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ABSTRACT

MOVING TO ENTREPRENEURSHIP:
AN EXPLORATION OF MIDLIFE EXECUTIVE WOMEN'S
PERCEPTIONS OF THEIR TRANSITION INTO NEW
WAYS OF WORKING

by

Marina Heidman

While more research has focused on adult life stage and transition experiences, few
studies have explored the nature of developmental change in midlife women who have lost
senior management roles. The purpose of this qualitative study was to identify key aspects
of these women's perceptions of their transition into new ways of self employed work.
This is a study about learning, change, and growth. Given the realities of a changed work
world due to competitive global pressures and altered organizational structures, there has
been an increased focus on entrepreneurial skills and career resiliancy. At the same time, in
the light of a persistent glass ceiling, we see changes in women's attitudes about what

constitutes career success.

Through a qualitative method of constant comparative analysis of a three phase
interview process with six women, major themes identified were: the need for change;
critical reflection and self directed learning for change management; changing confidence
levels; challenges and choices. While acknowledging the difficulties of such a transition,

new visions for these women were based on a desire for: autonomy; financial security;



women's values; better balance and an improved quality of life. These women succeeded
largely on their resources, redefining themselves and gaining a sense of freedom that

accompanied their joyful renewal.

The findings provide a rich narrative account of factors leading to self employment;
how they perceived their transition and growth; their learnings and challenges and finally
what meaning or understanding they gained from this successful transition, as this affects
their current lives. The study examines these issues and provides encouragement for
women of all ages, to seek to find new directions with confidence and to make choices for
themselves, based on a better understanding of who they are and the possibilities available

to them.
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CHAPTER 1
INTRODUCTION

BACKGROUND AND FOCUS OF THE STUDY
The pace of discontinuous change is staggering for most people — they are
struggling for context and for understanding of a whole new economic age.

Lindsay Meredith (1993)

The Changed World of Work

Over the last decade, the North American workplace has undergone a dramatic
transition. The economy has changed. Jobs have changed. The workforce has changed.
The ways in which organizations are reorganizing themselves have radically transformed
the world of work and forced individuals to rapidly adapt to a new job market. North
American economic conditions, accelerated technological advances in information and
communication systems, are fundamentally changing business strategies, organizational

structures, individual performance and the very nature of the workplace.

In a frenzied drive to remain competitive in an expanding global marketplace for
goods and services, most businesses and industries have significantly downsized and
restructured over the last decade. Corporations, both in the public and private sector, have
chosen to become flatter and more flexible, eliminating thousands of management

positions, as well as employees in literally every area of the organization. Increasingly,
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former employees are fihding that work is found outside companies, as businesses strive
for rapid response capabilities and as the trend to outsourcing and contracting for services
grows. Charles Handy (1990), Bridges (1994) and others, suggest that organizations of
the not too distant future will consist of a relatively small core of central employees, with a
collection of individuals and smaller firms working under 'outsourcing' contracts. Even
within the central core, there will be more lateral movement of human resources, and more
hiring for specific assignments. A survey of 303 multi-national companies in North
America and Europe, found that 85% of these companies contract out one or more
functions and that 93% are likely to do so within three years. In this survey, the most
commonly outsourced service was legal work, followed by transportation and information
management systems (Wells, 1996). A business writer comments that "well-paying jobs in
large corporations are permanently disappearing for many managers and professionals.
Only a quarter of those laid off will be re-employed in big companies. The rest will work

for smaller companies, consult, or ‘temp' at 20 to 50% less pay" (Nussbaum, 1992, 56).

Workers at all levels are being challenged to rethink work and adapt their careers
relative to the new economy, which emphasizes knowledge-based industries and the
services sector (Beck, 1992; 1995). In today's restructuring efforts, traditional career
ladders have collapsed and there is an intense preoccupation over getting and keeping
work, inside or outside of organizations. As companies re-engineer systems and combine
operations with acquired companies, or handle expansion by contracting out, there are
fewer high level jobs. In these times, "the survivors of restructuring efforts are well aware
that while they may still have a job, they no longer have a career - at least not in the
traditional sense"” (Kanter, 1989, 308). Careers are being redirected on an involuntary and
voluntary basis, and new challenges and opportunities are being created for individuals to
reassess their skills, learn and develop personally and professionally. Harry Levinson

(1996) says, "what we are experiencing is a new age of self-reliance”. He adds that, "on a



personal level, we must get feedback, advice and support from family and friends. On a
professional level, we each need to develop fall-back positions or alternative courses of

action if the current job fails" (162).

Not surprisingly, career expectations as well as company loyalties are also shifting
as people are re-evaluating their basic beliefs about the quality and balance of work and life.
The change in the contract between employer and employee has also been dramatic. In the
past, employees looked to the organization for security and collegiality, with the
expectation that they could work a lifetime for one company. As an example, the unwritten
industrial age employment contract perhaps would have been described like this:

In return for your services, we will pay you and we will care for you and

yours. If you become ill, we will ensure that someone treats your illness.

If you cannot work, we will see that you have an income. We will help you

save for your old age and give you a pension. We will also reward you for

loyalty: as you remain with us, we will increase your earnings in
recognition of your years of service (Gorman, 1996, 19).

The forces changing the world in which we work and live, have also changed
relationships between the employer and the employee. Most companies no longer expect to
have long-term relationships with their employees. People with excellent performance
track records and who have exceeded objectives, find their job or division eliminated
because of changing corporate goals. In today's workplace, employees are having to
reassess their skills, capabilities, and contributions rather than relying on a previous
lifetime contract of employment (Thompson and Hennigsen, 1995). Kantrowitz (1990)
captured how the dream of corporate and financial security has disappeared for many
professionals:

They all had a dream, once upon a time. It went something like this: Good

grades, the right schools, perhaps even an MBA, then after, a few hard

years of 12 hour days and total loyalty to the company they would get the

big prize - a hefty salary leading to a comfortable retirement. Now that
dream of job security ... has been replaced by job anxiety, a scary new



vision filled with euphemisms like restructuring, downsizing and

streamlining. Even respected members of once stable professions ...

banking, insurance, the law ... have felt the axe (48).

In the new information age the unwritten employment contract will likely be
interpreted as follows:

If you make us money or save us money or otherwise continually prove

your economic value to us, we will give you money, and maybe even a full

time job with benefits, for some period of time. But if you do not, we will
not employ you at all (Gorman, 1996, 20).

Jory Marino, an executive recruiter at a New York firm, also reflects on the radical,
irreversible change in the workplace:

I think that we'll all look back on the 1990's as a time when radical change

took place, just as it did during the Great Depression and after World War

II. There has been a basic change in the way companies relate to
employees, and they're not going to change back (Gorman, 1996, 22).

What we have seen is the end of work as long term security, and many more people
working on a fee for service basis rather than for salaries. Today's workplace does not
bear much of a resemblance to one of the recent past. There are a whole new set of
economic conditions, along with the relentless and accelerating pace at which technology is

changing work, as well as every other aspect of our lives.

Women in the Workforce

Another significant social and economic trend in North America within the last
thirty years has been the increased number of women joining the labour force. The rapid
expansion of the clerical, teaching, retail, and service sectors in the post-war economy

fueled the demand for new workers. By 1995 almost 60% of all Canadian women are in



the labor force, with the largest increases seen in the number of working wives and
mothers. Women have also consistently accounted for 70% of all part-time employment

levels (Statistics Canada, 1995).

Not only have women been joining the labour force in greater numbers, they have
also increased their range of occupations. While women continue to dominate in clerical,
nursing and teaching jobs, they have progressively entered traditionally male-dominated
fields including business, engineering, higher education, law, and medicine. This progress
has been in part, as a result of women achieving more university education including
graduate degrees. The percentages of women earning undergraduate and master's degrees
now equals or exceeds those of men, and it is projected that in the near future more than
half of those earning Ph.D.'s will be women. In 1992-93, women accounted for 52% of
all full-time undergraduate students in Canadian universities, with female enrollment at
46% of masters students and 35% of full-time doctoral students (Bourgeon, 1995).
Similarly, in the United States, women are receiving almost half of the law degrees, and
more than a third of advanced degrees in business and medicine (Women in American

Boardrooms, 1996).

Although they are working outside the home in record numbers, women hold only
a small percentage of senior level management positions, and on average, still earn
substantially less than their male counterparts. According to a Statistics Canada Report,
women working in similar permanent full-time year round jobs earned an average of 73%
for every dollar that men made, and women’s earnings remained lower, regardless of levels
of education (Ghalam, 1995; Statistics Canada, 1996). In a very recent U.S. study,
Women's Figures: The Economic Progress of Women, authors Furchtgott-Roth and
Stolba, show how this raw data may be misleading because it is not corrected for

education, experience, part or full time status, demographics and job characteristics. When



data are corrected, these authors contend that the wage gap actually is smaller, and
narrowing, especially for younger women (Brimelow, 1996). Another reason for the
perceived narrowed gap for all women is partly the result of men losing higher paying jobs
due to recessionary cutbacks (Mitchell, 1997). The wage gap may seem to be closing for
some women, however when we examine the wage gap at more senior levels, women still
earn on average, 40% of their male counterparts (Dowling, 1996). While there has been a
slow gain in pay equity, a continuing gender gap still exists, and it has been suggested that
it could be another 60 years before women can expect to earn as much as men

(Wealth, 1996).

Reports of perceptions of workplace inequity, a highly charged subject, began to
surface in the 1980’s. For instance, Rogan (1984) reported a survey conducted by the
Wall Street Journal, indicating that women executives must continually prove their
credibility. The sample consisted of 772 female executives in listed companies with annual
sales of $100 million or more. More than half were younger than 45, and had educational
backgrounds similar to their male counterparts. Participants were polled about their
feelings regarding their lives, their careers, as well as the sacrifices and rewards of the
business world. Responses from these women supported the notion that they had been
thwarted on their way up the ladder by male attitudes toward women; patronized by men
who undervalued their experience; paid less than men of equal responsibility; excluded
from social activities and were therefore excluded from the informal link of communication
within the organization. At the same time, many of these women also maintained
responsibility for household tasks and child care. They believed that they had made
personal and family sacrifices for their careers, and had devoted additional time to their jobs
because of a need to prove that a woman could do equal or better work than their male

counterparts.



It would seem that women who have the highest earning potential pay the heaviest
price in that they do not get paid as much as their male peers, and some do not get to have
families. In a Merrill Lynch study, nearly half of the women on Business Weeks' Top
Fifty List of corporate executives were unmarried or divorced, and a third who had married
did not have children. "I'm at the top of my profession now, and it took a tremendous
amount of concentration and focus in a brief period of time" says Claudia Golden, the first
female economics professor to get tenure at Harvard. "If I were married and had kids, I
probably wouldn't have had the energy" (Baum, 1987, 72). Carol St. Mark who is the
president of the second largest and fastest growing division at Pitney Bowes Inc., has
never married. She says "I don't think I would be in the position I am now with children.
I wouldn't have been as single-minded as I was between the ages of 30 and 45. The
decision I made in view of the alternatives, I'd make again" she adds, "but I was a product

of my times. And times have changed" (Barr, 1996, 14).

Dowling (1996) points to perceptions in the business world, suggesting that
women do not seek or earn top level positions, because of their attachment to and
responsibilities for their families. Arlene Johnson of the American Family and Work
Institute, observes that studies have shown a hesitancy among women to take advantage of
flexible work arrangements, because they fear that will deter their careers and put them on
the mommy track (Barr, 1996). In a law firm for example, "commitment is what makes
you a partner. That means working long hours, as well as spending your evenings and all
of your other available time building your career" says lawyer Karin Sukin, who dropped
out of practice to care for her three young children (Morris 1997, 75). Presumably senior
male executives also have families, however, women still bear the primary and often
disproportionate responsibility for child and eldercare (Foot and Stoffman, 1996). While it

is not the only hurdle, the decision to have children presents a very real and practical



obstacle to women's advancement in the workplace. Men continue to rise further and faster

than women.

Without diminishing the contribution of women who are full-time homemakers, the
entry of women into the paid workforce has revitalized the economy and enhanced North
America's competitive advantage. The subject of women's career development is receiving
more attention in today's society, and as a result of this discussion there is an increased
recognition that "the lives of male and female managers remain stubbornly different"
(Women in American Boardrooms, 1996, 51). Some working women may choose
alternate career paths because they are frustrated with corporate life and want more
flexibility in their lives. In addition, they may feel that they have leveled out in the
organization and have hit 'the glass ceiling', an invisible barrier that separates women from
corporate power. Ronald Burke, a professor at York University in Toronto, who studies
women in management, describes the glass ceiling to be "a subtle, almost invisible but
strong barrier that prevents women from moving to senior management” (Burke and
McKeen, 1993, 6). These barriers to upward mobility in organizations are often difficult to
see and involve a complex mix of social, as well as workplace issues. Burke argues that
"as a result of this glass ceiling, professional and managerial women have greater difficulty
than men advancing into the ranks of corporate management even though they are as
talented, educated and committed to careers” (Ritchie, 1992, 62). It follows that the best
and brightest women, as they approach midlife and midcareer, are likely to be side-tracked
before reaching the top. John Gardner (1988) commenting on the changing nature of
leadership writes:

Women have diverse leadership styles, as do men, and in my judgment

there are plenty of women capable of filling leadership roles in whatever
style the culture requires. Theirs is a problem of not of performance but of

opportunity (21).



