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ABSTRACT

PERCEIVED PERFORMANCE DIFFERENCES BETWEEN

WOMEN AND MEN SUPERVISORS AND

IMPLICATIONS FOR TRAINING

By

Chester A. Francke

This research was designed to determine what, if any, per-

formance differences exist between women supervisors and men super-

visors, as perceived by their superiors and subordinates, and what

implications such differences, if any, have for the training of

women supervisors.

Employers are being required to accelerate their efforts to

hire and promote women (and other affected groups)--to hire and pro-

mote in such a way that every' level and every function is populated

with an appropriate number of women. One impact of this regulation

on employers is the immediate need to move more women into super-

visory and managerial jobs.

But how? Should women receive the same training and devel-

opment effort as men? More? Less? If not, what training do women

need?

This research attempted to determine if women have differ-

ent training needs than men based on a study of their performance

as supervisors.
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The research was designed to test four hypotheses:

l. There is no difference in perceived managerial skill of

women and men supervisors.

2. There is no difference between women and men supervisors

1n their reaction to job pressures, as perceived by

superiors and subordinates.

3. Women and men supervisors are similarly willing to pre-

pare themselves for positions of greater responsibility.

4. Women and men supervisors are similarly willing to assume

greater responsibility.

The study was confined to twenty-two divisions of one large

company; the design called for interviews with managers and workers,

both men and women, to gather views and opinions about the effec-

tiveness of women supervisors. As a result of these interviews (in

which women supervisors were often described as not possessing certain

managerial skills), a survey instrument was devised and administered.

The instrument, entitled Training Analysis Survey, was in

three forms: Form 1, administered to superiors; Form II, administered

to supervisors; and Form III, administered to subordinates. The

instrument used a question format with the stem, "To what extent . . .“

with a seven-point response scale ranging from "not at all" to "com-

pletely."

The survey instrument was administered to 1,313 respondents,

of whom 498 were women and 815 were men.

The design of the study attempted to isolate sex of the super-

visor as the only possible factor to explain differences when they

appeared. The sample selection matched men and women supervisors on

a range of characteristics, including: type of job, position or level,
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education, age, time on present job, total time of employment, race,

and marital status.

Subordinates to each supervisor were selected randomly by a

personnel technician from the total population of subordinates. All

superiors of the men and women supervisors included in the study

were selected from the total population of superiors.

The data were gathered with optical scanning response forms

and analyzed by bivariate tables so that any of the survey items

could be analyzed against the sex of the respondents.

Twenty-seven survey items were analyzed for this research.

Eighteen items pertained to Hypothesis 1, concerning managerial

skills (skills in communicating, delegating, planning, organizing,

setting priorities, making decisions and solving problems, maintain-

ing effective relationships, and getting work done). 0f the eighteen

items, only two showed a significant difference in perceived perfor-

mance between women and men supervisors:

Women supervisors' quantity of work is more satisfying to

superiors than is men supervisors'.

Subordinates perceive women supervisors to be more concerned

with the Quality of subordinates' work than are men super-

visors.

Two items were analyzed to test Hypothesis 2, dealing with

reaction to job pressure. On both of these items, there was no sig-

nificant difference between women and men supervisors in perceived

reaction to pressure.

Hypothesis 3 was concerned with the willingness to prepare

for positions of greater responsibility. Four items were analyzed;
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two indicated a significant difference between women and men super-

visors:

Women supervisors are more willing to attend evening

school.

Women supervisors are more willing to participate in

on-the-job training.

To test Hypothesis 4, three items were analyzed and all three

indicated a significant difference between women and men supervisors.

The data showed that men supervisors are more willing to assume

greater job responsibilities than are their women counterparts.

Regarding training implications, these data tended to indicate

that women have no differential training needs on managerial skills

or reacting to job pressures. Since women are more willing to prepare

themselves for positions of greater responsibility, yet seem less_

willing to assume greater responsibility, some type of self-concept

or awareness training might be indicated.
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CHAPTER I

INTRODUCTION

In this chapter, the background, problem, purpose, and hypoth-

eses of this research are discussed. Moving women into management

is an important problem in our society, stemming from various legal

and social requirements, and ways must be found to train and develop

women for managerial positions. The four hypotheses of the research

suggest that there is no difference between men and women supervisors

in certain factors that are important to managerial performance.

