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ABSTRACT 

'11he problem of this field study was to obtain, orgai:.ize and 

present data of an available sample from rrale and ferrale educators and 

noneducators, and to determine the effectiveness of warren administrators 

as perceived by v.0rren and rren. 

The purpose of this study was to examine the hypotheses 

expressed in the following objectives: 

1. To examine the anount of exposure the respondents have had 

to 'WO!Ten administrators. 

2. To determine the percentage of w::xren administrators employed 

in the respondents' places of ernployrrent. 

3. To examine the possibility that 'WOlTen possess 

characteristics different from rren in a leadership role. 

4. To examine the possibility that ~ cause behavior changes 

in subordinates. 

5. To determine copeability under stress in rren and v-.1aten 

administrators. 

6. To identify classifications of the leadership sho.vn 

res~ndent s . 

7 . To establish the need for achieverrent in v.Drren and rren. 

To obtain this inforrration, interviews, following an evaluative 

questionnaire as a guide, ~re conducted with 25 rrale educators, 25 

female educators, 25 male noneducators, and 25 ferrale noneducators, all 

of whom had served under both rrale and ferral~ administrators. One 



hundred resp :mses were r ece i ved ai'l.d ana l yzed , and the data wer e i..r1cluded 

in this scudy . 

Conclusions based on findi ngs indicated: 

1. \.'brren do -possess characteristics different from rren in a 

leadership role. 

2. v.en, at t.irres, held higher opinions of waren than did worren. 

3. W:Jrren have a greater need for achieverrent. 

4. i1en 1 s :perceptions of the effectiveness of v.Drren 

administrators differed little when compared to warren's 

perceptions. 

There were slight relationships f ound arrong gender, educator and 

noneducator, levels of rranagerrent, exposure to ferrale administrators, 

change s in wDrk environrrent, and kinds of leadership. 

'Til.e major conclusion drawn from this study was that there is 

little di ffe rence between the female's :perception of the effectiveness 

of the female administrator and the rnale's :perception of the 

effectiveness of the ferrale administrator. Ferrales often are accept ed 

better by rren than by wDrren was a surpr ising conclusion for this 

r e searcher. 
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Chapter 1 

INTRODUCTION 

All societies define sex roles and fonn images of family and 

occupational life . W::>rren predominate "waren's jobs" in employrrent but 

are often excluded from "men' s jobs ." W:Jrren's jobs are rrore often 

health, horre, and heart related rather than rranagerial, executive 

positions. 

WorrP..n are accredited with possessing a set of characteristics 

pertaining to rranagernent that can either keep them fran becoming 

administrators or can help them beccrre administrators, depending on who 

is giving the credit. 

Staterrent of the Problem 

Worren diff er arrong themselves as to ho.-J they feel aoout wcnen 

administrators . Their feelings also often differ from rren's feelings 

aoout ware.."1 administrators. 

The purpose of this study was to compare warren 's perceptions of 

the effectiveness of wrnen administrators with rren 's perceptions of the 

effectiveness of v,0rren administrato:i::-s. 

Staterrent of the HYP?theses 

The hyp:itheses of this study were e,xpressed in objective form 

and included the follo.ving: 

( 1) To exami.T1e t.l-ie arrount of exposure the respondents have had 

to v,0rren administrators, 
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(2) To determine the percentage of wDrren administrators 

employed in the respondents' places of employrrent, 

(3 ) To examine the possibility that wDmen possess 

characteristics different from men in a leadership role, 

(4) To examine the possibility that wDmen cause behavior 

changes in suoordinates, 

(5) To determine copeability under stress in rren and wDrren 

administrators, 

(6) To identify classifications for the leadership shown 

respondents, and 

(7) To establish the need for achievement in \v\'.JITten and men. 

Limitations and Procedures of the Study 

This study dealt only with the perceptions of the effectiveness 

of women administrators. A structured interview was conducted through 

the use of an interview questionnaire. A statement describing the 

general pu:q::ose of the research was presentd to each resp:mdent. The 

resp::mdents were inforrred in writing of thei r legal rights and they 

signed an Inforrred Consent Staterrent required for research involving 

hUitBJl subjects. 

1nis writer administered closed form questions which permitted 

only certain resp)nses in order that quantification and analysis of the 

results could be carried out efficiently . This limitation prevented the 

resp:::indents from giving thei~ personal opinions . 

Resp:mdents were chosen by availability . All subjects were 

adults , half of which were professional educators ari.d the r emaining 

portion hel d noneducation positions. Avail abi l ity of subjects who had 

,,;orked wi th both a male and female admini strat or was a liinitati on . 
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Another limitation of the study was the minirral number of 

samples used due to the extensive tir.e involved in the interviewing 

process . The questionnaire interview was limited to the objectives of 

the survey and the inforniation r ecei ved was dependent on the accuracy of 

the resr,-onses . 

Conclusions reached in this study can only be generalizej to 

similar r,-opulations, although, according to replications, studies with 

larger r,-opulations show similar results . 

Resr,-ondents were broken down statistically as to sex , title, and 

establishrrent but not by age, marital status, number of children, 

experience , or fornal training . Anonymity was ffi3.intained . 

D=finitions of Terms Used 

The following definitions are provided for a better 

understanding of certain terms used in this study : 

Mn.inistrator . A person apr,-ointed to direct rrembers of a group . 

This one term was used to represent persons whose official titles could 

be principal , ITB11ager , superintendent , dean , chaiq::erson , forerra.n., 

supervisor, or director . 

Coercion. The practice of an administrator using threat on a 

sul:ordinate to achieve canpliance (Yukl, 1981) . 

Excert Power . Special kno.vledge and exper::ise on t.11e pa_rt of 

the administrator used as power over the sutorclinate (Yukl , 1981 ) . 

Inspirational are:al . A.1 inducerrent by the adTii.nistrator to the 

sutordinate to achieve conpliance out of loyalt1 to t.11e group (Yukl , 

1981) . 
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Legitirrat e r equest. An inducerrent by the administrator t o the 

sul:::x::)rdinate t o achieve conpl iance based on the administrator' s right t o 

rrak.e such a request (Yukl, 1981). 

Personal identification. An imitating of the behavior of an 

adrninistrator by a subordinate to becorre rrore like the administrator 

( Yukl , 19 81) . 

Re sponse Effect. The tendency of the respondent to give 

inaccurate responses (Borg and G3.ll, 1979). 

Situational engineering. The influencing by the administrator 

of the subordinate through I11a11ipulation of physical and social 

situations (Yukl, 1981). 

Structured interview. A series of questions that can be 

answered by selecting one of a set of alternate choices (Borg and G3.ll, 

1979). 

Subordinate. A rrember of a group who performs under the 

direction of an administrator. 

