem inist/civ ic/ professional 

affiliation?

c. Is one group more mobile in term s of frequency of 

Job moves?
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5. W hat have been the m ost Im portant influences in obtaining 

the ir cu rren t position?

6. W hat common problem s in adm inistration  do th e  two 

groups share?

7. How does the inform ation gathered in  th is  study  compare 

w ith earlier studies?

Pcflnltiftii of Term*

The term s listed below will have the  following operational 

definitions for th is  study.

Leadership S tyle The m anner in w hich a n  individual influences

the activities of an  individual o r a  group in 

efforts toward goal achievem ent in  a  given 

situation  (Hersey and  B lanchard. 1968. p .60).

Task behavior - The ex ten t to w hich leaders 

are likely to organize an d  define the  roles of 

the m em bers; to explain w hat activities each is 

to do and  when, where, and how ta sk s  are  to 

be accom plished; characterized by endeavoring 

to  establish  well-defined p a tte rn s  of 

organization, channels of com m unication, and 

ways of getting jobs accom plished.

Relationship behavior - The extent to which 

leaders are  likely to m ain tain  personal 

relationships betw een them selves and
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m em bers of their group by opening up  

channels of com m unication, providing 

socioemotional support, psychological strokes 

and  facilitating behaviors (Hersey and 

B lanchard. 1982).

Career Path A career p a th  is the em ploym ent history of the

individual th a t is directly related to the 

obtainm ent of the ir cu rren t position.

W omen E xecutive* in  Education

Women who currently  hold the position of 

superin tendent, a s s is ta n t superin tenden t or 

deputy superin tenden t w ithin a  K-12 school 

system.

W omen E xecutives in  B usiness

Women who hold positions in business with 

the  title of owner, chief executive officer, 

chairm an, ass is tan t chairm an, president, vice- 

p resident, publisher, or editor.

The population for th is study  consists of women in  K-12 

education and  women in  business adm inistration w ithin th e  sta te  of 

Michigan. In order to obtain a  representative sam ple of th is  population
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the cu rren t m em bership lists from the 1992 Michigan Educational 

Directory and the Harris Michigan Industrial Guide - 1992 were used.

Seventy one women executives in education with the title of 

superintendent, a ss is tan t superin tendent or deputy superintendent 

were selected from the listing of the 1992 Michigan Educational 

Directory from a  total population of seventy one.

An equal num ber of women executives in business with the title 

of owner, chief executive officer, chairm an, assistan t chairm an, 

president, vice-president, or editor were also selected from the 

m em bership of the Harris Michigan Industrial Guide - 1992. The 

num ber in the total population was not determined.

It w as considered th a t these titles would provide relative 

sim ilarities in position and  adm inistrative function w ithin both  groups.

The data  for th is study was collected through questionnaires that 

were mailed to the selected partic ipants from each group. The two 

questionnaires th a t were sen t were the LEAD - Self by Hersey and 

B lanchard and a  Biographical Q uestionnaire derived from the work of 

N orthcutt and  Benedetti.

The mail questionnaire m ethod w as chosen for several reasons.

It was no t feasible to personally interview the large num ber of 

adm inistrators due to the large area of the sta te  of Michigan th a t is 

represented by the sam ple. Also, by mailing a  questionnaire the 

respondents will have time to reflect upon the  questions asked to give 

more complete and thoughtful answers.
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Pat* Tabulation
The results of the LEAD -Self were tabulated and analyzed for 

each group and each individual. The results of the Biographical 

Questionnaire were tabulated for each group and analyzed according to 

the num erous variables.
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CHAPTER II 

REVIEW OF RELATED LITERATURE

Overflew
This s tu d y  focused on the  leadership  styles and  career p a th s  of 

wom en in educational adm in istra tion  and  b usiness adm inistration . A 

review of th e  lite ra tu re  w as conducted in  five in terre la ted  areas: 1. 

leadersh ip  theories 2. w om en's leadersh ip  sty les 3. characte ristics  of 

successfu l women adm in istra to rs  4. career p a th s  of wom en 

ad m in istra to rs  5. possible reasons for th e  com parative lack  of 

advancem ent for w om en adm in istra to rs in  bo th  of these  areas.

L eadership T heories

Defining w hat constitu tes a  leader and  w h at is m ean t by 

leadership  h a s  no single explanation. T hroughout th e  years  a  variety  of 

definitions have m ade th e ir w ay to th e  forefront of th e  lite ra tu re  

(B enedetti, 1975):

The leader is  one w ho succeeds in  getting o thers  to  
follow him . (Crowley, 1928. p. 154.)

L eadership is th e  process of influencing group 
activities tow ard goal se tting  an d  goal achievem ent.
(StodgUl. 1948. p. 35.)

Leadership  is  th e  activity of influencing people to  strive 
willingly for g roup objectives. (Terry, 1961. p. 493.)

L eadership is th e  process of influencing 
thoughts.behaviors, an d  feelings of o thers  in  p u rsu it  of 
com m on goals. (Cum m ings. 1971, p. 184.)

Leadership is a  process in  w hich a n  individual tak es  
Initiative to  a s s is t a  group to move tow ard production  
goals th a t  a re  acceptable to  m ain ta in  a  group, an d  to 
d ispose of those needs of the  individuals w ith in  th e  
group th a t  Impelled them  to jo in . (Boles. 1973, p. 3.)

10
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Leadership is the process of influencing the activities 
of an  individual or a  group in efforts toward goal 
achievem ent in a given situation  (Hersey and 
B lanchard, 1969, p.60.).

Initial research  into leadership theory concentrated  on the 

identification of common Inherent leadership tra its  th a t could be 

Identified and  then  applied to given m anagerial candidates. Various 

in stru m en ts  were developed to Identify these tra its  and  m ake the 

selection of excellent m anagers rou tine  (Benedetti,1975).

This search  for a  single model to improve leadership  

effectiveness is an  outgrow th on m any stud ies on leadership tra it 

theory. T rait theory is based  on the idea th a t by identifying the 

com m on tra its  of successful leaders prospective adm inistrative 

cand idates m ight be com pared to th a t standard . These stud ies were 

popular betw een 1920 and  1950 w ith the developm ent of 

psychological testing  in stru m en ts  (Harrim an, 1985). The tra its  m ost 

often stud ied  Included personality, ability, and  physical characteristics 

(Yiikl, 1981). The m ost com mon tra its  found am ong m ale leaders 

included height, high socio-economic s ta tu s , intelligence, exhibition 

of superio r judgem ent, decisiveness, knowledge, verbal ability, 

in terpersonal skills, an d  high achievem ent skills (Aldag an d  Brief, 

1981). H arrim an s ta tes  that:

. . . these  tra its  are more related to the 
probability of being selected as  a  leader th a n  to 
success a s  a  leader. They may, however, tell u s  
abou t why women are  less likely to be chosen as 
leaders, since on the average women are  sho rte r 
th a n  m en. and  are  seen stereotyplcally as being 
less intelligent, decisive and  m otivated. Women 
are, of course perceived as having good
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interpersonal skills, b u t are no t seen a s  being 
powerful or influential (1985).

S tudies on tra it theory have no t m et w ith satisfactory results. A 

study  by Bird (1940) found only 5 percent of all tra its  though t to be 

related to leadership or success showed up  in four or more studies on 

tra it theory. S ubsequent stud ies showed th a t leadership tra its  changed 

from one situation  to another and could also be found am ong followers 

(Stodgtll, 1948). A m ore recent study  by Pfeifer an d  Shapiro  (1978) 

found no significant differences in male and  female personality  tra its  

betw een cand idates for M aster’s degree in  B usiness Adm inistration. In 

a  th ree year study  H arlan and  Weiss (1982) found strong sim ilarities 

between women and m en m anagers. Both groups had  definitive career 

p lans or were readily able to identify the ir streng ths or w eaknesses. 

M any m en. in  fact, h ad  more career problem s th a n  h ad  been 

anticipated. This study  suggests th a t m any of the p a s t stud ies may 

have com pared w om en's experiences to a  male m yth ra th e r th a n  to 

the  ac tu a l m ale experience, resulting  in skewed conclusions regarding 

w om en's career advancem ent (Harrim an, 1985).

Unfortunately, stud ies on tra it theory concluded th a t  no simple 

identification process could guaran tee  th e  selection of those 

individuals w ith  high leadership  potential. Jen k in s  (1947) examined 

the  litera tu re  th roughou t the 1940's and  concluded th a t tra it 

identification w as n o t a n  accurate  m ethod to determ ine leadership  

potential. Stodgill (1948) concurred after a  sim ilar s tu d y  and 

concluded:
The qualities, characteristics and  skills required 
as a  leader are  determ ined to a  large ex-by the  
dem ands of the  situation  in w hich he is to 
function as a  leader. (Stodgill, 1948, p. 63)



www.manaraa.com

13

A person  does no t become a  leader by virtue of 
some com bination of tra its, b u t the  p a tte rn  of 
personal characteristics, activities, an d  goals of 
th e  followers. (Stodgill, 1948. p. 64)

S tudies of personality  tra its  as an  indicator of leadership  

potential con tinued  into the  1950's. An exam ination by Myers (1954) 

of over 200 stu d ies on tra it theory b rough t him  to conclude that:

1. No physical characteristics are  significantly related  to 
leadersh ip .

2. A lthough leaders tend  to be slightly h igher in  intelligence 
th a n  the group in  w hich they are m em bers, there is no 
significant re la tionsh ip  betw een su p erio r intelligence and  
leadersh ip .

3. Knowledge applicable to the  problem  faced by  the  group 
con tribu tes significantly to leadership  s ta tu s .

4. The following charac te ristic s  correla te significantly  with 
leadership: insight, initiative, cooperation,
am bition,originality, persistence, em otional stability , 
judgem ent, popularity , an d  com m unication skills.

5. Leaders tend  to  rem ain  leaders only in  s itu a tio n s w hen the 
activity is  sim ilar. No sim ple characteristic  is the  
possession  of all leaders (pp. 105-107).

T ra it theory  is  no  longer accepted a s  a  predictable m ethod of 

identifying successfu l m anagers. While early  s tu d ies  attem pted  to 

identify leaders in  te rm s of personality, size and  ability, an d  la ter 

theories a ttem p ted  to  d istingu ish  betw een effective an d  ineffective
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leaders, ne ith er have been successfu l in identifying a  single, definitive 

profile of an  effective leader.

R esearch by M ann (1959) led him  to conclude th a t successful 

leaders were no t so m uch  b o m  a s  m ade by the  goals of the  groups in  

w hich they  operated. It is from M ann’s conclusion th a t  the  situational 

approach  to leadership  w as form ulated. Hersey and  B lanchard suggest 

th a t  "a num b er of leader behaviors m ay be effective or ineffective 

depending on  the  im portan t elem ents of the  situation" (Hersey and  

B lanchard, 1969, p. 72).

This, in  itself, w as no t a  new  concept. Katz (1955) h ad  proposed 

various behavioral descrip to rs for different k inds of leadership  

behaviors an d  skills: hum an , conceptual and  technical. H um an is 

defined a s  em pathizing, interviewing, leading d iscussions, 

partic ipating  in d iscussions, role playing, an d  reflecting feeling and  

ideas. C onceptual is defined as visualizing, analyzing, diagnosing, 

synthesizing, criticizing, an d  questioning. Technical is defined a s  

speaking, w riting, reading, listening, outlining, dem onstrating , 

chairing  a  m eeting, g raphing  and  sketching.

F u rth e r w ork in  th is  area  (Bavelas, 1948; K ahn an d  Katz, 1956: 

Livingston, 1971) suggested  th a t inform al leaders arise  to respond to 

given s itu a tio n s developed from the  th ree  skills essen tia l to 

leadersh ip , opportun ity  finding, problem  finding, an d  problem  solving.

The situ a tio n a l approach  to leadership  is problem atic because it 

depends solely on th e  identification of the  righ t s ituation . U nless the 

correct s itu a tio n  is found it becom es difficult to determ ine w hether an 

individual is su ited  to  a  leadership  role.

The leadersh ip  style approach  recognizes th a t  leadersh ip  styles
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can vary from leader to leader (Hersey and Blanchard, 1969,p. 64). 

The w orth of the leader is displayed through various leadership acts 

th a t involve both  hum an  relationships and  tasks (Benedetti, 1975). 

Lewin, Lippit and  White (1939) m ade one of the earliest a ttem pts to 

define leadership styles. Although the initial study  was conducted 

w ith ten  year old boys, it has been replicated m any times using adults. 

Their resu lts  identified th ree types of leadership styles: autocratic, 

dem ocratic, and  laissez-faire. The m ost effective type of leadership  

style w as found to the dem ocratic because leaders were viewed as 

being concerned about m em bers of the group.

B ennls (1989) identifies an  im portan t d istinction between true  

leadership  an d  those who simply m anage. "Leaders are  people who do 

the  righ t thing; m anagers are people who do th ings right" (pg.18). 

Leaders m u st define m easurable goals th a t are derived from inpu t by 

m em bers of the  com munity. To achieve these goals they m u s t be 

allowed to sidestep the  bureaucracy th a t often h inders productivity. 

Leaders u se  creativity in  them selves and  others, risk  taking  behaviors, 

and  take an  a ttitude  of defying failure to achieve these m utually  agreed 

upon  goals. He identifies four leadership com petencies as  found in a 

group of highly successful leaders found throughout th e  country. The 

first is  the  m anagem ent of atten tion  in term s of having a  sense of 

direction for the  organization by way of goals or outcom es. The second 

is com petency of m eaning where leaders are  able to com m unicate 

their goals to o thers in the organization an d  align them  to work 

together. Third is the  m anagem ent of tru s t. It is a n  essen tial 

Ingredient in  all organizations in w hich reliability an d  constancy are 

the  m ainstays. Last is the  com petency of self, knowing one's strengths
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and  being able to use them  effectively (pgs.21-22).

Bennis identifies the direct benefit of the above leadership 

com petencies a s  the em powerm ent of the worker as  em bodied in four 

them es:

1. People feel significant. Everyone feels th a t  he or she 
m akes a  difference to the  success of the organization. The 
difference m ay be sm all ... B ut where they are empowered, 
people feel th a t  w h a t th e y  do h a s  m ean in g  and  
significance.

2. Learning and  com petence m atter. Leaders value learning
an d  m astery , and  so do people who w ork for leaders.
L eaders m ake it  c lear th a t  th e re  is  no  failu re, only 
m istakes th a t  give u se  feedback an d  tell u s  w hat to do 
next.

3. People are  a  p a r t  of a  com m unity . W here th e re  is
leadership, there is a  team , a family, a  unity. Even people 
w ho do n o t especially  like each  o th e r feel a  sen se  of 
com m unity.

4. W ork is exciting. W here th e re  a re  le ad e rs , w ork is
stim ulating, challenging, fascinating and  fun. An essential 
Ingredient in organizational leadersh ip  is pulling  ra th e r 
th a n  p u sh in g  people tow ard a  goal. A "pull" style of 
leadersh ip  a ttra c ts  an d  energizes people to enroll in  an 
exc iting  v ision  of th e  fu tu re . It m o tiv a tes  th ro u g h  
id e n tif ic a tio n  r a th e r  th e n  th ro u g h  re w a rd s  an d  
p u n ish m en ts . Leaders a rticu la te  an d  em body the ideals 
toward w hich the  organization strives (pg.23).

B ennis no tes th a t "nothing serves an  organization better 

especially during  tim es of agonizing doubts and  uncertain ties - than  

leadership  th a t knows w hat it w ants, com m unicates those Intentions, 

positions itself correctly and  em powers its  work force" (pg.86).

T annenbaum  an d  Schm idt (1973) found a  wide range of 

leadership  style betw een the  au tho ritarian  an d  dem ocratic styles of 

leadership. They refer to the two extrem es a s  m anager power and
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influence and non-m anager power and Influence. M anagers who are 

task  oriented and make wide use of their power are considered to be 

authoritarian . Those who use a style of leadership emphasizing 

relationships and allow workers some decision m aking power are 

considered to be democratic. The dem ocratic leader behavior can also 

include those who establish no rules In the work place and allow the 

workers to ac t w ithout the constrain ts of policy or procedure. This is, 

in effect, a  lack of formal leadership. This continuum  of leadership is 

shown with the figure below.

Figure 1*
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♦Source: Hersey, P. and  Blanchard. K., M anagem ent of Organizational 
Behavior. Englewood Cliffs. New Jersey: Prentice Hall, Inc., 1982.

S tudies a t Ohio S tate University have been im portant in 

identifying two dim ensions of leadership style th a t are seen as
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effective. These studies, beginning in the 1940’s, identified 

Consideration and Initiating S tructure as those term s which best 

described effective m anagers. Consideration is described as leader 

supportiveness, friendliness, consideration, consultation with 

subordinates, representative of subordinate interests, openness of 

com m unication with subordinates, and recognition of subordinate 

contributions. These behaviors are seen a s  establishing and 

m aintaining good relationships with their subordinates. Terms th a t 

describe Initiating S tructu re include clarifying subordinate roles, 

planning, coordinating, problem solving, criticizing poor work, and 

pressuring  subordinates to perform better (Yukl 1981).

Figure 2*
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Inc., 1982.



www.manaraa.com

19

Blake and  M outon (1964) have taken  the concepts of task  

accom plishm ent and personal rela tionsh ips and  developed the 

M anagerial Grid w hich expands on concepts identified in the  Ohio 

S tate  stud ies. The grid rep resen ts  five different types of leadership  

styles contained in the previously identified four q u ad ran ts . A rating 

scale is u sed  to identify behaviors in  production (horizontal axis) and 

concern for people (vertical axis). The five leadersh ip  styles are 

described as  follows:

Im poverished - Exertion on m inim um  effort to 
get required to get w ork done is appropriate  to 
su s ta in  organization m em bership.

C ountry Club - Thoughtful atten tion  to the  needs 
of people for satisfying relationships leads to a 
com fortable, friendly atm osphere an d  work 
tem po.

T ask  - Efficiency in operations resu lts  from 
arranging  conditions in  such  a  way th a t h u m an  
elem ents in terfere to a  m inim um  degree.

Middle of the  Road - A dequate organization 
perform ance is possible th rough  balancing  th e  
necessity  to get o u t w ork while m ain ta in ing  
m orale of people a t a  satisfactory level.

Team  - W ork accom plishm ent is from com m itted 
people: in terdependence th ro u g h  a  "common 
stake" in  organizational purpose leads to 
re la tionsh ips of t ru s t  and  respect (pg. 90).
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Figure 3*

The M anagerial Grid Leadership Styles
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‘Source: Hersey, P., an d  B lanchard. K,, M anagem ent of 
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F iedler (1965) carried  th is  idea one s tep  fu rth e r a s  it becam e 

ap p a re n t th a t  leadersh ip  style alone could n o t explain leader 

effectiveness. He w as one of th e  first to add  the  dim ensions of 

situ a tio n a l variables to  th e  leadersh ip  style theory. Fiedler, (1967) in 

th e  developm ent of th e  Leadership  Contingency Model, cited th ree  

s itu a tio n a l variables w hich determ ine w hether a  s itu a tio n  is favorable 

or unfavorable to a  leader.

1. The lead er 's  persona l re la tio n s w ith  th e  m em bers of the 

g roup  (leader-m em ber relations)

2. The degree of s tru c tu re  in the  ta s k  w hich  th e  group has 

been  assigned  to  perform  (task  s tructu re )
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3. The power and  au tho rity  which h is position provides 

(position power)

The favorableness of a  situation is defined by Fiedler as "the degree to 

which the situation enables the leader to exert his influence over the 

group” (Fiedler, 1967, p. 13).

Within these three situational variables, there are eight possible 

combinations th a t can occur from most favorable to most unfavorable. 

Fiedler suggests th a t there are only two types of leader behavior, task- 

oriented and relationships-oriented leaders. He concludes th a t task  

oriented leaders tend to perform best in group situations which are 

either very favorable or very unfavorable to the leader. Relationship- 

oriented leaders tend to perform best in situations which are 

interm ediate in favorableness (Fiedler, 1967, p. 14).