Background
 

In the preface of their book, Breakthrough: Women Into Manage-
 

ment, Loring and Wells stated:

This is the moment in history when the entire nation, from the

White House down through organizations of all types, is aware

that change must take place in employment of women. The prac-

tices of the past are no longer acceptable to women and various

legal and governmental actions have declared that new approaches

must be implemented. Immediate, pragmatic pressures are on

employers . . . to imp1ement goals and timetables to work more

women into management.

The need to "work more women into management" is the basis for this

research.

 

1Rosalind Loring and Theodora Wells, Breakthrough: Women

Into Management (New York: Van Nostrand Reinhold Co., 19727, p. v.
 



For many years, most employers have expressed belief in "non-

discrimination" in employment matters. All companies of any conse-

quence have formal policies, written statements, and slogans proclaim-

ing their strong support of these employment practices. Much of the

impetus for such nondiscrimination pledges has come from the Federal

government, either through executive orders or clauses in government

contracts.

The effort was aimed at prohibiting discrimination in employment

--discrimination based on race, color, creed, or national origin. The

emphasis was essentially negative (it sought to prohibit discrimina-

tion) and, in most cases, unenforceable. Note that these early non-

discrimination efforts did not include discrimination because of age

or sex. In other words, age and sex discrimination were tacitly

condoned.

But because there was no enforcement of nondiscrimination

policies and because the emphasis was essentially negative, the

employment status of these minority groups changed only slightly.

It was not until recent years that effective enforcement procedures

were added, and the emphasis changed from negative to positive. Also,

women were included.

The Civil Rights Act of 1964 established the enforcement arm

by creating the Equal Employment Opportunity Commission, and also

included "sex" in the list of affected groups.

Executive Order ll246 required Affirmative Action Programs,

enforced by the Office of Federal Contract Compliance of the Department

of Labor. These affirmative action plan requirements changed the



effort from negative to positive by requiring employers to set spe-

cific goals and timetables for employment of women and minorities.

Other legislation, executive orders, agency rulings, and

court decisions have accelerated this effort. Simply stated, employers

are now required to hire and promote in such a way as to populate

every leve1--from messenger to chairman--and every function-~from

engineering to sales--with an appropriate number of women and minori-

ties. This research is concerned with the issue only as it applies

to women.

One impact of these requirements on employers is the imme-

diate need to move women into managerial jobs. But how? A large

pool of experienced women managers is not available.

Hennig stated that:

According to the U.S. Census, in 1960 there were about 25,000

women employed under the category "managers, officials, and

pr0prietors." These were women who earned $10,000 or more and

represented about two percent of the 1.2 million people (98

percent men) in total, who earn that amount. Of that two per-

cent, or approximately 25,000 women, about fifty percent were

employed by retail organizations, about 25 percent were insur-

ance company employes, and 11 percent worked in banks. The

remaining 14 percent encompassed were employed in all other

types of business.

It is clear that organizations, especially manufacturing and other

types included in Hennig's 14 percent, will not find enough experi-

enced women managers to meet the need. They must develop their

OWN .

 

1Margaret Hennig, "Career Development for Women Executives"

(Ph.D. dissertation, Graduate School of Business Administration,

Harvard University, 1970), p. I-l.



Problem to Be Investigated

American industry has learned, largely through years of trial-

and-error experience, that certain skills, abilities, and experiences

are desirable in order to operate in an efficient manner. Each com-

pany has standards, whether formal or informal, by which individuals

are judged to possess these skills and abilities, and by which indi-

viduals are judged to be effective.

Individuals who possess the desired skill and experience find

their way, through management selection and development procedures,

to supervisory positions in the company. Largely because of this

selection process--sometimes explicit, sometimes not--the vast major-

ity of people who have found their way to supervisory and management

positions are men. And through the years, employers have learned how

to train and develop men for supervisory and management positions.

Jennings described this situation:

The implied assumption of management development generally shared

by businessmen . . . was that talent would automatically declare

itself through application of skill and industry to work, much

as cream rises to the top of milk. This natural law worked ade-

quately during periods of mild economic growth, but corporations

came to realize that during a long period of sustained growth

the corporation could not wait for nature to produce adequate

numbers of talented managers. . . . A few corporations started

to interfere with the natural law of talent development and to

rush it along by careful nudging and, at times, downright vio-

lation of the law itself. . . . Corporations had become extremely

pleased with the superior product of a managed program of manage-

ment development.

But still, this process--this "managed program of management

development," as Jennings described it--was applied only to men.

 

1Eugene Emerson Jennings, The Mobile Manager: A Study of the

New Generation of Top Executives (Ann Arbor: Bureau of Industrial

Relations, 1967), pp. 1-2.