Assumptions 

In conducting a study of this nature, certain basic assumptions 

were necessary. After the related literature and research studies were 

reviet-1ed , t he findings of this study are based on the following 

assumptions without testing: 

1. The questionnaire was a valid rreans of rreasuring the 

objectives. 

2. The anonymity of the que stionnaire allCMed respondents to 

answer the questions freely and hone stly wi thout threat ening 

rer::ercuss i cns . 



3. All the respondents were adults and all understcx::<l the 

questions . 

5 

4. ~.11 the respondents had held positions under both a ~ale and 

a female administrator. 

5. The total sample p:ipulation selected was represented one 

hundred percent by completed interview questionnaires. 



Chapter 2 

REVIEW OF THE LITERA'IURE 

Only a srriall fraction of the administrative positions in 

Arrerican public sch(X)ls are occupied by worre.11, whereas women comprise a 

ID3.jority of the teachers in those sch(X)ls. The United Sch(X)l 

.Administrators of Kansas in 1979 (Adkison and Bailey, 1981) was 

instrurrental in involving superintendents in a project to prorrote 

leadership qualities in worren. It has brought, according to the r eport, 

into education administration worren who might not otherwise have entered 

the field and it has derronstrated that worren can be outstanding 

administrators. 

According to a survey ffi3.de by the U.S. Departrrent of Labor 

(Ginzberg and Yohalem, 1973) a quarter of all warren -workers ~re 

clustered around five occupations--secretary, retail salesperson, 

household \.vOrker, lxx:)kkeeper, and elerrentary sch(X)l teacher. Half of 

all wuren workers were employed in only 21 ocet.:.pations, whereas half of 

all ma.le workers were rrore broadly distributed over 65 occupations. 

While worren are excluded from sorre positions they predominate in 

others . Included in the exclusions often are rranagerrent positions and 

jobs leading to ma.nagerrent . Psychological obstacles get in tl'ie way of 

waren. The Journal of New York .State Boards Association published a 

study (Freecrran, 1980 ) that revealed sane psychological obstacles . The 

greatest obs::.acles, according to this report , were tradition and t__rie 

persistence of stereotypes. Certain leadership qualir.ies frequently 

6 



approved of in rren but sorretirres found overbearing in ¼DITeI1 were 

errotional stability, aggressiveness, and self-reliance. 

7 

Other studie s offer data as to why ¼lOireI1 do not attain 

leadership i::ositions. Forty-one percent of the executives surveyed in a 

Louis Harris Poll of cori::orate officials for Business Week (Aig, 1982) 

felt it had been harder to prorrote v.UTen to high level i::ositions than 

t hey had thought it would be and they agreed that rren don't like to take 

orders from warren. 

Another study to find out how rapidly acceptance of warren in 

managerrent was occurring at an attitudinal level concluded the higher 

the level of education of the executive, the rrore likely it is that he 

has a high acceptance of \oJOrren in nontraditional (rranagerial) roles 

(Baron , 1982). Fifty percent of the rren in rranagerrent surveyed accepted 

worren as rranagers. Also concluded was rren who \oJOrked for a wure.n 

manage r generally have a higher acceptance of \oJOrren in managerrent roles. 

This study affil.--rred that education is the one comron dencm.inator in 

acceptance of , and adaptation to, a significant social change, namely 

waren in nontraditional roles. 

Many studies on achieverrent presented inconsistent sex-specific 

r esults. Females did tend to sha,.., less confidence in problerrrsolving 

situations and to underestirrate their level of perforrrance . Males 

described tl1.ernsel ves as having rrore control over external events and as 

rrore powerful, ambitious, and energetic than females (Block, 1981). 

Assurrptions, according to hearings before the Cannittee on 

Education and labor , House of Representatives (Tsuchigane and D::xJ.ge, 

1974) indicated warren possessed characteristics such as e.rrotional 

instability, lack of intellectual ability , and arrong others , lack of 



extre.rre independence. It was concluded that sex-segregated occupations 

were pr.irrarily a historical product of social and cultural conditioning. 

Researc~ revealed that 'M'.JITeI1 sho.v a deep-seated lack of 

confide.rice in the managerial ability of their o.vn sex. In The vb'ren I s 

Cpinion Poll (Ginzberg and Yohalem, 1973) the talley showed that v,JQrking 

worren prefer a ma.le boss to a fema.le boss 8 to 1. This lack of 

self- confidence could lead to doubts about their ability to handle 

supervi sory reSp:)nsibilities and to lo.ver expectations in terms of 

advancerrE.nt. 

"fl.re worren prejudiced against women? Other studies revealed: 

OJer the years, psychologists and psychiatrists 
have sho.-vn that both sexes consistently value rren rrore 
highly than waren. Olaracteristics cxmsidered ma.le are 
usually praised; those considered fema.le are usually 
criticized. In 1957, A.C. Sheriffs and J.P. M::Kee 
noted that wcnen are regarded as guilty of snobbery 
and irrational and unpleasant errotionality . Consistent 
with this report, E.G. French and G.S. Lesser found in 
1964 t.."liat v,JQrren who value intellectual attainrrent feel 
they must reject the woman's role--intellectual accanplish­
rrent apparently being considered, even arrong intellectual 
worren, a ma.sculine preserve. (Theodore, 1971: 167) 

Not only in the United States do worren appear to j udge waren 

inferior:- but in other parts of the v,JOrld too . One could assurre that 

no.vhere is the status of w'Ol'T'eI1 higher than in Great Britain, India, 

Cey l on , and Israel where all have had \f.JOIT'eTI prirre ministers, but these 

isola~ed examples do not reflect the entire occupational distributi~n of 

·wcrren in these areas. 

One third of the vlOIT'efl in a survey of the British Civil Service 

j udged worre..~ t o be less capable of holding the undersecretaryship. Both 

rre:1 and waren believed the ITBin difficulty was that waren were too 

di ffident , although there was ambivalence about this quality ; when a 

woman cid di.:;play initiative or ambition or otherwise attempted to rrove 



up she was r 0 garded as d 1 · ' - .angerous y aggressive and unpleasant (Ga.lenson , 

1973 ) . 

In The Male Machine -------=-.::.==-=' the results of the Bovenm.n Survey revealed 

that rren and vJOrren typically displayed, a.TOng 35 others, the follo.ving 

differences in behavior: 

Very aggressive 

Not at all ermtional 

Cail. make decisions easily 

Never cry 

A.Jnost always act as a leader 

Very blur1t 

Worren 

Not at all aggressive 

Very errotional 

Have difficulty making decisi ons 

Cry very easily 

lurrost never act as a leader 

Very tactful 

The Boverrran Survey also confinred that "rre.sculine" characteristics are 

believed by both sexes to be rrore desirable than "feminine" 

characteristics (Fastaeu, 1974: 212 , 213 ). 

The Harvard Business Review survey , however, reported their 

anal ysis of the responses on the basis of age , geographic region, 

industry, and job function showed no significant pattern of differences 

in stereotyping or prejudices. The responses also r eflected greater 

concern for th2 careers of rren than there was for those of warren (Rosen 

and Jer dee , 1974). 