Figure 4*

Leadership Styles Appropriate to Various Group Situations
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♦Source: Hersey, P., and Blanchard. K., Management of Organizational 
Behavior. Englewood Cliffs, New Jersey: Prentice Hall, Inc., 1982.

O ther leadership acts concerned with both tasks and hum an

relationships were classified by Hemphill (1961) as  1. attem pted
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leadership acts which are intended to affect the behavior of the group 

to achieve a given goal: 2, successful leadership acts, which do change 

the behavior of the group and 3, effective leadership acts, th a t achieve 

the goals of the group. It is possible for an  individual to use  a 

combination of styles in a given situation to achieve results. The style 

used m ay depend on the group itself ra ther than  the leader; individual 

leadership style is made up of an  individual's tra its in conjunction with 

the behavior of a given group (Benedetti, 1975, p. 15).

Reddin (1970) In his development of the 3-D Theory, continued 

to study  the effects of integrated leadership styles. It focuses on the 

idea th a t there is not one single leadership style, b u t a  variety of styles 

th a t adap t to given situations. His model is an  eight point typology with 

three independent variables: Task O rientation (TO) the extent to 

which a  leader directs h is /h e r  efforts. Relationship O rientation (RO) 

the extent to which a  leader has personal job relationships, 

characterized by listening, trusting, and encouraging and Leadership 

Effectiveness (E) the extent to which the behavior is perceived as 

appropriate to the dem ands of the situation (Reddin, 1983, p.50-51). 

An individual can  be rated as being high or low in each of these areas

yielding eight possible com binations of leadership style:

1. Separated - (Deserter): low TO, low RO, low E

2. Related - (Missionary): low TO, high RO, low E

3. Dedicated - (Autocrat): high TO, low RO, low E

4. Integrated - (Compromiser): high TO, high RO, low E

5. Separated + (Bureaucrat): low TO, low RO, high E

6. Related + (Developer): low TO, high RO, high E

7. Dedicated + (Benevolent Autocrat): high TO, low RO, high K
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8. Integrated + (Executive): high TO, high RO, high E 

It is clear to see from th is typology th a t a  Reddin places a 

prem ium  on flexibility as the key to effective leadership, whereby an 

individual u ses a  variety of styles to m atch a variety of situations. In 

doing so, th is model is able to m eet the individual needs of m any 

organizations who are looking for a  single model to improve leader 

effectiveness.

The Tri D im ensional Leadership Model by Hersey and  Blanchard 

(1982) is also based on the earlier work of the Ohio S tate Leadership 

S tudies. The term s ta sk  behavior and leadership behavior used  by 

Hersey and  B lanchard are used  to describe the sam e behaviors as the 

term s Consideration and  Initiating S tructu re in  the Ohio S tate studies. 

Leadership style is defined a s  "the behavior pa tte rn  th a t person 

exhibits w hen attem pting to influence the activities of o thers as 

perceived by those o thers. This m ay very well be different from how 

the leader perceives h is or her own behavior, w hich we shall define as 

self-perception ra th e r th a n  style. A person 's leadership  style involve 

som e com bination of ta sk  behavior and  relationship behavior” (pg.96) 

The concept of leadership  style is defined as follows:

T ask  Behavior - The extent to w hich leaders are 
likely to  organize and define the  roles of the 
m em bers of the  group (followers); to explain 
w hat activities each is to do and  when, where, 
an d  how ta sk s  are to be accom plished; 
characterized by endeavoring to estab lish  well- 
defined p a tte rn s  of organization, channels of 
com m unication, and  ways of getting Jobs 
accom plished.

Relationship Behavior - The extent to w hich 
leaders are  likely to m aintain  personal 
re la tionsh ips betw een them selves and  m em bers
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of their group (followers) by opening up  channels 
of com munication, providing socioemotional 
support, "psychological strokes" and facilitating 
behaviors, (pg.96)

The work of Hersey and Blanchard was greatly influenced by the 

3-D M anagement Style Theory by Reddin who felt th a t a useful 

theoretical model "m ust allow th a t a variety of styles m ay be effective 

or ineffective depending on the situation"(Reddin,pg. 13). The Tri- 

Dimensional model incorporates the task  behavior and relationship 

behavior com ponents of the Ohio State leadership model by 

integrating the concepts of situational leadership in specific 

environm ents (Hersey and Blanchard, pg.97). According to Hersey and 

Blanchard, effective leadership depends not only on the behavior of 

the leader, b u t the leader's behavior in the particular situation. 

Therefore, when the style of the leader is appropriate to the situation, 

it is considered effective: when the behavior is inappropriate, it is 

considered ineffective. The th ird  dim ension of th is model is 

effectiveness, as  m ost often specific performance criteria is used to 

Judge the effectiveness of the leader. The au thors feel:

. . .it is im portant to keep in mind th a t the third 
dim ension is the environm ent in which the 
leader is operating. One m ight th ink  of the 
leader's basic style as a  particular stim ulus, and it 
is the response to th is stim ulus th a t can be 
considered effective or ineffective. This is an  
im portant point because theorists and  
practitioners who argue th a t there is one best 
style of leadership are m aking value judgem ents 
about the stim ulus, while those taking a 
situational approach to leadership are evaluating 
the response or the resu lts  ra ther th an  the 
stim ulus (pg.97).

This model s tands ou t because it does no t rely on a single leader
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behavior to represent all situations. It allows for a flexibility of behavior

to meet the demand of whatever situation may arise and takes into

consideration time constraints tha t the leader may be working under

(pg.98). The model is represented by the figure below:
Figure 5*

Tri-Dimensional Leader Effectiveness Model
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Studies concentrating on differences in leadership style as 

determined by sex have found few differences. Within the male 

dominated U.S. Air Force, male and female civilian supervisors were 

found to very similar in term of leader behavior and effectiveness (Day 

and Stodgill, 1972). In two m ental health  clinics which were females 

dominated, researchers found no differences in leadership style as
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well a s  no difference in subord inate  satisfaction (Osborn and  Vicars, 

1976). A lthough wom en have traditionally  been thought to ra te  higher 

on the C onsideration scale, corroborating stud ies have found th a t 

women leaders were perceived higher on the  Initiating Scale th a n  

m en leaders (Bartol and  W ortman, 1975), and  th a t female leaders' 

styles have become increasingly ta sk  oriented (Chapm an, 1975). In 

tu rn , m en m ay n o t be receiving recognition for behavior th a t  ra tes  

high on C onsideration. "The m ale potential for em pathetic  and  

sym pathetic em otional reaction and  m ale potential for kindly, helpful 

behavior tow ards o ther ... is  seriously underrated" (Jacklin and 

M accoby.1975, pg.31).

Additional though t m u st be given to the  idea th a t leadership  

style m ay be evaluated differently depending on gender. Bartol and  

Butterfield (1976) found th a t college s tu d en ts  ra ted  m en an d  women 

differently w hen they  perform ed in  identical ways. M ales were 

evaluated m ore favorably th a n  females on S truc tu ring  behavior, while 

fem ales were evaluated more favorably th a n  m ales on C onsideration 

behavior. In addition, women tend  to be judged  punitively w hen had  a 

negative dealing w ith a  m ale subord inate  as  well a s  w hen they were 

tho u g h t to be too len ien t w ith a  female subord inate  (Jacobson et 

al.,1977).

This dual perspective on leadersh ip  seem s to im ply th a t 

leadersh ip  denotes m aleness and  th a t m ales are  assum ed  to carry  out 

the  in h e ren t qualities of leadersh ip  (Adler an d  Izraelie,1988). They 

s ta te  that:

Everywhere, leadersh ip  in general, an d
m anagem ent in  general, and  m anagem ent in
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particu lar, are a  m asculine dom ain. M anagerial 
roles are filled by men, popular beliefs abou t the 
requisites of m anagem ent are  socially 
construc ted  from stereotypically m asculine 
tra its , and  social codes th a t govern in teraction  in 
the  m anagerial a ren a  from the collective 
experience an d  in te rests  of m en (pg.8).

Leadership S ty les o f Women

The general perception of wom en in b u sin ess  un til very recently 

h a s  been  a  s tru c tu re  th a t h as  been dom inated by leadership  styles th a t 

a re  h ierarchical, action-oriented and  even quasi-m ilitary  (Nelton, 

1991). The ideal leader w as seen as an  independent, Jo h n  W ayne-like 

characte r. However, a s  m ore and  m ore wom en en te r  in to  leadersh ip  

roles, wom en are  bringing a  consensus building style th a t  is seen  as  

m ore open an d  inclusive, more likely to encourage partic ipation  by 

o thers, an d  creating  a  generally m ore caring  atm osphere. This change 

is leadersh ip  style is encouraged by the high n u m bers of young 

professionals now entering  b u sin ess  organizations. "They dem and to 

partic ipate  and  contribute. In som e cases they  have knowledge or 

ta len ts  th e ir bosses don 't have" (Rosener, 1991). These k inds of 

w orkers are  seen  a s  m ore likely to respond  w ith leadersh ip  th a t  

provides in teractive opportun ities. 'T oday 's com panies require leaders 

who are no t only risk  tak ers  an d  visionaries, b u t  are  also strong 

enough people th a t  they 're capable of hearing  the  ideas of o thers and 

realty  em powering them  to u se  som e of those ideas in  changing 

b u s in e sse s  and  m aking them  successful" (Moldt. 1991). Moldt also 

suggests th a t  wom en m ay be more su ited  to th is  type of leadership  

role because  they  are com fortable w ith the  idea of persuad ing  and  

m otivating individuals while m en are m ore used  to giving orders and
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expecting to have them followed.

Hoy (1991) sees tha t female leadership traits can help 

companies solve three problems in contemporary business: the need 

for better custom er service, the dem and for higher quality, and the 

need for effective leadership. These all can be helped by employing 

relationship-building skills th a t women have been shown to use 

effectively. It will also be necessary to have leaders th a t will be able to 

resolve conflicts, encourage team work, and be good listeners. "While 

these skills are not the sole property of women, research and 

experience suggest th a t women are more likely to have them" (pg. 17).

Rosener, in a  study conducted for the Women's International 

Forum, found th a t women tended to use an  "interactive" leadership 

style, which they encouraged the participation of others believing tha t 

"... people perform best when they feel good about themselves and 

their work"(pg,18). This study saw men as using a  more traditional 

"command and control" style, viewing the job as a  series of separate 

"transactions", while giving rewards for assignm ents well done as well 

as punishm ents for less than  adequate performances. 'While men have 

had to appear to be competitive, strong, tough, decisive and in 

control, women have been allowed to be cooperative, emotional, 

supportive and vulnerable. This may explain why women today are 

more likely th an  m en to be interactive leaders"(pg.l8). Loden (1985) 

concurs:

In some respects it seems th a t women m anagers 
may be better prepared to cope with the 
challenges of the workplace than  m any 
traditional male leaders who succeeded in the 
past. For m any of the characteristics being 
touted as critical for future success - concern for



www.manaraa.com

29

people, interpersonal skills, intuitive 
management, and creative problem solving - are 
qualities tha t women as a group are encouraged 
to develop and rely on throughout their lives 
(pg. 19).

It is these veiy skills tha t may be allowing women to see some 

cracks in the glass ceiling, an invisible barrier th a t has kept women 

from achieving the top positions within business. Although women and 

minorities hold 50 percent of the positions in business today, they 

hold less th an  5 percent of the senior m anagem ent positions.

However, some business officials are predicting th a t women will begin 

to take these top positions within the next few years (Nelton, 1991). 

Autry (1991) sees tha t th is breakthrough will come on an  industry by 

industry  basis and will focus, a t first, on fields where women are 

already in place in significant num bers, as well as in businesses where 

women are the primary custom er base. Richstone also agrees, noting 

th a t women are now only achieving the success th a t comes from 

working through the system. Until the 1970's women in large 

num bers did not attend business school. It is only now th a t they can 

expect to take over from leaders who attended business school thirty 

years ago (Richstone, 1991).

Muldrow and Bayton (1979) in their study looked a t ". . .patterns 

of processes th a t mediate the performance of a  specific managerial 

task." Male and females groups asked to make a  correct personnel 

promotion decision, were not found to be significantly different. As 

well, there were no significant differences in dogmatism. However, 

women were found to be more conservative in risk taking behaviors 

th an  men. Interestingly, women showed a stronger identification with 

the male role than  did men on the Personal Attribute Q uestionnaire.
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However, they did not differ significantly in their perceptions in the 

male female role difference.

A study  by Morrison, White and Van Velsor (1987) also found 

th a t executive women were more like executive m en th an  different in 

leadership style. While these women were not less dom inant in 

leadership situations, less able to define and attain  goals, handle 

stress, or be self-disciplined, they were more likely to move in new 

directions, and  behave as individuals. Because of this, executive 

women are more likely to be viewed as pioneers, having few female 

role models to em ulate. These women walk a constan t fine line th a t 

includes "such contradictory requirem ents as  taking risks, b u t being 

constantly understanding, b u t not being macho; being ambitious, b u t 

no t expecting equal treatm ent; and taking responsibility, b u t following 

others' advice. Although men are tested as well, these double 

m essages m ake life more difficult for women" (Morrison et al., 1987).

The au tho rs found th a t it was not enough for women to work 

hard  w ithin the ir organizations. They m u st take control of their 

careers, looking toward taking jobs th a t will place them  in positions 

for advancem ent, asking for w hat they w ant, and avoiding derailm ent 

traps. They m u st leam  the ropes, build confidence by taking on 

challenging new jobs, and  be exposed to a  wide range of m anagers. 

They m u st also take on a  range of successful outside activities, as 

women are more closely looked a t for their ability to integrate home 

and  work activities (Morrison e t al., 1988).
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P.harnrtgri^tica of Successful Wom>"  jtHmlnktratnw

There has been considerable interest in w hat common personal 

characteristics are found among successful women adm inistrators. 

They tend to be thought of as different than  men in similar positions, 

although th a t has not always been found to be the case.

Moore and Rickel (1980) advance the hypothesis tha t 

achievement motivation varies and tha t women who aspire to non- 

traditlonal positions have a  higher motivation level than  do their 

traditional counterparts. They found th a t women in business tended 

to have spent more time within their organizations than  men, as well 

as saw their domestic role as less important, averaging fewer children. 

Research by McDade and Drake (1982) points out the women as a 

group face a  special set problems when attem pting to advance within 

their organization. It supported the concept th a t women m ust 

outperform men in order to advance into the same positions. The 

success th a t women then achieve by their exemplary effort is seen as 

extra-ordinary, rather than  as a  result of ability. If women are viewed 

as aggressive in the position and in the resulting achievement, this is 

viewed as  a  negative behavior. Aggressive behavior, coupled with the 

supposed emotional instability of women has served to prevent women 

from obtaining top leadership positions.

In a  la ter study, Northcutt (1991) advanced several hypothesis 

about successful women adm inistrators. She found th a t successful 

career women exhibit a  high degree of self-esteem and found no 

difference in achievement and self-esteem levels between occupational 

fields or ethnic groups. No relationship between self-esteem and 

motivation and the variables of age and income were found to be viable.
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As well, common personal characteristics were found in 

different occupational groups. These personal characteristics 

included a  desire to achieve and a high degree of motivation coupled 

with a  positive outlook and high energy. This supports the earlier 

work of Harlan and Weiss (1982) who state that, "Men and women 

were found to have very similar psychological profiles of high power 

and achievement needs, high self-esteem and to be highly motivated 

to manage." The ability to be flexible and even tempered was 

considered to be an  asset. Successful women were also seen as 

creative problem solvers, hard  working and enthusiastic. These 

women had strong organization skills, exhibited risk taking behaviors, 

and  had set definite goals for themselves. The women in Northcutt's 

study defined their success as  achieving their goals and receiving 

recognition for their accomplishments. They were also able to enjoy 

their work and felt th a t they were contributing to the success of 

others.

Successful women were also seen as having excellent 

Interpersonal skills th a t are useful in becoming productive managers. 

They are able to work and relate well with others a t all levels of the 

organization, including understanding how others feel and  be able to 

motivate them  toward superior performance. They m ust also be 

willing to take on jobs in which they may not have experience or to 

take on a  lower grade position th a t might afford them  a  better chance 

a t promotion. Many tim es these women took on positions th a t had a 

greater chance of failure or Involved a  large time commitment because 

of the opportunity for advancem ent (Wentling, 1992).

The issue of power is one th a t m ust be considered when
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discussing the leadership of an  organization. 'The most im portant 

unyielding necessity of organizational life is not better communication, 

or employees participation, b u t power" (McMurry, 1973, pg. 140). 

Traditionally, men have held the power within the organization 

because they were the sole members. "Men acquire a  lot of power 

through default; Just because they're male we expect them  to hold the 

reins. Women, . . . have to learn - and often fight for - whatever power 

they get. All other factors being equal, a  woman, simply by being 

female is less powerful than  a  man" (Stechert, 1986, p. 173).

Haskell (1985) feels th a t their a  certain rules th a t a  woman m ust 

follow to gain or increase power within her organization. She must;

1. take her career seriously

2. be especially competent in her job

3. ac t as  if she is im portant enough to her organization to 

move up

4. develop credibility by getting th ings done an d  getting 

results

5. develop connections with people who have power

6. have a  strong ego

7. be able to take criticism and implement suggestion

By using the above rules, the female m anager is able to be seen as an 

individual and  others will not limit their view of her to stereotypical 

perspectives. It is im portant th a t the female m anager be seen as part 

of the team, whose membership enhances the group’s performance. 

This, of course, m ust be balanced with recognition of one's own 

accom plishm ents.
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M orrison e t al.. (1987) recom m end four ideals to en su re  

professional success: to take risks, b u t be consistently  ou tstanding: to 

be tough, yet no t be m acho: to be am bitious, b u t no t expect equal 

trea tm ent; an d  to take responsibility, b u t to listen  to th e  advice of 

o thers. An individual is able to achieve th is  seemingly delicate balance 

w hen "individuals ... choose their behavior an d  modify the ir actions 

based upon  th e ir own preference and  the  probability  of u sin g  the  m ost 

effective m ethod, no t because a  specific behavior is  acceptable for 

th e ir  gender" (Rizzo an d  Mendez. 1990, pg.39).

The ascension  of wom en into large n u m b ers  leadersh ip  roles 

seem s to question  the  findings of a  large study  by  Eagly an d  K arau 

(1991) th a t found th a t m ales focused on agentic (instrum ental) 

behaviors w hile fem ales focused on com m unal (expressive) behaviors. 

They found a  tendency  for m en to em erge as  leaders in  te rm s of ta sk  

rela ted  behaviors. W omen were more atten tive to in te rpersonal 

re la tions an d  group harm ony, an d  a lthough  they  received recognition 

a s  social facilitators, they received less a s  overall leaders. However, the 

au th o rs  conclude tha t:

D espite these  probable d isadvantages, wom en 
apparen tly  have m ore chance of achieving 
leadersh ip  u n d e r  certa in  c ircum stances - for 
exam ple, w ith  socially com plex ta sk s , in  longer 
te rm  groups, in groups larger th a n  dyads, an d  
w ith  ta s k s  requiring  skills m ore com m only 
possessed  by  women th an  m en. W omen w ith  
good leadersh ip  skills m ight find it u se fu l to 
know  th a t  they  are  m ore likely to  em erge a s  a  
leader u n d e r  such  c ircum stances (pg. 705).
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While the leadership style is im portant in determ ining the 

success of an  individual w ithin a  given field, the career path  th a t an 

individual takes is im portant in determ ining the final position tha t one 

will achieve within an  organization. Women have traditionally assum ed 

subordinate roles in both business and education. Although 

advancem ent h as  occurred, promotions have no t resulted  in the top 

m anagerial positions being awarded to women. W arner (1987) sees 

several reasons for women's lack of advancem ent.

1. A lack of sponsor or m entor is  seen  to be a  significant 

handicap. A m entor is able to keep the candidate apprised 

of various situations as  well as to represen t the  candidate 

w ithin the organization as needed.