A 1987 study by Morrison and the Center for Creative Leadership in California,
concluded that obstacles related to the 'glass ceiling’ will impede women's progress toward
top management for the next several decades (Morrison and Van Glinow, 1990).
Recognizing a glass ceiling effect, America’s Glass Ceiling Commission, a bipartisan
federal body, adopted a report documenting widespread limits on career advancement for
women and minorities. Its research shows that 95% of senior level managers in 2000 of
the largest American companies are white males (Hammonds, 1995; Glass Ceiling, 1995).
Similarly, in Canada, a Financial Post survey polling Financial Post 500 companies found
that less than 1% of Canada’s top corporations are led by women, and less than 2% of
second tier positions, at the Vice President level, are held by women (Damsell, 1993). In
1990, Fortune conducted a study to determine the number of women listed among the 4000
highest paid officers and directors in 80% of the largest U.S. industrial and service
companies. This study concluded that only 19 of these 4000 executives, not even one half
of 1%, were women (Fierman, 1990). These figures were reinforced in a study published
in 1995, in the Academy of Management Journal. Only 6% of Directors of Fortune 500
Companies were found to be women (Bilimoria and Piderit, 1995, F11). Most recently,
Margaret Wente, the Business Editor for the Globe and Mail, Canada's national
newspaper, discussed this issue in a column, Glass Ceiling Revisited. She reported
minimal progress in promotions to senior positions, or comparable salary schedules for

senior females in Ontario's public or private sector (Wente, 1996a).

Until now, women managers have generally been concentrated in a few areas,
especially the public sector, where women from minority groups are particularly likely to
make their careers. Women have also been more likely to be managers in fields in which
there are lots of women to manage for example, health care rather than steel making
(Women in America Boardrooms, 1996). Dr. Deborah Tannen, a professor and

sociologist at Georgetown University in Washington, D.C., acknowledges some positive
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organizational change in “that women have progressed ... there has been tremendous
advancement by women into middle management positions, but the glass ceiling pertains to
the absence of women at the highest levels" (Duclaux, 1995). Even though women are
slowly edging their way into managerial spots with impressive sounding titles, Barbara
Reskin, a U.S. sociologist and professor, concluded however, that these jobs do not bring
along with them genuine power. Many of these senior female appointments are in
positions in human resources, public relations and legal affairs, which could be called the
new 'pink ghetto' of the corporate world. In a study of 224 managers, on power and
decision-making in the workplace, 60% of whom were male, Reskin, found that "even
though women have managerial titles, they tend to be concentrated in so-called soft units,
such as public relations and personnel - staff jobs that don't deal with genuine
organizational priorities." They studied 14 areas where organizational decisions are made.
These included setting goals, hiring, scheduling, promoting, budget planning and working
with other company units. In every instance, male managers were more likely to be

involved in making the final decisions (Kleiman, 1992).

Despite the appearance of women's advancement in business, the blunt reality is
that women still do not play a meaningful role in senior management in North American
corporations. Women are still outside the inner circles in supportive, non operational
positions of corporate communications, legal services or human resources. In 1995,
Catalyst a U.S. non profit women's research and advocacy group published another study,
Women in Corporate Leadership: Progress and Prospects (Crittenden, 1996; Wente,
1996b). Questionnaires were sent to 1251 female senior executives at Fortune 1000
companies and to all their CEO's at those firms. In all, 461 female executives and 325 (all
male) CEO's responded. In depth interviews were conducted with 20 in each of the
groups. These male CEO's believed overwhelmingly (82%) that the lack of general

management/line and revenue generating responsibility prevented women from advancing
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to corporate leadership. It is not that women have not been in the pipeline long enough; it
is what they have done while in the pipeline. The biggest barrier to advancement was lack
of experience in sales, marketing or manufacturing operations. However responses to the
survey showed that female executives perceive inequities in the workplace. In this study,
10% of corporate officers in America's 500 largest companies were women, and only 2%
of the top earners were female (Jackson, 1996). These women, with an average age of 45,
and salaries of almost $250,000 (US) said they were successful because they consistently
exceeded performance expectations. They blamed women's lack of progress on a male
business culture in which highly competent women are simply ignored. Some women are

achieving the top jobs, but significant obstacles remain for others.

In a new Canadian study, Dr. Linda Druxbury, a business professor at Carlton
University in Ottawa, headed a survey sponsored by the Royal Bank of Canada. Druxbury
interviewed senior line and human resources executives of 48 Canadian companies,
employing half a million workers, as well as academics who specialize in diversity or
workplace issues. The study demonstrated that male executives seem quite convinced that
inequalities in the workplace have disappeared. Of the men surveyed, 75% said that
promotions were based on talent not gender and race. More than half of the women
surveyed disagreed with this view. The survey also found that women are still
underrepresented at the top of organizations and where they have succeeded it's attributed
to legislation, not ability. Gender bias exists in pay promotions and hiring (Gibb-Clark,
1996, B2). In 1996, Frances Engoron became the first woman appointed to the national
leadership team at Price Waterhouse in the United States, one of the major accounting and
consulting firms. Engoron claims that for several years 50% of the new recruits at Price
Waterhouse have been women, and she is certain that "just about any woman partner (80 of

950 in all) could do the job of a CFO of a Fortune 500 firm" (Barr, 1996).
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Clearly, women have increased their visibility in the workplace over the last three
decades by sheer numbers, and have also increased their level of education and
performance. Women have made inroads into corporate, professional and entrepreneurial
life, partly through legislation and lobbying, but also because it makes good economic
sense. Yet there has been little explanation for the continued gap in earnings or lack of
corresponding growth in the number of women moving into influential senior positions.
According to the latest U.S. Catalyst survey, women held 10.2% of seats on boards of
Fortune 500 companies in 1996, breaking through the 10% mark for the first time.
Comparing data with another Catalyst study, 1996 Census of Corporate Officers and Top
Earners, shows that there was a significant correlation between the number of women
board of directors and women corporate officers. However, according to this survey, only
57 women hold positions of the highest rank in these companies (More Women, 1996). In
an article for Working Women, Tom Dunkel points out that in the United States, "the only
two women CEO's in the Fortune 1000 are there because they own their own companies,"
and he asks "what will it take for a corporate woman to get to the top spot?" (Dunkel,
1996, 30). Eleanor Sneal has suggested that "at the current rate of increase in executive
women, it will take until the year 2466, over 450 years, to reach equality with executive

men" (Bilimoria and Piderit, 1995, F11).

This discussion highlights significant issues about the current corporate climate for
women. The world of work has changed, but in many organizations the existing corporate
structures and cultures have not. According to the Catalyst (1996) survey, not
surprisingly, the playing field for women in business is still far from level. Another joint
study by the Conference Board of Canada and Catalyst has been funded by 15 major
corporations, involving 1,000 women executives, and will try to determine what are the
barriers to corporate advancement (Flavelle, 1997 D1). Given the combination of women's

experiences of inequality in the organization, and media reports that forecast a bleak future
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for meaningful equality in the workplace, it is not surprising that women's attitudes about
their career choices are changing. More women are realizing that some corporate
environments do not play to their strengths and natural talents. Many are stuck in middle
management. Frustrated by the attitudes and realities associated with the 'glass ceiling’,

many women are weighing career alternatives.

Entrepreneurial Trends

Whereas in the past continuity of employment meant long term job security, the
focus in today's workplace has shifted to core competencies, entrepreneurial attitudes and
career resiliency. "What matters now is having the competitive skills required to find work
when we need it, and where we can find it" (Waterman, 1994, 87). Beyond the popular
terms of reengineering, delayering, mobility, telecommuting, outsourcing, and a
contingency workforce, has been a radical redefinition of labor. The new contract between
the employer and the employee dismisses paternalism, fosters self reliance and initiative,
and is more transaction oriented. A major focus is on adding value to the bottom line, in
both the public and private sectors (Rethinking Work, 1994). According to Bridges (1994)
even the idea of what it means to get a job has changed in a 'de-jobbed' career climate,
where having work has replaced having a job. As a consequence, mid career changes and
work alternatives are becoming a more frequent reality, as individuals try to cope with a

very different work place.

In recent years men, and particularly women, have been successfully drawn to the
flexibility and professional challenges offered by self employment. "Instead of moving up,
those in entrepreneurial careers see progress when the territory grows below them — and

when they own a share of the returns of that growth" (Kanter, 1989, 314). Gorman
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(1996) also suggests that “the individual in today's work world has leverage due to
knowledge and technological access, and could practice individual capitalism, inside or
outside the organization while managing a career like a business” (9). The term
entrepreneur generally refers to one who undertakes a business enterprise, and stemming
from the French verb entreprendre means "to undertake" or "do something" (Bird, 1989).
Entrepreneurs are defined as opportunists who organize, initiate, manage, and assume the
risk of a business enterprise (Collins, 1981 and Webster's, 1990). Kevin Hood, at Self
Management Resources, providing independent business advisory services in Toronto,
describes an entrepreneur as "someone who sees opportunities everywhere, has the ability
to take advantage of them and can apply the necessary effort to do so" (Foord-Kirk, 1994,
G1). Marsha Sinetar (1995) adds, “given the reality of corporate, government, financial
and technical upheaval in the twenty-first century, our new job security requires healthy

entrepreneurial prowess” (3).

We have seen a dramatic increase in the number of self employed Canadians, who
numbered 2.1 million in 1995, up from 1.7 million in 1989, or 15.2% of all people
working (Livesey, 1996; Onstad, 1996). Small businesses and start ups are the engine of
the economy right now, and there are many more new jobs in the small business sector
than in the corporate sector (Beck, 1995). About a third of these people own their own
companies, while the rest operate independently. According to Bruce Little (1993) an
economics reporter, "many of these people were discarded by an employer and began
hustling for work on their own, and are using multiple skills to succeed" (A1). Gibb-Clark
(1996) another business reporter, suggests that “self-employed workers say the loss of job
security and benefits is offset by more freedom - and some tax write-off ... as more

Canadians than ever are commuting downstairs rather than downtown” (B1).
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Government, education and business sectors are beginning to respond to the need
to foster the growth of independent business skills, through training initiatives and small
business development centers. For example, in 1992, a government agency, Human
Resources Development Canada (HRDC), implemented the Self-Employment Assistance
(SEA) Program to provide financial support and entrepreneurship training (Onstad, 1996).
In the same year, the Federal Business Development Bank, now the Business Development
Bank of Canada, started a program, Step Ahead, to help female business owners expand.
This program is now run by a group of entrepreneurs with support from private sector
firms (Church, 1996). Very gradually, we have also seen an increase in federal programs
that guarantee loans to small businesses, as well as an increase in the number of these
programs that have been targeted to women. In 1996, The Women and Economic
Development Consortium, sponsored by Canadian business and charitable foundations,
will invest $2.3 million over five years to help low income and minority women start their
own businesses (Flavelle and McHutchion; 1996, E1). Simultaneously, there has also
been a steady increase in public and private sector training initiatives regarding
entrepreneurism. The University of Toronto's Women's Entrepreneurship Program is an
example of co-sponsoring annual awards with the private sector, recognizing women-

owned business success.

Another major reason for this self employment trend is the rapid growth of service
and information based industries. The growth of the service sector of the economy, which
is expected to account for about 80% of economic activity by the year 2000 in North
America (Naisbitt and Aburdene, 1990), "has created entrepreneurial opportunities for just
about anyone who can afford a personal computer, a telephone and a fax machine"
(Saltzman, 1991, 149). A case in point is the business services industry, composed of
companies that sell more to other companies than they do to the general public. This

includes computer service firms, advertising and employment agencies, and the offices of



16

professionals like lawyers, accountants, architects, engineers, and management
consultants. These self directed trends and concepts are becoming valuable as more

companies choose to go outside or outsource many operational aspects of their business.

There are other reasons to think that these self employment trends will continue.
The economy is in a long term shift from manufacturing to service, and the new knowledge
based economy is escalating. At the same time as competitive employers desire a more
flexible and leaner workforce, employees also are realizing significant time and cost
efficiencies through increased flexibility in work arrangements. Innovative communication
technologies are accommodating self employed contract workers and turning homes and
cars into offices. This mobile contingent workforce is creating what has been literally
called a virtual workplace, and in turn virtual enterprises are being formed, consisting of
self employed individuals developing loosely defined flexible alliances as the need arises
(Ministry of Economic Trade and Development, 1994). Furthermore, the labor market for
managerial and professional workers has expanded globally, providing additional career

opportunities.