 



Does it also apply to women? Do women need the same types of training

and development experiences as men? 00 they need additional experi-

ences? Do they need less training?

The issue was stated well by Slevin:

When the organization decides whether its women workers do have

certain developmental needs, it will also have to determine

whether these needs will be different from the typical male

worker's because of the difference in background and experience

and whether similar career paths can be promised them.1

Part of the answer will come from determining how those women

now in supervisory and management positions are perceived as perform-

ing. Are they perceived as having the necessary skills for supervisory

and management positions? Are they perceived as being as effective

as men supervisors?

Thus, the problem to be investigated in this research concerns

the perceived performance differences between men and women super-

visors and the resulting implications for training and development

activities.

Purpose of the Study

The purpose of this study was to determine what, if any, per-

formance differences exist between men and women supervisors and what

training and development needs, if any, women have that differ from

the training and development needs of men.

Most companies know (or at least fgg1_they know) how to train

men for supervisory positions. It is tempting to conclude that women

 

1D. Slevin, "Full Utilization of Women in Employment: The

Problem and an Action Plan," Human Resource Management, University

of Michigan, Spring 1973, p. 28.



should be trained in the same way. Indeed, many companies have set

about doing just that--providing exactly the same supervisory train-

ing for women as they do for men.

Cleeton and Mason, writing about the selection of people for

executive jobs, stated:

Every executive position should be considered as a separate

and distinct one, and the person now filling the job success-

fully should be taken as the best available standard to be

followed in selecting an understudy or replacement.

But some managers and authors hold views that suggest women .

have different skills and experiences than men, and thus have differ-

ent training needs. Interviews with managers reveal certain stereo-

typical beliefs about women in general, as well as in supervisory

roles--be1iefs that affect personnel decisions made by those managers.

Therefore, it is necessary to determine, on some sort of

factual basis, whether women have different training needs than men

so that appropriate and effective training and development processes

can be established--in order to prepare more women for movement into

management.

Hypotheses

Specifically, four hypotheses about supervisory performance

are tested in the study. Each of the hypotheses is based on a fre-

quently heard belief about the performance of women supervisors. The

focus is on perceptions about supervisory performance rather than

specific behaviors. While analyzing specific behaviors perhaps would

 

1Glen Cleeton and Charles Mason, Executive Ability_(Yellow

Springs, Ohio: The Antioch Press, 1946), p. 174.



be more definitive, the question of perceptions of performance remains

critically important because, in the final analysis, perceptions about

behavior form the basis of most personnel decisions.

The hypotheses are:

Hypothesis 1: There is no difference in perceived managerial

skill of women and men supervisors.

 

 

Hypothesis 2: There is no difference between women and men

, supervisors in their reaction to job pressures,

as perceived by superiors and subordinates.

Hypothesis 3: Women and men supervisors are similarly willing

to prepare themselves for positions of greater

responsibility.

 

Hypothesis 4: Women and men supervisors are similarly willing

to assume greater responsibility.

 

Definition of Terms
 

The following terms are defined, as used in this study:

Supervisor: An individual responsible for managing the affairs
 

of an operating department and to whom several subordinates report

directly for administrative purposes.

Subordinate: A worker in an operating department responsible
 

for doing productive work and who reports directly to a supervisor.

Superior: An individual responsible for managing the affairs

of several operating departments and to whom several supervisors report

directly.

Appropriate: Refers to the number of women employed in job
 

categories, usually as a percentage based on the number of women with

requisite skills available for employment.



CHAPTER II

REVIEW OF LITERATURE

In this chapter the literature pertinent to the present study

is reviewed, beginning with the socio-psychological antecedents of

the problem and followed byailook at obstacles to women's development

in the business world and women's motivation to work, satisfaction

with the job, and orientation to the job. The chapter concludes with

a review of pertinent literature on training and development.

The literature concerning women's roles has been growing very

rapidly, especially in the past three or four years. As the so-called

feminist movement becomes stronger, and as the legal implications

become clearer, more and more is being said about women's rights,

aspirations, needs, abilities, and status. Loring and Wells pointed

this out: "The impact of women's changing role is potentially greater

than those of technology, zero population growth, or any other single

issue because women are in every part of life."1

Thus, there is a growing amount of literature to review.

Unfortunately, much of it is not on point. It suffers from a lack of

research and data. Bartol pointed out this problem:

Today more than 38% of the work force is composed of women.