2. Family responsibilities early in  the ir career is seen as a 

ca reer d e trim en t a s  it p reven ted  wom en from having 

th o se  experiences on the  job  th a t  would directly effect 

th e ir upw ard mobility.

3 . W om en have often no t prepared them selves educationally 

fa r career advancem ent. Although more and  more women 

a re  now  pu rsu in g  advanced degrees, th is  is a  relatively 

new  phenom enon. As well, additional education  is often 

p u t off until family responsibilities are less burdensom e.

4. Sexual d iscrim ination is still p revalen t w ithin  the work
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place. A lthough w om en m ay be equally  qualified for 

positions, there is still a  tendency to select m en for top 

m anagerial positions.

The career p a th s  th a t women have followed have often been 

ham pered by m yths abou t the ir com petence in  the  m anagerial role. 

Reif, Newcombe and  M onczka (1975) identified m yths th a t include 

tha t: 1.) women are  more em otional th a n  men. 2.) women are 

uncom fortable in  a  m an 's world, 3.) women work a s  a  hobby, 4.) 

women exhibit h igher absenteeism . 5.) women don 't u n d erstan d  

sta tistics. Their study  found th a t, far from supporting  these commonly 

held beliefs, th a t m ales and  females are more sim ilar th a t  dissim ilar in 

feelings regarding organizational climate. Fem ales tend  to  view the  

organization a s  a n  in tegrated whole, while m ales differentiate between 

formal and  inform al organizational concepts an d  prefer formal 

organization. They also found th a t general decisions m ade abou t 

women on the  b as is  of sex were likely to be wrong. In addition, they  

concluded th a t  i t  w as probably a  questionable practice to  provide 

special program s for women to  develop a s  m anagers. W oman 

m anagers were found to  have m uch  in  com m on with m en  and  the  

differences th a t  did exist tended to  increase th e  probability  of women 

functioning well as m anagers.

T he p a th  to  th e  superln tendency  h a s  no t been  th e  sam e for m en 

an d  for wom en. R esearch by  Pavan an d  D‘Angelo (1990) indicates th a t 

m en are  m ore likely th en  wom en to follow a  line career pa th . Two 

th ird s  of th e  female superin tenden t certificate ho lders were found in 

staff positions w here th e ir w ork w as directed by  line officers. Their
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accom plishm ents w ere largely unrecognized a s  th e  organization  only 

recognizes, for th e  m ost p a rt, th e  accom plishm ents of th e  line officer 

(D alton. 1959). The m ajority  of m ale su p e rin ten d en t certificate 

ho lders follow line p a th s  th a t provide longer career p a th  opportun ities 

(K anter,1975). T his s tu d y  also  suggests th a t th e  gender d isp arity  in  

lin e /s ta ff  p a tte rn s  m ay be w idening in  th a t from  70%  to  94%  of 

w om en asp iring  to  adm in istra tive positions a re  following a  sta ff p a th  as 

opposed to  a  line p a th . If w om en con tinue to  be prom oted to  staff 

positions it w ill decrease th e ir p o ten tia l m obility in to  line positions by 

lim iting th e ir v isib ility  an d  inh ib iting  th e ir ab ility  to  leam  

ad m in istra tive  sk ills (Edson, 1988. Pavlicko.1985). M en ten d  to  move 

d irectly  from  teach in g  positions in to  line positions, w hile fem ales a re  

m ore likely to  be appo in ted  to  s ta ff positions before bein g  considered  

for line p o sitio n s (Pavan an d  D'Angelo, 1990).

Even w ith  th is  ad d itional ca reer step , w om en are  tend ing  to  

m ove in to  su p e rln te n d en d e s  m ore quickly th a n  they  have in  previous 

decades (Plate, 1980). The Jobs they  a re  receiving a re  co n cen tra ted  

in  large u rb a n  a re a s  (M auter, 1980) o r In  d is tric ts  having le ss th a n  

3 .0 0 0  s tu d e n ts  (M ertz an d  McNeely, 1990, D om er, 1982).

A s tu d y  by  Jo n e s  an d  M ontenegro (1982) co n cu rred  th a t school

Job dem ands, a n d  w as n o t involved in  a  professional netw ork. T rain ing  

from  a  large professional organization  w as found to  be Influen tial in  

help ing  w om en m ake th e  desired  ca reer change. As w ell, th e  a u th o rs  

recom m end th a t th e  carefu l se lection  an d  tra in in g  o f w om en teach e rs

m t t n f c e s  m any  ex ternal b a rrie rs  in  th e ir  sea rch  for upw ard
'*** %

found th a t w om en often lacked a n  Influen tial 

^  personal ch a rac te ris tic s  an d  ab ilities ln co n g ru en t w ith
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may produce long term  benefits for sex equity in educational 

adm inistration.

Mertz and McNeely (1988) found th a t the career paths of 

superintendents had several variables. The size of the school district 

has direct bearing on how the superlntendency is achieved. In a 

schools district of 3.000 or more students, the most common 

sequence of jobs is teacher, principal, central office, superintendent.

In districts less than  3,000 students, individuals will go from teacher 

to principal to superintendent. They also found th a t the num ber of 

females reaching the superlntendency had changed little over a  ten  

year period. In 1972. 1.3% of the superin tendendes were held by 

females; In 1982 1.2% of the same positions were held by women.

Laider (1982) found in study of Michigan superintendents both 

male and  female, th a t not one defining career path  w as evident. There 

were, however, m any identifiable social, academic experiential factors 

th a t were common to a  majority of the successful candidates. The 

superin tendents identified several major career p a th s  ranging from 

simple and  direct to  complex. Laidler concluded th a t candidates to 

the  superlntendency should improve their academic preparation, 

accept a  career bound orientation, seek a  wide experiential 

background, develop a  m entorshlp as  well a s  be a n  aggressive

aoniM M t
- .

finder was seen a s  a  definite factor in the career p a th  to the 

superlntendency. In the  sta te  of Tennessee women superintendents 

were found to  be, in  comparison to their male counterparts:

1. Younger

2. Having fewer years of adm inistrative experience
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3. Having more years of teaching experience

4. More likely to have an  earned  doctoral degree (44%

female, 19% male)

5. More likely to have an  elementary background

6. Having never coached

The m ajority of female superin tendents In Tennessee were elected 

ra th e r th an  appointed and th is suggests th a t th is may be the  preferred 

professional route to women who desire a  superlntendency in sta tes 

where th is  is possible. These superin tendents were found to have 

followed a  different career p a th  th a n  males. The dom inant career 

pa th s  for female superin tendents were equally divided between: 

teacher to central office supervisor to superin tendent (33.3%); 

teacher to central office supervisor to principal (33.3%); teacher to 

elem entary principal or a ss is ta n t principal to superin tenden t (33.3%) 

(Mertz and  McNeely 1988).

A m ajor difference between the two groups was the fact th a t a 

majority of m ale superin tendents had  held a n  lnterscholastlc coaching 

position as well as  having been a  high school principal. Mertz and 

McNeely suggest that:

. . . the failure of females to follow the dom inant 
career p a th  m ay be a  serious Im pedim ent to  the ir 
advancem ent to  the  top spot In appointed 
supertntendencies. The im portance of coaching 
an d  high school positions in  the  career p a th s of 
m ale superin tendents suggests th e  perceived 
Im portance of these  experiences in  the 
superin tenden t selection process. Unless the  
criteria used  change, the  fact th a t few females 
have/get to  be high school principals, no less 
lnterscholastlc coaches, m ay be a  factor in  their 
failure to m ake greater progress in  w inning 
appointm ent as  superin tenden ts, (pg. 15)
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A later study by Mertz and McNeely (1990) found th a t successful 

women adm inistrators have two primary patterns of advancement. The 

first group believes in the ethic of hard work and expressed a  

willingness to do whatever It lakes to succeed. Within th is group most 

of the women did not actively seek an  administrative position, b u t took 

advantage of opportunities th a t became available. They tended to 

rationalize disappointm ents about their work. As well, very few of 

these women indicated th a t they were assisted by a  mentor In 

achieving their positions. As a whole the group did not feel th a t they 

had  experienced any overt discrimination in their careers.

The second group also has a  strong work ethic and believe tha t 

they can find success by actively working toward it. These women 

identified their desire to be adm inistrators and prepared for th a t 

eventuality. They sought positions th a t would enhance their 

experience and were confident in their ability to succeed. Women who 

followed th is pattern  were Identified a s  being more assertive in their 

behaviors within the organization, as well as having had  a  m entor at 

some time in their career. Some of these women had taken legal steps 

to obtain their positions, b u t were perceived as  threatening. As a 

result, they were unlikely to be promoted again within th a t 

organization. This group was well aware of discrimination within their 

organization and felt the need to push  the female cause as well as a 

need to m entor other women.

Both groups of women agreed tha t as a  whole women are not 

supportive of other women. "Females are critical of other females, 

more critical th an  of males, and more open to their criticism." (pg. 17) 

They agreed t h a t "... the absence of a  network of agreem ent am ongst
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women to support each other and be effective counterforce to the 

'good old boys,' was seen as a  major impediment to the advancement 

of females in administration" (pg.17).

Pavan (1985) also supports the idea tha t women follow different 

career pa ths resulting in fewer women being hired for top positions. 

Again, males dominated the ranks of the secondary schools 

adm inistration and progressed directly to the superintendent via line 

positions. The experience of women came primarily from the ranks of 

elementary adm inistration and continued through a variety of support 

positions. The career paths of these women resulted in their being 

hired a t the same rate as men for central office positions b u t a t 

consistently lower levels.

The discrepancy in hiring results from a  num ber of specific 

internal and  external barriers. These barriers include societal 

attitudes, family responsibilities, low self confidence, lack of 

adm inistrative experience, low visibility, low risk taking, and 

stereotypic expectations. Perhaps m ost importantly, women perceive 

more than  men th a t these barriers exist and prevent them  from 

advancing (Pavan. 1985).

Shakeshaft (1986) agrees th a t the career paths of m en and 

women w ithin educational adm inistration differ. One prim ary 

difference m ay occur in th a t women may not fit the traditional 

definition of career. Their responsibilities to the family m ay lead to an 

inherently different definition of career. Blklen notes that:

In spite of changes in the force, the opening of 
fields th a t were previously more resistan t to 
women, of the addition of women in professional 
and upper managem ent positions, the structu re
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of career is based  on the  ways in  w hich m en have 
been  able to live th e ir lives, free from prim ary  
responsibility  of the  family (1985).

B ecause women have moved in an d  ou t of the  teaching  

profession as  th e  needs of the ir families have dictated, m any  see 

teaching a s  careerless or a s  a  sem i-career (Lortie,1975) because  it 

does no t involve a  sequence of jobs. "Thus, being a  th ird  grade teacher 

in  the  sam e school all of one 's working life does n o t constitu te  a  

career ..." (Carlson and  Schm uck, 1981). By th is  definition then , 

teachers have jo b s  while only adm in istra to rs can  have careers 

(Shakeshaft. 1986). S hakeshaft feels th a t th is  is  a n  im portan t 

d istinction as:

. . . th e  litera tu re  of the  field h a s  tended  to  
p resen t th e  notion th a t  career p a th s  move along 
th e  bu reaucra tic  s tru c tu re . M any w om en m ake 
clear choices th a t they  don 't w ish to follow the  
sam e p a th s  a s  m en. th a t they  have reasons for 
choosing o ther rou tes. Because of these  choices 
an d  because of sex  discrim ination in  em ploym ent 
practices in  schools, w om en's career p a th s  in  
education  predom inately  exist a t  th e  teach er 
level. G rowth an d  experience su b s titu te  for 
m ovem ent u p  th e  hierarchy. For m any  wom en, 
th e  climb to  th e  top  of the  m oun ta in  is  n o t even 
desirable -they  would m uch  ra th e r  g a ther around  
th e  valleys an d  rivers.'w here life is really lived* 
(1986 .pg .65).

A ccording to  S hakeshaft, wom en do n o t often consider school 

adm in istra tion  u n til they  are  in  th e ir th irties, have borne  th e ir 

ch ildren  a n d  have p u rsu ed  g raduate  work, often du ring  child  care 

leaves. The look tow ard adm in istra tion  alm ost alw ays com es a t  th e  

urg ing  of som eone w ithin  th e ir  school d istric t. The positions achieved 

are  m ost always staff positions or a n  elem entary  principalsh ip . Most 

wom en tend  to  rem ain  in these  types of positions ra th e r  th a n  p u rsu e
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the  top positions (1986).

Women who advance to the  secondary principalship, a ss is ta n t or 

associa te  su p erin ten d en t follow career p a th s  th a t are som ew hat 

different and  resem ble those of the ir m ale colleagues. From  a teaching 

position they move to an  a s s is ta n t prinicipalship  or prinlcipalship, to 

a s s is ta n t su p erin ten d en t to the  superln tendency . These moves are 

generally accom plished w ithout any  in te rru p tio n  in  th e ir w ork lives 

except to  gain a  doctorate or adm inistrative certification (Shakeshaft, 

1986).

Figure 6*
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•Source: Shakeshaft, Charol, Women in E ducational A dm inistra tion . 
California: Sage Publications, 1986.
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This is not to say tha t women have not made advancement in 

hiring. Between 1974 and 1985 there was a 93% increase in the 

num ber of women chief executive officers. However, these gains are 

tempered with the fact tha t in 1985 less than  10% of the presidential 

appointm ents were women (Fobbs, 1988). Fobbs identifies the 

problem as th a t of leadership image. In order to be successful, a  role 

model of behavior is essential to develop a  viable self-concept.

However, because of the small am ount of women in these influential 

leadership positions, there few for women to em ulate (Nieboer,1975).

Figure 7*
COMPOSITION OF BOARDS OF DIRECTORS OF 

FORTUNE 500 INDUSTRIAL AND SERVICE CORPORATIONS 
BY SEX AND RACE, 1969 (percent distribution)

AsianAoiher women 
0.1«

Hispanic women 
/  24ft

"  B id  (noo* Hispanic) women 
3.1*

While (naa-Kupaoic) woman 
« J«

Asian/other men 
24*

Hispanic man 
\  0 4 *

Black (non* Hispanic) man 
l i f t

While (non-Hiipanir) men 
•3 4 *

(Total corporation 264)

•Source: Heidrick and Struggles Communication Departm ent.The 
Changing Board. 1990.

Research by The Women's Research and Education Institute

(1992) suggests th a t women are beginning to make significant gains in

term s the num ber of businesses owned by women. Since 1977, in
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v i r t u a l l y  every b u sin ess  category the num ber of women owned 

b u sin esses  h as  doubled, w ith the g reatest growth being seen in the 

a reas of services and  finance, insurance, and  real estate. As of 1987,

30 percen t of all b u sin ess  were owned by women, b u t these bu sin ess  

accounted  for only 14% of all receipts generated  in  A m erican business. 

This is due to the  fact th a t 90  percent of the  businesses owned by 

w om en are  sole proprietorsh ips, w ith four ou t of ten  having receip ts of 

le ss  th a n  $5 ,000  (pg.348).

Figure 8*

NUMBER OF WOMENOWNED FIRMS AND PERCENTAGE OF RECEIPTS GENERATED BY 
WOMENOWNED BUSINESSES, 1977 AND 1917

1997
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•Source: U.S. B ureau  of the  C ensus. W omen-Owned B usinesses 1977. 
May 1980, Table E  an d  W om en Owned B usinesses 1987. A ugust 1990. 
Tables 1 an d  10.

Even w ith  th e  identification of a  successfu l role model, wom en 

are  often n o t tak en  seriously  (Adams, 1975). As well, A dam s reported  

" th a t in  achieving success, the  executive wom en can  expect th a t  

people w ith whom  she  w orks, bo th  m en and  wom en, will re se n t h er
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drive, h e r am bition, an d  h er desire to achieve on the  basis  of merit." 

This also reinforces the  findings of K anter (1977) who found th a t  as  

w om en ascend  the  adm inistrative ladder th a t  they  are  often 

confronted w ith feelings of isolation and  loneliness.

In a  nationw ide s tu d y  of wom en in the  superin tendency  

(Costa, 1981) the  typical wom an superin tenden t h ad  m ain tained  an  

u n in te rru p ted  career pa th , w ith 65% n o t having taken  a  leave of 

absence. M ost of the superin tenden ts  h ad  tau g h t less th a n  ten  years 

an d  averaged n ine years  of adm inistrative experience. Over half of the 

wom en (61%) h ad  held a  princlpalship . This w as th e  first 

superln tendency  for th e  v as t m ajority of the  sub jec ts  (94.6%). Most 

h ad  n o t previously defined th e  superln tendency  a s  a  career goal, and  

h ad  trouble in  defining th e ir  exact career goal. Sixty one percent 

experienced obstacles in  th e ir prom otion due to  the ir sexual 

d iscrim ination  an d  o r lack  of self-confidence.

W omen in b u sin ess  adm in istra tion  were found to have very 

different career p a th s  in  a  s tu d y  by  Newcomb (1985). Instead  of a  set 

n u m b er of positions being accom plished as  w ith  wom en in  school 

adm in istra tion , Newcomb found th a t  m ost of th e  top positions in 

b u sin ess  adm in istra tion  w ere achieved th rough  inheritance, w ith 

sponsorsh ip  an d  recru itm en t the  nex t m ost com m on w ays of achieving 

th e  top  executive ra n k  w ith in  th e  organization. The d iscrepancies 

betw een th e  h igh  n u m b er of w om en in  career en try  positions and  the 

extrem ely low n u m b ers  of wom en in top executive positions resu lt 

from th e  sam e dynam ics in  bo th  sectors: w om en's d isinclination  to 

seek  adm inistra tive advancem ent, th e ir immobility, and  

d iscrim ination  ag a in st them .
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A nderson (1983) sough t to identify the  personal and  

professional a ttrib u tes  of women chief executive officers. The resu lts  

of th e  s tu d y  indicated th a t these successfu l women had  backgrounds 

th a t  followed a  definitive p a tte rn . They were com petitive and  

extrem ely achievem ent oriented in  a  tim e w hen th is  w as considered 

to be  atypical. Twelve elem ents w ere identified th a t  seem ed to 

co n tribu te  to  th e  su ccess of these  women: w arm , supportive families 

in  w hich they  received a  g reat deal of p a ren ta l attention: adversity  or 

grow th stim ulating  situa tions in th e ir early  lives; th e  opportun ity  to 

becom e full, partic ipating  family m em bers w hen  they  w ere young; 

com petition In academ ics, a th le tics an d  argum en tation  a s  children 

an d  adolescents; ex tracu rricu lar activities th a t  allowed them  to 

practice leadership  skills; successfu l p a ren ts  w hom  they  adm ired and 

so u g h t to em ulate; good com m unication skills; trad itional career p a th s 

to the  presidency; supportive h u sb an d s  or no h u sb an d s; an d  the 

in tegration  of team  play in to  the ir m anagerial styles. M ost of th e  CEO's 

felt th a t  they  h ad  sacrificed to reach  th e ir  cu rren t positions in  te rm s 

of tim e w ith  o thers, n o t having children, relaxation, and  personal 

tim e. A lm ost all of th e  w om en agreed th a t  they  h ad  experienced som e 

form of d iscrim ination  w hich they  hand led  th ro u g h  superio r job  

perform ance, hum or, confrontation, charm , or being able to se t their 

p erso n a l feeling aside.

In a  sim ilar study . D ickson (1988) found significant differences 

betw een wom en in  educational adm in istra tion  an d  b u sin ess  

ad m in istra tion  in  te rm s of th e ir  response to th e  L eadership Behavior 

D escription Q uestionnaire. The leadersh ip  styles were found to vary 

w ith  th e  occupational field and  m anagerial level of th e  wom en



www.manaraa.com

48

surveyed. D ickson also found differences in  the background 

characte ristics  of the two groups a t both  the  u p p er and  mid- 

m anagem ent levels.

Also in  con trast is th e  en try  level position for each group in the ir 

respective organizations. W hereas all su p e rin ten d en ts  cam e from the 

professional ran k s  as  teachers, in  business, secretary  to th e  chief 

executive officer w as the  m ost com m on m ethod of en try  for women. 