Equality for warren has care a long way with the help of Title 

VTI to t.i'ie Civil Rights Act . The Equal Pay for Equal T1Jork in the Fair 

Labor Standards Act requires equal salaries for equal governrrental wark 

without regard to sex , yet it does not apply to executive , 

adrrti..nistr3tive , or professional en,ployees (Stimpson, 1973). 

This writer concludes that much is being accomplished to advance 

female occupational involverrent in t..11e lo.v and ITLi.ddle areas of 



ma.nage..rre..f'lt but not in the top positions. Worren need to take a l ook at 

their own attitudes t0,vard v.aren. Ivbre warren executives are speaking 

out for warren and are writing books of encouragerrent for worren. In The 

New Executive Wcrran, M:ircille Williams (1977:237) says to waren: 

Business is indeed ffi3..king room for the new executive 
wonan, h0,vever sl0,v the prog-ress may seem. It's not an equal 
v.Drld yet, but the extra effort you rrust devote is worth the 
satisfaction~ as v.aren everywhere are discovering. Corporate 
dCX)rs are being unlocked. Increasing opportunities exist. 
Now it's up to you. 

Phyllis Schlafly (1977) in The PCNJer of the Positive W:::>man 

reminds worren of the essential validity of the old prayer that asks for 

strength to change what can be changed, the serenity to accept what 

cannot be changed, and the wisdan to discern the difference. This 

writer feels that v."CXt1en need ·to learn to "discern the difference." 

\'brren need strategies to gain ~r in the administrative world 

of rren. "Achieving po~r," according to Jane Trahey (1977:84), "is a 

canbination of timing, luck, and hard v.Drk, plus one other ingredient 

v.erren overlook a lot--that is wanting po~r." This does not rrean that 

worren need to rush right out and fill every executive chair that exists. 

"As Elizabeth Kcx)ntz (197 2:47 ) said when she was president of the 

· National Education "Association, "The desire of \-vOfren to reach their full 

p::,tential does not rrean that they want to assurre the master role over 

r.en , II 

Perhaps changes need to be made in ...aren's attituc.es at the 

career decision level with the high school or eve..-i the middle school 

1 The Journal of Counseling Psychology revealed sorre guidance cow1se or. _ _ --

inter esting data concerning changes in wc:rren' s attitudes. The attitudes 

of females toward the career choice process mature rrore r apidly t han 

those of their male counterparts . Evidence is silo,.m that many ferre.les 
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consistently select occupations t.h~t are unreali' · · 11 1 · t f - = stica y ow in erms o 

t.~e ir apt i tudes and interests (Fitzger ald and Crites, 1980). 

Research indicates that waren's achieverrent rrotivati on is 

sorrehcw fundarrentally different from that displayed by rren. If a 

counselor operates under this assumption, counseling techniques and case 

managerrent will differ from those of a practitioner alert to the 

possibilities of inhibited rrotivation. Counselors rrey find that warren 's 

aspirations need to be raised. Extended training is needed for 

counselors to recognize the pervasive influence of sex-role 

socializati on on waren's achieverrent strivings. Counselors also need to 

develop techniques to irrprove that pervasi ve i nfluence (Fitzgerald and 

Crites, 1980). 

Ln this review of literature there were employed nurrerous 

rrethcds , rreasures, subjects, and .approaches. Inforrretion was obtained 

through the use of public hearings, questionnaires, tests, and 

intervie\vs conducted by polls, psychologists, the Departnent of labor, 

v.'OIT'el: 's organizations, psychiatrists, and other individuals. Subjects 

included educators, managers, rregazine subscribers, employed warren all 

over the wor ld , and guidance counselors. 

All revie\ved literature was r elated to worren's perception of 

, ... ~:men and rren ' s perception of warren . This writer was rrore specifically 

concerned with worren' s perceptions of the effectiveness of v,uren 

administrators as compared to rren's perceptions of the effectiveness of 

warren administrat ors . The literature reviewed in this chapter gave an 

overview of studies that have already been conducted concerning this 

L"'1terest . 



Chapter 3 

METHOOOI.CGY 

A revie,..; of related literature was the first step in this study. 

Then a questionnaire designed to be used as an intervie,..; guide was 

devised. From a sample of one hundred available educators and 

noneducators who had 'WOrked with both rra.le and ferra.le administrators an 

attempt was niade to determine ho.v the ferra.les perceived the 

effectiveness of ferra.le administrators and to ccmpare these perceptions 

to ho.v the rra.les perceived the effectiveness of ferra.le administrators. 

Data vJere recorded and conpiled in descriptive and statistical form. 

M2thods and Materials Used 

An interview guide was designed to obtain the data needed to 

rreet the s:i;::ecific objectives of the study and to standardize the 

situation to sorre degree. The selection of the types of rra.terial al'"ld 

rrethcds was influenced by the guidelines presented by Walter Borg 

(1979). The questions asked during the interviews were listed in the 

desired sequence in the interview guide. All respondents were exposed 

to the sam2 i nterview situation. 

The data sought--limited specific facts--called for a highly 

structured interview situation. Each respondent was asked a brief 

ed b ' 11,.,,,,,., II or lly . ..--.rn,:,n II series of questions that could be an~r Y saying ll C.U l YVVlllU-l• 

and by selecting from answers presented by the interviewer. A copy of 

the questionnaire can be found in Appendix B. 

12 
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Subjects Used 

Respondents were chosen by availability to conform to one of 

four class i fications--ITBle educator, feITB.le educator, ITBle noneducator, 

or f e.rrale noneducator. Respondents who had held a subordinate 

occupational position under both a ITBle and a female administrator 

either at the sarre ti.Ire or at different ti.Ires were chosen as subjects by 

this writer . 

One-half of the respondents v.1ere educators. The other half 

represented various occupations £ran pet shop groorrer to personnel 

manager. All subjects v.1ere adults. 

Questionnaire for Interviews 

A highly structured interview follc:wed an interview guide 

designed to rreet the specif ic obj ecti ves stated in Olapter 1. As ~11 

as answering the structured questions pertaining to the objectives, the 

sarrples ~esponded to personal data sought such as title-position, sex, 

nonrranagerrent or ITBnagerrent level, and arrount of exposure to waren 

administrators. 

Of the questions that remained , one asked for a "man" or 11
WClITBI1

11 

response folla..,ied by an opm-ended "why?" 'TI1e rerrainder of the 

questionnaire presented a brief series of questions that could be 

answered by either "ITBn" or "wanan" and by selecting one of a set. of 

alternate choices. 

Respondents were never threatened, contradicted , or 

cross-examined . Each was allONed to cornrent at any ti.Ire during any 

question process. 'TI1ere v-Jere no leading questions as safeguards were 

established against bias. 