While the bulk of these women are in low-paying, low-skilled

jobs, legal and social forces are making it possible for women

 

'Loring and Wells, Breakthrough, p. 165.
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to acquire business positions entailing leadership responsi-

bility. Presently, little empirical data exist with which to

assess the organizational implications of placing women in

positions of business leadership. Most available materials

are based mainly on conjecture and opinion; they do little to

lay a foundation for further research or to assist organiza-

tions in evaluating or adapting to changes in the role of

women. Hence, there is a vital need for research on leadership

issues related to women in all levels, and especially in admin-

istrative levels of organizations.

Much of the literature deals with the socio-psychological

antecedents of the problem--the factors within men and women, and

within our society, which have led to the present state of affairs.

Hennig dealt with parental relationships, interpersonal rela-

tions, school experiences, conflict resolution, perceptions of sexu-

ality, and other factors as they apply to successful women executives.

She also dealt with social forces. For example:

Throughout this discussion we will see two absolute societal

roles developing concerning women working. The first, that

the only acceptable reason for a woman to work was survival

need; the second, that a work situation for a woman had to

duplicate as best as possible her domestic position both in

type of work and inferiority of position.2

Hennig's research on successful women executives is one of the few

data-based writings available, and makes an important contribution to

the field.

Other examples of this socio--psychological perspective

contribute to the present research, to some degree. Hoffman suggested

a perspective on the matter of women's achievement motives:

 

1Kathryn Bartol, "Male vs. Female Leaders: The Effect of

Leader Need for Dominance on Follower Satisfaction," Academy of Man-

ggement Journal 17 (June 1974): 225.
 

2Hennig, "Career Development," p. II-l.
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Socialization processes begin at birth which result in feminine,

dependent girls, and independent, exploring boys. The outcome

of this process is that girls become women who are more depen-

dent and passive than men.)

Douvan and Adelson continued in this same vein:

Boys tend to concentrate on the vocational future and their

style is all business--concrete, crystallized, tied to reality

if not always realistic. They think of job preparation and

channels, and of their own capabilities and tastes for partic-

ular work roles. Girls focus on the interpersonal aspects of

future life--on marriage and the roles of wife and mother.

Their reasons for choosing particular jobs reveal that girls

want jobs that express feminine interests and provide a social

setting for meeting prospective husbands . . . . [A girl]_need,

not test her desire against her own talent and skill, Eince these

will not be crucial determinants of her future status.

Much is written about women's "sex role." Wells, Hennig,

Epstein, and others have dealt extensively with sex typing, sex roles,

sex ranking, and sexual competition. Although not of paramount con-

cern to this research, examples of this perspective are cogent.

Teideman and O'Hara stated:

Several years ago we decided that a separate theory of career

development was needed for men and women . . . we are coming

to think that the kind of resolution a woman achieves of her

sex role is of major importance in her career.3

Korda held:

Throughout the business world, in every decision, at every turn,

the social attitudes we have grown up with affect women in their

relationships with the men who are at once their rivals and

 

1L. W. Hoffman, "Early Childhood Experiences and Women's

Achievement Motives," Journal of Social Issues 28 (November 2,

1972): 129-155.

2E. Douvan and J. Adelson, The Adolescent Experience (New

York: John Wiley and Sons, 1966), pp. 342-343.

3David Teideman and Robert O'Hara, Career Development: Choice

and Adjustment (New York: College Entrance Examination Board, 1963),

p. 84.
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their masters. Women are not supposed to be ambitious; there-

fore, ambition in women is generally regarded as a negative

trait, even though it is highly praised in men.

Thus we see from this sampling that much of the literature is

(a) focused on socio-psychological factors that contribute to today's

situation, and (b) not based on empirical data. However, these

writings have been helpful in understanding some of the perspectives

held by today's workers and managers, and have influenced the direc-

tion of this study.

More to the point is a limited amount of literature dealing

with obstacles to women's development in the business world, women's

view of job satisfaction, and the performance of women in the work

force.

Day and Stogdill studied civilian employes of the U.S. Air

Force. The purposes of the study were: to seek reliable knowledge

concerning the leader behavior of women; to determine how women

behave when performing in leadership roles and how effective they

are; to determine what relationships exist between behavior and effec-

tiveness; and to compare results with findings for male leaders in

similar situations. The method involved matching pairs of thirty-

eight male and thirty-eight female supervisors. Two male and two

female subordinates of each supervisor were asked to complete the

Leader Behavior Description Questionnaire (Form XII), which is com-

posed of twelve subscales of leader behavior concerning such qualities

as representation, demand, reconciliation, tolerance for uncertainty,

 

1Michael Korda, Male Chauvinism: How It Works (New York:

Random House, 1973), p. 34.
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persuasiveness, production emphasis, influence with superiors, etc.