H ln d rin eet to  Career A dvancem ent

H ennlg an d  Ja rd in  (1977) found com m on ch arac te ristics  th a t 

prevented w om en from a n  advancem ent career p a th . They found th a t 

w om en ten d ed  to em phasize the  self-im provem ent a sp ec ts  of the ir 

positions ra th e r  th a n  trad itional "get ahead" a ttitudes. As well, they 

tended  to p a tte rn  th e ir  m anagem ent style on th e ir own self-concept 

ra th e r th a n  th a t  of the ir bosses. W omen also feel th e  need to have to 

continually  prove them selves w hich m ay lead to fewer risk  taking 

behaviors.

O thers see the  socialization process as a  b arrie r of wom en in to 

m anagem ent (Larwood, Wood a n d  Inderlied, 1978). Sex role 

stereotyping  is  seen  to be in  conflict w ith  trad itional roles. They 

suggest th a t  m en  an d  wom en need to know  each  o ther b e tte r to 

forget stereo types an d  to provide role m odels to show  how  to 

s tru c tu re  activities to  lim it th is  ongoing conflict. In addition, they 

propose th a t  w om en be tra ined  to  overcome conflicting role dem ands, 

lea rn  sk ills to  b e tte r assim ilate in to  peer groups, seek  o u t appropriate 

role m odels a s  well a s  m ake a  conscious effort to de-em phasize 

stereo types.

P erhaps a s  a  reaction  ag a in st trad itional stereotyping. Pounder
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(1990) suggests a n  androgynous approach  to educational 

adm inistrative roles. "An educational leader who serves a s  a  child 

advocate and  who is sensitive to an d  prom otes the  cognitive, 

psychological an d  social well-being of s tu d e n ts  is n o t consisten t w ith a 

prototype m ale role. To the degree th a t these  educational and  

dem ographic tren d s persis t, the  stereotypes of adm inistra tive roles 

m ay becom e m ore and  m ore gender n eu tra l or androgynous" (pg. 14). 

C lm perm an (1986) concurs th a t "... the recen t litera tu re  on sex role 

differentiation, leadersh ip , an d  m ore specifically, leadersh ip  and  

gender, h a s  supported  the  concept th a t a n  effective leader can  n o t be 

defined by  gender o r gender related tra its . Leadership theo ris ts  have 

done away w ith the  trad itional m easurem en ts of leadership  

com petency by m asculine tra its  an d  have developed genderless 

in s tru m e n ts  to  exam ine leader behavior w hich do no t place w om en a t 

a  disadvantage" (pg.7).

W ithin th e  educational setting, Weber, Feldm an, an d  Poling 

(1981) cite th ree  a reas  th a t  prevent wom en from  assu m in g  a n  

upw ardly mobile career track . They found th a t bo th  personal and  

social roles a s  described in  o ther s tu d ies  were a n  inhibitor, a s  well as 

long-held d iscrim inatory  p a tte rn s  w ithin educational organizations in 

te rm s of tra in ing , h iring  an d  prom otion. These practices tended to 

keep  w om en in  m id-level m anagem ent positions an d  prevented access 

to career p a th s  th a t  would lead to the  superln tendency .

K anter (1985) found th ree  s tru c tu ra l re s tra in ts  to  th e  executive 

career p a th . The ac tu a l sm all num b er of executive w om en w ithin  the 

organization, m akes it difficult to advance m any women. As well, m any 

w om en do n o t have access to the real power of th e  organization.
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ra th e r the ir decision m aking power in limited to a  specific area  rather 

th a n  the to tal organization. In tu rn , th is limited access to power 

resu lts  in little or no informal networking am ong the power brokers of 

the organization.

Among those women who do break  into top m anagem ent, Kanter 

found th a t m any felt th a t they had to overachieve in order to be 

accepted. However, at. the sam e tim e they were overachieving in their 

position, these successful women felt th a t they  m u st limit their 

visibility w ithin the organization for fear of retaliation from their less 

successful colleagues.

In a  ten  year longitudinal study, Edson (1988) followed the 

female adm inistrative asp iran t. The study  indicates th a t although more 

women are  being hired into adm inistrative positions, women are still 

m aking little progress a s  com pared to m en. The large num bers of 

wom en entering and  m aintaining adm inistrative positions h a s  simply 

no t occurred. While th is  m ay reinforce the idea th a t women fear 

success, Edson disagrees. "Women do n o t fear success.they  fear never 

having a  chance to try."

In te rm s of leadership potential, bo th  sexes h ad  a  tendency not 

to see the leadership  potential in women candidates a s  it interfered 

with w hat w as seen  as the female prim ary responsibility, raising 

children. In  addition, all females were affected by th e  stereotypes of 

wives an d  m others, particularly  as  presented  by th e  m edia. Their 

ability to juggle the  dual responsibilities of work and  hom e influenced 

the ir success on the job.

Edson found th a t the  em ploym ent interview is a  problem and 

th a t although a  woman m ay be qualified for a  position, there is a
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tendency on the  p a r t of the  organization to continue to h ire the sam e 

type of m anager. Similarly, women who are hired m ay face difficulty 

gaining acceptance because  hiring does no t necessarily  negate 

stereotypical a ttitu d es  toward women. Women have difficulty finding 

b ases  of su p p o rt w ithin the entire organization, are forced to create 

th e ir  own su p p o rt system s and  rely on sponsorsh ip  in  order to 

advance w ithin th e  organization.

In a  study  conducted  for The C enter for Creative Leadership. 

M orrison, W hite an d  V an Velsor (1988) found th a t  although  a  sm all 

m inority  of wom en are  able to b reak  into top m anagem ent positions, 

they  face an o th e r b arrie r described a s  a  "wall of trad ition  and  

stereotype," w hich fu rth e r se ts  them  ap a rt from th e ir  m ale colleagues 

an d  keeps them  from obtain ing  sen io r m anagem ent positions. " The 

g lass ceiling is  no t sim ply a  b arrier for an  individual, based  of the 

person 's inability  to hand le  a  higher level job . R ather, th e  g lass celling 

applies to w om en a s  a  group who are  kep t from advancing higher 

because  they  are  women" (pg.33). Once in  th ese  top positions they 

m u s t ad d ress  relen tless dem ands for tim e on  ta sk , th e  shadow  of 

being a  never ending role model for o ther wom en, a s  well as , for 

m any wom en, assum ing  th e  m ajor responsibility  for m ain ta in ing  a 

hom e an d  th e  rearing  of children.

W om en w ho do succeed are  able to follow six determ inate  steps 

th a t  k ep t them  in  line for prom otion. These w om en h ad  help  from a 

m entor, h ad  a  record  of accom plishm ents, a  s trong  desire to succeed, 

th e  ability  to m anage co-w orkers an d  subord inates, a  w illingness to 

tak e  risk s , an d  were able to be tough, dem anding  an d  decisive. They 

were able to avoid judgm enta l errors, w anting too m uch  for
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them selves or o thers, and  no t understand ing  the complexity of certain 

key issues. Successful executives were able to obtain critical feedback 

before m ajor problem s sidetracked the ir careers (Morrison et 

al.,1988).

The au th o rs  found th a t it w as no t enough for women to work 

hard  w ithin the ir organizations. They m u st take control of their 

careers, looking toward tak ing  jobs th a t will place them  in  positions 

for advancem ent, asking for w hat they  w ant, and avoiding derailm ent 

traps. They m u st learn  the ropes, build confidence by taking on 

challenging new Jobs, and  be exposed to a  wide range of m anagers. 

They m u st also take on a  range of successful outside activities, as  

women are  more closely looked a t for the ir ability to  in tegrate hom e 

and  w ork activities (Morrison et al., 1988).

In te rm s of career path s, M orrison (1988) found th a t women 

face th ree prim ary barriers. Because women are usually  assigned to 

staff roles they  are unable to advance with the sam e ease as a  person in 

a  line position to top  positions. Second, women are often restra ined  by 

th e  levels of expectations a t every level and  stereotypical views th a t 

become m ore noticeable a s  women advance farther. Third, w hereas 

women once h ad  male m entors helping them  advance w ithin  the 

organization, th ese  sam e m entors now become com petitors for the 

sam e few high ranking  positions. The au tho rs also s tress  th a t  women 

are often faced w ith  exhaustion a t continually balancing the  dem ands 

of career an d  home.

A la ter study  by W entling (1992) found m any of the sam e results. 

Women indicated th a t Increased education w as necessary  to advance, 

with a  bachelors degree considered to be a m inim um . Long hours on



www.manaraa.com

53

the job was also considered requisite with m anagers working an 

average of 53.6 hours per week and most often taking work home. An 

average of 41.4 days per year is spent on overnight business trips. One 

m anager stressed th a t "working beyond the standard work week and 

producing high quality work is viewed favorably by my boss and also 

gives top managem ent the assurance th a t they need to invest in my 

development" (pg.48).

M entorshlp was also seen as im portant in women's career 

development, with m ost women relying on several m entors. These 

m entors provided women with job opportunities and  challenges to 

dem onstrate their skills and abilities, offered feedback on their 

performance, gave them  useful advice, shared expertise with them, 

encouraged them  to a  high standard of performance, and 

acknowledged their skills and talents. A majority of the women felt 

th a t their m entors had a  positive effect on their careers, without 

which their careers would have been hindered. This confirms an 

earlier study by Kanter (1977) which found th a t m entors act as a 

source of outward and upward influence within the organization 

(Wentling, 1992).

Wentling also identified several factors th a t hindered career 

development. Bosses th a t are inadequate or insecure are not likely to 

give critical feed back regarding job performance. Feedback from 

superiors is necessary so th a t women can improve their work and 

potential problems can be adequately addressed before they reach the 

crisis stage. Women indicated th a t men who were uncomfortable 

working with women, or who did not believe in the advancem ent of 

women were particularly prone to faulty informal performance
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assessm ents. These m anagers will verbally assure women of their good 

performance, only to heavily criticize them  in an  annual performance 

review. This confirms a  1982 study by Weiss and H arlan where male 

supervisors were often unable to give female m anagers reliable 

feedback about their job performance.

Wentling suggests ten steps to maximize the hum an  resource of 

women:

1. E nsure th a t women receive frequent and specific feedback 
on their job perform ance. Women need and  w ant candid 
reviews of the ir work. Clearly articu lated  suggestions for 
improvement, s tandards for work perform ance, and  p lans 
for ca reer advancem en t will m ake w om en feel m ore 
involved in  th e ir  jo b s  a n d  help  m ake them  b e tte r  
employees.

2. Accept women a s  valued m em bers of th e  m anagem ent 
team . Include them  in every kind of com m unication. Listen 
to  th e ir  n eed s  an d  co n cern s, an d  encou rage  th e ir  
contributions.

3. Give women the sam e opportunities given to talented men 
to grow, develop, and  contribute to com pany profitability. 
Give them  the responsibility to d irect m ajor projects and 
p lan  and  im plem ent system s and  program s. Expect them  
to travel and relocate, and  to m ake the sam e com m itm ent 
to the com pany as m en aspiring to leadership positions.

4. Give women the sam e level of counseling on professional 
career advancem ent opportunities as th a t given to men.

5. Identify  w om en early  in  th e ir  c a re e rs  a s  po ten tia l 
m a n a g e rs  an d  a s s is t  th e m  to  a d v a n ce  th ro u g h  
developmental activities.

6. A ssist wom en in  s tren g th en in g  th e ir  a sse r tio n  skills. 
Reinforce strategic career p lanning to encourage women's 
com m itm ent to their careers and long-term  career plans.

7. Accelerate th e  developm ent of qualified women through 
"fast track" program s. E ither formally or informally, this 
m e th o d  will p rov ide w om en w ith  th e  ex p o su re , 
knowledge, and  posltoning for career advancem ent.
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8. Provide opportunities for women to develop m entoring or 
sponsoring relationships w ith employees. Women do not 
often have equal or easy access (compared with their male 
colleagues) to senior employees. The overall goal should be 
to provide advice, counsel, and  su p p o rt to prom ising 
female employees from knowledgeable, senior level men 
and women.

9. Encourage com pany co-ed m anagem ent support system s 
and networks. Sharing experiences and inform ation with 
o th e r m en an d  w om en who are m anagers provides 
invaluable support to peers. These activities provide the 
opportunity  for women to m eet and  learn  from men and 
women in 'm ore advance stages of their careers - a helpful 
way of identifying potential m entors or role models.

10. Exam ine th e  feasibility of increasing  partic ipa tion  of 
women in  com pany sponsored  p lanning re trea ts, use of 
com pany facilities, social functions and  so forth. With 
notable exceptions, m en are still more com fortable with 
o ther men, and  as a resu lt, women m iss m any of the 
career and  business opportunities th a t arise during social 
functions. In addition, women m ay not have access to 
inform ation abou t the  com pany's inform al political and 
social system s. Encourage m ale m anagers to include 
women w hen socializing w ith o ther b u sin ess  associates 
(pg.53-4).

If the above practices can be p u t Into place, perhaps some of the 

following views as surveyed by Fernandez (1988) can be eliminated.

The survey asked 30,000 men and women to agree or disagree with a 

list of sta tem ents involving stereotypical a ttitudes about women in 

business. The responses showed th a t both men and women continue 

to hold sexist stereotypes about women and pointed out th a t many 

traditional a ttitudes are entrenched in the American work force.
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Figure 9*
Stereotypical Statem ents Regarding Women in Business

R e s p o n d e n ts  In 
A g re e m e n t

S ex  S te re o ty p e  S ta te m e n t W om en M en
Many women obtained tneir positions only be- 
:ause may are women.............................................. 31% 58%

ie  increasing employment of women nas led 
to the breakdown of tne American f a m i l y ............. 29 49
Pluralism will force us to lower our hiring and 
promotion standards................................................. 25 46
Many women use their gender as an alibi for 
difficulties they have on the job............................... 21 39
Many women are not really sanous about pro­
fessional careers........................................................ 19 24
Many women are too emotional to be competent 
employee* in the company...................................... 7 15

•Source: Fernandez, Jo h n  P., New Life for Old Stereotypes, Across the 
Board. 25, pg.32-7.

In written statem ents th a t accompanied the survey, many

participants acknowledged holding stereotyped views, b u t felt tha t

they didn 't allow them  to affect their working relationships. However.

those surveyed also perceived more discrimination in  the work place

than  was noted in a  similar 1978 survey. The three areas where the

highest percentage of discrimination was noted by women was:

1. Women m ust be better performers th an  men (81%)

2. Women have a  harder time finding sponsors (78%)

3. Women are often excluded from Informal networks (71%)

The three areas in which the highest percentage of men saw

discrim ination were:

1. Women face sexual harassm ent (58%)

2. Women are excluded from informal groups (58%)

3. Women are  often excluded from inform al work networks

(44%)
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Later studies also concur tha t myths about women managers are 

slowly disappearing. A 1964 Harvard Business Review Poll found that 

54% of the men sampled and 50% of women agreed with the 

statem ent th a t "women rarely expect or desire positions of authority." 

An exact duplicate of the study completed in 1984 found th a t only 9% 

of the males and 4% of the females still agreed with th a t statem ent. In 

the twenty year span between studies, women had acquired 33% of 

the managerial positions while in 1964 they had held only 14%. While 

th is shows a substantial increase in the num ber of women in 

managem ent, more than  half of the respondents in the later study still 

felt th a t women will never be fully accepted in business. The study 

concluded that:

1. Men, in general, are more willing a t accept females as 

colleagues and see them as competent.

2. People believe th a t  th e  E q u a l E m ploym ent and 

Opportunity laws can help women advance in business.

3. Women feel th a t m en are uncom fortable working with 

women, b u t m en indicate th a t  they  are  com fortable 

working w ith women.

4. M en's a ttitudes changed more over the twenty year span 

th an  did women's.

5. Men continue to earn more th an  women.

6. Both m en and  women agree th a t a  female h as  to be 

exceptional in order to succeed in business.
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Summary

This chapter examined a variety of leadership theories including 

aspects of the traits approach, the situational approach as well as the 

leadership styles approach. It's purpose was to provide a 

comprehensive survey of leadership theories.

The leadership material was followed by an overview of the 

research available on leadership styles as  they pertain to both women 

in business and women in educational adm inistration. It examines 

leadership styles th a t are exhibited by women in both groups as well as 

contrasts leadership styles used by men in the same fields.

An examination of the various career paths taken by women in 

educational adm inistration and business adm inistration followed. It 

revealed the necessity of women obtaining line positions as opposed to 

staff positions if they wish to advance to the top positions within their 

organizations.

The problems th a t women face in advancing their careers 

concludes the chapter. The hindrances to career advancement include 

sexual discrimination, failure to find an  appropriate sponsor or 

mentor, as well as sex role stereotyping.

In sum m ary, as  more and more women strive toward top 

executive positions, the leadership styles and career pa ths of those 

women who have already achieved th is success become a  blueprint for 

others to  follow. As women have come to account for more than  half of 

the labor force and will constitute an  ever growing part of the 

managerial pool, then factors inhibiting their full participation in the 

work place need to identified and acknowledged. If th is can be done, 

then com panies and school districts will be able to broaden their
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m anagerial base with quality candidates (Wentling, 1992). If the 

leadership styles and career paths can be identified in detail, with 

specific problems discussed, then  we can begin to provide reasonable 

alternatives for young women to follow as they attem pt to m eet their 

career goals (McDade and Drake, 1982).
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DESIGN OF THE STUDY

Introduction

It w as the purpose of this study to discover and report 

sim ilarities and  differences in leadership styles and career paths 

between women in educational adm inistration and  business 

adm inistration.

C hapter III includes 1. a  description of the population and 

sample. 2. the m easurem ents used to gather data. 3. the procedures 

used. 4. the methods utilized to analyze the data, and 5. a  summary.

The population for th is study  consists of women in educational 

adm inistration and women in business adm inistration within the state 

of Michigan. In order to obtain a  representative sam ple of th is 

population the 1992 edition of the Michigan Educational Directory and 

the 1992 edition of the H arris Michigan Industrial Guide were used.

Women in  education listed as Superintendent, Deputy 

Superin tendent, or A ssistant Superintendent were selected from the 

Michigan Educational Directory. As the total population of th is group 

only num bered seventy one, the entire population w as included in the 

study.

Women in business listed as  owner, chief executive officer, 

chairm an, ass is tan t chairm an, president, vice president, publisher, or 

editor were selected from the H arris Michigan Industrial Guide. The 

sam ple w as selected from organizations whose population th a t was

60
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larger th a n  tw enty five m em bers. As well, those women who were a 

p a rt of an  obvious family business were excluded from the sample as it 

could no t be determ ined th a t they would have followed the sam e type 

of career p a th  as non-family members.

It w as considered th a t these titles would provide for relative 

sim ilarity in adm inistrative situations in both  occupational groups. A 

sam ple group num bering seventy one from each category, women in 

education and  women in  business, w as deemed appropriate for th is 

study.

The d a ta  for th is  study  were collected th rough questionnaires 

m ailed to the  selected sam ple group. Two questionnaires were sent, 

the  Leader Effectiveness and  Adaptability Q uestionnaire (LEAD) and a 

biographical questionnaire derived from the work of N orthcutt and 

B enedettl.

The mail questionnaire m ethod w as chosen for several reasons, 

it w as no t feasible to personally interview the  large num ber of 

adm in istra to rs due to the  large a rea  of the sta te  of M ichigan th a t is 

represented  by  the sam ple. Also, by mailing a  questionnaire the 

responden ts have tim e to reflect upon the questions asked to give 

m ore com plete an d  thoughtful answers.

L eader Effec tiv en ess A rfapfM H iy T W orlntlon

The LEAD - Self is designed to m easure self-perception in three 

areas of leader behavior: 1. style, 2. style range and, 3.style 

adaptability . The instrum en t contains twelve situations in which the
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respondents are asked to select four alternative actions: High task /low  

relationship behavior, low ta sk /h ig h  relationship behavior, high 

ta sk /h ig h  relationship behavior, and low task /low  relationship 

behavior (Hersey and  Blanchard, 1982).