Recent changes in the nature and extent of women's labor force participation, have
resulted in growing numbers of female entrepreneurs. According to Statistics Canada, the
number of self employed women between 1976 and 1994 has grown by 200%. In the
service sector, jobs for women have grown faster than jobs for men. In fact, the fastest job
growth in the business services industry came from self employed, full time working
women. Women's progress in this sector and in others, such as manufacturing and
construction reflects the growing number of females graduating from professional business
schools (Sciadas, 1995). Women owned businesses are among the fastest growing sectors
of the North American economy. Growing at roughly three times the rate of men's, they

are becoming an economic force in themselves (Laver, 1995). "Women have reached a
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critical mass in virtually all white collar professions, and especially in business, are
increasingly successful in entrepreneurial roles" says John Naisbitt (1990, 223). He has
suggested that "women have already established themselves in the industries of the future,
and will take two thirds of the new jobs created in the 1990's, and that they will be a key
force in the booming service and information sectors” (230). In America, according to the
latest detailed study by the U.S. Census Bureau, the number of women owned businesses
increased by 40% between 1987 and 1992, virtually double the rate for national business
growth (Wealth, 1996). Evidently many women are taking the work experience and
reputations they gained as a result of working within an organization, and are successfully

using these skills to venture out and work for themselves.

Women now account for about 30% of self employed Canadians. By the year
2000, women owned businesses in North America are expected to grow by 50%,
according to the Canadian Advisory Council on the Status of Women (Eng, 1994). Diane
Francis (1996) contends "while breaking the glass ceiling has proven elusive, women are
creating jobs for themselves and others” (15). In the United States, 1993 figures indicate
that women owned companies employed 11 million people nationwide, more people than
all the Fortune 500 companies combined (Eng, 1994). Recently, these figures have
increased to 18.5 million jobs, with women employing one out of four American workers
(Wealth, 1996). Similarily, in Canada, a Bank of Montreal Report (1996), Myths and
Realities: The Economic Power of Women-Led Firms in Canada, estimates that there are
700,000 businesses run by women in Canada, nearly one third of the Canadian total.
These companies have created 1.7 million new jobs, at four times the national average, or
more than the country's 100 largest corporations. This study conducted by Dun and
Bradstreet also indicated that female entrepreneurs are moving to less traditional fields,

such as transportation, manufacturing, construction, agriculture, and mining. The results
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also showed that 46% of these women owned businesses are in the retail sector with a

concentration in service industries.

Nonetheless, women business owners relate stories about the unwillingness of
financial institutions to provide initial and bridge financing. This reveals a major obstacle
for women establishing and growing their own business. In light of recent media reports
about women's overall contribution to the economy through independent business success,
one wonders if banks and other financial institutions, will provide more tangible support
for women entrepreneurs. Marci Lipman, a successful Toronto clothing manufacturer and
retailer, who recently went into involuntary bankruptcy, is an example of bank financing
being problematic for women. Lipman said that "she isn't feeling too kindly about Toronto
Dominion Bank who refused in the end, to provide a line of credit without a collateral
mortgage". That was despite the fact that she owed nothing to the bank, and had operated
in the black until last year, when her 23 year old company lost $150,000, on sales of

$5 million (Straus, 1997, B16).

Implications for Women's Career Development

As the workplace continues to evolve, and more women assume leadership roles,
there has been a growing interest in women's career behaviour. At the same time,
prevailing models of career development tend to be inconsistent with the contemporary
issues facing these women. Career choices made by women are influenced by
socialization, values, orientation to work, and achievement motivation (Gutek and
Larwood, 1986). As well, women's career choices are influenced by multiple role
demands. Ackerman (1990), Ewen (1993) and others, also suggest that aspects of

women's career decisions include personal development, and also the desire for a better fit
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between values, interests and work. "We're making it less likely for people to have
families" says Rosalind C. Barnett, a research psychologist and author of She Works/He
Works. "It is just too punitive. There is no formal child care. There is no institutional
support. It is hugely expensive" (Morris 1997, 72). Balancing personal and work lives is
a constant theme in career planning and popular literature, and may be important motivators
for career changes in women. Morris continues: "the demands of this new economy
wreak havoc on family routines ... the long, unpredictable hours lead to kaleidoscope child
care arrangements” (72). Greater numbers of men in responsible positions have working
wives with equally demanding career challenges. In dual working families renegotiating
home life and workplace responsibilities with spouses and partners, has gained and
requires even more attention. There are some examples of men who have not pursued
powerful positions so they could spend more time with their families (Barr, 1996). In
some cases, we are even seeing a role reversal, with 'stay-at-home husbands' becoming the
primary household manager and child care giver, while for others a 'stay-at-home wife' has
become a status symbol. Creating new workplace realities such as flexible schedules; child
care sharing systems; and mobile offices is a part of the transformative challenge to which

many women are committed (Godfrey, 1992).

In the mid 1980's, Ackerman explored job transition behaviors of women who had
changed work in the middle years of their professional careers. She concluded that women
as individuals are different in the way they make these changes. Ackerman observed that
"work outside the home is an important aspect of contemporary women, and complex
relationships exist among job change strategies, economic conditions, individual response
styles and sources of stress, health and well being" (528). Since women's lives are
characterized by interconnected relationships, women may need to manage their career
changes differently than men. Despite some similarities, women's career development

appears more complex than that of men, and because of this, new definitions of career



20

opportunities as well as alternate models of advancement for working women are needed.

Astin and Leland (1991) comment:
While the success of the women's movement is amply demonstrated by
women's entry and inclusion in the labour force, the workplace still is
organized according to the male model, hierarchical and competitive.
Women have had to adapt to that model and have not accomplished the
restructure of work to make it easier and less stressful for themselves and,
perhaps, for men as well. We need to recognize the fact that women will
continue to opt for marriage and children when pursuing careers. Thus, as
long as our conception of careers is based on the male linear model of
progression and success, women will continue to experience stress as they

battle to maintain both a family and a career and to establish a personal sense
of autonomy (150).

Popular opinion holds that women 'bail out' of major corporations for personal,
social and economic reasons, or leave their jobs rather than wait out the frustrations of
delayed promotions. Judith Rosener, at the University of California finds that female
executives leave because they feel that they are undervalued, or that they do not fit in. They
often move to smaller firms with less hierarchy, or start their own businesses (Women in
American Boardrooms, 1996). These notions were supported by Jacobson (1993) in a
qualitative study which explored the values and characteristics of women managers who
voluntarily left corporate positions to establish independent businesses. In Jacobson's
study, career changes were motivated by value conflict that participants experienced in the
corporate setting, as well as an attempt to create a better balance in their lives, between
work and play. The word values is derived from a Latin root, ‘to be worth, to be strong'
and has come to mean that which is intrinsically valuable or desirable. Values are beliefs
that have cognitive, affective, and behaviorial components (Rokeach, 1973). Carlsen
describes values as "those qualities or goals which are important to us and in which we
believe" (Carlsen, 1988, 191). Micheline Charest (1995), Chair and CEO of a leading
Canadian film company, focused on these issues while addressing the Second Women and

Work Symposium at Concordia University in Montreal:
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Quality of life means status and recognition along with increased
responsibility. It means taking pleasure in maintaining a healthy balance
between an enriching career and family. It means having time for children,
friends and for oneself. It means being in control of one’s life. ... Working
women should re-evaluate whether corporate power is what they really want
under any terms or conditions. If indeed there is no real possibility of
getting a fair share of the power, or equitable pay, what is the point of
devoting all your working hours, giving your life and soul along with your
health and your children’s health, just to be rebuffed at the door? (1).

It has also been proposed that title, power, and money may not fulfill some women
who may be more interested in personal rewards such as recognition, growth, and
challenge. However, there is little empirical data to address this issue. Burke and McKeen
(1993) cite Rosin and Korabik, who conducted extensive and varied research about
women's corporate attrition, to confirm whether or not women were actually bailing out of
corporations and, if so to determine why. In their survey of MBA graduates, they found
scant evidence of gender differences among managers, in regard to their propensity to leave
the organization. According to Burke "these results contradict what they describe as

prevailing stereotypes concerning managerial women's attrition" (15).

Whether executive women leave the corporation voluntarily, or suddenly lose their
positions due to cutbacks and reorganization, many more are carefully considering their
career options. Sudden job loss is a dramatic career event which actually provides
opportunities to explore and consider an alternate work and lifestyle. While there is a
choice about working as an executive for another company, if these women have
experienced 'the glass ceiling', many see little hope of changing this corporate culture. In
the process of career evaluation, more women are also reevaluating what success means to
them. Many seek to do business in a smaller business environment. Others abandon the
corporate ladder to start their own business, take a sabbatical and return to school, and a

much smaller number than people think retreat to hearth and home (Morris, 1995).
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In fact, trends indicate that women are seeking entrepreneurship in record numbers,
citing their reasons in professional, economic, social, and personal terms.
Entrepreneurship as a career alternative is a way for some women to compete in the job
market, reassess, and balance personal and professional interests, and also choose to
structure a more satisfying work situation. Business ownership suggests one career path
that offers the possibility of restoring autonomy, fulfilling potential, and offering financial
reward. The entrepreneurial experience is a self directed opportunity to demonstrate
capabilities and achievements, and this in itself provides avenues for learning, self

validation, and further self actualization.

Based on a review of current literature, it is apparent that women's midlife career
decisions, particularly in light of a significantly changed work place, are not well
documented. The scarcity of information regarding the transition from senior corporate
roles to self employed roles, underscores the need for further research regarding career
alternatives for these women. The following are relevant questions that begin to shape the

direction of this study:

. What are the perceptions of women who have achieved and left senior corporate

management status, regarding career opportunities in the current business and

economic environment?
. What influences play major roles in women's career decision making?
. How have these influences affected women's career decision making?
. How do women determine and manage career change?
. What are the personal and professional learnings during and after career change?
. What coping mechanisms do women use during a major change?
. How do women describe their growth as a result of this process?

. How do women define success?
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Why do women seek self employment options?

What particular traits allow women to be successful in self employment situations?
What meaning do women make and what understandings did they come to, as a
result of their transition experience?

How does women's understanding and growth during this change process affect

their current lives and work?
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PROBLEM STATEMENT

The problem that this study examined is how women in midlife, who have held and
lost senior management roles, perceive this experience and learn to make career changes.
The focus of this study has been the transition these women made to becoming self

employed business owners.

For the purpose of this study, midlife is defined as the age period between 39-54
years. Transition refers to the continuous adaptation and changing reactions over time to a
particular event (Bridges, 1980; Schlossberg, 1984). The career change process is defined
as a continuous process, possibly cyclical in nature, which refers to the phases or
movement through a period. This occurs from the time of termination or disengagement
from what one has been doing, to the time when one starts to engage in new activities, and
making a commitment towards a new career direction (Caple, 1983). It is also a conflict

resolution and decision making process according to Janis and Mann (1977).

Although more information is available about women's lives, and their career
development, a review of the literature shows that very little has been written about
women's career decisions in relation to making successful transitions to business
ownership. Further study is also needed about women and their adaptation to a

continuously changing work environment.
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PURPOSE OF THE STUDY

The purpose of this qualitative study was to focus on the transition experience of
midlife executive women who underwent career change following involuntary job loss.
The objective was to develop accounts of career transition, examine each person's career
transition as a whole, and search for common themes and patterns of experience. The
intent was to explore women's perceptions of this experience and key aspects of their
learning during a career transition into new ways of self employed work. This study did
not intend to examine overall aptitude for entrepreneurship, assess the status of the
participants' business ventures, or attempt to generalize their experiences to a broader

population.
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ASSUMPTIONS

This study may have been influenced by the following assumptions of the

researcher:

1. Learning and managing change are essential in the career transition process. This
learning is about self, the potential changing nature of work and finding balance
between the work you need and aspire to, and what others want you to do.
Adapting to continuous change within the workplace, can provide important

elements of personal growth.

2. While the adult life span is characterized by psychological and social growth and
fostered by significant events, a developmental stage or transition is defined by an
underlying impulse toward change in the inner realm (Bridges 1980, Erikson
1959). This inner realm is where we register the meaning of our participation in the
external world (Sheehy, 1995). In order for change to happen, transition is

necessary (Bridges, 1991).

3. Due to more global competition and the resulting changing workplace in the new
economy, there has been increased emphasis on an individual's resilience,
employability and entrepreneurial skills (Campbell, 1994; Handy, 1990; Kanter,
1987). This may predispose individuals to consider independent business

activities.

4. The demands of the new economy provide different career opportunities for self
employed business women. Women make these changes thoughtfully and

deliberately, and can discuss them cogently.
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RESEARCH QUESTIONS

The main research questions addressed in this study are:

What were the personal, professional and organizational factors

which influenced a career transition to entrepreneurship for these

women?

How do these women describe their transition and change process?

What were the most significant professional and personal learnings

during this transition?

What key choices and decisions confronted these women in becoming

self employed?

What meaning do these women make of their transitional journey and

how would they describe their growth?