Regarding results, the authors stated:

The results indicate that on the average, the male and female

supervisors are perceived to exhibit similar patterns of leader

behavior, and to be similar in terms of effectiveness. . . .

Male and female supervisors who occupy parallel positions and

perform similar functions exhibit similar patterns of leader

behavior and levels of effectiveness w en described and eval-

uated by their immediate subordinates.

.The conclusions reached by Day and Stogdill are germane to

this study, as it is hypothesized in the present research that there

are no significant differences in managerial skills between women

and men supervisors.

The issues concerning women's motivation to work, satisfaction

with the job, orientation to the job, and related matters have been

studied by several researchers. Unfortunately, the evidence is not

very clear.

Hacker, in Epstein's Woman's Place, touched on women's moti-

vation to work:

Because women have been trained to set greater store on personal

characteristics than on accomplishments, their work lacks the

performance orientation of men. . . . They receive mainly

ascriptive rewards--the glamour of being a working woman. Their

lack of achievement rewards is documented . . . we find so few

women saying they work because they enjoy their jobs or work for

the work's sake.

 

1David Day and Ralph Stogdill, "Leader Behavior of Male and

Female Supervisors: A Comparative Study," Personnel Psychology 25

(1972): 355-359.

2Helen Hacker, "A Functional Approach to the Gainful Employ-

ment of Married Women" (Ph.D. dissertation, Columbia University, 1961),

p. 5.

“
—
1
.
.
.
.
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Does this "lack of performance orientation" mean that the women

supervisors in the present study will be perceived to perform less

effectively than men supervisors?

Centers and Bugenthal studied job motivation among different

segments of the working population. The purpose of their study was

to contribute to the available information on the role of intrinsic

(related to the work activity itself) and extrinsic (related to

external or contextual factors) job factors as motivators, and to

demonstrate that individuals at higher occupational levels place

greater value on intrinsic job factors, and individuals at lower occu-

pational levels place greater value on extrinsic factors. The method

included gathering data through personal interviews with 692 employed

adults, selected from a cross-section of a large urban area. The

interviewers were graduate students, asking basically: "Which of

these things were most important in keeping you on your present

job?" Interviewees then chose their first, second, and third selec-

tion from a list of factors. As for results, the data indicated that

job motivation did have the expected relationship to occupational level.

All three intrinsic factors were more valued by white-collar groups;

all three extrinsic factors were more valued by blue-collar groups.

No consistent sex difference appeared in the value placed on intrinsic

vs. extrinsic job components. The authors concluded that men placed

higher value on self-expression in their work and women placed higher

value on good co-workers (interpersonal factors).1

 

1R. Centers and D. Bugenthal, "Intrinsic and Extrinsic Job

Motivation Among Different Segments of the Working Population,"

Journal ongpplied Psychology 50 (1966): 193-197.
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Manhardt conducted a study of recently placed college gradu-

ates to see whether men and women who have accepted employment on

similar jobs in business also have similar orientations to their jobs.

The sample included 365 men and 301 women. All subjects appointed to

starting jobs in one company since 1966 completed a questionnaire in

which they were asked to rate the importance of twenty-five job char-

acteristics. The results showed that sex differences existed on

eleven of the twenty-five job characteristics. A significant propor-

tion of women did not regard a job and a career as a critical factor

in their lives, and did not expect to be working for more than a few

years--so that long-range success was irrelevantto them. Of impor-

tance here is the conclusion that men rated significantly more impor-

tant than women those characteristics having to do with advancement/

responsibility factors to long-range career success. Women gave higher

ratings of importance to those characteristics having to do with the

work environment. It was suggested that this difference could be

explained by the fact that a number of women did not expect to work

more than a few years; for them long-range career success was irrele-

vant.

This conclusion supports a finding of Herzberg, Mausner,

Peterson, and Capwell from their research into important job char-

acteristics, including data from nine studies involving approximately

ten thousand employes:

 

1Philip Manhardt, "Job Orientation of Male and Female College

Graduates in Business," Personnel Psycholggy 25 (1972): 361-368.
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The factor which is most apparently different in importance for

male and female employes is Work Conditions. As might be

expected, working conditions are substantially more important

to women than to men. Similarly, "ease" of work ranks higher

for women than for men. Since the majority of employed women

do not have the same magnitude of off-the-job responsibility

of their male co-workers, the lower ranks given by women to

Wages and to Opportunity for Advancement seem quite reasonable.