The Instrum en t w as selected because 1. it is self-adm inistered,

2. responses are m ade by the adm inistrator selected ra th e r th an  by a 

superior or subordinate and, 3 .the in strum en t h a s  been tested used  a 

variety of em pirical an d  psychom etric tools in order to  estab lish  the 

reliability and  validity of the  LEAD - Self.

The LEAD - Self w as standardized using  the  responses of two 

hundred  sixty four m anagers, ranging in age from twenty one to sixty 

four. They represented  a  variety of m anagerial levels: th irty  percent 

were en try  level; fifty five percen t were m iddle m anagem ent; and  

fourteen  percen t represen ted  high levels of m anagem ent. The twelve 

item  validities for the  adaptability  score ranged from .11 to .52. and 

ten  of the  twelve coefficients (eighty th ree percent) w ere .25 or 

higher. Eleven coefficients were significant beyond th e  .01 level and  

one w as significant a t  the .05 level. E ach  response option m et the 

operationally defined criterion of less th a n  eighty percent in  respect 

to selection frequency. D uring the validity trials, seventy five percent 

of the m anagers m aintained the ir dom inant style an d  seventy one 

m aintained their a ltem ate  style during  a  six week period. As well, the 

contingency C were bo th  .71 and  each w as significant (Greene. 1975).

The LEAD recognizes two types of behavior, ta sk  and  

relationship. T ask  behavior is defined as  th e  ex ten t to w hich a  leader 

is likely to organize an d  define the  roles of the m em bers of h is group: 

to explain w hat activities each  is to do a s  well a s  w hen where, and  how
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ta sks are to be accomplished. It is also characterized by endeavoring to 

establish  well-defined p a tte rn s  of organization, channels of 

com m unication and  ways of getting jobs accom plished (Hersey and 

B lanchard. 1981).

Relationship behavior is defined as the extent to w hich a  leader 

is likely to  m aintain  personal relationships between him self and  the 

m em bers of h is group by opening u p  the channels of com m unication, 

delegating responsibility and giving subord inates an  opportunity  to use 

the ir potential. It is characterized by socio-emotional support, 

friendship and  m utual tru s t (Hersey and B lanchard, 1981).

The N arthc«*«/««M iidetti B iographical Q uestionnaire

A revised version of the  N orthcutt/B enedettl Biographical 

Q uestionnaire were used  in th is  study. It Is designed to elicit 

Information in  th ree areas: 1. career p a th s  of each adm inistrator; 2. 

professional characteristics of each of the respondents; 3. personal 

characteristics and  background inform ation of each wom an. The 

responses were treated  statistically  and  were u sed  to facilitate 

in terp retation  of th e  data .

The rationale for th e  questions included in th is  questionnaire is 

included below:
-5fr

/  G roup i :  Personal C haracteristics. Q uestion two, three, 
four, five. six. seven, seventeen, tw enty were designed 
to  gather personal characteristics and  background d a ta  
for each w om an and to establish  a  response p a tte rn  
Indicative for each groups of adm inistrators.

G roup II: Professional C haracteristics. The professional 
characteristics for each group w as assessed  by 
questions one. eight nine, ten , eleven, twelve, th irteen , 
fourteen, fifteen, and  sixteen. These questions were
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expected to contribute to the professional descriptions 
indicative of each group of adm inistrators.

Group III: Opinions. Q uestions eighteen and nineteen 
were intended to allow the women adm inistrators an  
opportunity to give their opinions about their careers 
as  adm inistrators.

The above questions were treated statistically and were used  to

facilitate the interpretation of the data.

1. W hat are the sim ilarities or differences in leadership styles 

between women in educational adm inistration and  women 

in  business adm inistration?

a  Do w om en in  ed u ca tio n a l a d m in is tra tio n  have

d iffe ren t le a d e rsh ip  s ty le s  th a n  th e ir  fem ale 

colleagues in business adm inistration? 

b. Are the groups com parable in  te rm s of educational

a n d /o r  leadership training?

2. W hat are  the  sim ilarities or differences in  career p a th s  

between women in  educational adm inistration and those in 

business adm inistration?

a  Do both  groups have comparable career paths?

b. Did th e  g ro u p s ta k e  s im ila r  ca re e r  p a th s  as

co m p ared  to  m en  w ith in  th e i r  re sp e c tiv e  

organizations?

3. How do wom en achieve th e  top  positions w ith in  the ir 

organization?

4. W hat common behavioral descriptors can  be a ttribu ted  to 

each group?
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a. Are the  groups sim ilar in te rm s of age, num ber of

siblings, m arital and family sta tus?

b. How do the groups com pare in term s of salary, size

of their organization, and feminist affiliation?

c. Is one group more mobile in  term s of frequency of

Job moves?

5. W hat have been the m ost im portant influences in obtaining 

the ir cu rren t position?

6. W hat com m on problem s in  ad m in istra tio n  do th e  two 

groups share?

7. How does the  inform ation gathered in  th is study  compare 

w ith earlier studies?

Procedure#

A dm inistrators selected for th is study  received a  cover letter 

and  copies of the surveys with a  stam ped, self-addressed envelope, 

enclosed. The cover le tter explained th a t th is  research  project w as 

under the  supervision of the Administration and  Organization, College 

of Education, Wayne S tate University. (See Corresponedence) It also 

explained th e  purpose of the study  and  asked them  to complete the 

in strum en ts, assuring  them  of the  confidentiality of their responses. 

Upon re tu rn , nam es were deleted from the questionnaires and each 

respondent w as assigned an  identifying num ber and  le tter th a t was 

only used  to distinguish  between the two groups. Names were only 

used  for those individuals who requested an  abstrac t of the study. This 

w as tabu lated  from question twenty one of the biographical 

questionnaire.
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The survey packets were sen t out on December 17. 1992 with 

the re tu rn  of the docum ents requested by Jan u ary  2, 1993. Foliow-up 

letters to non-respondents were sent during the week of Ja n u a ry  4, 

1993. to insure a  high response rate. As the instrum ents were 

returned, the researcher checked them  for accuracy as well as to 

prepare them  for coding and inpu t into a  data  file.

Once all of the instrum ents had been returned  and entered into 

a  d a ta  file, a  statistical analysis was made. The demographic, 

professional and personal characteristics were also tabulated.

The m ethods of analyzing the data  were chosen according to the 

research questions th a t w as to be answered.

Analysis of the Leader Effectiveness and Adaptability Description

The Leader Effectiveness and Adaptability Description yields 

three scores, one for Primary Style, one for Style Adaptability, and one 

for Style Range. Each scale is tabulated for a  composite score, 

therefore each adm inistrator h as  three individual scores.

The scores for each group of women were then  complied to 

determ ine if a  p a tte rn  emerged. These scores were analyzed 

according to m eans and  standard  deviations and are reported in 

C hapter IV.

Analysis of the  N orthcutt/B enedetti Questionnaire

Descriptive and analytical statistics were used  to illustrate the 

d a ta  gathered by  the biographical questionnaire. The d a ta  were was 

complied for each group of women to determ ine if a  p a tte rn  was 

present. Each variable w as analyzed to com pare significant differences
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between the two adm inistrative groups. These are presented in 

Chapter IV.

C hapter III contains a  discussion of the m ethods and procedures 

used in  th is study. It contains the definition of the population, the 

m ethod for developing the sample, a description of the instrum ents 

used, the procedure used  to obtain the data, and a  review of the 

procedures used for analyzing the data.
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CHAPTER IV 

REPORT OF THE FINDINGS

Analwml* of the Data

It Is the purpose of Chapter IV to present and analyze the data 

gathered to answer the research  questions posed in the study. The 

chapter is divided into the following sections: 1. Composition of the 

study, 2. Statistical procedures used, 3. Presentation of the 

biographical data, personal and  professional characteristics, and 4. 

Presentation of the  Leader Effectiveness and Adaptability Description

r|ata

Participants in th is  study were 71 women holding positions In 

educational leadership, who were selected from the M ichigan 

E ducational Directory, and 71 women holding leadership positions in 

business, who were selected from the H arris Michigan Industrial 

G uide. These 142 women were asked to respond, by mall to two 

questionnaires, a  biographical questionnaire and the Leader 

Effectiveness and Adaptability Description. These two Instrum ents 

were used to  gather d a ta  for th is study. Table 1 sum m arizes the 

responses to the  mail questionnaire.

68
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Table 1
R esgonse^to^he^M all^uestlonnaire

EDUCATION BUSINESS
Biographical 

F % F
L

%
Biographical 
F %

L
F %

Com plete 43 60.6 43 60.6 28 39.4 28 39.4
R etirees 0 0 0 0 0 0 0 0
R eturned 
Unfilled or 
Unusable 1 1.4 1 1.4 1 1.4 1 1.4
U ndelivered 0 0 0 0 0 0 0 0
Not R eturned 27 38.0 27 38.0 42 59.2 42 59.2
Total 71 100.0 71 100.0 71 100.0 71 100.0

Two questionnaires, one in each group, were returned by the 

respondent, or ano ther employee, unfilled with explanation. The 

educational respondent was no longer employed by th a t school district 

and  the business respondent declined to participate in the survey. No 

questionnaires were returned by the postal service and it can be 

assum ed th a t all were delivered as addressed.

S ta tistica l Procedures Used

The statistical procedure used in th is study was the Chi-square 

X2 analysis. This analysis is employed to determ ine w hether two 

variables are  related or independent.

Descriptive techniques were also used  to determ ine answ ers for 

biographical research  questions relating to: Question 18. which dealt 

w ith the respondents' perceptions as problem s related to being a 

women adm inistrator, and Question 19, which dealt w ith the most 

influential factors in the ir career advancem ent.
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Presentation o f the Biographical Data

A brief description of the women respondents in education and 

business used in the study is presented in Table 2. The average women 

respondent in this study is 45 years of age. She has some graduate 

school, h as  been in her field for 20 years and in her current position 

for four years. She is Anglo, married, and has two children. A mentor 

has been influential in her career which she considers to be 

successful. In term s of career advancement, she anticipates staying in 

the sam e position, b u t if offered the top position in  her own or 

another organization would accept it w ithout hesitation. Her annual 

salary range is between $81,000 and $100,000. The average num ber 

of employees in  her organization is 408.

Table 2
Profile of Selected Variables of Average 
^W omer^^m inistratorsJResgondent^

Selected Variable AveragtHResgondent

Age
Education 
Time in Field 
Time in  C urrent 
Position 
E thnicity  
Marital S tatus 
Number of Children 
Annual Salary Range

45 Years 
BA.+
20 Years

4 years 
Anglo
M arried
2
$81 ,000-
$100,000

Average Size of 
Organization 408 Employees

There do not appear to be significant differences in the age
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groups of the women adm inistrators as shown in Table 3. In education,

46.5 percent of the women were recorded in the category of 46-55 

years of age. However, women in business recorded 46.4 percent in 

the 36-45 years of age category. Although there appear to be age 

differences between the two groups of women, the chi square value of 

8.96665 shows tha t there was no significant age difference.

Table 3
Age^rfJVOTnen^dminisfrators

Ages Education
F %

Business
F

Chi Square Value
%

25-35 0 0 4 14.3
36-45 15 34.9 13 46.4
46-55 20 46.5 7 25.0
56-65 6 14.0 3 10.7
Over 65 2 4.7 1. 3.6
Total 43 100.0 28 100.0 8.96665*

MmHsigrdJE’a n ^ i t  pi (df4)^"!o6T94

The num ber of years in their individual professions is described 

in Table 4. In education, 27.9 percent of the women adm inistrators 

had been in their field in a  range of 16 to 20 years. Twenty one to 

twenty five years of service was recorded by 25.6 percent of the 

educational respondents. An equal percentage, 25.6, was indicated by 

the educational leaders for 26 to 30 years in their profession. Seven 

percent of the respondents had practiced their career between 31 

and 35 years. Only 4.7 percent had over 36 years in their field. In 

business, 32.1 percent of the women indicated they had been in their 

field between 16 and 20 years. This was followed by 28.6 percent of 

the business women who reported 11 to 15 years of service. Twenty 

one to twenty five years in their profession was reported by 17.9
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percent of the women business leaders. This was followed by 10.7 

percen t of the  business women who had  worked in their field between 

6  to 10 years. Zero percent of the business women had  between 26 to 

30 years in  their field or between 31 to 35 years. Only 3 .6  percent had 

over 3 6  years of experience in  their field. The chi square value 

22.28185 w as considered significant to  a  p  value of .00227 

T able 4
Number of Years in  Profession 

of Women A dm inistrators
Num ber of Years Education B usiness Chi Square Value

F % F %
1 to 5 years 0 0 2 7.1
6 to 10 years 3 7.0 3 10.7
11 to 15 years 1 2.3 8 28 .6
16 to  20  years 12 27.9 9 32.1
21 to 25 years 11 25.6 5 17.9
26 to 30  years 11 25 .6 0 0 .0
31 to  35  years 3 7.0 0 0 .0
over 3 6  years 2 4.7 1 3 .6
T otal 4 3 100.0 2 8 100.0 22 .28185*
•significant a t  pi (df7) = .00227

Table 5 reports th e  num ber of years women educational and 

b u sin ess  leaders have held the ir cu rren t positions. E ducational 

wom en, 69 .8  percent, have been  in  the ir cu rren t position between 1 

and  5  years. This w as followed by 23.3 percent of th e  women 

educators who h ad  been in  position from 6  to 10 years. Only 6.9 

percen t of th e  women educato rs had  held th e ir cu rren t position 11 or 

m ore years. B usiness women. 39.3 percent, have been  in  the ir curren t 

position between 6  and  10 years. This w as followed by  35 .7  percent of 

the  women bu sin ess  leaders who have been place betw een 1 and  5 

years. A sm aller percentage, 14.3, have held th e ir positions between
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11 and  15 years. Only 10.7 percent of the business leaders have held 

the ir cu rren t position 16 or more years. The chi square value of 

9 .43297 w as no t considered significant.

Table 8
Number of Years In C urren t Position for 

Women A dm inistrators
N um ber of Years 

in  Positions
Education 
F  %

B usiness Chi Square Value 
F  %

1 to 5 years 3 0 69.8 10 30.7
6  to 10 years 10 23.3 11 39 .3
11 to 15 years 1 2.3 4 14.3
16 to 20  years 1 2.3 2 7.1
over 20  years 1 2.3 1 3.6

Total 4 3 100.0 28 100.0  9 .43297*
•no t significant a t  p i (df4) = .05114

The educational levels of the respondents in education  and 

b u sin ess  are considered in Table 6. A Doctorate w as held by 54.8 

percen t of the  educational women, w ith 35 .7  percen t holding a  

M asters degree. A Bachelor degree w as held 4 .8  percen t an d  an  

E ducational Specialist degree by 2 .4  percent. Only one educational 

respondent. 2 .4  percent, h ad  only a  high school diplom a. Women in 

b u sin ess , 46 .4  percen t held a  Bachelor degree, w ith 25 .0  percen t 

having a  M asters degree. In business, 17.9 percent of th e  business 

leaders term inated  th e ir formal education w ith a  high school diploma. 

An E ducational Specialist degree w as held by  7.1 percen t of the 

b u sin ess  wom en, w ith 3 .6  percen t com pleting a n  A ssociates degree. 

None of th e  b u sin ess  responden ts held a  Doctorate. The chi square 

value of 36.64141 w as considered significant to a  p  value of .00000.
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T ables

H ighestJE ducationalJD egree^ttainedJy^W oi^^
H ighest
Educational
D ecree

Education 

F %

Business Chi Square Value 

F  %
High School 1 2.4 5 17.9

Associate 0 0 1 9.6
Bachelor 2 4.8 13 46.4
M aster 15 36.7 7 25.0

Ed. Specialist 1 2.4 2 7.1
D octorate 2 3 54.8 0 0 .0

T otal 42 100.0 2 8 100.0 36 .64141*
*sijn5can̂ Itpndl5r̂ OOOOO

The largest percentage of women adm in istra to rs In education,

46 .5  percent, were m arried as show n on Table 7. Sixteen percen t 

indicated th a t they were divorced, while 7 percent recorded th a t they 

were widowed. Those who were re-m arried  were 9 .3  percen t of the 

sam ple group as  were those who had  never m arried. In business. 50 

percen t of the  w om en adm in istra to rs indicated they  were m arried. 

Twenty five percent of th is  sam ple group indicated they  h ad  divorced, 

while 0  percent indicated they were widowed. Those who had  never 

m arried  com prised 10.7 percen t of th is  group. W hen th e  d a ta  were 

statistically  analyzed, the  chi square value of 3.77386 w as no t found to 

be statistically  significant to the p value of .58241.
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Table 7

M arital S ta tu s  of Women A dm inistrators

M arital S ta tu s Education Business Chi Square Value
F % F %

M arried 2 4 55.8 14 50.0
Divorced 7 16.3 7 25 .0

Separated 1 2.3 0 0 .0
Widowed 3 7.0 0 0 .0

R e-m arried 4 9.3 4 14.3
Never M arried 4 9.3 3 10.7

T otal 43
_1 MfEI

100.0 2 8 100.0 3.77386*

Table 8 sum m arizes the d a ta  in regard to the  num ber of children 

had  by each group of women adm inistrators. It is apparen t th a t in  both  

groups of women over eighty percent have two or less children; 25.6 

percent of the  women in  education have no children, while 42.9 

percen t of the business group have none; 21 percent of the education 

group have one child, while the  women in  business reporting a n  

alm ost equal num ber a t  21 .4  percent. Those reported having th ree or 

four children are a s  follows: women in education, 2 .3  percent and  11.6 

percen t respectively; women in business. 7.1 percen t h ad  th ree 

children and  0  percent h ad  four children. Only 2 .3  percent of the 

w om en in  education  indicated they had  five or m ore children. In 

con trast, 10.8 percen t of the  women in the bu sin ess  group indicated 

they  had  five or m ore children. The chi square  value of 9 .40  is no t 

significant.
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Table 8

Number of Children of Women Administra to rs
N um ber of Education Business Chi Square Value
C hildren_____________ F_______ %_______ F_______ %_______________

None 11 25.6 12 42.9
1 9 21.0 6 21.4
2 16 37.2 5 17.9
3 1 2.3 2 7.1
4 5 11.6 0 0 .0
5 1 2.3 1 3.6
6 0 0.0 1 3.6
7 0 0.0 1 3.6

T otal 4 3  100.0 2 8  100.0 9.40*
•no t significant1 a t  pi (df6) = .15194

Table 9 contains a  description of the  num ber of siblings for each 

group. The m ajority of women in  education. 84 .3  percent. Indicated 

th a t they had  th ree or fewer siblings; women in  b u sin ess  reported tha t

53.8 percen t h ad  th ree or fewer siblings. In education, 5.3  percent 

women adm in istra to rs responded th a t they had  four siblings, 

con trasting  23.1 percent of women in  business. Only 8 .4  percent of 

the  women in  education h ad  five or more siblings in  th e ir family, while

22.9  percent of wom en in bu sin ess  reported coming from a  family 

w ith five o r m ore siblings. The differences in  the  num ber of siblings 

betw een bo th  groups w as no t found to be significant w ith a  chi square 

value of 12.55019 to the  p  value of .12829.
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Table 9
Total Number of Siblings of Women Adm inistrators 

Number of Education Business Chi Square Value
Siblings F % F %
0 5 11.6 2 7.1
1 6 13.9 5 17.9
2 18 41.9 4 14.2
3 8 18.6 5 17.9
4 2 4.7 6 21.4
5 1 2.3 2 7.1
6 2 9.7 1 3.6
7 0 0 1 3.6
8 0 0 1 3.6
9 1 2.3 1 3.6
Total 4 3 100.0 28  100.0 12.55019*
^noTsigniflcant a t pi (df8) = .12829

In term s of sibling order within the family, Table 10 shows that

54.2 percent of the women in  education noted th a t they had  one 

sibling older th an  themselves. Women in business also indicated. 55.0 

percent, th a t they had  one older sibling. Two older siblings were 

found in 37.5 percent of educational adm inistrators, and  in 20.0 

percent of the  business adm inistrators families. Only 8.4 percent of 

the  women in educational adm inistration reported having three or 

more older siblings, while 25.0 percent of the women in business 

adm inistration noted th a t they had three or more older siblings. These 

differences were not found to be statistically significant w ith a  chi 

square value of 3.42105.
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Table 10