28

SIGNIFICANCE OF THE STUDY

The ability to describe and analyze women's midlife, lifestyle options, and career
decisions can have important implications for counselors, educators, policy makers, and
corporate leaders. The results of the study will provide information to individuals, groups,

and organizations about valuable models of career change for women in the new economy,

such as:

. women in all life stages, but particularly in midlife, who are undergoing disruptive
transitions, and seeking to make meaning from and validate their own experience

. career counselors and psychologists counseling women in career and life transitions

. women who are thinking about leaving a corporate organization, or whose

positions have been eliminated due to downsizing or restructuring

. women who are thinking about starting a business
. young women who are developing a life and career plan
. post secondary institutions and private sector training organizations, developing

career planning program initiatives and continuing education for women

. corporate leaders seeking to develop and foster a more positive climate, and career
opportunities for women employees within their organizations

If we can begin to increase our knowledge and understanding about the transition
process for women and their potential career options, then we may understand how to help
others make more effective and satisfying career changes. From a practical standpoint, the
shared narrative journey of these women can provide a template or model for individuals
going through a career transition, and also for those who counsel them. As important, this
study could also serve as a guide for younger women, by providing encouragement to
explore directions and to help better realize their options based on a greater understanding

of the possibilities and various opportunities that might be available to them.
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RELATED RESEARCH

A selected review of research literature relevant to this study is divided into five

main conceptual areas.

1. General business trends to examine the external environment, societal context,
organizational and individual responses to the changed world of work in the new

economy and to provide the contextual background and setting for this study.

2. Adult life span development; female growth and development and
women's studies literature, to provide a supporting basis from which to

interpret the perceptions and responses of the participants.

3. Career development theories and issues, to provide a core theoretical

framework and insight into how women manage their careers.

4. General psychological literature regarding relevant life event
transition and adult learning theories, to provide a core basis for

understanding the process, experience and significance of life changes.

5. Qualitative research methodology, grounded theory and interview
techniques, to provide the operational basis for an exploratory research design

methodology.
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Figure 1.1 presents a representation of the points of intersection of the various bodies of
literature relevant to this study. The purpose of this literature review is to ground this study
in a theoretical base and to examine research by others in the areas of career development

and life transitions.
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Figure 1.1: Conceptual Framework Linking Related
Bodies of Literature
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STUDY DESIGN OVERVIEW

The study was conducted in Toronto, Canada during 1995 and 1996. Participants
were women, in midlife between the ages of 39-49, who had held senior management roles
in either private or public sector organizations, and whose positions had been eliminated
due to downsizing and restructuring. An exploratory qualitative research methodology was
adopted, using a grounded theory emergent approach (Lincoln and Guba, 1985). Case
study interview methodology was used to explore the life events and experiences that

influenced these women to choose entrepreneurship as a career alternative.

The interviews were held in three phases, which included two individual interviews
and a group interview. The researcher developed a series of semi-structured, open-ended

questions to guide the discussion related to the research questions posed in this study.

The first interviews were transcribed verbatim, analyzed and coded, using a
constant comparative methodology, to search for emerging themes and patterns of response
(Glaser and Strauss, 1967). A group interview with all participants was held with the
researcher posing questions related to the research questions, as a result of emerging
themes and patterns arising from the first individual interview. Following the transcription
and analysis process, the third phase of the data collection concluded with a second
individual interview with all participants. This final discussion provided individuals with
an opportunity to review their transcript copies and to add additional perspectives to the
dialogue related to this study. Again, these interviews were transcribed for further

analysis. Data were reported as a narrative description.
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ORGANIZATION OF THE STUDY REPORT

This study is divided into five chapters:

Chapter 1 begins with an introduction to the background and focus of the study; a
statement of the problem and the purpose of the study; a listing of the major research
questions; the significance of the study and an overview of the study design. The chapter

concludes with a brief summary.

Chapter 2 presents a review of literature related to the study which is divided into five
main conceptual areas, relevant to understanding how midlife women perceive a major
career transition. This includes an exploration of business trends, adult career
development, transition themes and issues. The purpose is to examine current research by

others, so as to ground this study in a theoretical framework.

Chapter 3 provides the research design and methodology, including a description of the
participants' information gathering procedures and data analysis. It also provides reference

to selected readings in qualitative research methods and interviewing techniques.

Chapter 4 includes a presentation and analysis of the findings, incorporating selected

verbatim responses of the study participants to the research questions.

Chapter 5 presents a summary of these findings and provides a discussion of the
conclusions and implications to be drawn from this study. Suggestions for further research

and reflection conclude this chapter.
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SUMMARY

In this chapter, aspects and implications of a changed work world have been
outlined and entrepreneurship discussed as a career alternative for women. The journey
towards self employment includes key elements of self awareness, new learning, as well as
personal and professional growth. Exploring how midlife women determine and manage
career choices, and how this relates to overall lifetime decision making, may help to further
develop effective career planning models. These in turn can help women make decisions
earlier, move through their life transitions more thoughtfully, and perhaps choose new

directions with greater confidence.



CHAPTER 2
LITERATURE REVIEW

INTRODUCTION

A review of the literature relevant to this study includes five main conceptual areas:
1) general business trends 2) adult life span development and women's studies 3) career
development theories and issues 4) life event transition and adult learning theories

5) qualitative research methodology, which is discussed in chapter 3.

General Business Trends

Current business literature reveals numerous publications about the rapidly changed
nature of the workplace, the new world of work, and where the jobs are to be found in the
new economy. In North America, the impact of restructuring, downsizing, and
reengineering has been devastating for hundreds of thousands of people. Organizational
specialists, notably Kanter (1989) and Handy (1990, 1993), as well as economists such as
Beck (1992, 1995) and Rifkin (1995), describe approaches to rethinking how work is done
in a more knowledge based economy. This includes an increased focus on employability
and entrepreneurial skills, as well as individual abilities to develop a flexible resiliant
attitude and cope with what seems like constant change. Many large bureaucratic

organizations have been restructured and consist of a smaller core of central employees,

34



35

and groups of individuals or smaller firms, that are subcontracted on a contingency or

outsourcing basis.

When change and innovation are the issue, organizational development specialists
suggest that both the ability to learn and to be flexible are paramount (Peters, 1987; Kanter,
1989; Senge, 1990). In Megatrends 2000, Naisbitt and Aburdene (1990) conclude that
"the primary challenge of ]eadership in the 1990's, is to encourage a self-directed, and self-
managed lifelong learner who can develop entrepreneurial skills" (220). Warren Bennis
adds that "leaders today are challenged by globalization and galloping technology and with
the challenge of employee involvement, employee participation and empowerment"
(Hodgetts, 1996, 72). Increasingly, North American business strategies are changing,
creating significant opportunities for work in smaller and medium sized companies, the

service sector, and for a growing population of self employed people.

Women and Business

Colin Campbell (1994) suggests that predictions for the Canadian workforce by the
year 2000 indicate a 500% growth in small to medium sized businesses, with 80% of new
job opportunities created in the new economy. According to Campbell, most of these are
women owned businesses, and he estimates that there has been a 265% increase in
women's self employment from 1971-1991. In the United States, women now own more
than eight million or one third of American companies; in 1996 there are 78% more women
owned companies than there were in 1987; and these numbers are growing at double the

rate of male owned businesses (Economist, 1996; Barr, 1996).
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Not surprisingly, there is a growing interest in women's entrepreneurial success.
This success has been attributed to several factors, including an ability to think holistically,
to actively listen, to be empathetic, and to work collectively. Additionally, women often
begin with a more realistic financial business plan. These are some of the factors identified
by Judy Finlayson (1995) when she interviewed 200 Canadian women in 1993 and 1994,
to research her book, Against the Current, which is a discussion of 50 years in the
Canadian workplace. Finlayson and others conclude that in these entrepreneurial business
situations, women appear to be less hierarchial, favor a more egalitarian work atmosphere,
use an intuitive style of decision making, and respond more comfortably to people around
them. Paul Hawken, CEO of Smith and Hawken comments:

Women bring important new values to commerce; they bring this

courageous, heartfelt sense of connectedness to their lives and business - in

other words, feeling. These are not merely good values, they are what will
drive business forward in the century to come (Godfrey, 1993, v).

A qualitative doctoral study by Wells (1994) explored the phenomenon of learning
and leadership practices in 18 women, and compared them to a model of successful
entrepreneurs. These women described building collaboration and connections in their
organizations, which are seen as cornerstones of traditional feminine models of leadership.
Similarly, another study by Putnam (1993), also qualitative in design, described women
entrepreneurs as having the ability to create their businesses, attract and retain customers,
interact with vendors, overcome barriers, supervise employees, and manage their

businesses by developing a network of relationships.

Brown (1994) in her doctoral study, which was both quantitative and qualitative,
makes an interesting observation about women's cognitive orientation to leadership, in 25
female community college academic managers. She concludes that contrary to the literature

regarding the centrality of relationships of women leaders, such as nurturance,
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connectedness and consideration, women in this study did not list these as primary
motivators. Rather, they identified the achievement of results; the making of a difference;
the scope, challenge and variety associated with the job and the perception of being valued

for their contribution.

It is noteworthy that there are some early indications that women owned businesses
have more staying power on average, and experience failure and bankruptcy at lower rates.
For example, some Canadian data indicates that 20% of women business owners fail,
compared to 80% of their male counterparts (Atwood, 1990; Federal Business
Development Bank, 1992). In the United States, three quarters of women owned
businesses that existed in 1991, were still alive three years later, compared to two thirds of
all American companies (Economist, 1996). Clearly, both men and women face similar
realities in a changed work world, and they may have similar motivations to become self
employed. However, in an entrepreneurial setting, there may be differences in women's

approaches to leading and managing, that contribute to and explain their success.

Burns' (1978) excellent contribution to the analysis of leadership examines three
major themes. First, he brings the literature on leadership and followership closer together.
He defines leadership as "inducing followers to act for certain goals that represent the
values and the motivations - the wants and the needs, the aspirations and expectations of
both leaders and followers. The crucial variable is purpose. Leadership is thus inseparable
from followers' needs and goals" (19). Secondly, he describes and contrasts the essence
of the leader-follower interaction through two fundamentally different forms: either
transactional or transformational leadership. Both leadership types develop cooperative
relationships with followers. The transactional leader "meets followers' needs by helping
them to achieve their goals for the purpose of an exchange of valued things" (19).

Transactional leaders recognize the rewards participants want from work, and try to see that
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they get them if warranted, by their performance - exchanging rewards (and promises of
rewards) for effort. Transformational leadership involves strong personal identification
with the leader (who can have a charismatic style), to join in a shared vision of the future
and be motivated to perform beyond expectations. Thirdly, Burns explores the leader's
ability to bring about decisions and real change - "that is a transformation to a marked
degree in the attitudes, norms, institutions and behaviors that structure our daily lives"
(414). Burns suggests that the ultimate test of practical leadership is the realization of

intended real change that meets peoples' enduring needs.

The organization Catalyst undertook a review of the literature and issued a 1986
report, Female Management Style - Myth or Reality, which indicated among other things,
that gender differences in management style may be mainly in the eye of the beholder.
Specifically, they did not find differences in dominance, confidence, or sense of security
nor differences in capacity to lead, influence or motivate, or interpersonal function. In a
follow up survey (Catalyst, 1991) Felice Schwartz, then President of Catalyst, explained
that research studies show no appreciable difference in corporate management or leadership
styles between men and women. This has been supported by Burke and McKeen (1993) in
a review of Canadian studies. Very recently however, some newer contrary conclusions
were published in a survey which examined 915 managers (645 men and 270 women),
published by the U.S. non profit, Foundation for Future Leadership. This study found
that women perform slightly better than men, in 28 of 31 key management categories,
including generating ideas and keeping productivity high. This study found that not only
do women have better intuitive skills than men, but also out perform men in logic based
skills, such as meeting deadlines and problem solving (Irwin, 1996). The results of this
study were a departure from traditional, popular assumptions, which credit women with
being nurturing team players at work, but not having the skills associated with top

management. Indeed, the trend away from hierarchical management and tight boxes
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around roles, appears to favour female attributes. Barbara Annis, a Toronto based
consultant specializing in gender diversity suggests that:

The following generalizations about the sexes have been found to be true:

men view their world as a series of transactions; women see their world as a

series of connected events leading toward a purpose. Men measure with

win/lose standards; women don't keep score and look at things in a broader
context than men (Gay, 1993, 24).

Associated with this, Kouzes and Poszner (1987), in The Leadership Challenge,
describe the results of their Leadership Practices Inventory, and in doing so provide
important and personal descriptions of managers and leaders achieving their personal best.
These authors outline five key leadership behaviors. Broadly, these include: challenging
the process; inspiring a shared vision; enabling others to act; modeling the way; and
encouraging the heart. Students of leadership learn from mentors, who lead by example,
who succeed in solving problems, and who make desirable things happen. While the
authors acknowledge strong arguments, for the 'leaders are born' position, it would seem,
through their collection of examples, that individual managers can become extraordinary
organizational leaders. "Leadership,” according to them, "is a set of learnable
competencies” (211). Burns (1978) supported this view:

Real leaders - leaders who teach and are taught by their followers - acquire

many of their skills in everyday experience, in on the job training, in dealing
with other leaders and with followers (169).