Chapter 4 

PRESENTATICN OF DATA 

The purPJse of this chapter was to report the findings of the 

study . The collection and analysis of data for the study involved four 

tasks. The first of these tasks was concerned with selecting, for the 

study, subjects who had held positions under both a male and a female 

adrriinistrator. A second major task in the study involved the 

construction of an instrurrent adequate to rreasure :perceptions of the 

sarrple population. The third task was interviewing the selected 

subjects in order to receive their :perceptions. Making analyses of data· 

received. from the interviews was the fourth task . 

The sample :i::opulation consisted of one hundred subjects selected 

by availability of res:i::ondents who had held one or rrore :i::ositions under 

both male and female administrators. One hundred res:i::onses were divided 

into four categories consisting of 25 male and 25 female educators and 

25 male and 25 feirale noneducators. 

The interview-questionnaire, containing a total of 58 variables , 

consisted of 15 major parts . This writer asked the questions and 

recorded the resp:>nses as they were given by the subjects. 

The data contained in Table 1 illustrates the job :i::ositions held 

by the res:i::ondents at the tirre the ir1terv iews were made . The 

resp)ndents were asked to state the title of the ?JSition they held 

rather than to select the proper category . Positions arrong educators 

ranged from school superintendent to teacher, with a t.-v011BI1 holding the 

14 



Table 1 

Per centage of Titles - Positions* of Pesp)ndents 

N = 25 N = 25 N = 25 N = 25 
Male Fducators % Female Educators % M3.le Noneducators % Female Noneducators 

Teachers 80 Teachers 84 Gen . W:>rkers 76 Supervisors 

Counselors 12 Counselors 4 M3.nagers 12 Clerks 

Principals 4 Principals 8 Supervisors 12 Secretaries 

Asst . Principals 4 Superintendents 4 Gen . vbrkers 

Groorrers 

Coordinators 

Waitresses 

*Respondents stated own title for the position they held. 

% 

24 

24 

20 

16 

8 

4 

4 

I-' 
lJl 



rank of superintendent. Supe · rvisors to general workers corrprised the 

ncneducator p::)Sitions with the highest an~ 1~-"est ranks 
1..;. 'JV'< represented by 

both males and females. 

The data contained in Table 2 depict the managerrent rosition of 

each resp::)ndent. To Question 3 (see Appendix B) responses were made to 

either nonrranagerrent , line managerrent, rnid-managerrent, or top 

managerrent. Only one top ITB.nagerrent position was held by an educator 

and a female clallfed that. Males and females tied with each holding 50 

i:,ercent of the mid-managerrent positions. Males outnumbered females by 8 

i:,ercent in line managerrent. 'Iwenty of the male educators held 

nonmanagerrent positions while twenty-one females were in nonmanagerrent. 

In noneducators the females led the males by 16 i:,ercent in top 

managerrent and males outnumbered females in mid-managerrent 2: 1, while 

there were no positions held by male or female noneducators in line 

managerrent . Nineteen males constituted 76 percent to 18 females 

falling just belcw with 72 i:,ercent in nonmanagerrent . 

Part 4 on the questionnaire (see Appendix B) asked the 

respondents to identify the type of concern where they were employed. 

To rreet Cbjective 1 (see Qi.apter 1), question 5 requested responses to 

"none", "little", or "much" exposure to v.aren administrators . The 

survey findings in Table 3 show educator res?Jndents have received 

slightly ITDre exposure to v.ane..~ administrators than noneducator 

r-espondents. FenB.le educators received the rrost e>..--posure with 64 

i:,ercent indicating they had r eceived "much" exposure . Male noneducators 

have been eXfX)Sed the least with 72 r::ercent , according to Table 3. In 

th 1 · the vari· ance is srrall- 52 percent received little e total popu ation, 

h exposure . "None" was deleted from exposure and 84 i:,ercent r eceived muc 

the table because there were no resp::mses · 



Table 2 

Managerrent Positions of Res[X)ndents by Nurnber and Percentage s 

N = 2S each Number in Number in Number in Number in 
Subjects Nonmanagerrent % Line Mana9:errent % M.idniana9enent % Toe Mana9:errent % 

Male Educator 20 80 3 12 2 8 0 0 

Female Educator 21 84 1 4 2 8 1 4 

Male Noneducator 19 76 0 0 4 16 2 8 

Female Noneducator 18 72 0 0 1 4 6 24 

Totals 78 4 9 9 



(N=25 each) 

Table 3 

Number and Percentage of Exposure to 
W:men Administrators 

Subjects Numter wi th Litt le % Number with Much 

Male Educators 15 60 10 

Female Educators 9 36 16 

M3.le Noneducators 18 72 7 

Ferriale Noneducator s 10 40 15 

Totals 52 48 

The rrajority, 65 percent, of t.1-ie population stated they were 

employed where less than 25 percent of the administrators were v.are11 . 

% 

40 

64 

28 

60 

Of the female noneducat ors, 40 per cent were employed where one hundred 

percent of the administrat or s were ¼'ClfeI1 . The educators -worked with a 

higher per centage of ferra.le administrators than did the noneducators, 78 

r,ercent to 13 i;::ercent respective l y . Table 4 shCMs the percentage of 

\-.Dm2Il administrators where respondents wer e employed . . There \I/ere no 

rrales, neither educators nor noneducators , who vJOrked with an absence of 

feniale administrators ; whereas, 10 percent of the fenial e pcpulation 

vJOrked with no ferra.le administrators. 

Respondent s were allowed to state a per centage that appl i ed to 

their own work envirorurent that was not a possibility on the 

questionnaire . Four of the 25 rrale educators indi cated they \I/ere 

enpl oyed where the percentage of femal e administrators was tJ1irty- three 

and one- third percent . Fem::ile educators all fell wi thin the zero 

r:er cent to 50 percent range , while the female noneducat or s r anged from 8 

r:ercent with no female admini strat or s , 28 percent wi th l ess than 25 



Table 4 

Number and Percentage of Fesµmdents Employed Under 
Zero to 100 Percent Femal e Admini s t rators 

Pe r cent age of waren 
Adminis trators wher e 25 M:lle 25 Ferra.le 25 Male 25 Ferra.le 
Respondents were Educators Educators Noneducators Noneducator s 'Ibtal Number 
Empl oyed Number % Number % Number % Nurrber % 

0% 0 0 3 12 0 0 2 8 5 

Less than 
25%* 21 84 18 72 19 76 7 28 65 

33.33%* 4 16 0 0 0 0 0 0 4 

50% 0 0 4 16 3 12 6 24 13 

75% 0 0 0 0 0 0 0 0 0 

100%* 0 0 0 0 3 12 10 40 13 

*The se free response percentage s were not on the questionnaire . 