Similarly, in line with current stereotypes is the greater influ-

ence on women's preferences of the Social Aspects of the job.

Herzberg et a1. concluded that men were more intrinsically oriented

than women. This conclusion, however, has been the subject of some

dispute.

Kilpatrick, Cummings, and Jennings studied job values and did

not substantiate the conclusion of Herzberg and his associates.2

Burke studied desirable job characteristics by sex, and found that

both men and women had similar preferences for job characteristics,

and both ranked intrinsic characteristics as more important than

extrinsic ones.3

Crowley, Levitin, and Quinn, in a paper entitled "Facts and

Fictions About the American Working Woman," summarized all of this

research and concluded:

Three conclusions may therefore be drawn from previous research

on what men and women want from their jobs:

1. The most consistently replicated finding is that women

are more concerned with the social aspects of their jobs,

particularly with having good relations with co-workers.

 

1F. Herzberg et a1., Job Attitudes: Review of Research and Opin-

19p (Pittsburgh: Psychological Service of Pittsburgh, 1957), p. 52.

2F. Kilpatrick, M. Cummings, Jr., and M. Jennings, Source Book

of a Study of Occupational Values and the Image of the Federal Service

(Washington, D.C.: The Brookings Institution, 1964): pp. 83-94.

3R. Burke, "Differences in Perception of Desired Job Char-

acteristics of the Opposite Sex," The Journal of Genetic Psychology,

109 (1966): 27-46.
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2. The often-repeated generalization that women are less

intrinsically oriented than men has received only

slight, and generally inconsistent empirical support.

3. Sex differences in importance of job facets, when they

are observed, are small in magnitude and tend to dis-

appear when the confounding effects of educational and/

or occupational level are removed.

These conclusions bear on the instant study, which hypothesizes that

sex differences are not significant in these areas.

Not so incidentally, Crowley, Levitin, and Quinn commented

about the dearth of research in this area:

Many of the stereotypes about working women hinge upon supposed

sex differences in what is important to workers in their jobs.

Considering the social implications of these sex differences,

relevant data are surprisingly scarce and replicated findings

are even scarcer.

The study by Day and Stogdill referred to earlier, in addition

to concluding that men and women supervisors are perceived to be simi-

lar in terms of behavior patterns and effectiveness, also concluded

that women face obstacles to their advancement different from those

faced by men.

These findings suggest that slow advancement when it occurs

on the part of women supervisors is not a result of ineffective-

ness or lack of such factors as influence, predictive accuracy,

or reconciliation of conflicting demands, but a result of their

being females. . . .

Although male and female peers are described as similar in

leader behavior and effectiveness, their behavior and effective-‘

ness appear to produce different outcomes in regard to advance--

ment. For males, rapid advancement tends to go to those who are

more effective and who have more influence3 For females, rate of

advancement is unrealted to effectiveness.

 

1J. Crowley, T. Levitin, and R. Quinn, "Facts and Fictions

About the American Working Woman“ (Unpublished paper, Survey Research

Center, University of Michigan, 1973), pp. 8-9.

2Ibid., p. 4.

3Day and Stogdill, Personnel Psychology, p. 355.
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If, in fact, rate of advancement for women supervisors is

unrelated to their effectiveness, then efforts to make them more

effective (say, through better training and development) will not

succeed in getting more women into management. And the need for

training is ppt_at the woman supervisor's level, but at the level of

those in the organization who determine the rates of advancement.

Also, if women perceive that their rate of advancement is unrelated

to their effectiveness, they may be reluctant to express, openly, any

desire to advance.

The literature of training and development was reviewed,

uncovering little of importance to this study.