In Would Women Lead Differently?, Virginia Schein (1989), suggests that
differences in each sex are often greater than the differences between the sexes. She argues
that "organizational structures must change if we are to have climates receptive to and
supportive of qualified and committed men and women, who desire to demonstrate their

leadership qualities” (159). The constantly growing body of knowledge in text, journal,
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and popular literature, all point to the human factors of leadership. Diane Francis (1996)
comments on a female style of management that favors consultation over control:
Indeed, the way women are socialized makes them better suited than men to
succeed in the new economy when flexibility, service and co-operative
efforts are the watchwords ... It's interesting to note how management
techniques reflect the influence of the women's movement by encouraging,

nurturing and consensus-building rather than traditional male-driven
authoritarian structures (15).

Successful organizations are practicing an entrepreneurial, close to the customer approach
to business, which fosters a new type of manager - one who is a mix of visionary, teacher,
guardian, and inspirational role model. According to Finlayson (1995), a growing number
of women fit the classic entrepreneurial profile. They are risk takers who want to develop
their companies and make more money. They are also looking for more job satisfaction

and a chance to direct business growth.

Rosener (1990) surveyed members of the International Women's Forum, which
includes many corporate executives and business owners. She matched them with men
who held comparable executive and entrepreneurial positions. Rosener found that
women's business relationships are more likely based on trust, empathy and engagement,
while men tend to base their business relationships on power and hierarchical
arrangements. She described the leadership style of the women surveyed as "interactive" -
that is characterized by four active qualities: 1) encouraging participation 2) sharing power
and information 3) enhancing the self worth of others 4) energizing others. These are all
elements of relating and connecting. Holger Kluge, a Canadian bank president, describes
how women fit with today's leadership style:

I'm looking for team players and good coaches who have excellent

interpersonal and communications skills, creativity and a participatory

management style. Women's attributes tend to fit this style, often better
than men (Gay, 1993, 24).
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A team of researchers led by Howard Aldrich, of the University of North Carolina
at Chapel Hill, also observed that women business owners demonstrate an aggressive
business confidence. Their study compared 217 women and men entrepreneurs in an area
of the state with a large number of high technology companies. Results showed that
women are seen as equal and talented players. When women entrepreneurs identify a need,
they are as aggressive as men, as likely to put themselves on the line, and as determined to
obtain help from the best available people (Laver, 1995). Rutgers professor Patricia
Green, who studies women entrepreneurs, claims that evidence shows that many women
start their own businesses because doing so can provide greater flexibility and more control
over their lives. While the risks of business ownership are greater, the rewards can be as
well (Barr, 1996). As a result of these and other factors, many women are choosing

entrepreneurship and becoming very successful business owners.

Adult Development Theories

Considering these changing business trends and the impact on individual career
development, it is useful to give some recognition to the importance of a growing body of
knowledge about adult development and transition theories. More recently we have also
recognized that adulthood is a period of change. Understanding the theoretical aspects of
adult development can provide a background to better understand the adult transitional
growth experience, and can also provide a lens to view adults in relationship to their lives
and careers (Schlossberg, 1985). Carlsen (1988) says that "the expectations of adulthood
are the arrival of maturity; the realities of adulthood are the complex processes of adult
development” (35). Midlife, commonly defined as the period of the 40's to mid 50's, has
also been acknowledged as a particularly significant period, and there is an increasing

realization that this too, is an important developmental period.
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Nancy Schlossberg (1984) in Counseling Adults in Transition, and Mezei (1994),
in her doctoral thesis, have developed a comprehensive framework for these adult
developmental theoretical perspectives, which fall into three main categories. The first is
grouped under aspects of age and stage; the second category is life events and transition
perspectives; and the third are theories related to individual timing and variability. Both
authors advise that while these three conceptual perspectives are shown separately, they

may overlap, interact and build on each other in a continuing developmental process (see

Table 2.1).
Table 2.1: Adult Development Theorists
PERSPECTIVES BASED ON
Age and Stage > Age:

) Sheehy (1976), Levinson (1978)
(moving from dependence to

autonomy) > Precipitating issues and conflicts:

Erikson (1950), Vaillant (1977),
Gould (1978)

>  Ethical, moral & cognitive
development:
Kohlberg (1970), Perry (1970),
Gilligan (1982)

>  Women's development
Gilligan (1982, 86), Belenky et al (1986)

Life Events and Transition >  Critical life events:

. Lowenthal, et al (1975), Sheehy (1981)
(life span development)

Individual Variability > Individual timing:

) Vaillant (1977), Neugarten (1979)

(circumstance)

> Individual variability:
Neugarten (1979)

Source: Adapted Schlossberg (1984); Mezei (1994).
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Schlossberg (1984) discusses what she refers to as returning themes of adulthood,
which are based on Erikson's earlier work in the 1950's. These recurring themes are
identity, intimacy and/or attachment, integrity and/or autonomy, generativity and/or
renewal, and industry and/or competence. Schlossberg adds a sixth developmental theme,
which is belonging versus marginality. She suggests that this latter theme "relates to role
changes, and is of special importance in transitions” (21). "Involuntary role
transformations in adulthood can involve crisis, conflict and confusion" says Schlossberg
(1977, 77). These events may lead to altered changes in long standing personal
relationships. As adults move through these transitions common themes emerge, the most
consuming of which is stock taking, reassessing themselves, their options and potential
(Schlossberg, 1977). In another review article, Schlossberg (1985) uses adult
development theories as a way of illuminating the adult experience, providing four
perspectives on adulthood. These are cultural, developmental, transitional and life span,
incorporating both continuity and change. Gould (1978) sees adult development and
particularly the midlife decade as "every bit as turbulent as adolescence" (307). While the
changes occurring at midlife deal with family, lifestyle and inner life changes, often times
the most dramatic expression is reflected in occupational issues. Considering the meaning
of work within an individual's life is another important component of gaining a better
understanding of the meaning of a career change. According to Okun (1986) there is some
evidence that suggests that women who allow themselves to acknowledge stress and
dissonance in this period have the greatest opportunity for making choices and decisions

that can offer satisfaction and fulfillment in the second half of their lives.

The most distinguishing feature of the humanistic psychology movement is its
optimistic view of people, in which personal identity, self direction, personal growth,
individual accountability and free will are dominant considerations. Self concept and self

esteem are central to identity, growth, choice and self determination (Bednar et al, 1989).
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There has been more focus in the literature about women's individual hopes, goals, desires
and fears (Giele 1982; Gilligan 1982(b), 1990; Grossman and Chester 1990). Their work
has brought into sharper focus the notion that women's lives may not follow the same

developmental patterns as men's lives.

Regarding women's development Schlossberg (1984) comments that "the
renegotiation of interdependence over time, is a critical issue in the adult development for
women" (5). Josselson (1987) makes the point as well that "women's development is
based on an ongoing balance between self-in-world and self-in-relation. A developmental
psychology of women must describe autonomy and connectedness and the arc between
them" (189). Mezei (1994) also observed that "Sheehy's (1976) work acknowledged that
women's life passages may vary significantly from men's and each other's ... and that
women sense the inner crossroads leading to midlife somewhat earlier than men do,
partially as a result of the choices made earlier in life, and partially in response to the ticking

of the biological clock" (34).

Baker Miller, Gilligan and other researchers associated with Wellesley College's
Stone Center, have spent the last several years developing a new psychology of women.
The ability to grow, feel competent and empowered within the context of meaningful
relationships, is a fundamental dimension, of women's experience, which the Stone Center
scholars illuminate. Godfrey (1993) suggests "it is this very aspect of individual personas
that makes a profound and positive impact on the way women start and grow businesses.
This strength constitutes a new understanding of business to be shared with men and

women alike" (xxiv).

Harvard's Carol Gilligan (1982a) in A Different Voice identified three issues that

are central to the development of women. They are human issues of attachment, caring,
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and interdependence. Her work involved extensive interviews with women at decision
points in their lives. She listened to the differences in voice, tones and language used to
discuss significant choices. Her findings have important implications for our
understanding of women's development. Gilligan's research suggests that as women
develop, they spiral through a three level evolution of responsibility to themselves and
others. The early orientation is characterized with concern for survival in the face of
powerlessness; moving to a concern for responsibility or caring for others; and finally there
is a concemn for taking equal care of themselves. Gilligan (1982a) writes:
In the different voice of women lies the truth of an ethic of care, the tie

between relationship and responsibility and the origins of aggression in the
failure of the connection (155).

She has reminded us that growth includes acknowledgment of our own needs to care,
nurture and remain connected. Gilligan points to a key disparity between the sexes: men
take pride in a hierarchy of power, in a lone, tough minded independence and autonomy
and achievement, while women define themselves in a context of intimate human
relationships, and see themselves as part of a web of relationships or connectedness.

Gilligan adds:

Male and female voices typically speak of the importance of different truths,
the former of the role of separations as it defines and empowers the self, the
latter of the ongoing process of attachment that creates and sustains the
human community (155).

Given the differences in the life paths of men and women, Gilligan's sentiments are
pertinent:

Among the most pressing items on the agenda for research in adult
development are studies that would delineate in women's own terms the
experience of their adult life ... As we have listened for centuries to the
voices of men and the theories of development that their experience informs,
so we have begun more recently to notice not only the silence of women but
the difficulty in hearing what they say when they speak (Gilligan 1982b,
112).
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The importance of Gilligan's work is that she has demonstrated so powerfully the profound
importance of a sense of connectedness with, and responsibility for others, as well as
oneself. She has affirmed for women, the value and legitimacy of a way of being that has

been traditionally undervalued.

Josselson (1987) in her book, Finding Herself, Pathways to Identity Development
in Women, explains that only recently have women theorists such as Chodorow (1978),
Gilligan (1982), Baker Miller (1986), Belenky et al (1986), started to address female needs
for attachment and connection to others. In doing so they are pointing the way toward a
new set of concepts with which to make sense out of the course of development in women.
Women's feelings of self worth and self esteem come from an ability to relate to others.
Jean Baker Miller (1986) describes this central feature in women's development when she
says, "Indeed, women's sense of self becomes very much organized around being able to
make and then maintain affiliation and relationship” (83). Belenky et al (1986) questioned
how women draw conclusions about truth, knowledge and reality, and in their study
described women's quest for self. Other development psychologists and clinicians have
also commented on the inadequacy of development models to illuminate women's lives
(Rossi, 1980; Peck, 1986). In addition to calling for a theory that will include the
importance of relatedness and attachment in women's lives, there is a need for a theory
flexible enough to encompass the multiplicity of roles and circumstances in women's lives

(Josselson, 1987).

Career Development Theories

Established career development theories have generally attempted to explain the

factors that influence people to pursue various lines of work. These can be divided into the
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following areas: 1) early career development models 2) women's career development 3)
career change and 4) midlife career change. A useful framework for understanding these
career theories and issues is provided by Carole Minor (1986) in Adult Career
Development, Concepts, Issues and Practice, in which she describes the chronological
development of these theories. Minor groups these under the following categories:
vocational guidance; developmental and occupational choice; career choice content; learning
theory and career choice content; choice and adjustment; and finally work adjustment and

job satisfaction (see Table 2.2).

Table 2.2: Career Development Theorists

PERSPECTIVE BASED ON
Vocational Guidance > Parsons (1909)
> Williamson (1939)
Developmental and Occupational Choice >  Ginsberg, et al (1951)
> Super (1980)
Career Choice Content >  Holland (1973), (1985)
> Roe (1984)
Learning Theory and Career Choice Content | >  Krumboltz (1979)
> Mitchell, Krumboltz (1996)
Choice and Adjustment > Tiedeman, O'Hara (1963)
Work Adjustment and Job Satisfaction > England, Lofguist (1964)

Source: Adapted Minor (1986).

In the last decade however, downsizing and restructuring, as well as the changed
social contract between companies and employees, have made some of these career

development theories somewhat irrelevant. More people are better able to understand the
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current employment picture, and more are starting to define their career paths and to define
success differently. The career contract and development plan have become increasingly
self-directed and self-managed, as more individuals are "making the mental shift to

independence" (Edwards, 1996, 13).

In Boom, Bust and Echo, Foot and Stoffman (1996) discuss demographic trends
and the impact of one's birthdate on career development, and they discuss four career
paths, or other ways careers evolve. These are described as linear, steady state, spiral and
transitory. Linear career paths were based on vertical mobility, and the steady state, when
an individual held one occupation for a lifetime. More recently these have given way to
both the spiral and transitory career paths. The spiral career path exists more in flatter
organizations and these careers involve changing occupations. However these authors
contend that transitory career paths are the fastest growing, due to the increase of virtual
organizations and outsourcing. Here individuals adopt whatever occupation is necessary to
get work, and may be either generalists or specialists. Foot and Stoffman conclude that
individuals require flexibility, as well as high motivation, and not necessarily experience

and qualifications, to succeed in today's workforce.