-percent ferra.le administrators, 24 percent with 50 percent female 

administrators, none with 75 percent fe.rrale administrators, and 40 

-percent with all (100 percent) female administrators. Of the rrale 

noneducators, 12 percent 'M'.Jrked with 100 percent female administrators. 

The results shc::M roughly that female noneducators have been exposed to 

rrore female administrators than rrale noneducators and rrale and ferrale 

educators have. 

Respondents were asked to indicate a need for rrore or less 

female administrators where they were employed. Table 5 sho.vs that 

al::out half (54 percent) of the total population indicated neither was 

needed while the rerrainder (46 percent) was alrrost equally divided 

between "rrore II or "less. 11 'Twenty-two percent felt that rrore female 

administrators were needed while 24 percent felt less female 

administrators were needed. Female educators (56 percent) were the 

re5p:::>ndents favoring rrore female administrators, and rrale educators (80 

r::,ercent) felt neither was needed according to Table 5. Only two rrales 

from the entire population felt a need for rrore female administrators. 

Table 5 

Number and Percentage of Responses to the Need 
For fure or Less W:uen Administrators 

N 25 each 

Re5P?ndents .r-bre % Less % Neither 

.Male Educators 0 0 5 20 20 

Female Educators 14 56 3 12 8 

Male tbneducator 2 8 8 32 15 

Female Noneducator 6 24 8 32 11 

2/1, 54 
Totals 22 

% 

80 

32 

60 

44 



Do warren have unique ch t · · arac eristics that rren do not have in a 

leadership role? Table 6 sho.vs that analysis of the survey findings by 

educator groups indicates that ferre.les feel that worren are rrore 

energetic (48 percent) and patient (32 percent), while in the 

noneducator group both rrales and ferre.les felt v.Drren -were rrore energetic 

and patient. Table 6 indicates that 57 percent of the total population 

agree that wc:nen are rrore energetic than rren. In contrast, the least 

frequently indicated characteristic was "p:,werful." Eoth rrale and 

ferrale noneducators each narred, on their CMn, "understanding" 16 percent 

tirres. Other suggested characteristics narred rrore than once were 

persuasive, empathetic, carpassionate, threatened, and detennined. 

Also , 24 percent of the rrale educators stated that warren try too hard. 

The question posed in Table 7 was, "When this concern began to 

place wUrren in leadership positions, were there changes such as 

improverrent in the quality of work life, increase in the self-confidence 

of follo..;ers, and/or increase in follo.vers' skills?" Table 7 indicates 

a larger percentage of the total population an~red "no" to all three 

fX)SSibilities. The highest positive response cane from the rrale 

- educators with 84 percent indicating an increase in the self-confidence 

of follo..;ers. This was quite in. contrast to the 96 percent of the rrale 

noneducators an~ring negatively to this sarre question . Worren do not 

seem to cause behavior changes indicated acaJrding to 61.33 percent of 

the entire :i;:opulation. 

Analysis of the findings by groups reveals in Table 8 that 84.2 

percent overwhelmingly feel that neither rrore nor less absenteeism, 

l turnovers , or requests to transfer have 
grievances , slo.,.tlo .. ms, vo untary 

been present since ferrales have been supervising . 
The highest 

absenteei sm , voluntary turnovers, 
perentages indicating rrore 



Table 6 

Characteristics Unique to vb!ren by Number and Percentage 

N=25 each* 
Respondents Dcrninant % Energetic % Po.verful % Patient % Other+ % 

Male Educators 5 20 6 24 0 0 5 20 Sensitive 1 4 
'I'ry too hard 6 24 
Helpful 1 4 
M::>re sure 1 4 
Persuasive 2 8 

Female Educators 1 4 12 48 2 8 8 32 Acceptance 1 4 
Empathy 2 8 
Ccmpassionate 4 16 

Male tloneducators 1 4 23 92 1 4 5 20 Threatened 2 8 
Detennined 2 8 
Understanding 4 16 

Female tloneducators 7 28 16 64 3 12 11 44 Organized 1 4 
Corrm:m Sense 1 4 
Understanding 4 16 
Forceful 1 4 
Enthusiastic 1 4 
Try harder 1 4 
M::>ody 1 4 
Sensitive 1 4 

Totals 14 57 6 29 

*Every category was not checked by every respondent. Sorre checked rrore than one. 

+These char~cteristics were given by the respondents. 



Table 7 

Number and Pe rcentage Indicat ing Behavior Change s 
Aft er Placem2nt of W::xren Administrators 

Inproverrent i n the Increase in the Self- Increase in 
Quality of ~ r k life Confidence of follo.vers Follower ' s skills 

N=25 each 
Respondents Yes % No % Ye s % No % Yes % No % 

Male &lucators 19 76 6 24 21 84 4 16 6 24 19 76 

Perna.le &lucators 19 76 6 24 17 68 8 32 5 20 20 80 

Male Noneducators 3 12 22 88 1 4 24 96 2 8 23 92 

Fexnale Noneducators 5 20 20 80 9 36 16 64 9 36 16 64 

Totals 46 54 48 52 22 78 



Table 8 

Number c:md Percentage Indicating Attendance and Grievances 

N=25 each Absenteeism Grievances Slowc1o.,ms Voluntary Request.s 
Turnovers to Trans fer 

Resp:mdents M % L % N % M % L % N % M % L % N % M % L % N % M % L % N % 

1'1ale Educators 2 8 2 8 21 84 3 12 1 4 21 84 0 0 0 0 25 100 1 4 1 4 23 92 1 4 1 4 23 92 

Penale Educators 3 12 3 12 19 76 0 0 1 4 24 96 0 0 0 0 25 100 1 4 2 8 22 88 0 0 1 4 24 96 

Ma.le Noneducators 0 0 1 4 24 96 2 8 2 8 21 84 0 0 0 0 25 100 2 8 0 0 23 92 2 8 0 0 23 92 

Female Noneducators 4 16 11 44 10 40 3 12 5 20 17 68 2 8 5 20 18 72 4 16 1 4 20 80 4 16 3 12 18 72 

Totals 9 17 74 8 9 83 2 5 88 8 4 88 7 5 88 

M = rrore 
L = less 
N = ne ither 



and requests t o transfer were all (16 percent) oode by fernale 

nonedi.1cators. Indications are that attendance and grievances are not 

affected by female administrators. 

In Table 9 , all respondents did h not c oose all r:ossibilities. 

Sorre resp:mdents chose just one or bM:, or rrore r:ossibilities when asked 

to classify the kinds of leadership displayed in their situation. 

"Situational engineered" led "legiti.rrate request" with 57 to 51 

r esponses. "Coercion" was chosen the least with 19 responses. 

"Situational engineered" was chosen rrost often by both oole and fernale 

educators with "coercion" being chosen the least. 