The attempt to tie together training and job performance, as

the present research does, is not universally supported. The liter-

ature is replete with studies indicating that formal training programs

are effective in developing managerial skills. It was noted, however,

that such conclusions are based usually on the participant's own

opinion, rather than an objective measure. For example, Nevis, Smith,

and Harper suggested there is considerable change in managerial beha-

vior following training, but pointed out that such change is based

on the trainees' own evaluation of their behavior. Part of the prob-

lem seems to be the inability of the trainee to apply, in the work

situation, what he learned in the training program.1

Smith and Knight indicated that at least one factor (self-

insight) can be carried over from training to the job. They pointed

 

1E. Nevis, Adair Smith, and Robert Harper, "Behavior and

Attitude Changes Related to Laboratory Training," TrainiggDirectors

Journal, February 1965, pp. 3-7.
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out that self-insight of foremen was shown to be highly related to

the productivity of their departments.1

In an article pertaining to human relations training and

changes in job performance, Miles reported:

Two of our pre-post questionnaires showed no job gains attribut-

able to training. The LBDQ (Leader Behavior Description Ques-

tionnaire) showed no mean shift, and the Group Participation

Scale moved up significantly for both experimentals and con-

trols, a finding which produced the usual mixed emotions in the

researchers. However, our open-end perceived-change measure

differentiated the samples significantly . . . 73% of the exper-

imentals, and 17% and 29% of the matched and random controls,

respectively, showed change. . . . Changes in sensitivity and

behavioral skill (ex: "liitens more," "communicates better,"

"shares decisions more").

One final note on the effectiveness of training: Bond, Leabo,

and Swinyard collected opinions of sixty-six chief executive officers

of leading American corporations. One quote from this work is of

interest here:

Considering all fields of knowledge, the executives were asked

whether they felt an improved understanding of some subjects,

even at this stage of their careers, would help them to be more

effective business leaders. Overwhelmingly, the respondents

replied in the affirmative.2

'Education and training are commonly accepted in this country

as being the appropriate means of advancing. Many businessmen feel

that employes can be "trained up" to meet almost any challenge. But

 

1Ewart Smith and Stanford Knight, "Effects of Feedback on

Insight and Problem Solving Efficiency in Training Groups," Journal

of Applied Psychology 43 (March 1959): 209-211.

2Matthew Miles, "Human Relations Training: Processes and

Outcomes," Journal of Counseling Psyghology 7 (April 1960): 301-306.

3Floyd Bond, Dick Leabo, and Alfred Swinyard, Preparation

for Business Leadership (Ann Arbor: University of Michigan, 1964 ,

p. 10.
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less is known about the applicability of training to both sexes,

and the ability of "training" to meet this challenge.

Lorin and Wells pointed out the need for answers in this area

by commenting:

The percentage of women in the work force will not rise sub-

stantially (currently 38%, probably up to 40%) but the per-

centage of women in supervisory, professional, managerial and

executive positions will increase dramatically.

This dramatic increase makes it imperative that ways be found

to train and develop women to meet this need. The authors went on

to say:

Comparable opportunity for developing the capabilities and

potentials of both men and women must be available before we

can know whether or not there is any shred of intrinsic dig-

ference between the sexes in handling the managerial role.

Agreed. But does "comparable" mean "the same"? Killian

thought so:

The training of women differs only slightly from the training

of men; and if women are well trained, the results, in some

cases, can be better. The same basic overall training plan

used for men can be used for womeng with some special adjust-

ments tailored to a woman's needs.

One would feel more comfortable if Killian's conclusion were supported

by some evidence. Perhaps he is right, and if he is, what are the

"special adjustments tailored to a woman's needs?"

Still talking about training and the differences in education

and qualification, Killian seemed to be at odds with Day and Stogdill's

 

1Lorin and Wells, Breakthrough, p. 171.

2Ibid.. pp. 100-101.

3Ray Killian, The Working Woman: A Male Manager's View (New

York: American Management Association, 1971), p. 55.
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finding (which held that slow advancement of women is the result of

their being females) when he wrote:

Many executives tend to believe that today the principal limi-

tation to female opportunity is not prejudice against women,

but the limited availability of women with the necessary educa-

tional, technical and motivational qualifications for available

openings.

If, in fact, women do not have the "necessary educational, technical

and motivational qualifications," then we have discovered some train-

ing and development needs of women.

Theodora Wells provided some insights on the training and

development implications of moving women into management:

Women have not been typically found in significant numbers in

management. In many companies management trainee programs are

one of the ladders to management positions. Traditionally,

few, if any, women have been admitted to these programs. An

important element of affirmative action shall be a commitment

to include women candidates in such programs. .

Self--concept training must be a part of management training

as applicable to the participants. .

Enough is known from past research to ingicate that self-

concepts are the critical area for training.

Summar

In summary, the review of literature included those areas in

which there seem to be differences between men and women at work.

Many of the areas were not specifically concerned with the subject

of this study, and many of the writings were not research based.

However, the preponderance of available literature seemed'UJsupport,

 

1Ibid., p. 13.