Recently, the Royal Bank of Canada, and the Angus Reid Group (1996) conducted
a job satisfaction survey, Workplace 2000: Under Construction. Some interesting aspects
of the findings of this study were related to career development and career satisfaction. In a
nationwide telephone survey of 850 working Canadians, the majority of those sampled
were satisfied with their work. For example respondents felt that their current job was a
way to make money and not a career (35%); the workplace is changing so quickly, it is
difficult to keep up (31%); new computer technology and software has significantly
changed the way I do my job, (40%); and work today is only about profit and productivity

(48%). Some of the happiest surveyed were self employed Canadians and this was
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particularly relevant to my own study. Of this group, 55% said that they were very happy
with their jobs, and 77% said their satisfaction with work has improved since they became
self employed. Overall, 73% would say that they are better off since they started working
for themselves. "As more and more jobs disappear along with the companies that once
provided them, the idea of being employed by a large organization seems risky if not
obsolete", according to Peter Newman, who adds that "the alternative - working for
yourself - is an attractive choice for those who can master the technologies" (Newman

1996, 56).

Women's Career Development

Duane Brown (1984) in his review of the literature suggests that women's career
development has not been studied extensively until about 1975. Esther Diamond (1986)
makes a similar observation:

Traditional career development theory was based almost exclusively on

studies of male subjects and gave little attention to the fact that for women,

the development process over the life span was different from that of men,

and far more complex in terms of frequent shifts between home and work

and the effects of their socialization on their attitudes, expectations and
behaviours (15).

Diamond also evaluates how conventional theories of career development regard women,
and concludes that there is a need for a separate theory of women's career development.
She goes on to discuss Astin's (1984) model which proposes four major constructs of
women's career development. These are motivation and work expectation; sex role;
socialization; and the structure of opportunity. According to Diamond, Astin "places a

great deal of emphasis on the changing structure of opportunity - the way in which social
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forces shape and reshape occupational decisions and its impact on contemporary women

and their occupational behaviour” (20).

Mary Catherine Bateson (1989) in her book, Composing a Life, encourages women
to compose their careers. Her thesis is that women's lives offer valuable models because
of the very pressures that make them seem more difficult. She believes that women have
not been permitted to focus on single goals, and cope with ambiguity and multiplicity in
their lives. This theme is also discussed in Cyr and Reich's book, Scaling the Ivory Tower
(1996), which presents the detailed lives of nine female academics in university business
faculties throughout North America. Three are in their early careers, three are facing
tenure, and three are recognized leaders in their field. Each of these women presents her
story as a set of choices and alternatives, given the diversity of responsibilities and
opportunities that this profession entails. Many of these choices are tradeoffs between
different roles, teacher versus researcher, wife/mother versus professional, and researcher
versus administrator. The editors conclude that "by virtue of being female the path is
generally strewn with more branches and boulders, than is usually the case for male
counterparts. Expectations are different. Achieving life balance poses unique

difficulties" (xi).

Career Change

The literature on career change emphasizes viewing change as a cyclical process, in
which uncertainty and change are the only constant in an adult's career development
(Shapiro, 1994). Donald Super's (1980) life-span/life-space approach to career
development views career as including the work role and all of the life roles in which one is

involved at any given time. Career and life are viewed as being interdependent and
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affecting each other. This theory addresses multiple roles and their demands, and
concentrates on their determinants and interactions. According to Super, the life-space
component provides the contextual dimension in the model denoting the variety of
individual's social positions and roles. As well, the life-span component concentrates on
the process of choosing and adjusting to roles in the life-space. Super describes a cyclical
life stage process in this career development model including growth; exploration;
establishment; maintenance; decline or disengagement. During middle adulthood the
developmental tasks involve accepting limitations; identifying new problems to solve;
developing new skills; competing successfully; and focusing on essential activities (Super,
1996). Gallos comments that although useful for understanding and intervening in men's
lives, the concept of life-space and role, may be even more relevant to women because of
the "wider variety of life patterns that women actually experience today"

(Gallos 1989, 115).

Caple (1983) supports Super's model of a career development and explains the
advantage of circular, over linear models. Along the same theme, the concept of cycling
through different stages during one's career has also been discussed by Jaffe and Scott
(1991). They present a complementary five stage life process of career planning, including
assessment; exploring possibilities; planning; acting and ongoing evaluation. These career
development specialists describe the process as continuing throughout life. Eli Ginsberg
(1984) described "occupational choice as a lifelong process of decision making for those
who see major satisfaction from their work. This leads them to reassess how they can
improve the fit between their changing career goals and the realities of the world of

work" (180).

Characteristics of successful career builders in today's workplace, according to

Lundin and Lancaster (1990) include: 1) personal integrity that requires loyalty and the
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willingness to act according to their beliefs 2) owning the territory, or the unique
combinations of knowledge and commitment to understand the organization and
acknowledge their own contribution 3) versatile skills and flexibility to changing
environments 4) possessing a self employed attitude, taking responsibility for their own
careers, their own actions and their own development. Related to this theme of self
directedness, Mitchell and Krumboltz (1996) also propose that people choosing careers
must consider three fundamental trends which include: 1) expanding their capabilities and
interests, not basing them on existing characteristics 2) preparing for changing work tasks,

not assuming occupations will remain stable 3) being empowered to take action.

Philip Abrego (1985) submits that "to understand the process of midlife career
change, one needs to examine the contribution of adult development, career development
and transition theorists" (189). He adds that "midlife career change, particularly voluntary,
cannot be isolated from the developmental issues of midlife" (194). Golembiewski (1978)
also makes an important related observation that "... midlife transition often manifests itself
as a mid career crisis. The two are interactive, but often it will be the case that the
individual will precipitate a mid career crisis, as a result of a panic reaction to a midlife
transition" (215). He goes on to say that the essence of midlife transition is "learning how

to accept and deal with being out of control of some inexorable life forces" (218).

Abrego (1985) also provided a helpful framework for understanding midlife career
changes in Adult Career Development. He selectively draws on important contributors
focusing on aspects of the midlife stage or phase development, and the process of coping
with life transitions. These include: Erikson (1950); Super (1957); Holland (1973, 1985);
Hopson and Adams (1976); Gould (1978); Levinson (1978); Pearlin (1978); and

Schlossberg (1980, 1984). In spite of significant awareness of life course changes in
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women's lives, little has been done to explain such changes in developmental terms, or

incorporate them into theories of the development of women's occupational behaviour.

In another qualitative doctoral thesis, Ladd (1992) focused on the career transition
and change of 10 male and female adults, in a multiple case study approach, and evaluated
adult counselling models during these changes. His study also supports a three stage
model of transition process, and he concluded that the career transition process for these
adults was cyclical rather than linear. Ladd suggests that the meaning of one's work can
change over the course of one's life, and that a career change can also be considered as a
change in a person's life path. Ladd's study also emphasized the decision making process
in a career transition and rejects the notion of career transition having to be a crisis or

traumatic event.

Values, Personal Belief Systems and Life Roles

How do values, value conflict and personal belief systems play a significant role in
personal and professional growth and development? Super (1984, 1990) emphasized the
importance of values and life roles in his theory of career development. Duane Brown
(1996) has also presented a values based model that draws on the work of Super (1970)
and Rokeach (1973). Values like other traits, develop as a result of the interaction between
inherited characteristics and experience. Brown views "values as being the fundamental
building block of personality" (339). According to Brown, "values also provide standards
against which people judge their own actions, as well as the behaviour of others. Values
also play a central role in the decision-making process because they are the basis of goal
setting" (340). Present and future values are of enormous importance in understanding and

managing change "because values directly affect the choice of possible images of the future
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to be examined, the way the images are evaluated and implemented, and their

consequences” (Nanus, 1990,16).

There is also a growing trend in the field of counseling and career development,
toward viewing people as self directed active agents in, or shapers of, their own careers.
In a real sense "people help construct their own outcomes and their belief systems play a
key role in this process” (Lent, 1996, 373). Dr. Mary McGrath (1992), a psychologist,
supports this as she describes what she calls the traditional core, meaning a woman's
cultural conscience. She comments:

One cannot overestimate the power of this core of cultural values that exists

deep within every women and dictates how we must behave and what roles

are 'right and wrong' ... feminine, masculine, appropriate, and
inappropriate for us as women (51).

Marsha Harling (1996) a psychologist and career consultant at KPMG, explains
that over the last several years there has been an attempt by professional counselors to
better understand individual beliefs, expectations, preferences, choices, decisions, control,
and helplessness. Harling describes another field of therapy, called rational emotive
behavior, based on the work of Albert Ellis (1973). This treatment modality has developed
more recently, to help people reformulate ways of explaining life events and behavioral
patterns. Martin Seligman's (1991) study of learned helplessness and learned optimism
also examines how belief systems and one's view of self and life, has major relevance to

one's physical and psychological health.

Values can change, especially in the face of powerful learning events. Brown's
model (1996) suggests that a values based approach to career counseling requires an
understanding of how career impacts on family, leisure, and education. Mood levels such

as anxiety and depression can impact the ability to make decisions. Further, emotion can
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serve to energize and motivate action because emotion is associated with needs, desires,
purposes, and goals (Young, 1996). Therefore, it is useful for individuals to understand
their own values, particularly if the values are interpreted in terms of their implications

for work.

Life Event and Transition Theories

The conceptual framework for analysing career transition in this study is based on
the well known work of William Bridges (1980, 1994), Nancy Schlossberg (1984) as well
as the earlier work, some 75 years ago, of the Dutch anthropologist, van Gennep (1908) in
a 1960 translation of Rites of Passage, about the social process of initiation. Transition
theories describe the process of coping with life changes and the phases of transition.
Victor Turner is quoted as saying "I prefer to regard transition as a process, a becoming,
and in cases of rites de passage, even a transformation” (Stein 1989, 288). Levinson
(1978) saw transitions as "turning points between stable periods" (49). Bridges (1991)
submits that it isn't the change in one's circumstance, but rather it is managing the
transition that poses difficulty. He comments, "Change is situational whereas transition is
the psychological process people go through to come to terms with the new situation.
Change is external, transition is internal” (3). Commonly, transitions are often marked by
a triggering event which results in change. Trigger or marker events, may cause an
individual to question and reevaluate their assumptions about themselves (Gould, 1978).
Further, Gould explains that a new set of facts (i.e., a stage) evokes a change in behavior
patterns that can provoke confusion and conflict. Taylor (1989) also advises that trigger
events may be life shattering occurrences such as natural disasters, or they may be personal
upheavals, which can be troubling contradictions between individual meaning systems,

external social events, or cumulative internal changes.
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It would seem that transition, is an essential part of the change process, and change
often occurs when a person is faced with conflict. Nancy Schlossberg (1984) defines
transition as "an event or non—event resulting in change" (43) and she suggests that a
transition is "not so much a matter of change as of the individual's own perception of the
change" (44). In other words, according to Schlossberg, transition is a process of
continuing and changing reactions over time, which are linked to the individuals'

continuous assimilation and changing appraisal of themselves in the situation.

George and Seigler (1981) define coping as the "overt and covert behaviours
individuals use to prevent, alleviate or respond to stressful situations ... coping can occur
before, during or after a stressful or challenging situation" (37). Similarly, Lazarus and
Folkman (1984) suggest that coping involves "constantly changing cognitive and
behavioral efforts to manage specific external and or internal demands (141). Schlossberg
(1984) adds that "the ability to cope is not a trait, but a dynamic process constantly in flux

throughout the continuing process of appraisal” (95).

Holmes (1988) in her doctoral study examined coping resources and strategies to
effectively manage job loss. The resources mentioned were health, internal locus of
control, self efficacy social support, problem solving skills, material resources and
organizational support. Earlier at the University of Chicago, Mardi and Kobasa (1984)
defined some of the characteristics of what they call stress hardiness. Stress resistant
people, they believe, have a specific set of attitudes toward life - an openness to change, a
feeling of involvement in whatever they are doing and a sense of control over events. They
score high on challenge, viewing change as a challenge rather than a threat; and on
commitment - the opposite of alienation, and control - the opposite of powerlessness.
Their research contrasts the beliefs and personality characteristics of people who are able to

be productive and healthy in stressful environments with those people who are debilitated
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by the same environments. Coping involves facing conflict realistically, learning how to
tolerate the inherent distress, and gradually modify the situational response through
personal conflict resolution (Bednar et al, 1989). High levels of self esteem, according to
these authors, is the product of a response style that favors coping over avoidance. When
this is the case conflicts are faced, understood, and resolved, resulting in self confidence,

personal approval and feelings of personal well being.