Male noneducators chose "persuasive" rrost while "inspirational 

ap:p:;aling" was chosen the rrost by fernale noneducators. "Personal 

i dentification" would ap:p:;ar, to this writer, to be appealing to t.l-ie 

female follo,...,er but this variable was chosen next to least by both 

female educators and noneducators. Males and ferrales disagreed the rrost 

on "inspirational appealing" with five responses from the ooles and 31 

frc.m the fer:ales. 'lwelve female noneducators felt they were coerced, 

whereas only one female educator felt coercion. 

Survey findings indicate, according to Table 10, that warren cope 

better when the trait needed for leadership is tact, creativity, 

organization, persuasion, and daninance. Subjects were asked t o respond 

to "rren," 11~, 11 or "neither" in reference to each variable. The 

other possible trait choice, "skill," was chosen by 66 :p:;rcent of the 

f 1 than b m1les Ninety-t:v.o population as being possessed rrore by ema e; Y · 

percent of the entire population felt that vJOITen coped better than rren 

u,....n and ¼DrreD carre closer together under when creativity was needed. 1'.c: 

f the population indicating rren coped better daninance with 37 percent o 

and 52 percent indicating 'M'.)ITeTl coped better. 



Table 9 

Number of Responses to Clas sifications of Leadership Displayed 

N=25 each* Inspirational Situational Persona l Legitimate 
Respondents Persuasive l\pP=3lin9: En9:ineered Identification Coercion Request 

Male Educator 10 2 15 2 4 7 

Femal e Educator 10 12 17 8 1 11 

Male Noneducator 19 3 13 2 2 15 

Female Noneducator 6 19 12 9 12 18 

Total 45 36 57 21 19 51 

*All r espondents did not choose all--some one, sare 2 or rrore 



Number of 

tF25 each Skill Tact 

Respondents M w N M w N 

Male Educators 1 0 1 1 24 0 

Fema.le Educators 2 2 3 3 5 17 

Ma.le Noneducator s 3 4 2 2 21 2 

Female Noneducators 7 15 5 5 16 4 

Total 13 21 11 11 66 23 

M = Man 
w = Wcm:m 
N = Neither 

Tabl e 10 

Response s to Abi lity to Cope 

Creat ivi ty Organized 

M w N M w N 

0 24 1 1 9 15 

< 22 0 3 2 20 ..J 

1 24 0 4 20 1 

0 22 3 4 17 4 

4 92 4 12 48 40 

Persuasi ve 

M w N 

1 23 1 

3 21 1 

3 20 2 

10 13 2 

17 77 6 

Cominanc 

M w 

23 ] 

4 18 

2 20 

8 13 

37 52 

N 

1 

3 

3 

4 

11 

N 
-J 
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Vbrren received the next hi ghest rrarks in "persuasion ." Seventy-

seven per cent f e l t worren were rrore persuasive. lvbre rren than waren 

(45- 25) felt ¼DTI'en were rrore tactful than rren. MJre w10rren than rren 

(i 7- 4) felt worren were rrore skillful. MJre rren tha.i""l waren fe l t waren 

...,.;er e bett er organized (29-19), and rrore persuasive (43-33). fure v.DITen 

t.1-ian rren (31-21) felt worren were rrore dominant than rren. 

The total male population gave the female the highest per centage 

of ratings , 31. 66, to the females' ratings of 21.16. The remaining 

portion indicated neither coped better with the traits presented. 

Noneducators rated worren higher than did rren with 36.16 percent and 

25.16 percent respectively. 

"Under stress does the ferra.le or ffi3.le leader or neither appear 

t o be rrore cooperative, dependable, self confident, tolerant of stress, 

or responsible?" is tabulated in Table 11. ~ty-one m3.le educators 

fe l t \.<.U-ren were rrore tolerant of stress, whereas 18 ffi3.le noneducators 

fe l t illeI1 were rrore tolerant. M:l.le and female educators tallied 18 each 

with male respondents believing females to be rrore self confident and 

females believing males to be. M:l.le and ferna.le noneducators felt 

· equally ( 18-18) that females were rrore cooperative than ffi3.les while 

educators were split with 17 percent of the m3.les for v-.aren and 13 

percent of the females for rren. The m3.le noneducator felt rren were rror e 

tolerant of stress (18 percent), while 20 percent of the female 

noneducat or s felt worren were rrore t olerant. 

M:l.le educators (72 percent) felt neither rrian nor w10man had a 

Female educators ( 60 per cent) , rra.le greater need for achieve.rrent. 

"female noneducat ors (60 percent) bel ieved noneducat ors (48 percent), ano 

wcxren had a greater need for achieverrent than rren . The total 



Table 11 

Number of Hesrnnses Indicating Stress in Leadership 

Question: Under stress does the female or ITB.le leader appear to be nore : 

N=25 each Cooperative Self Confident 'folerant of Stress Ix::pendable Responsible 
Resrx:mden ts M w N M w N M w N M w N M w N 

Male Educator 3 17 5 4 18 3 1 21 3 2 8 15 3 15 8 

Female Educator 13 5 7 18 5 2 5 17 3 10 10 5 7 8 10 

Male Noneducator 5 18 2 2 8 5 18 5 2 2 3 20 3 3 21 

Female Noneducator 6 18 1 7 15 3 4 10 1 5 18 2 3 15 4 

'l'otal 27 58 15 31 46 23 28 63 9 19 39 42 16 41 43 

M = Man 
w = Wcrnan 
N = Neither 



£"e.r:Ble ropula tion , as shO\vn in Table 12 , considered werren to have:: a 

greater need for achieverrent by 60 percent . 
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Some of t..~e reasons why rren have a great er need for achi everrent, 

as contributed by resp:mdents , were : man must find himself , has 

son-ething t o prove , i s the br eadwinner- , and must keep his macho i.rnc.ge . 

These were contributed by rren , as well as waren . Reasons for warren 's 

need for achieverrent were : warren are oriented t o achieve , must prove 

self , need J?CWE=r, need career , and everyone is watching . These also 

were gi ven by rren and '¼DITlen . 

Is the female administrator rrore fluent in spea1<.i.ng, rrore 

clever , m:::>re knowledgeable , rrore socially skilled , rrore errotional , 

and/or rrore practi cal than the male? Table 13 shows that from the total 

:i;::opulation , 56 . 33 percent said yes. Eighteen percent said the male had 

rrore of these attributes , but 25 . 66 percent said neither was considered 

to have rrore of the attributes . Eoth male educators and male 

noneducators rat ed women higher than rren in every category except "rrore 

practical ." Of the male educators , 12 per cent thought rren were rrore 

pr actical and 72 per cent of the rra.le noneducators thought rren vvere rrore 

- practical . Female educators even £el t rren to be rrore practical than the 

rren felt them to be , whi l e female noneducat ors felt warren t o be rrore 

pr actical . 



Table 12 

Number of Responses t o Man ' s or W:rtian' s Need for Achievei'1¥:mt in 1€adership 

Question : Who has a greater need f or achieverrent? 