Number of Siblings Older Than Women A dm inistrators
Number of Older Education Business Chi Square Value
Siblings F % F %
1 13 54.2 11 55.0
2 9 37.5 4 20.0
3 1 4.2 2 10.0
4 1 4.2 2 10.0
5 0 0 1 5.0
Total 24 100.0 20 100.0 3.42105*
•not signflcant a t pi (df4) = .48998

Table 11 indicates the num ber of siblings younger than  each of 

the respondents. Women in educational adm inistration responded th a t 

41.4 percent had  one sibling younger th an  themselves. Women in 

business adm inistration reported th a t 23.5 had  a  single younger 

sibling. Two younger siblings were recorded by 34.5 percent of women 

educators and 23.5 percent of the women business leaders. Three 

younger siblings were had  by  13.8 percent of the educational leaders 

and  17.6 percent of the  business women. In contrast, only 10.3 

percent of the women in  education indicated having three or more 

younger siblings com pared w ith 35.3 percent of women in business 

who noted having three or more younger siblings. This difference in 

the num ber of younger siblings was not found to be significant having a 

chi square value of 6.20620.
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Ufete-U
Number of Siblings Younger Than Women Administrators 

Number of Education Business Chi Square Value

Siblings F % F %
1 12 41.4 4 23.5
2 10 34.5 4 23.5
3 4 13.8 3 17.6
4 2 6.9 3 17.6
5 0 0.0 2 11.8
6 1 3.4 1 5.9
Total 29  100.0 17 100,0 6.20620*
'•noT'slgniilcant a t pi (df5) = .28667

Moving to the data  on ethnicity. Table 12 shows th a t the 

majority of respondents In both groups were Anglo, a s  indicated by

76.2 percent of the educational women and 78.6 percent of the 

business women. Native Americans were found in 7.1 percent of the 

educational leaders and 16.7 percent of the business leaders. Black 

Americans were represented by 9.5 percent of the women in 

educational adm inistration and 3.6 percent of the women in business 

adm inistration. Only 2.4 percent of the educational women were 

Aslan; no business women, 0  percent, indicated Asian as their ethnic 

group. O ther ethnic groups were found in 4.8 percent of the 

educational respondents and 7.1 of the business respondents. The 

ethnic groups were not found to be statistically different as shown by 

the chi square value of 1.92901.
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Table 12

E thnicity  of Wom en A dm inistrators 
E thnic G roup Education B usiness Chi Square Value

F % F %
Native A m erican 3 7.1 3 16.7
Asian 1 2.4 0 0
Black 4 9.5 1 3.6
Anglo 3 2 76.2 2 2 78.6
O th er 2 4.8 2 7.1
T otal 4 2  100.0  2 8  100 .0  1 .92901*
^ r 5 o T s 5 S i 3 ! c a i J r a r ^

The s ta tis tics  for th e  u se  of a  m entor by wom en adm in istra to rs 

are p resen ted  in Table 13. E ducational adm in istra to rs  w ere assis ted  by 

m en to rs  a s  ind icated  by  97 .6  percent of the  responden ts. In con trast, 

only 63 .0  percen t of th e  b u sin ess  adm in istra to rs  reported  th a t they  

h ad  been  aided by a  m entor. This w as found to be sta tistically  

significant w ith a  chi square  value of 14.72992 to the p  value of 

.00012.

Table 13

U se^^M ento^i^C aree^b^W om enA dm inlstrators
R esponse E ducation B usiness Chi Square Value

F  % F %
Yes 41 97 .6 17 6 3 .0
No 1 2 .4 10 3 7 .0
T o tal 41  100.0 2 7 100 14 .72992*
•significant a t  pi (dfl) = .00012

Table 14 repo rts th e  responses of each  group of w om en a s  to the 

sex of th e  m entor th a t  assisted  them  in career advancem ent. Women 

in  education  indicated  th a t  59.5  percen t of th e  m entor ass is tan ce  w as
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provided by men. Female assistance w as given to 16.7 percent of the 

educational women. Both male and female m entors aided 23 .8  percent 

of the  women in th is  sam e group. In term s of business, male m entors 

helped 83.3 percent of the women in  th is group. B usiness women 

reported th a t 16.7 percent of th is  sam e help cam e from females. No 

one in business, 0 percent, indicated th a t they received assistance 

from both  m ales and  females as m entors. Although women in 

education h ad  more assistance by both  m ale and  female m entors, th is 

w as no t found to be statistically significant w ith a  chi square value of 

5 .35714 com pared to the  p  value of .066866.

Tibte-14
Women A dm inistrators A ssisted by M entors

Type of M entor Education B usiness Chi Square Value
F % F %

Male 2 5 51.5 15 83.3
Fem ale 1 6.7 3 16.7
Both Male and
Fem ale 16 23.8 0 0
Total 4 2 100.0 18 100.0 5 .35714*
*not significant a t  pi (df2) = .066866

The ranking  of career success by wom en adm in istra to rs is 

presented  in  Table 15. Women in education  ranked  them selves, 65.1 

percent, a s  extrem ely successful. The ranking  of successfu l w as given 

by 27 .9  percent of the  women educators. Only 8 .0  percen t of the 

educational leaders saw  them selves as  m oderately successfu l or 

unsuccessfu l. In con trast, 32.1 percent of the women in business 

ranked  them selves a s  extremely successful, while 67 .9  percen t saw 

them selves as successful. None of the business leaders, 0 percent, 

indicated they were m oderately successful or unsuccessfu l. The chi
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sq u are  value of 11.69016 is significant a t  a  p value of .00852. 

T a b le lS

R an k in g ^o ^C aree^S u cces^b ^W o m en ^d m ln is tra to rs
Type of Success Education Business Chi Square Value

F % F %
E xtrem ely
Successful 2 8 65.1 9 32.1
Successful 12 27 .9 17 61.1
M oderately
Successful 2 4.7 0 0
U nsuccessful 1 2.3 0 0
T otal 43 100.0 2 8 100.0 11 .69016*
* S I 5 S 5 c a n ^ r p n d ! S ^ ^ 0 0 8 M

Table 16 depicts th e  n u m b er of wom en leaders in  education  and  

b u s in e ss  who felt th e ir family com m itm ents k ep t them  from being 

exem plary in  the ir field. Only 2 .4  percen t of th e  w om en educa to rs 

strongly  agreed th a t  family com m itm ents k ep t them  from ou tstand ing  

success in  th e ir field. Some. 9 .8  percen t, agreed th a t  th ey  had  been 

ham pered  by  th e ir  families. T hirty  four percen t d isagreed w ith  the  

idea th a t  th e ir  fam ilies h ad  h indered  th e ir success, while a  m ajority of 

th e  w om en educa to rs, 53 .7  percen t strongly d isagreed  th a t  the ir 

family com m itm ents h ad  h indered  th e ir  career advancem ent. None of 

th e  b u s in e ss  wom en, 0  percent, strongly  agreed w ith th e  idea  th a t 

fam ily com m itm ents h ad  prevented th e ir  career advancem ent. Some. 

14.8 percent, agreed th a t  family h ad  prevented som e career success. 

The m ajority, 59 .3  percent, d isagreed th a t  family h ad  prevented the ir 

success, w hile 25 .9  percen t strongly disagreed w ith  th is  idea. The chi 

sq u a re  value of 6 .27560  w as no t significant.
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Table 16
Family Committment Prevents Success of Women Administrators

Degree of Education Business Chi Square Value
A greem ent F % F %
Strongly Agree 1 2.4 0 0
Agree 4 4.8 4 14.8
Disagree 14 34.1 16 54.3
Strongly Disagree 22 53.7 7 25.9
Total 41 100.0 27 100.0 6.27560*

^ n o T s ig n iE c a n ^ ^ n d f S )  = .09894

Table 17 describes the various career paths th a t the women in 

education and business have taken to obtain their curren t leadership 

positions. It is easily seen th a t they have followed dissimilar paths, as 

Influenced by their en tiy  level positions into their respective 

organizations. While the majority of women in education, 88.3 percent, 

entered their professionals as certified professionals, only 39.3 

percent of the women in  business entered their organizations as 

professionals.

The individual career paths of the respondents in  education 

shows th a t many, 44.2 percent, obtained their curren t positions by 

following a  career path  th a t began as a  secondary certified teacher, 

proceeded to a  staff adm inistrative position before advancing into a 

line adm inistrative position. Those tha t began their careers with 

elementary certification, advanced through staff positions, to line 

adm inistrative positions, represented 16.3 percent of the educational 

respondents. Only 11.6 percent of the educational leaders advanced 

from an  elementary certified position directly into a  line 

adm inistrative role. The sam e percentage, 11.6, held true for those 

with secondary certification. Those entering the educational
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profession as non-certified personnel, represented only 11.7 percent 

of the educational respondents. Of those, 7.0 percent went from a 

non-certifled position directly to a  line adm inistrative position. Non- 

certified personnel who advanced from a staff position to a  line 

position represented 4.7 percent of the educational sample group.

In contrast to education, the majority of the successful business 

leaders, 46.4 percent, entered their organizations as non-professionals 

and advanced to staff administrative responsibilities followed by line 

adm inistration. Twenty five percent of the women business leaders 

began in professional positions and advanced into line administrative 

positions. Professional positions, followed by staff responsibilities and 

then  line leadership represents 14.3 percent of the business women 

respondents. Similarly, 10.7 percent of the business women followed a 

career path  th a t began in a  non-professional position and advanced 

directly into a  line administrative position. The career paths of women 

in educational adm inistrative positions and women in business 

adm inistrative positions was found to statistically significant with a chi 

square value of 2.47998 compared to the p value of .00000.
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Table 17

Career Paths of Women Administrators
Type of Career Education Business Chi Square Value
Path F % F %
Elem entary
Certified 7 16.3 0 0

Staff Position
Line Position

Elem entary
Certified 5 11.6 0 0

Line Position
Secondary
Certified 19 44.2 0 0

Staff Position
Line Position

Secondary
Certified 5 11.6 0 0

Line Position
Non-Certifled 3 7.0 0 0

Line Position
Non-Certified 2 4.7 1 3.6

Staff Position
Line Position

Non-Professional 13 46.4
Staff Position
Line Position

Non-Professional 3 10.7
Line Position

Professional 4 14.3
Staff Position
Line Position

Professional 7 25.0
Line Position
No Response 1 2.3

Total 43 100.0 28 100.0 68.20814*

* significant a t pi .05 (df) = .00000

Table 18 depicts the career advancem ent plans of women in 

education and business administrative positions. In education, 58.1 

percent of the respondents Indicated they anticipated staying in the 

same position, while 34.9 percent indicated they would seek a  higher
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or more responsible position. Only 2.3 percent said they would accept 

a less responsible position. In business. 75.0 percent indicated they 

would look to remain in their same position, with 21.4 percent 

looking to obtain a higher position. The chi square value of 2.47998 

was not significant.

Table 18

Anticipated Job  Change by Women Administrators
Anticipated
Change

Education 
F %

Business Chi Square Value 
F %

Obtaining High 
Position 15 34.9 6 21.4
Obtaining Lesser 
Position 1 2.3 0 0
Staying in Same 
Position 25 53.1 21 75.0
No Response 2 4.7 1 3.6
Total 43 100.0 28 100.0 2.47998*
•not significant a t pi (df3) = .47892

The tabulation of Tablet 19 represents the willingness of the 

respondents to accept the top position within their or another 

organization. In education, 34.1 percent of the women reported tha t 

they would accept a  top position without hesitation. This was followed 

by 26.8 percent of educational respondents who said they would 

decline the offer. Women who would hesitate, b u t probably accept are 

represented by 19.5 percent of the educational respondents, while

14.6 percent of the educational women would accept the position with 

reservations. In business. 32.1 percent of the women would accept 

the positions without hesitation. Others, 21.4 percent, would hesitate
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b u t probably accept an  advancem ent opportunity . Women who would 

accep t the  position w ith reservation  are  rep resen ted  by  17.9 percen t 

of the  sam ple group a s  are  those who would decline the  offer. The chi 

square  value of 1.51860 w as not significant.

T abic 19
W illingness to Accept Top Position 

W ithin an  Organization by Women A dm inistrators
Degree of 
W illingness

E ducation 
F  %

B usiness 
F  %

Chi Square Value

A ccept w ith  no 
h esita tio n 14 34.2 4 32.1
A ccept w ith  
h esita tio n 6 14.6 5 17.4
H esitate b u t 
a c ce p t 8 19.5 6 2 1 .4
D ecline offer 11 26 .8 5 17.4
No resp o n se 2 4.9 8 16.7
T o tal 41 100.0 2 8 100.0 1 .51860*
*not significant a t  pi (df4) = .82341

W omen in  education  and  b u sin ess  were asked  to respond  a s  to 

th e ir  sa tisfaction  in  te rm s of th e ir financial com pensation  in  Table 20. 

W om en in  education , 44 .2  percent, felt they  were well com pensated  

for th e ir  work, w ith  2 5 .6  percen t of the  w om en responding  th a t  they 

w ere extrem ely well com pensated  for th e ir  efforts. Those th a t  felt 

they  w ere satisfactorily  com pensated  m ade u p  23 .3  percen t of the 

educational group. Only 7 .0  percen t felt th a t  they  were unsatisfactorily  

com pensated  for th e ir  work. B usiness wom en, 59 .3  percent, felt th a t 

th ey  were well com pensated  for th e ir efforts, w ith  25 .9  percen t 

respond ing  th a t  th ey  were extrem ely well com pensated . Eleven 

p ercen t felt th e ir  com pensation  w as satisfactory, w ith only 3 .7  percent
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feeling their com pensation was unsatisfactory. The chi square  value of 

2 .3260 w as not significant.

Table 2 0

Financial Com pensation of Women A dm inistrators
Am ount of 

Com pensation
Education 
F %

Business 
F %

Chi Square Value

Extrem ely well 
C om pensated 11 25.6 7 25.9
Well
C om pensated 19 44.2 16 59.3
Satisfactorily
C om pensated 10 23.3 3 11.1
U nsatisfactorily
C om pensated 3 7.0 1 3.7
Total 43 100.0 27 100.0 2 .38260*
•not significant a t pi (df3) = .49688

Table 20  depicts the am ount of em otional com pensation women 

in educational adm inistration and  business adm inistration  receive 

from th e ir jobs. In education. 30.2 percent of the women were well 

com pensated em otionally by the ir positions, while 27 .9  percen t were 

extrem ely well com pensated. Satisfactory com pensation w as felt 27.9 

percen t of the  educational respondents, w ith 11.6 percen t feeling 

unsatisfactorily  com pensated. In business. 42.9 percen t of the 

responden ts felt they received a  satisfactory am ount of em otional 

com pensation from th e ir Job, while 26.9 percen t were well 

com pensated. Extrem e em otional com pensation w as felt by 23.1 

percen t of th e  b u sin ess  respondents, w ith 7.7 percent indicating they 

were unsatisfactorily  com pensated em otionally by the ir positions. The 

chi square  value of 2.06621 w as not significant com pared to a  p value 

of .72358.
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Table 21

Em otional Com pensation of Women A dm inistrators 
A m ount of Education B usiness Chi Square Value
Com pensation F % F %
Extrem ely Well
C om pensated 12 27.9 6 23.1
Well
C om pensated 13 30.2 7 26.9
Satisfactorily
C om pensated 12 27.9 11 42.3
U nsatisfactorily
C om pensated 5 11.6 2 7.7
T otal 4 3  100.0 2 6  100.0 2 .06621*
"*no^l® rd5canT a t pi (df4) = .72358

Table 22 reveals the an n u a l Income range for the educational 

and  bu sin ess  leaders. In education. 39.5 percen t of the  women were 

paid in  a  sa lary  range of $61,000 - $80,000 per year. An equal amount 

of the  educational women, 39.5 percent, were com pensated in  a range 

of $81 ,000  - $100,000. Only 2 .3  percent of the  women fell into the 

$101,000 - $120,000 range as  well a s  in  the  $120 ,000  + range. As 

well, only 2 .3  percen t of these  women were paid $40 ,000  or less.

More women in  bu sin ess  th a n  education were found a t  the  top end of 

the  sa lary  scale, w ith 26.9  percent m aking $120,000 annually . The 

$81,000  - $100 ,000  range w as represen ted  by 23.1 percen t of the 

b u sin e ss  respondents as  w as the  $41 ,000  - $60,000 range. The 

$101 ,000  - $120,000 range found 7.7 percen t of the  b u sin ess  women 

reporting, while only 3 .8  percen t of the b u sin ess  women responded in 

th e  $20 ,000  -$40,000 range. The chi square  value w as considered to 

be significant a t  a  p  value of .01100.
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Table 22

AnnuaHncom^RangeMJ^Wo^
Incom e Range E ducation B usiness Chi Square Value

F % F %
$ 2 0 ,0 0 0 -$ 4 0 ,0 0 0 1 2.3 1 3 .8
$ 4 1 ,0 0 0 -$ 6 0 ,0 0 0 6 14.0 6 23.1
$ 6 1 ,0 0 0 -$ 8 0 ,0 0 0 17 39.5 4 15.4
$ 8 1 ,0 0 0 -$ 1 0 0 .0 0 0 4 39 .5 6 23.1
$ 1 0 1 ,0 0 0 -
$ 1 2 0 ,0 0 0 1 2.3 2 7.7
$ 1 2 0 ,0 0 0 + 1 2.3 7 26 .9
T o tal 4 3 100.0 2 6 100.0  14 .855515*
"significant a t  p i .05 (df5) == .01100

The n u m b er of women In educational adm in istra tion  an d  

b u s in e ss  adm in istra tion  supplying the  prim ary  financial su p p o rt is 

displayed in  Table 23. In education , 54.8 percen t of th e  responden ts 

ind icated  they  were th e  prim ary  financial su p p o rt for th e ir  families, 

w ith  35 .7  percen t reporting  th a t  th e  financial su p p o rt for th e ir  family 

w as equally  sh ared . Only 9 .5  percen t of th e  educational wom en were 

n o t the  p rim ary  financial su pport. In business. 59 .3  percen t of the  

leaders replied th a t  th ey  provided the  prim ary  financial support, w ith

25 .9  p ercen t ind icating  th a t  th is  responsibility  w as equally  shared . 

T he business w om en indicated th a t  14.8 p ercen t w ere n o t th e  

prim ary  financial support for th e ir  families. The ch i sq u are  value of 

.94950  w as n o t found to be  significant.
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Ilblfi-22
Women Administrators Supplying Primary Financial Support

Supplying Education Business Chi Square Value
Primary Support F % F %
Yes 23 54.8 16 59.3
No 4 9.5 4 14.8
Equally Shared 15 35.7 7 25.9
Total 42 100.0 27 100.0 .94950*
♦not significant a t pi .05 (df2) = .62204

Tables 24 and 25 present the results of the question th a t asked 

the respondents to Indicate w hat they perceived to be the top 

problems they experienced as an adm inistrator. In education, the 

feeling of being alone ranked as num ber one. while in  business having 

the sufficient energy for family and professional roles was of chief 

concern. Ranked second among educators was the difficulty In 

maintaining a  private life, as  well as having sufficient energy for family 

and professional roles. Business women ranked second the problem of 

equal salary for equal work . as well as  the difficulty in gaining 

acceptance Into informal clubs, meetings and luncheons. The women 

in education next ranked the lack of advancem ent opportunities, while 

business women reported difficulty In m aintaining a  private life. 