According to van Gennep (1960) each time a major life event is encountered that
requires a transition, the same patterns of separation, liminality and reincorporation are
evident. Bridges (1980) also describes three phases of transition: an ending, a neutral zone
which is a period of uncertainty and anxiety, followed by a new beginning. In doing so,
he provided a useful model for making sense of life change events. Bridges suggests that:

Every transition begins with an ending, and with disengagement the process

of change begins. We have to let go of the old before we can pick up the

new, not outwardly, but inwardly, where we keep our connections to the

people and places that act as definitions of who we are (11).

Schlossberg's three phase transition model consists of the introduction, a middle period of

disruption, and a period of final integration. These three models of the phases of transition

are outlined in Table 2.3.
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Table 2.3: Phases of Transition

van GENNEP BRIDGES SCHLOSSBERG
Separation Ending Introduction
(critical event) (pervaded by the transition)
Liminality Neutral Zone Middle
(in isolation, neutral zone) (confusion, uncertainty, (disruption, changing norms
fertile emptiness - letting go, | and relationships - new ones
old dissolves - new forming)
emerges)
Reincorporation New Beginning Final Integration

Source: Adapted van Gennep (1908, 1960); Bridges (1980); Schlossberg (1984).

Adams and Hopson (1976) developed a seven phase transitional process, which
has also been valuable in understanding change. These stages are: 1) temporary
immobilization 2) denial 3) self doubt 4) letting go 5) testing out 6) the search for
meaning 7) integration. An important concept of transition according to these authors is
that letting go is the key to gaining control. Building on this work, Max Raines (1979) in
his ADAPT model identified several tasks that help a person adjust and adapt to changing
circumstances. These are activating commitment, developing support, adjusting
expectations, prioritizing goals, and transforming identity and life patterns. I have
integrated the Adams, Raines and Bridges transition models, to add another useful

framework for this study (see Figure 2.1).
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A - THE TRANSITION PROCESS >
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M
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d
LETTING GO
COPINGPHASE — =— = =— — > TRANSFORMATION PHASE
Activating Developing Adjusting Priority ~ Transforming
Commitment Support Expectations Revision Life Patterns
+ -« Passage of Time -
Ending— — — — NeutralZone — — — — — — — New Beginning — —

Source: Adapted Adams (1976); Raines (1979); Bridges (1980).

Figure 2.1: A Conceptual Framework for Life Transitions

During the temporary immobilization stage which may seem like a sort of paralysis,
individuals can feel confused and stuck. In fact, this immobilization stage allows for a
temporary pause while emotional themes settle down, and this period may inhibit people
from making impulsive reactions and decisions. During this early period of heightened and
conflicting emotions, feelings of elation and relief versus feelings of shock and despair can
occur. Increasing awareness that personal change is necessary may be accompanied by self
questioning and self doubt about whether one has the emotional stamina and talent to cope
with the situation. In fact, these thoughts and feelings can be the beginning of additional
coping mechanisms and may help a person be able to make a commitment to change, and

begin to develop the necessary support to do so. Letting go is critical in the change process
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and this can be the real beginning of being able to adjust expectations and revise priorities.
This can enable one to test out options and potential new beginnings. Continuing to
develop ongoing support can also help in gaining needed perspective, begin to find new
ground, and search for meaning. The transformation process continues according to these
models, with the integration and transformation of identity and life patterns. While these
frameworks serve as a basis for better understanding the phases of a transition experience,
one would suspect that everyone would not follow the temporal flow that these

models convey.

Midlife Passage

Midlife is a transitional period within the life span as a whole, and this
developmental period has received a great deal of research attention - particularly by
Neugarten (1976); Gould (1978); Levinson (1978); and Sheehy (1976, 1995). "We are
beginning to realize that in all of life we are in a psychological process and therefore subject
to internal flux and change" (Stein 1983, 2). The midlife passage can be characterized as a
dynamic period of transition and change in the process of adult development. Neugarten
(1976) identified a change in time orientation, as one of the significant personality changes
occurring in the midlife period, when the individual no longer perceives himself as growing
up but as growing older. James Hollis (1993), further describes this period:

The Middle Passage is an occasion for redefining and reorienting the

personality, a rite of passage between the extended adolescence of first
adulthood and our inevitable appointment with old age and mortality (7).

In Jungian terms, midlife is a turning point from the first to the second half of life. Jung

(1964) in an often quoted passage writes:
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Wholly unprepared, we embark upon the second half of life. Worse still,

we take this step with the false assumption that our truths and ideas will

serve us hitherto. But we cannot live the afternoon of life according to the

programme of life's morning: for what was great in the morning will be

little in the evening, and what in the morning was true will at evening

become a lie (398).

According to Gould (1978); Hollis (1993); and Melville (1996a), this is a
developmental transition which takes us from one stage to another and can be a period of
inner and external upheaval, as turbulent as adolescence. The midlife transition, according
to Hollis (1993) is less a chronological event than a psychological experience and begins
when one is required to face issues particularly related to identity. He says that "the
experience of crisis at midlife is the collapse not of our essential selves, but of our
assumptions” (115). Jan and Murray Stein (1989) agree that what was previously thought
"to be a relatively stable period, even boring period, is turning out to have a very different
appearance in itself, full of major conflict and crisis" (288). In their studies, they have
determined that the psychological patterns of midlife transition fall into three phases,

corresponding to the social process of initiation as described by van Gennep (1960), in his

Rites of Passage.

Marilyn Melville (1996a) a midlife transition counselor, describes the midlife
transition as a normal process, occurring roughly between 38 and 55 and lasting four to
five years on average. It can involve significant psychological and spiritual changes often
resulting in new relationships with ourselves and our lives. Melville (1996b) has
developed a model for midlife transition which is based on the earlier work of Jung (1964);
Bridges (1980); and Stein (1983). In many ways these parallel the transition models of
Schlossberg (1984); Raines (1979); and Hopson (1981). In addition to describing typical
experiences facing adults during these three phases, Melville also has identified the

personal developmental work that is required during these stages (see Table 2.4).
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Table 2.4: Model for Midlife Transition

STAGES TYPICAL EXPERIENCE WORK REQUIRED
Separation Trigger event letting go of out moded
beliefs, attitudes and identity
experience of loss
— roles grieving losses
— youth
— identity acknowledgment and
acceptance of feelings
crisis of feelings
Liminality Dark journey alert reflection - paying
(in between time) - emergence of repressed attention to inner images
memories, feelings
— emergence of unaccepted building relationship with
parts of self rejected parts of self
— questioning of life
choices reappraising one's life
~ low point
spending regular time alone
spiritual search
Reincorporation New and richer relation with taking action

self and world

— greater clarity about
oneself and what one
wants to do

— exploration of new
possibilities for the
future

— planning and setting new
goals

making changes in outer life to
reflect inner changes

reassessing values

future planning and goal
setting

Source: Adapted Melville (1996b).

Separation begins with a triggering event and individuals may face dealing with a

variety of losses. It is in this second phase called liminality, or an in between time, where

transformation is effected, as the internal structures of a person's former identity are

dissolved and new structures are formed (Stein, 1989). Stein further describes liminality

as a 'betwixt and between' state, and suggests that "the mood of midlife liminality is

frequently expressed by adjectives like lost and confused and by images like wandering
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alone, or lost in a city without a map" (Stein 1983, 294). Sheehy (1995) also comments on
this period:

These are classical statements of the inner discontent common to the early

midlife passage. Midlife is a metaphysical point where we recognize the

end of unlimited promises and the fact that we cannot control many of the

bad things that happen to us. In a de-illusioning period we incorporate

those truths, which can weight us down and make us feel prematurely old

during the period of transition...but we should also recognize that we have

increasing control over the good things that happen to us. And that is what
makes flourishing possible in the forties (82).

As a person begins moving into the final phase of the midlife transition, most people report
a gradual and growing sense of who they are and what they want to do. "After the midlife
passage", according to Hollis (1993) "we know that we must accept responsibility for
ourselves, that the path taken by others is not necessarily for us, and that what we are
seeking lies within, not out there" (115). Hollis (1993) concludes that:

The conscious experience of the Middle Passage requires separating who

we are from the sum of experiences we have internalized ... our relations

with others become less dependent ... we have to reposition ourselves with

regard to the outer world - career, relationships, sources of empowerment
and satisfaction (116).

Informal Self-Directed Learning

How adults go about learning to make a career change is also significant in the
career transition process. Literature on adult learning which is relevant to this study
includes a focus on informal, experiential and self-directed learning (Tough, 1971, 1979;
Cross, 1981; Knowles, 1984; Kolb, 1984; and Brookfield, 1986). Malcolm Knowles
(1975) taught us that "self-directed learning is a process in which individuals take the
initiative without the help of others on diagnosing their learning needs, formulating goals,

identifying human and material resources, and evaluating learning outcomes"” (18). Self-
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directed learning can offer a deep level of learning. Learning, has long been seen to be a
change in behavior, and Edward Cell (1984) supports this when he says "when we learn
we change" (39). Handy (1990) also writes that "change after all, is only another word for
growth, another synonym for learning" (5).

In another qualitative study, Michelle Shapiro (1994) at Columbia University
Teachers' College, described how professionals learn to make a successful career change
following involuntary job loss. The study included 20 men and women who did have
outplacement relocation counseling, and focused on the informal learning that occurred
during their career transition process. Shapiro's underlying assumptions about learning
were first, that "learning results in growth and change,” and secondly, "that most learning
occurs informally and through experience” (36). Shapiro concluded that central to informal
and experiential learning, is the role of critical reflection, which she believes is necessary

before meaningful learning can occur.

Critical Reflection and Decision Making

Mezirow (1985) and Brookfield (1986) emphasize the importance of critical
reflection in the process of adult learning. Critical reflection can be described as an act that
gives us a claim on the process. The phases of critical thinking that Brookfield (1986)
describes include: 1) a trigger event, which can be positive or negative, causing inner
discomfort 2) self appraisal 3) exploration, in which there is a search for new ways to
explain the event 4) developing alternative perspectives, which is marked by old ways of
behaving and thinking S5) integration of new ways of thinking and acting. Usher (1985)
adds a further dimension to this process when he comments "learning from experience —
what we really mean is — learning from reflection on experiences" (6). Shapiro (1994)

suggests that:
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Through critical reflection a transformation occurs in the meaning structure
of the person causing a change in how the person views the world and acts
in the world (53) ... As a result of this change or transformation in beliefs,
the individual will be able to discover new options in life which fits his/her
reality. The individual will be able to direct his/her own life giving him/her
autonomy and freedom. Reflection and critical reflection are recognized as
an element in the learning process and an important part of informal,
experiential, self-directed and transformative learning (52).

Her findings also suggest that the career change process is more complex than has

traditionally been viewed by the career counseling and outplacement industry.

Janis and Mann's (1977) decision making model is well recognized, and they
suggest that a career transition, is also a decision making and conflict resolution process.
During this process of problem solving a person may experience turmoil. Careful decision
making involves gathering information about alternatives, weighing these options and
deliberating about one's commitment. Perosa and Perosa (1984) combine Janis and
Mann's cognitive model of decision making, with the Adams, Hayes and Hopson (1976)
model of personal and emotional transitions. The implication is that a career transition
involves experiencing loss and integration, as well as choosing options and consequences.
However, recently, there seem to be more people somewhat more easily accepting of these
change events, and who are welcoming the opportunity to reevaluate and reschedule both
career and life plans. For some adults though, the process of assessing internal and
external realities, and weighing alternatives to make more informal decisions, may lead to

the first significant career choice that they have made themselves.
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Transformative Learning

The process of learning can be a powerful variable in affecting attitudes and
behavior. Krumboltz's (1979, 1996) learning theory traces its roots to social learning
theory (Bandura, 1971, 1986) and assumes that peoples' personalities and behaviors are
developed on the basis of unique learning experiences. In this view, learning is not simply
a matter of responding to stimuli. Rather, people apply cognitive processes that give
meaning to the situation they encounter and in this way construct reality, putting personal
labels on situations, evaluating their own performance, and rewarding or punishing
themselves (Lucas, 1990). Bandura's self efficacy theory, an extension of social learning,
recognizes that peoples' beliefs about their skills, are better predictors of their behavior than
the actual skill or the actual outcomes. Bandura sums it up well:

Peoples' beliefs about their abilities have a profound effect on those abilities

... people who have a sense of self-efficacy bounce back from failures; they

approach things in terms of how to handle them rather than worrying about
what can go wrong (Goleman, 1988 interview).

Transformation theory according to Mezirow (1991) recognizes "the central roles
played by an individual's frame of reference, through which meaning is construed and all
learning takes place" (4). He adds that "making meaning is central to what learning is all
about" (11). Mezirow (1990) discusses the way learning is enhanced through critical
reflection, which he defines as the "assessment of the way one has posed problems and of
one's own meaning perspective” (xvi). Additionally he writes:

The process of learning through critical self-reflection, which results in the

reformation of a meaning perspective to allow a more inclusive,

discriminating, and integrative understanding of ones' experience. Learning
includes acting on those insights (xvi).
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Further, David Hunt (1992) in The Renewal of Personal Energy, writes "self-confidence,
self-awareness and growth are important for successful learning" (15). According to
Brookfield (1986) the transformation of the individual and collective circumstances will

occur when irrelevant and inauthentic beliefs are abandoned through critical awareness.