N=25 
Re spondents Man 

Male &iucators 3 

Female Educator s 2 

Male Noneducators 3 

Female Noneducators 5 

Totals 13 

Waran Neither 

4 18 

15 8 

12 10 

15 5 

46 41 

Free resJ:XJnses f r om all categorie s 

Oriented to achieve 

Sarething to prove (man) 

Prove sel f 

Need for r:o,-.ier 

Breadwinner (man ) 

Find himself 

F.go (man) 

Career 

Everyone watching 

M:icho inage 



Table 13 

Number:- of Response s to 1£:ader ship Perfonrance 

uestion: When performing as a leader, do you fee l that a 'wO!na.n or a m:m is : 

N= 25 each M:Jre f luent r-bre M:)re t-bre Social ly 
Respondents in speakin9 Clever Know led9:eable Skilled 

M w N M w N M w N M w N 

Ma ]e Educator 2 3 20 3 7 15 1 3 21 1 21 3 

Female Educator 0 22 3 2 18 5 2 19 4 2 19 4 

Mal e Noneducator 3 19 3 3 7 15 12 12 1 3 18 4 

Femal e Noneduca t or 15 7 3 5 19 1 3 14 8 6 16 3 

Total s 20 51 29 13 51 36 18 48 34 12 14 14 

M = Man 
W = vbmn 
N = Neither 

M:)re 
Enot ional 
M w N 

5 20 0 

0 22 3 

2 21 2 

2 23 0 

9 86 5 

M 

3 

13 

18 

2 

36 

r-bre 
Practic.:il 

w 

3 

2 

5 

18 

28 

N 

19 

10 

2 

5 

36 

w 
h.J 



Chapter 5 

SUMMA.RY' CONCLUSICNS, AND RECCt·1MD,TIATIONS 

The purpose of this chapter was to present a surnre.ry of the 

findings, conclusions, and recomrendations. 

The problem of this investigation has been to obta · · 
ill, organize, 

and present data of an available sanple frcrn male and female educators 

and noneducators who had 'WOrked with both rre.le and female administrators 

at the sarre tirre or at different tines. Male's and female• s perceptions 

of the effectiveness of the female administrators were compared. 

SUITlll\3.Iy 

There was little difference in the waren's perceptions wr..en 

crnpared to the rren' s perceptions of the effectiveness of waren 

administrators. 

Sumraries of the hypotheses by objectives were: 

1. To examine the arrount of exp?sure the respondents have had 

to waren administrators. Findings showed females have been exposed to 

waren administrators rrore and educators have received nore exposure than 

noneducators. Females, both educators and noneducators, received alnost 

twice as rrnJch exposure to female administrators. 

2. To detemine the percentage of~ administrators employed 

in the respJndents' places of ernployrrent. Thirteen of the 50 male and 

female noneducators 'WOrked with 100 f)E!rcent female administrators. A 

total of 65 respondents fran t11e entire population were employed 'J.I1der 

33 



administrations that contained less than 25 percent ferrale 

administrators . Thirteen percent of the F()pulation worked with 50 

percent female administrators , only s percent hDrked with no feroale 

administrators , and none of the resFOndents ¼Dr ked with 75 per cent 

female administrat ors. 

3 . To examine the J??Ssibility that 'MJlTen J??Ssess 

characteris~ics different from rren in a leadership role . Worren do 
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p::,ssess characterist ics differ ent f r om rren in a leadership role . Warren 

apr:,eared to be rrore ener getic, according t o 57 percent, and patient, 

according to 29 percent, than rren . Fourteen percent of the F()pulation 

fe lt worren were rrore dominant, while only 6 percent felt worren were rrore 

pa.verful . Arrong unique characteristics contributed by reslX)ndents were 

comp2.ssionate and understanding. 

4. To examine the P?Ssibility that v.Drren cause behavior changes 

in subordinates. Data show worren administrators do not cause changes in 

subordinates according to 61 . 33 percent of the F()pulation when 

improve.IT'€nt in the quality of work life , increase in the self-confidence 

of followers, and increase in follo.ver s ' skills were the variables . 

Neither rrore nor less absenteeism, grievances , slo.,.ido,.ms , voluntary 

turnovers, or requests to trans fer have been present since feroales have 

been supervising, according to 84 . 2 percent of the population . 

S. To determine copeabili ty under stress iI1 rren and v.aren 

administrators . Mc1.le educators felt warren to be rrore tolerant of stress 

than did rrale noneducators . When self- confident was the variable 

tested, female educators believed rren t o be rrore self- confident than 

.... be rrore self- confident . The 
v.aren , and rro.le educators believed vlOID2I1 to 

t 1 ant of stress while the 
rrale noneducator consider ed rren to be rrore O er 



£eITB.le ~oneducator felt v-JOrren to be rror e t 1 o erant . The f i nal analysis 

reveals little di f f erence in the male or f ernale admini strators' ability 

t o cope under stress . 

6. To i dentify classifications of the l eadership shown 

resp'.Jndents. l'bre tha..11 half of the resr::ondents chose situational 

engineered and legitirrate request as the forerrost classif ications of 

l eader shi p . Persuasive and inspirational apr;ealing fol lo..ved in t.i.'lat 

or der. Coer c i on was chosen the least. Females felt admini strators were 

rrore inspirationally appealing than did rren. fure female noneducators 

than educator s felt they were coerced . There was little difference in 

rren' s cl assifying and warren's classifying leadership displayed in their 

situations . 

7 . To establish the need for achi everrent in 'M'.Jlren and rren . 

Male educat ors felt neither rren nor warren had a great er need for 

achi everrent . A majority of the remaining resr::ondents fel t worren had a 

greater need . Respondents were asked to stat e why they chose the answer 

t hey gave . Sane of the reasons for v.Dmen ' s need for achi everrent ~ re : 

warren are or i ented t o achieve, must prove self, need p:::wer, need career, 

and everyone i s w'a.tching. M2.n , according to the data, need achieverrent 

because : man ITn..1st find himself, has sarething to pr ove, is the 

br eadwiru1.er , and ITn..1st keep his macho image . 

Examination of the r e sults by the major groups- - rren and 

vJOITen- indica t ed v.Drren do r::os sess characteristics di fferent from men in 

a l eadership role . M2.n, at times , held hi gher opinions of worren than 

did worren . M2n ' s perceptions of the e f fecti veness of v.0rre n 

. d 1 . ttl when compared t o v-JCID2.n ' s i:;ercept ions . administrators differe i e 



Conclusions 

kcording to the Clarksville Area Chamber of Comrerce, five per­

cent of the businesses in Clarksville, Tennessee, holding rrembership in 

the chamber are administrated by 'vvCm2!1. W:)rren in tvbntgarery County are 

progressing into top and middle ffi3.nagerrent, although they have yet to 

gain full acceptance in the boardrCXJID. 'Ihis researcher found in. 

tvbntgarery County warren have achieved top ffi3.nagerrent in shops and 

locally o.-med small businesses but v1ere scarce in public school 

administrative positions and executive positions in corporations. Each 

of the four banks listed with the Clarksville Area Chamber of Ccmrerce 

was represented by a 'vvCffi3.Il. 