Ranked fifth fay educators w as the problem of being the only female at 

w hile m aintaining a  private life was a  concern for business 

nked sixth for educators was being perceived as  a  woman 

first and  an adm inistrator second as well as being accepted as an  

equal. In contrast, women In business ranked several concerns equally 

Including being accepted as an  equal by male co-workers, lacking the 

essential background and experience for the position, and not being
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taken seriously as  an  adm inistrator. Educators next ranked equal salary 

for equal work and, Other, the column where they could Indicate any 

concerns th a t were no t listed on the survey form. These responses are 

listed in  the Appendices. Ranked n in th  among business women were 

four responses including the feeling of being alone, being the only 

female a t th a t level, as  well as Other. Women educators ranked your 

sex, providing leadership to male subordinates, being assigned tasks 

th a t  restric t the scope of their responsibility, lacking essential 

background and  experience for position and not being taken seriously 

a s  the ir least concerns. Women in business indicated th a t 

advancem ent opportunities, being assigned ta sk s th a t restric t the 

scope of the ir responsibility, and  providing leadership to male 

subordinates a s  being of least concern to them .
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Table 24
__________Most Significant Problems of Women In Education

Number of

Feeling of being alone 16 1
Maintaining provate life 14 2
Sufficient energy for dual roles 14 2
Advancement opportunities 11 4
Being only female a t  this level 10 5
Perceived as  woman first, adm inistrator second 9 6
Accepted as equal 9 6
Equal salary for equal work 8 8
O ther 8 8
Acceptance into informal clubs 7 10
Your sex 4 11
Providing leadership direction to male 
subordinates 3 12
Tasks assigned have limited responsibility 1 13
Lacked experience and  background for position 0 14
Not being taken seriously as  adm inistrator 0 15
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Table 25

Most Significant Problems of Women In Business

Problems of Women
Number of 
Responses Rank

Sufficient energy for dual roles 13 1
Equal salary for equal work 7 2
Acceptance into informal clubs 7 2
Perceived as  woman first, adm inistrator second 6 4 .
M aintaining private life 5 5
Accepted as an  equal by male co-workers 4 6
Lacked experience and background for position 4 6
Not being taken seriously a s  adm inistrator 4 6
Being only female a t th is level 3 9
Feeling of being alone 3 9
O ther 3 9
Your sex 3 9
Advancement opportunities 2 13
Tasks assigned have limited responsibility 
Providing leadership direction to male

2 13

subordinates 0 15

Tables 26 and 27 display the results of the rankings of the most 

influential factors for individuals being in their present position. The 

responses of the two groups are m uch more similar than  the problems 

faced by each group. Women educators rank dem onstrated 

professional expertise a s  being the m ost influential factor in obtaining 

their present leadership role. Business women list dem onstrated 

leadership ability as  m ost influential. Hanked second for educators was 

leadership ability, while business women listed professional expertise 

Third am ong educators was expertise in the field while business 

women listed being a t the right place a t the right time. Both groups
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ranked  working u p  th rough  the  organization as  fourth. Having an  

appropriate college degree w as ranked  fifth by bo th  groups. Women in 

education  listed being in  the  right place a t  the  righ t tim e in  six th  

place, while b u sin ess  women cited experience. H anking seventh  by 

bo th  groups w as knowing som eone of influence w ithin  the 

organization. E ducato rs an d  b u sin ess  women bo th  listed O ther, the 

colum n w here additional concerns could be listed, no o ther candidate  

available, an d  being a  w om an a s  being th e  least influential factors in 

ob tain ing  th e ir  cu rren t leadersh ip  position. C om m ents from the O ther 

section  can  be found in  th e  Appendices.

Table 2 6
Influential Factors for P lacem ent in  C u rren t 

Position of Women in E ducation

Factors of Influence
N um ber of 
R esponses Rank

D em onstra ted  professional expertise 3 7 1
D em onstra ted  leadersh ip  ability 3 6 2
E x p erien ce 2 5 3
W orked u p  th ro u g h  the  organization 14 4
D egree 11 5
Being in  th e  righ t place a t  th e  righ t tim e 
Knowing som eone of influence in  th e

9 6

organization 6 7
O th er 1 8
No o ther cand idate  available 0 9
Being a  w om an 0 9
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Table 27
Influential Factors for Placement in C urren t Position 

of Women A dm inistrators

Problem s of Women
Number of 
R esponses Rank

D em onstrated leadership ability 16 1
D em onstrated professional expertise 15 2
Being in  the  right place a t  the right time 12 3
Worked up  th rough  the  organization 11 4
D egree 8 5
E xperience
Knowing som eone of influence in the

7 6

organization 5 7
Being a  woman 1 8
No other candidate available 1 8
O ther 1 8

The num ber of m em berships held in professional organizations 

is reported in Table 28. It is readily apparen t th a t women educators 

hold a  significant am ount of professional m em berships in  con trast to 

b u sin ess  women. In education. 23.3 percent of the  women hold 

m em berships in four organizations, while 20 .9  percent are  m em bers 

in five organizations. In contrast, the largest group of business 

respondents, 28 .6  percent, holds m em bership in  only one 

organization and  21 .4  percent does no t belong to an y  professional 

organization. The chi square value of 40.69498 is significant a t a  p 

value of .00001.



www.manaraa.com

97

Tftbk 33
M em bership in Professional O rganization 

______________________ by W omen A dm inistrators_______
N um ber of 
M em bersh ips

Education 
F %

B usiness Chi Square Value 
F %

0 0 0 6 21 .4
1 2 4.7 8 28 .6
2 1 2.3 6 21 .4
3 6 14.0 2 7.1
4 10 23 .3 0 0
5 ' 9 20 .9 1 3.6
6 5 11.6 0 0
7 1 2.3 0 0
8 2 4.7 1 3.6
9 4 9.3 0 0
Blank 3 7.0 4 14.3
T otal 4 3 100.0 2 8 100.0  40 .6 9 4 9 8 *

^ s lg n n Jcan T ^ r 'p l (dflO) = .00001

Table 29  reveals th e  num ber of fem inist affiliations th a t are held 

by m em bers in  each  group. The m ajority of w om en in  bo th  groups.

79.1 percen t in  education , and  71.4 percen t in  b usiness, did not 

belong to an y  fem inist organization. In education, 14.0 percen t 

belonged to  one organization, an d  7 .0  percen t to two organizations In 

b u sin ess . 21 .4  percen t of the  women belonged to one o r g a n i z a t i o n  .ind

7.1 percen t to  two organizations. The chi square  value w as no t 

significant.
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Zablfi-28
Membership In Feminist Organizations by Women Adm inistrators

Number of Education Business Chi Sq Value
M em berships F % F %
0 34 79.1 20 71.4
1 6 14.0 6 21.4
2 3 7.0 2 7.1
Total 43 100.0 28 100.0 .69148*

^noT signiScanF  a t pi .05 (df2) = .70770

Membership in civic, church, or o ther organizations is reported 

In Table 30. Again, women in education held more m em berships 

w ithin their com m unity organizations than  did their counterparts in 

business. In education, 25.6 percent of the women held one civic 

m em bership as compared to 35.7 percent in  business. Holding two 

m em berships were 14.0 percent of the women in education and 0 

percent of the women in  business. Having three m em berships were 

25.6 percent of the educators and 10.7 percent of the business 

women. Four m em berships were held by 2.3 percent of the women 

educators and 7.1 percent of the women in business. Having five or 

more m em berships were 16.7 percent of the educators as compared 

to only 3 .6  percent of the business leaders. No m em berships were 

held by 16.3 percent of the educational leaders and 42.9 percent of 

the  women In business. The chi square value of 17.89801 was 

significant a t a  p  value of .03638.
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T able 30

M emberships in Civic Organizations by Women Adm inistrators
Number of Education Business Chi Square Value
M em berships________ F_______ %_______ F_______ %________________
0 7 16.3 12 42.9
1 11 25.6 10 35.7
2 6 14.0 0 0
3 11 25.6 3 10.7
4 1 2.3 2 7.1
5 2 4.7 0 0
6 2 4.7 0 0
7 1 2.3 0 0
8 2 4.7 0 0
9 0 0 1 3.6
Total 43  100.0 28  100.0 17.89801*
•significant a t pi .05 (df9) = .03638

Leadership Effectiveness and Adaptability Description

The data  from the Leadership Effectiveness and Adaptability 

Description Is presented in Tables 31. 32, and 33. Table 31 reports 

the leadership styles of women adm inistrators in education and 

business defined a s  Telling, Selling, Participating, and Delegating. In 

education 53.5 percent of the women indicated they use a Selling 

leadership style w ith 46.5 percent Indicating they use a  Participating 

leadership style. Zero percent of the educational leaders reported they 

used  either a  Telling or Delegating leadership style. Women in 

business were found to use  a  Selling leadership style, 67.9 percent, as 

com pared to a Participating style, 25.0 percent. A Telling leadership 

style w as used by 7.1 percent of the business women. The chi square 

value of 5.72681 was not considered significant com pared to the p
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value of .05707.

Table 32 presen ts the style range of women adm inistra tors in 

education and business. Style range is defined as the degree of 

flexibility a  leader dem onstrates in using various leadership styles. In 

education. 51.2 percent of the adm inistra tors indicated a high degree 

of flexibility. 41.9 percent a  m oderate degree of flexibility and 7.0 

percen t low flexibility. Fifty percent of the b usiness leaders reported a 

m oderate degree of flexibility, w ith 39 .3  percent indicated a  high 

degree of flexibility. Low flexibility w as reported by 10.7 percent of the 

business leaders. The chi square value of 1.04426 w as no t significant 

as com pared to the p value of .59325.

Leadership style adaptability  is represented by Table 33. Style 

adaptability  is defined as the degree to w hich one is able to vary one's 

leadership  style appropriately to the readiness level of a  follower in  a 

specific situation. Educational women, 74.5 percent, indicated a 

m oderate am ount of adaptability, w ith 16.3 percen t reporting high 

adaptability. Only 9.2 percent of the educators revealed low 

adaptability. In business. 67.7 percent of th e  business women reported 

m oderate adaptability, 17.9 percent reported low adaptability, while

14.4 percent indicated high adaptability. The chi square  value of 

6 .57270 w as no t significant.
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Table 31
^adershij3jSfr£les_o£\Vor^^

Leadership Styles Education B usiness Chi Square Value
F % F %

T elling 0 0 2 7.1
Selling 23 53.5 19 67 .9
P artic ipating 2 0 46.5 7 2 5 .0
D elegating 0 0 0 0
T otal 4 3 100.0 2 8 100.0 5 .72681*
*not significant a t pi (df2) = .05707

Table 33
Style Range of W omen A dm inistrators

Degree of Education B usiness Chi Square Value
Flexibility F % F %
High Flexibility 22 51.2 11 39 .3
M oderate Flex 18 41.9 14 50 .0
Low Flexibility 3 7.0 3 10.7
T otal 4 3 100.0 2 8 100.0 1 .04426*
*not significant a t  pi (df2) = .59325 •

T able 3 3

L eadership Style A daptability of Women A dm inistrators
Degree of E ducation B usiness Chi Square Value
A dapatabilitv F % F %
High A daptability 7 16.3 4 14.4
M oderate A dapt 3 2 74.5 19 67 .7
Low A daptability 4 9.2 5 100.0
T otal 4 3 100.0 2 8 100.0 6 .57 2 7 0 *
*not significant a t  pi (df!2) == .88451
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CHAPTER V

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

It is the purpose of C hapter V to sum m arize the study, draw 

conclusions and m ake recom m endations.

It w as the purpose of th is study  to research  and report 

sim ilarities and  differences in career p a th s  and  leadership  style of 

women in educational adm inistration and business adm inistration. A 

sam ple of seventy one women in educational adm inistration was 

selected from the  1992 edition of the M ichigan E ducation  D irectory, 

and  a  sam ple of seventy one women in  business who were selected 

from the 1992 edition of the H arris Michigan Industrial G uide. 

Pertinent career p a th  and  leadership style inform ation w as gathered 

th rough  a  mail questionnaire. A literature search  w as conducted to 

explore the  leadership  behaviors of the women in educational 

adm inistra tion  an d  business adm inistration to determ ine the major 

trends in  these areas. The d a ta  gathered were th en  analyzed to 

determ ine if sim ilarities and  differences exist betw een these  two 

groups of women.

The litera tu re  search  produced a  com prehensive sum m ary of 

leadership  behavior studies. Over tim e leadership theories have 

developed from the  citing of simple observable leader behavior to an 

acknow ledgem ent of the  detailed and  complex rela tionsh ips th a t ex is t  

in contem porary leadership  theories. Early leadership  theories 

depended on the  nam ing of specific tra its  th a t would differentiate the

102
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leader from the worker. Unfortunately, this simple explanation of 

leader behavior could not be substan tiated  with research, and theorists 

looked to other approaches of leadership theory.

Situational leadership was next developed to define w hat 

constitu tes an  effective leader. This theory concluded th a t a  leader's 

effectiveness depends on the situation in which the leader is operating 

as well a s  the abilities, aptitudes and background of the leader. These 

factors, coupled with the goals of the group member, ultim ately 

determ ine the success of the leader. S ituational leadership depends 

th a t a  correct determ ination of the situation be m ade before the 

appropriate leader could be named.

F urther research lead theorists to examine how leaders operate 

in a  given situation. Leadership style, how leaders relate to members 

of the group as well as to the tasks to be accomplished, was examined 

by several studies (Tannenbaum and Schmidt, 1973; Blake and 

Mouton, 1964; Reddln, 1972).

The review of the literature found th a t there h as  been 

considerable research  concerning the emergence of women in 

educational leadership positions. The literature search  briefly 

reviewed the history of women in educational leadership positions, the 

gains th a t women have made adm inistratively as  well as  the barriers 

these women have faced in obtaining their cu rren t leadership 

positions (Warner, 1987; Relf, Newstrom and Monczka, 1975; Pavan 

and  D'Angelo, 1990; Kanter, 1975; Mertz and McNeely. 1990; and 

Jo n es  and Montenegro, 1982). Suggestions were also m ade by several 

au tho rs a s  to ways women could achieve success within their 

organizations ( Wentling, 1992; Morrison et al., 1988; Fernandez.
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1988; Edson, 1988).

Research on women In business found was comparatively meager 

when com pared to the work completed on women in educational 

adm inistration. S tudies done by Nelton. 1991; Moldt, 1991; Loden, 

1985; Muldrow and Boyton, 1979 were used to cite the progress tha t 

women business adm inistrators have made in the last ten years. 

Reasons for their success was found in studies by Haskell, 1985; 

Stechert, 1986; Rizzo and Mendez, 1990; and Eagly and Karau, 1991.

D ata were gathered for th is study using a  standardized 

instrum ent, the Leader Effectiveness and Adaptability Description, 

developed by Hersey and Blanchard and a  biographical questionnaire 

derived from the work of N orthcutt and Benedetti. The questionnaire 

w as used  to solicit information on career paths as well as  other 

personal information. These two instrum ents were used  to gather 

da ta  to answer seven research questions. D iscussion of the 

comparative findings has been organized around these seven 

questions. These questions can only be answered in term s of the 

participants of th is  study. However, the resu lts m ay provide 

inform ation abou t leadership styles and career paths of women in the 

general population in these two areas.

1. W hat are the sim ilarities or differences in leadership styles 

between women in educational adm inistration and  women 

in  business adm inistration?

a. Do women in educational adm inistration have 

different leadership styles th an  the ir female 

colleagues in business adm inistration?
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b. Are the groups com parable in term s of educational 

a n d /o r  leadership training?

The LEAD d a ta  indicate there is no significant difference in 

leadership style between the  two groups. Both groups indicated th a t 

the Selling style of leadership w as m ost prevalent for each group; 

selling being defined as  high ta s k / high relationship. In education.

53.5 percent of the women indicated they used  a  Selling leadership 

style. In business, 67.9 percent of the women indicated they used  a 

Selling style of leadership.

This resu lt differs from a  sim ilar study  by Dickson (1988) using  

th e  Leadership Behavior Description Q uestionnaire who found th a t the 

leadership styles varied w ith the occupational field and  the m anagerial 

level of the women surveyed. This also differs from research  by 

Benedetti (1975). using  the Leadership Opinion Q uestionnaire th a t 

found th a t women in education p u t em phasis on h u m an  relations while 

women In business were oriented toward ta sk  relations.

Hennlg (1970) reports th a t women experience a  change in 

leadership style a t abou t age 40 from a  closed ta sk  oriented style to a 

more open, h u m an  relations oriented style. Both groups in th is study 

appear to have m ade th a t transition. This is not conclusive, however, 

a s  there is no d a ta  to indicate w hat the ir style w as a t an  earlier age.

In term s of style range, no significant difference w as found 

betw een th e  women in  educational adm inistration  and  those in 

bu sin ess  adm inistration. Style range, being defined as the  degree of 

flexibility a  leader dem onstrates in  using various leadership  styles. In 

education, 51.2 percen t of the women indicated a  high degree of 

leadership  flexibility, w ith 39.3 percent of the b u sin ess  women



www.manaraa.com

106

indicating a  sim ilar degree. M oderate flexibility w as reported by 50.0 

percent of the business women and  41.9 percent of the educational 

leaders.

Leadership style adaptability is also addressed by the LEAD. 

Leadership style adaptability  is defined as the degree to which one is 

able to vary one's leadership style appropriately to the readiness level 

of a  follower in a  specific situation. In both  groups the majority of 

women Indicated a  m oderate am ount of adaptability. 74.5 percent in 

education and 67.7  percent in business. This usually  Indicates a  leader 

w ith a  pronounced prim ary leadership  style w ith less flexibility into 

the  secondary styles.

It can be concluded th a t women in  educational adm inistration 

an d  bu sin ess  adm inistration  do not have different leadership styles, 

leadership  flexibility or leadership  adaptability  as  m easured  by the 

Leader A daptability and Effectiveness Description.

The d a ta  indicate a  significant difference in the  level of 

education of these  two groups of women. A Doctorate w as held by 54.8 

percen t of the  women in  education, while none of the bu sin ess  

responden ts h ad  com pleted th a t level of education. A M asters degree 

w as held by 35.7  percent of the women adm in istra to rs in education 

an d  25 .0  percen t of the  business women. In education, 4 .8  percent 

held only a  Bachelor degree, while 46.4 percent of the b u sin ess  

wom en held th a t  degree. It is possible to conclude from these 

findings th a t  a  higher level of education is necessary  for women to 

advance in  the  educational ranks as opposed to business.

A study  by B enedetti (1975) found th a t 75% of the  successful 

wom en adm in istra to rs  held doctoral degrees while only 21 percen t of
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the business leaders were college graduates a t th a t time. In m aking 

th is  com parison, it m ay be concluded th a t a  doctoral degree may not 

be as  necessary  as it once was for advancem ent to the top educational 

adm inistrative posts, b u t is still im portant. More business women are 

now furthering the ir education and, a s  a result, more highly educated 

th a n  were the ir coun terparts in the  m id-1970's.

2. W hat are the sim ilarities or differences in career p a th s

between women in  educational adm inistration  and those in 

business adm inistration?

a  Do bo th  groups have com parable career paths?

b. Did the groups take sim ilar career p a th s  as

com pared to m en w ithin the ir respective 

organizations?

The career p a th s  of the  women in  educational adm inistration 

and  those in  bu sin ess  adm inistration are dissim ilar, a s  influenced by 

the ir en tiy  level positions into the ir respective organizations. While 

th e  m ajority of women in  education, 88 .3  percent, en tered the ir 

professions a s  certified professionals, only 39 .3  percent of the women 

in b u sin ess  entered the ir organizations as  professionals.

The individual career p a th s  of the respondents in  education 

show s th a t  th e  h ighest percentage, 44.2 percent, obtained the ir 

cu rren t position by following a  career p a th  th a t began a s  a  secondary 

certified teacher, proceeded to a  staff adm inistrative position before 

advancing into a  line adm inistrative position. This corresponds with 

earlier research  by Pavan and  D*Angelo. (1990); Mertz and  McNeely. 

(1988); Shakeshaft,(1986); Pavan. (1985); an d  K anter, (1975).
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In contrast to education, the majority of the successful business 

leaders, 46.4 percent entered their organizations as non-professionals 

and advanced to staff adm inistrative responsibilities followed by line 

adm inistration. This corresponds to studies by Dickson, (1988); 

Newcombe. (1985); Anderson, (1983); Kanter, (1977), th a t show th a t 

while all superintendents came from the professional ranks as 

teachers, in  business, secretary to the chief executive officer was the 

m ost common level of entry  for women.