Brookfield adds that:

Such a transformation will be manifest in renegotiations of personal
relationships, attempts to recreate the conditions of work so as to imbue
these with some sense of personal significance, and attempts to alter social
forms (91).

Jane Taylor (1989) developed a three phase, six step model of the process of the
transformation of learning, and applied it to an analysis of a case study. In phase 1, the
'generation of consciousness', encountering triggering events and confronting reality are
steps; phase 2, the 'transformation of consciousness' includes reaching the transition point
and a shift or leap of transcendence (or a leap of faith); phase 3 has to do with the
'integration of consciousness' involving personal commitment, grounding and
development. Taylor's model, it would seem, adds other dimensions to the transition
process, and emphasizes the significance of the power of learning throughout the change

process.

In his doctoral dissertation, Keane (1985) described four phases of transformation,
in the analysis of his own transition and the transition of five other men who were
committed to a religious life style. The transformative learning experience involved
disorientation, which started with a doubting process in which old meaning perspectives
were perceived as inadequate in the face of heightened awareness. The second phase was a
search for meaning and peace. This involved a search for identity, a seeking of personal
integration. Keane identified three processes in this phase: 1) developing autonomy 2)

trusting the harmony of the total self 3) learning how to learn more effectively. The third
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phase was one of self acceptance, the experience of insight that recognizes and accepts a
truth about the self that previously has been unacknowledged at the rational level. This
turning point was preceeded by helplessness, depression, despair and self doubt. The
fourth phase in Keane's transformative learning process was integration. This involved the
reordering of meaning schemes and the exploration of new definitions of the possible. Not
all transformations involve such profound self redefinition, but again there are similarities
in Keane's model and other transition theories, which foster movement toward a stronger,

more compassionate, and better integrated self.

In his book Transitions, Bridges (1980) points out that major changes require "the
transformative experience of the neutral zone, a time in which we welcome emptiness and
surrender to chaos. Chaos", he reminds us, "is not a mess, but rather it is a primal state of
pure energy to which the person returns for every new beginning" (119). Bridges
contends that a person's career goes through a series of phases and that, "although there are
difficult changes to be made ... the difficulty comes not from these changes but from the
larger process of letting go of the person you used to be and then finding the person you

have become in the new situation" (75).

Daloz (1986) also suggests that growth means transformation. He says that
"growth can be understood as a series of transformations in our ways of making meaning"
(137). Daloz continues, "thus we move through progressive transformations as our world
grows more complex and as we see more from each standpoint. First our home, then
friends, institutions, and humankind ... for each, we need to learn to think in new ways"
(137). Itis this very learning to think in new ways, or out of the box, so to speak, that can
propel an individual in new directions. Taken together, these ideas would suggest that

growth can be understood as a series of transformations in our ways of making meaning.
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SUMMARY

The effects of recent downward economic trends have forced individuals to cope
with dramatic change on many levels. This has focused more attention on the practical
application of adult development, midlife event transition and career development theories.
As well we have been able to gain a better understanding of how adults go about making
sense of life's changes. As the rate of change in our society intensifies and as shifts in
careers, marriage and family arrangements become commonplace, the number and variety

of life transitions multiply.

The preceding discussion has reviewed a range of issues and perspectives related to
women's development, as their lives, career patterns and accomplishments are different

than men's. Women's success, as well as aptitude for business ownership was examined.

Adults often choose learning experiences as a strategy to handle new demands
brought on by these transitions, and there is considerable potential for critical reflection,
continuing education and growth, through change at these times. Development and change

can also be a result of self-directed and transformative learning.

In chapter 3, the rationale and design using qualitative methodology is outlined.

The study participants are profiled and the interview process and data analysis is described.



CHAPTER 3
DESIGN & METHODOLOGY

OVERVIEW, NATURE OF INQUIRY

This qualitative study was intended to be exploratory, descriptive and emergent in
nature. Midlife, female, senior corporate managers who had experienced involuntary job
loss, were selected for the purpose of identifying critical factors which contributed to their
perceptions of their transition into new ways of working. Women's career development,

life event and transition theories provided the primary conceptual framework for this study.

A qualitative and descriptive case study design seemed best suited to this study
because the focus of this project was understanding the individual woman's perceptions
and perspectives, encouraging the participants to tell their stories, as well as providing an
opportunity to better hear these women's experiences. "With a descriptive approach,
aspects of process, relationships, settings and situations can be provided," according to
Alan Peshkin (1993). In writing a justification for utilizing a qualitative approach to
research, he concludes with a plea that qualitative researchers not be unnecessarily
apologetic about the methodology, or the non-generalization of qualitative studies. Peshkin
discusses and provides several supporting arguments based on an extensive literature
review that, "many good results are the fruits of qualitative research" (24). He also draws
attention to the too limited conventional focus on a theory driven, hypothesis testing, and
generalizing perspective and encourages researchers to respect, rather than defend, the

integrity of the qualitative approach. Eisner (1991) comments on the growing interest in

70
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qualitative inquiry in education as representing “the beginning of a new way of thinking
about the nature of knowledge and how it can be created” (227). Stephen Brookfield
(1987b) adds that qualitative methods provide opportunities for flexibility, adaptability, and

different inductive approaches that investigate the emergence of some central themes.

Case studies using an open ended, semi-structured interview approach were
selected as the primary method of data collection used in this study, because it offered large
amounts of rich detailed information. According to Bromley (1986) the case study takes an
approach in which intensive study of individual cases produces a detailed description and is
"a reconstruction and interpretation of a major episode in a person's life which is based on
the best evidence available" (3). The interview methodology allows the researcher
flexibility to understand and answer questions about problems and processes (Merriam and

Simpson, 1984).

For the researcher, this design approach presented a beginning attempt to answer
the larger question: How do midlife women who have climbed the corporate ladder but
lose senior positions, determine and manage the transition to new ways of working? These
interviews provided information about the experiences, perceptions, attitudes, and opinions
of the study participants. As well, this approach provided an opportunity to gain insights
about how and what these women learned while making midlife career changes. Through
our imagination, a narrative style of thinking or the narrative mode, as Jerome Bruner
(1986) describes it in Actual Minds, Possible Worlds, allows us to make experience
meaningful. Patton (1980) says that interviewing participants provides an opportunity to
"explore with individuals how they organize the world and the meanings they attach to
what goes on in their world," and to "allow us to enter into the other person's perspective"
(198). The interviews were intended to be a free flowing, open ended process, in which

participants were encouraged to explore issues within the loose structure of guiding
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questions (Tesch, 1987; Seidman, 1991; Glesne and Peshkin, 1992). Seidman (1991)
thoughtfully suggests that:
Interviewing has provided me with a deeper understanding of the issues,
structures, processes and policies, that imbue participants' stories. It has
given me a full appreciation of the complexities and difficulties of change.
Most important and almost always, interviewing continues to lead me to

respect the participants, to relish the understanding I gain from them, and to
take pleasure in sharing their stories (103).

STUDY DESIGN

This study followed an ongoing critical review of selected literature to provide a
framework for investigation, focusing on five main conceptual areas. These included
general business trends; adult life span development and women's studies; women's career
development theories and issues; life event and transition theories; as well as qualitative

research methodology.

Participant selection criteria was determined and individuals were recruited through
a referral network. Self reports were elicited initially through a telephone screening
interview, and the review of a written resume. An overview of the study design appears in
Figure 3.1, and the description of the participant selection criteria and interview process

follows.
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Selection

Participant Identification and Preliminary Screening Interview
Resume Review
Consent

l
Data Collection and Analysis
1st Individual Interview

(Key questions related to research questions)
Transcription Review (both parties)
Coding and Analysis

Group Interview

(Discussion with all participants based on emerging issues, themes and patterns
from individual interviews and research questions)

Transcription Review
Coding and Analysis

2nd Individual Interview

(Ongoing discussion based on individual's experience
and related to research questions)

Transcription
Review Coding and Analysis
In depth Transcription Review and Analysis of all Data

\)

Analysis of Findings

\)

Study Report

\J

Conclusions, Recommendations

Figure 3.1: Overview of Study Design
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PARTICIPANT SELECTION

The study participants were recruited through a professional referral network and an
initial telephone screening interview. This Toronto based referral network included
personal and professional contacts gained through KPMG's Career Consulting Practice; the
International Association of Outplacement Professionals (IAOP); the Women's
Entrepreneurship Program at the University of Toronto; and the Canadian Association of

Women Executives and Entrepreneurs (CAWEE).

An initial telephone screening interview enabled the identification and selection of
women who had experienced the transition that was being investigated. Furthermore, it
involved selecting participants, who had achieved the transition into independent business,
not so long ago that their recollections were hazy. The following selection criteria

identified individuals who:

. were women between the ages of 39-54

. had held a senior public or private sector corporate role, that is, a position within
three levels of management of the chief executive office, immediately prior to this
career change

. had left their positions involuntarily due to a termination as a result of corporate
restructuring or downsizing

. had worked through and achieved a satisfactory career transition in their view,
changing the nature of their work from that of employee to being self employed and
successfully handling the affairs of a business enterprise in their view, for at least
one year

. were English speaking and living in Toronto
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Individuals meeting these criteria were excluded however if, at the time of losing
their positions, they were experiencing any other major life crisis events, such as health
problems or the loss of significant others. Because the study focused on women with this
age and career profile, these exclusion variables posed some challenge in identifying
participants. Executive women who were involuntary leavers were selected for this study,
in order to explore their perceptions and decision making following sudden job loss. It
was somewhat surprising to discover that in this broad selection sample, there were more

women who had left senior positions voluntarily, to make such a career change.

Participants were asked to:

1. provide a current resume, which in addition to the screening interview, provided
demographic and personal characteristics such as age, education, career profile,

family and health status

2. participate in a personal audio taped interview of approximately 1!/, hours to
describe the events, learnings and changes they experienced during their career

transition

3. participate in a group audio taped discussion of 2 hours with all study participants
after the individual interview data had been collected. The purpose of this group
meeting was to share collectively, reflections of their transition process and relate
these to emerging issues, themes and patterns coming out of the data analysis of the

first interview
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4. participate in a final audio taped individual interview of 1-1!/, hours to clarify
responses to the group discussion, adding anything further on reflection about their

experience

The first six women identified, who met the inclusion criteria, had the available
schedule, and who agreed verbally to participate, were selected. None of the participants
was known personally to the researcher at the outset of this study. Each received and
signed a consent letter outlining the study and her participation as well as ensuring

anonymity, confidentiality and voluntary participation (see Appendix A).

PARTICIPANT PROFILES

The study participants were women aged 39-49 at the time that they left their
positions. Family status varied in that four were married, three had children, one was
divorced with children, while another had a partner whose children were adults. These
women were university educated, two holding graduate degrees. All but one worked in the
private sector. The individual from the public sector, was a health care professional in an
acute care setting. One other woman's background included work as a health care
professional, however, she had moved to the private sector before this transition. The
other women each had experience in marketing and/or sales. All six women left senior
management roles and experienced job loss due to organizational change. Two of the six
received outplacement counselling at the time of losing their positions. Table 3.1 presents

participant demographic data with pseudonyms to protect their identity.
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Table 3.1: Participant Profile Data

AGE AT JOB LOSS

EDUCATION

LOSS
BA Married
HELEN 43 Economics, Politics 2 children, (18, 19 yrs)
BScN, MHSA Married
KELLY 39 (Master Health Services 1 child, (4 yrs)
Administration)
BA Married
MARION 39 Sociology, Business no children
BScN, MEd Partner
SUSAN 49 2 step-children, (22, 26 yrs)
BA Married
JULIETTE 43 Business Administration 3 children, (13, 17, 20 yrs)
Business Administration Divorced
RENEE 44 Degree Incomplete 2 children (22, 26 yrs)
POSITION AT OUTPLACEMENT NEW BUSINESS
TIME OF JOB COUNSELLING OWNER ROLES
LOSS
Director, Marketing No International Designer and
HELEN Retail Sector Manufacturer, Fashion
Accessories
Director, Patient Yes Investment Adviser,
KELLY Programs Stock Broker
Urban Health Care
Center
V.P. Sales No Conference Sales Manager
MARION Entertainment Sector
Director, Management No Adult Educator,
SUSAN Development Organizational Development
Retail Sector Facilitator
V.P. Advertising Yes Creative Advertising
JULIETTE Agency Consultant
RENEE V.P. Marketing No Media Consultant

Communications

FAMILY STATUS
AT TIME OF JOB
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INTERVIEW PROCESS

The individual interviews were conducted at the participants' offices, two of which
were home office settings. With prior consent, each interview was tape recorded using

double recorders.

The group interview was held at the researcher's home, and required commercial
audio taping equipment to enable good quality audio pickup of the group conversation

around the table. In all situations, each tape was transcribed by a professional transcriber.

In preparation for the first interview, the researcher developed a series of semi-
structured and open ended <ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>