Top managerrent p:)Sitions in a leading ccmm.mications corporation 

in MJntgorrery County were held one hundred percent by ¼Oren. This 

coq;oration's employees, both rren and v.aren, held waren administrators 

in high regard and did not feel rrore rren were needed in adrPinistration. 

This supports the data collected in this field study. 

A higher perce..'1tage of rrale and fernale educators than 

noneducators rated w0ffi2Jl to be rrore effective than rren as 

administrators. W::m2n I s century-long sL.--uggle for errancipation is 

evident in the ;iew emerging concept--self-fulfillrrent. W'.:lrreI1 muSt find 

the rreaning of self-fulfillrrent and the possibilities for growth of t..'1e 

individual as supp:)1-ted in the Harbeson Study ( 196 7) · 

'Tilis writer's conclusions parallel Voltr.er and Martin's 

h · t.l-iat statistics shc,r...,,ed rositive 
conclusions in their 1982 researc li1 ~ 
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and negative attitudes toward warren administrators in education. 
The 

rx:,sitive attitudes included the ideas that w'Oiren are becaning nore 

assertive, that rren now accept that~ have expertise in 

administrative p::>sitions, and that nore vJOITen are welcorred into the 

administrative v.Qrld in a warm, helpful rranner. 

Other conclusions paralleling Voltrrer and Martin (1982) are that 

the negative attitudes nay have revealed an unspoken fear of waren 

administrators. Also encountered were the beliefs that warren becare 

defensive too quickly, that rrales tend to ignore ferrale administrators 

in a group, that rren dcxninate the conversation, and that warren are too 

picky and detailed. oorren must be rrore persistent in their pursuit of 

their educational administrative aspirations. 

The rrajor conclusion drawn from this study was that there is 

little difference between the ferra.les' perception of the effectiveness 

of the female administrator and the rrales' perception of the 

effectiveness of the ferrale administrator. Ferrales often are accepted 

better by rren than by warren was a surprising conclusion for this 

researcher. 

Recarrrendations 

Less than one third of the public school principals in 

M:mtgarery County in 1982 were waren. There was only one other woman 

administrator in the Clarksville-MJntgarery County School 5Ystem. 

Factors that inhibit vJCTren from aspiring to leadership pJSitions in 

. . 1· . ted if the decade of the '80s is education must be identified and e l.11UJ1.a 

to offer rrore opportunity for waren in administrative careers in 

education than did the decade of the '70s · 
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Empl oyers and guidance coW1selors sean to hol d the keys t o the 

top for worren administrators . The Department of Labor has issued 

guidelines which require that employees rm.1st take affiITTB.tive action to 

recruit worren t o apply for those jobs where they have been previously 

excluded . Otherwise , employers must derronstrate a corrmitrrent to include 

vJOrren candidates in managerrent programs for trainees (National Council, 

1972) . 

catherine E3.st (1972), president of the Citizens Advisory 

CoW1cil on the Status of W:Jrren, believed, as this writer recorme..11ds, 

supJX)rt should be given to those srra.11 nUJTlbers of women seeking 

administrati ve JX)Sitions because justice will be served and because role 

rrcdels will be provided for warren students. 

Studies (McCarthy and Zent, 1982) have r e}X)rted that , as 

graduat e students, f emales require rrore encouragerrent to pursue top 

administrative jobs rrore often than do males . Additional opJX)Itunities 

for ,,v0rren to gain such entry-level experience may need to be provided by 

school districts and administration preparation programs . This vJOuld 

enable vJOiren to compete for higher-level JX)Sitions on an equal footing 

with ~rales . 
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APPENDICES 



SEX % 

M=n 50 
Women 50 

AGE % 
Mults (18 and 

over ) 100 

CX:OJPATION 

Administrators 
Teachers 
Counselors 
Clerical and Sales 
Secretaries 
General W'.:)rkers 
Waitresses 

MAi.~GEMENT 

NonrranageIT'ent 
Line Managerrent 
Mid Managerrent 
Top r13.nagrrent 

APPENDIX A 

CU1POSITION OF THE SAMPLE 

Analysis of Respondents 

16 
40 

6 
0 
0 

38 
10 

78 
6 

12 
4 

%Educators 

42 

25 
25 

%Noneducators 

25 
25 

%W::xren 

22 
42 

2 
12 
10 
12 

2 

%vbren 

78 
2 
6 

14 



1. 

3. 

APPENDIX B 

QUESTIOONAIRE 'IO BE COMPIEI'ED BY THE 
RESEARCHER THROUGH INTERVIDlS 

Title/Position 

Noruranagerrent --- Line rrgm Mid rrgm 

2. Sex 

Top rrgm 

4. Association , company , school , etc . 

5. Ho..v rruch exposure have you had to waren adrns? 

None Little .Much ---

6. At this locati on what is the :percentage of worren administrators? 

0% Less than 25% 50% 75% Other 

7. Do you feel that rrore 
here? ---

or less \.vOireI1 adrns . are needed ---

8. Do 'wOIT'eI1 have unique characteristics that rren do not fOSsess in the 

9. 

fie ld of leadership such as dominant ___ , energetic 
~:!'."ful patient , other ______________ ? 

When this concern began to place v.aren in leadership positions, 
,:,...ere there changes such as improverrent in the quality of \o.Qrk l ife 

, an increase in the self- confidence of followers -------
- ------' and increase in folla.vers' skills _______ _ ? 

10 . Since you have had \.vOID2I1 adms . have you noticed rrore or less 
absenteeism ___ , grievances ---=-' sla,.rlO,\ns , voluntary 
turn over ___ , requests to trans fer _ __ , wild cat strikes _ _ ? 

11. Ho,..., would you classify the kinds of leadership displayed in your 
sit uation : 

:persuasive 

engineered 

---

---

inspirationally ap:pealing __ , situationally 

:personal identification __ , coercion , 

legitirrate request ? ---

43 
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12 . Do you feel that a rran or a 1,-.anan copes better when the trait 
needed for l eadership is skill ___ , tact , creati,ity 
organization ___ , persuasion ___ , dominance ? 

13 . Under stress does the female or male leader appear to be rrore 
ccoperative ___ , de-pend.able ___ self-confident , tolerant 
of stress ___ , responsible ___ ? 

14. Who has a greater need for achieverrent , a rran or a ...crnan? ----
Why? 

15 . wnen performing as a leader , co you feel tha a wara.n or a i s : 

rrore fluent in speaking ---

rrore clever 

rrore l<no.vledgeable 

rrore soci a lly skilled 

rrore enoti onal 

r e practical 
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