The career paths of the women in educational adm inistration 

and business adm inistration vary from those of their male colleagues. 

The majority career path  for women educators in th is study: secondary 

teacher to staff adm inistration to line adm inistrator is no t the sam e as 

th a t followed by male adm inistrators who followed a  path  as  a 

secondary teacher to line adm inistrator (Pavan and D’Angelo, 1990; 

Mertz and McNeely, 1988; Pavan, 1985; Shakeshaft 1986;

Laldler,1982; Kanter, 1975). In business, the career path  followed by 

women in  th is study, non-professional to staff adm inistration to line 

adm inistration w as not the sam e as the same as those followed by their 

m ale colleagues: professional to line adm inistrator (Dickson, 1988; 

Newcombe. 1985; Anderson, 1983).

3. How do women achieve the top positions w ithin their 

organizations?

The top positions within the educational and business arenas 

w as achieved through a  variety of sources, some of which will be 

discussed In Question 5. A prim ary source of assistance for the 

successful women in  both groups was the use of a  m entor. A mentor
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assisted the women adm inistrators in their career advancement, with

97,6 percent of the women adm inistrators in education receiving such 

assistance and 63.0 percent of the business women. This corresponds 

with other studies th a t found tha t sponsorship was very im portant to 

career advancem ent ( Wentling, 1992; Edson, 1988; Morrison e t 

al., 1988: Newcombe, 1985; Jones and Montenegro, 1982). These 

studies found th a t the m entors provided women with Job 

opportunities and challenges to dem onstrate their skills and abilities, 

offered feedback on their performance, gave useful advice, shared 

expertise with them, encouraged them to a  high standard  of 

performance and acknowledged their skills and talents.

It can be concluded th a t m entors have had  a  direct impact of the 

careers of the women in th is study as evidenced by the high num ber of 

positive respondents.

4. W hat common behavioral descriptors can be attributed to

each group?

a. Are the groups the sam e in term s of age, num ber of 

siblings, marital and family s ta tus?

b. How do the groups compare in term s of salary, size 

of their organization and feminist affiliation?

c. Is one group more mobile in term s of frequency of 

Job moves?

The age differences tha t exist between the women in 

educational and business adm inistration were not significant, although 

the women in business were somewhat younger th an  their 

counterparts in education, with 46.4 percent of the business



www.manaraa.com

110

respondents in the 36-45 years of age category.

In terms of num ber of siblings, the majority of the women in 

education, 84.3 percent, had three or fewer siblings, while women in 

business, 53.8 percent, had three or fewer siblings. Again, this was 

not found to be of statistical significance. In term s of sibling order 

within the family, 54.2 percent of the women in education noted that 

they had one sibling older than  themselves, with 55.0 percent of the 

women in business indicating they had one older sibling. This was not 

a significant difference.

The marital s ta tu s of the women in this study was also not 

statistically different. Women adm inistrators in education, 46.5 

percent were married, as compared to 50 percent of the business 

women. Only 16 percent of the women educators indicated they were 

divorced, as  opposed to 25 percent of the women in business. A 1975 

study by Benedetti shows th a t 75 percent of the women educators 

were unm arried as opposed to 25 percent of the business women.

The increase in the num ber of married women educators cannot be 

attributed to a  single source, b u t may reflect a  trend in  general of 

women more readily combining family and careers.

In regard to the num ber of children had by each group of 

women, in both  groups over 80 percent have two or less children.

This corresponds to previous studies by Ed son, 1988; and Anderson. 

1983; who found th a t successful adm inistrators had  few or no 

children.

In conclusion, there appears to be little difference in the family 

background to these two groups of women.

The annual income range for both groups showed some
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significant differences. In te rm s of the top of the  sa lary  range. 26.9  

percen t of the  b u sin ess  women m ade $120,000+  per year a s  opposed 

to only 2 .3  percen t of the  wom en in education. At th e  bottom  of the 

sa lary  range. 2 .3  percen t of the  educational women m ade $40 ,000  or 

less a  y ear as opposed to 3 .8  percent of the  b u sin ess  women. The 

difference in  sa lary  can  perhaps be a ttribu ted  to the fact th a t  school 

adm in istra to rs  are  paid from public tax  funds as  opposed to  the  private 

sector.

In te rm s of th e  size of th e ir respective organizations, women in  

education  belong to larger organizations averaging 530 em ployees. In 

b u s in e ss  th e  average size of the  organization w as 302. This 

co rresponds to an  earlier s tu d y  by B enedetti (1975) th a t  ind icates th a t 

w om en in  b u sin ess  have m ore of an  opportunity  to reach  

adm inistrative positions w ith a  sm all firm, while in education  the size 

of th e  in stitu tio n  Is no t a  determ ining factor.

The responden ts did no t Indicate a  large partic ipation  in  

fem inist organizations, w ith  only 14 percen t of th e  educational women 

an d  only 21 percen t of th e  b u sin ess  wom en acknowledging any 

affiliation. More m em bersh ips were held in  civic or ch u rch  

organizations w ith  25 .6  percen t of th e  wom en in education  an d  35.7  

p ercen t of th e  w om en in  b u sin ess  having one m em bership  w ith in  

th e ir  com m unity. Professional affiliations w ere held  by m ore 

educational w om en th a n  b u s in e ss  women, w ith 20 .9  percen t of the 

educational wom en having m em bership  in  five organizations. The 

la rgest group of b u s in e ss  resp o n d en ts ,28 .6  percen t hold  m em bership  

in  only one organization an d  21 .4  percen t does no t belong to  any  

professional organization. The difference in  th e  n u m b er of
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professional affiliations w as considered significant and  m ay indicate 

th a t  educational women more readily seek  netw orking opportun ities 

th a n  the ir b u sin ess  colleagues or th a t m ore organizations are  available 

for m em bership .

In conclusion, m ore b u sin ess  wom en are a t the  top of the  salary  

range th a n  the ir co u n terp arts  in  education. However, th e  women in 

education  are employed by  larger organizations andTare m ore active in 

civic and  professional organizations th a n  are  w om en b u sin ess  leaders.

The m obility of the  women adm in istra to rs  in  te rm s of the  

n u m b er of tim es they  changed positions p rio r to th e ir cu rren t position 

w as closely related. The educational adm in istra to rs averaged 4 .32  

m oves to  th e ir  cu rren t position, while the  b u sin ess  adm in istra to rs  

averaged 3 .89  moves. This corresponds to  th e  n u m b er of w om en in 

educational adm in istra tion  who h ad  been in  th e ir  positions 1 to 5 

years, 69 .8  percent, a s  opposed to  women in  b u s in e ss  adm inistra tion .

35 .7  percent, w ho h ad  held th e ir positions for the  sam e length  of 

tim e. W hile n o t sta tistically  significant, it show s th a t  w om en in 

b u s in e ss  adm in istra tion  do ten d  to s tay  in  the ir positions slightly 

longer th a n  do w om en in  educational adm inistra tion .

5. W hat have been  th e  m ost im portan t influences in obtaining 

th e ir  c u rre n t positions?

T he m o st influential factors, reported  by bo th  g roups of women 

are  th e  following:

D em onstra ted  leadersh ip  ability 

D em onstra ted  professional expertise 

E x p erien ce
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Being a t the right place a t the right time 

Worked up  through the organization 

Degree

The influential factors listed by the respondents in th is study 

agree exactly w ith those generated in a  similar study  by Benedetti 

(1975). The only change w as in the inclusion of degree by business 

women a s  an  influential factor; previously it had  been listed only by 

educational women. This corresponds to the increased num ber of 

business women who have completed educational degrees since the 

1975 study.

6. W hat com mon problem s in adm inistration do the two 

groups share?

The women adm inistrators did no t agree as to the common 

problem s th a t they face. The educational women ranked their 

problem s a s  follows:

Feeling of being alone 

M aintaining a  private life 

Having sufficient energy for dual roles 

Advancem ent opportunities 

The b iah ifM  women ranked their problem s as follows:

-  Having sufficient energy for dual roles 

Equal salary for equal work 

Acceptance into informal clubs 

Perceived as  a  women first, adm inistrator second

W hen com paring these resu lts  with the  Benedetti study  (1975). 

th e  educational women ranked three of the four problem s the same:
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M aintaining a  private life; Feeling of being alone;and Sufficient energy 

for d u a l roles. The b u sin ess  wom en only listed  one problem  consisten t 

w ith  th e  B enedetti study: Equal sa lary  for equal work.

As th e  prim ary  focus of th is  s tu d y  w as to  find sim ilarities or 

differences betw een w om en adm in istra to rs  In education  an d  b u sin ess  

in  te rm s of leadersh ip  style, career p a th s  and  o ther personal 

characte ristics, th e  following sum m ary  of s ta tis tica l significance is 

offered.

1. W omen in  education  h ad  been  in  the ir professions longer 

th a n  h ad  women in  business.

2. The w om en in  education  held h igher educational degrees 

th a n  th e  wom en in  business.

3. W omen ed u ca to rs  ranked  them selves m ore often a s  

extrem ely successfu l th a n  did th e ir  co u n te rp a rts  in  

business.

4. The career p a th s  w ere different betw een th e  two g roups 

o f women.

5. M ore b u s in e ss  w om en a re  found m aking  $120,000+  per 

y ea r th a n  w om en in  education.

6 . W o o tS  in  education  hold  m ore m em bersh ips in  

|W$nionnl organizations th a n  do w om en in  b usiness. 

C M c a n d  ch u rch  m em bersh ips a re  m ore com m only held 

b y  w om en educato rs th a n  b u s in e ss  wom en.
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The focus of th is study was to determine the similarities or 

differences between women adm inistrators in education and business.

There appears to be some basic similarities between the two 

groups. First, the leadership style used by both groups of women as 

m easured fay the Leader Effectiveness and Adaptability Description was 

the same. This is in  contrast to earlier studies th a t found differences 

in  leadership styles between these two groups.

Secondly, the basic backgrounds of the two groups are similar in 

term s of age, m arital sta tus, num ber of siblings, num ber of children, 

num ber of years in  their current positions and  frequency of Job 

changes.

Third, the women In both groups responded similarly in term s 

of satisfactory financial and emotional compensation, financial support 

of their families, as  well a s  the Im portant influences in obtaining their 

cu rren t positions.

Several significant differences were found between the  two 

groups. The career pa ths of the  educational leaders differed from th a t 

of the  business leader primarily in  term s of the  entry  level position. 

Both groups tended to advance from the entry  level position to a  staff

admhaMrattve position to line adm inistrative responsibilities.

groupa w ith th e  educational leaders having more education. However, 

the business group surveyed showed higher educational levels than  

previous studies.

In term s of success, women in  education regarded themselves as  

more successful th an  women in business, w ith the women in
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education more often m aking use of a  m entor to advance their career. 

Women in business, however, were more likely to be found a t the top 

end of the salary range than  their educational counterparts.

Major differences exist in w hat the women leaders perceive as  

their m ost common problems. While women in education ranked the 

Feeling of being alone a s  their top problem, women in  business 

indicated th a t having Sufficient energy for dual roles as their top 

concern. O ther rankings of common problem s also differed.

gnf fMtlons far FqrthCT 9tHdT
There are  several suggestions th a t can be m ade for further study. 

Among these are:

1. A continued exam ination of leadership styles am ong women 

leaders to determ ine if the resu lts of th is  study  can  be 

confirm ed.

2. In dep th  interviews w ith women in  leadership positions to 

exam ine how they  are dealing w ith th e  common problem s 

identified in  th is  study.

3. Additional research  is  needed to determ ine if women leaders in  

b usiness really a re  no t being paid equally in  com parison with 

th e *  m ale counterparts.

4. JfcantbitMKl exam ination of the  career p a th s  of business women 

ft* te rm s of the ir en try  level positions to  determ ine if the ir 

increased educational levels, a s  noted in  th is  study, ere  having 

any  direct im pact.

5. A continued m onitoring of the  overall num ber of women in 

leadership  positions to  determ ine if women will continue to
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m aintain the gains they have made, as  well as  to note the lose or 

Increase in  the total num ber of positions available to women.
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Responses to Question 18 
Marked "O ther 

By Women Educational Administrators

Lack of female networking 

Other females 

Accepted by vendors

I don't believe being a  women has presented any.

Delegation

Misconceptions about women leaders -held by women and men

The limitations I place on me

Male believing over female

Token" female candidate for promotion

None of the above has been problematic

No really serious problems

I have not really experienced difficulties because I am a  woman.
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Responses to Question 19 
Marked "Other”

By Women Educational Administrators

Courage to speak up
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Responses to Question 18 
Marked "Other"

By Women Business Administrators

The challenges I face a s  an administrator have relatively little relationship to my 
sex. Being a  women has Qfli inhibited me in any significant way - I believe 
sexism is an obstacle only if you allow it to be. Also the choices listed below 
seem  outdated to me and, I would guess, [sic] unusual problems at the 
executive level (significantly anyway). The problems I've faced a s  a  senior 
executive woman in my organization are much more complex:

1. Exclusion from social activirtes with CEO and executives, due to 
sexual charges

2. Not being taken seriously by male members outside the 
organization

3. Sexual attention from men outside of my organization 
(especially customers - although ggt a  problem for 
vendors - companies I manage)

Assumption that the President/Owner of a  manufacturing company 
must be a  man

I have had no such problems

I tend to look youger than my age, and this along with being a  woman, has 
lessened by credibility at times, much more so than it would for a  young male
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Responses to Question 19 
Marked "O ther 

By Women Business Administrators

As Owner - felt it necessary to take over 

I created the business and am sole owner
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PLEASE NOTE

Copyrighted m a te r ia ls  in  t h is  document have 
not been f i lm e d  a t  th e  request o f  th e  au tho r  
They a re  a v a i la b le  f o r  c o n s u l ta t io n ,  however 

in  th e  a u th o r ’ s u n iv e r s i t y  l i b r a r y .

1 2 5 -1 3 1

U n iv e r s i ty  M ic ro f i lm s  In t e r n a t io n a l



www.manaraa.com

CO RRESPON D EN CES

132



www.manaraa.com

133

couLcct  o r  touCAfion

W A Y N E  S T A T E  U N I V E R S I T Y
O f  f H O l T .  M I C H I G A N  4 «  J 0 1

January 5, 1993

Dear Administrator,
Recently you were sent two brief surveys regarding women in 

leadership for a dissertation research project sponsored by Wayne 
State University. Unfortunately, as of this date I have not yet 
received yours.

• I know that this is an extremely busy time of the year, but I 
hope that you will take a few moments to complete the surveys. 
Each one that is returned insures the statistical validity of the 
project.

Please know that I appreciate your time and effort on my 
behalf.
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v v a y n e  s t a t e  u n i v e r s i t y

t O G C A f . O N  0 1  r « O l  r .  M I C H I G A N  4 * 1 0 4

December 15, 1992

Dear Educational Leader:
I have selected your name as an educational administrator from the 
1992 edition of Michigan Educational Directory. As part of a research project under the supervision of the Department of 
Organization and Administration, Wayne State University, I am 
completing a study on the leadership styles and career paths of 
women in educational administration and women in educational 
administration and women in business administration.
I think you will agree, that there are very few women in top level 
positions in either education or business administration. There 
are even fewer in-depth studies that deal with the leadership 
styles or career paths of these present leaders. I am attempting 
to add to these studies with this research. With your cooperation, 
I believe this is possible.
There are two questionnaires to be completed: The Leader
Effectiveness and Adaptability Description, which elicits your 
opinion. With this instrument I hope to establish a pattern of 
responses of successful women administrators. The second 
instrument is a basic biographical questionnaire. This will be 
used to gather basic data and provide information to determine the 
career paths of successful career women. I believe both 
instruments should take a minimum of twenty minutes to complete. 
It is most important that you make a response to all of the 
questions on both questionnaires.
I am aware that you are very busy at this time of the year, but I 
am confident that the time spent will be well worth the results; 
with you cooperation I believe I can insure a study that will 
provide an impact in this area. All information will remain 
confidential and unidentifiable.
Enclosed is a return, stamped, self-addressed envelope for your 
convenience. If you are interested in the results of this study, 
please indicate on the Biographical Questionnaire.
Please return this information by January 2, 1993. Thank you in 
advance for your cooperation.
Sincerely,
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COLlCCf O f  ( O u C a I i O n

W A Y N E  S T A T E  U N I V E R S I T Y
D l  f t t o i  r. M I C H I G A N  4 « J 0 1

December 15, 1992

Dear Business Leader:
I have selected your name as a business leader from the 19 9 2 edition of Michigan Harris Industrial Guide. As part of a research project under the supervision of the Department of Organization a n d  
Administration, Wayne State University, I am completing a study on 
the leadership styles and career paths of women in educational administration and women in educational administration and women in 
business administration:
I think you will agree, that there are very few women in top level positions in either education or business administration. There are even fewer in-depth studies that deal with the leadership 
styles or career paths of these present leaders. I am attempting 
to add to these studies with this research. With your cooperation, 
I believe this is possible.
There are two questionnaires to be completed: The LeaderEffectiveness and Adaptability Description, which elicits y o u r  opinion. With this instrument 1 hope to establish a pattern or  responses of successful women administrators. The s e c o n d  
instrument is a basic biographical questionnaire. This will ce used to gather basic data and provide information to determine the 
career paths of successful career women. I believe both 
instruments should take a minimum of twenty minutes to complete. 
It is most important that you make a response to all of the 
questions on both questionnaires.
I am aware that you are very busy at this time of the year, but I 
am confident that the time spent will be well worth the results, 
with you cooperation I believe I can insure a study that w:.. 
provide an impact in this area. All information will r e m a . n  
confidential and unidentifiable.
Enclosed is a return, stamped, self-addressed envelope for your 
convenience. If you are interested in the results of this study, 
please indicate on the Biographical Questionnaire.
Please return this information by January 3, 1993. Thank y o u  . n  
advance for your cooperation.
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This research w as conducted to determ ine the sim ilarities or 

differences in leadership styles and career paths of executive women in 

K-12 education and business adm inistration for sm all business to major 

corporations w ithin the sta te of Michigan. Its purpose w as to identify 

specific leadership styles and career paths of those women already in top 

adm inistrative positions to serve as guides to those who w ish to duplicate 

their efforts.

The d a ta  for th is study  were gathered through questionnaires 

mailed to seventy one women in each sample group. Two questionnaires 

were sent, the Leader Effectiveness and Adaptability Questionnaire 

(LEAD) by Hersey and B lanchard and a  biographical questionnaire 

derived from the work of Northcutt and Benedetti.

The resu lts of the study  indicate some basic sim ilarities between 

the two groups. F irst the leadership style used by both groups as 

m easured by the LEAD w as the same. This is in con trast to other 

studies th a t found differences between the two groups.
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Secondly, the basic backgrounds of the two groups are similar in 

term s of age, m arital sta tus, num ber of siblings, num ber of children, 

num ber of years In their current position and frequency of job changes.

Third, the women in both groups responded similarly in term s of 

satisfactory financial and  emotional compensation, financial support of 

their families, as well a s  the im portant Influences in obtaining their 

curren t positions.

Several significant differences were found between the two groups. 

The career p a th s of the educational leaders differed from th a t of the 

business group primarily in  term s of entry  level position. Both groups 

tended to  advance from the  entry level position to a  staff adm inistrative 

position to line adm inistrative responsibilities.

There were also differences in the educational levels of the two 

groups w ith the  educational leaders having more education. However, 

the business group showed higher educational levels than  previous 

studies.

In term s of success, women in education regarded themselves as 

more successful th an  women In business, w ith the women In education 

more often m aking use  of a  m entor to advance the ir career. Women in 

business, however, were more likely to be found a t the  top end of the 

salary  range th a n  the ir educational counterparts.

M g o r differences exist in  w hat the women leaders perceive as their 

m ost rranmrm problems. While women in  education ranked the  Feeling 

of being alone a s  the ir top problem, women in  business Indicated th a t 

having sufficient energy for dual roles as  the ir top concern. O ther 

rankings of common problems also differed.
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