2Theodora Wells, "Woman' 5 Self-Concept: Implications for

Management Development," in OptimizingiHuman Resources, ed. G. Lippitt,

L. This, and R. Bidwell (Reading, Mass. Addison-Wesley, 1971),

pp. 302-310.
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in some cases only tangentially, the general thrust of this study;

that is, there are no significant differences between men and women

supervisors' perceived managerial effectiveness and aspirations.



CHAPTER III

THE STUDY

The methodology used in the study is described in this chapter.

The population consisted of 1,313 men and women superiors, super-

visors, and subordinates in twenty-two divisions of one company.

The sampling technique used matched men and women supervisors on a

range of characteristics to isolate sex as the only possible factor

to explain performance differences when they appeared. In this chap-

ter the development of the Training Analysis Survey Instrument is

covered in some detail. The techniques used to manage the data are

described.

Description of the Population

The study examined differences between women and men super-

visors in certain managerial skills. Informal interviews were held

with forty-three managers, supervisors, and workers, both men and

women, to delimit the number of managerial skills to be studied; only

the most frequently mentioned managerial skills were included in the

study.

The study was limited to a population in twenty-two divisions

of one company composed of:

1. Men and women supervisors

2. Men and women who are subordinate to these supervisors

22
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3. Men and women who are subordinate to these superiors

Superiors and subordinates were included to help assure complete

understanding of any differences that might appear between men and

women supervisors.

The total population of the organization exceeded 500,000.

The sample size was as follows: 245 women and 218 men supervisors,

3 women and 378 men superiors, and 250 women and 219 men subordinates.

This totaled 1,313 respondents, of whom 498 were women, 815 men.

Data were gathered using a survey instrument.

Sampling_Technique
 

The design of the study attempted to isolate sex of the

supervisor as the only possible factor to explain differences when

they appeared. The sample selection, therefore, matched each woman ,

supervisor respondent with a comparable man supervisor. To hold all

characteristics, except sex, constant, men supervisors were selected

on the basis of the closest "match" to the women supervisors on a

range of characteristics that included: type of job, level (position),

education, age, time on present job, total amount of service, race,

and marital status.

Men supervisors were "matched" on these characteristics with

the women supervisors by experienced personnel technicians, based on

an examination of employe personnel records. This was done to

eliminate--or mediate--the effects of any non-sex-based influence.

Subordinates to each supervisor to be included in the study were

selected randomly from all subordinates by a personnel technician.
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Superiors of the men and women supervisors were included from the

total population of superiors; that is, every superior of supervisors

included in the study was selected from the total population of

superiors.

Training Analysis Survey Instrument

The Training Analysis Survey Instrument was designed as a

result of the preliminary interviews. These interviews indicated the

need for data in several areas, but especially: (1) to perceive dif-

ferences in managerial skill of women and men supervisors, and (2) to

support or refute certain stereotypical beliefs.

During the interviews with managers, supervisors, and workers,

statements were made that indicated a belief that women and men per-

form differently as supervisors. Interviewees were asked to des-

cribe their experience with men and women supervisors and subordi-

nates. Their opinions comparing men and women were gathered. After

each interview, the interviewers wrote detailed notes summarizing the

comments and opinions of each interviewee. The most frequently men-

tioned beliefs served as a guide in developing survey items.

For example, a comment from one interview was: "Men seem to

be better able to plan and organize their work." Similar comments

from other interviewees led to the development of several survey

items on this issue.

The following are several more examples of interview comments,

many of which led to survey items:

"I think most people would prefer to work for a man."
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"Women supervisors seem to play favorites. That's probably

why they have more trouble with subordinates."

"Some women want better jobs, but are not willing to prepare

themselves for them."

"Why promote a woman--she'1l just quit to get married or have

a baby."

"Most women like things spelled out for them."

"In a tight situation, you can't count on a woman to stay

cool."

As a result of the interviews, survey items were written,

and included in the instrument (see Appendix A).

Three forms of the instrument were administered: Form I was

administered to superiors, Form II to supervisors, and Form III to

subordinates. Form I contained items pertaining to the superior and

to the supervisors immediately below; Form II contained items pertain-

ing to the superior, the supervisor, and subordinates. Form III con-

tained items pertaining to the supervisor and the subordinate.

extent . .

The instrument used a question format with the stem, "To what

." with a seven-point response scale ranging from "com-

pletely“ to "not at all." For example, a typical item was:

To what extent would you be willing to assume

greater job responsibilities?

0 Not at all

0 To a very limited extent

0 To a limited extent

0 To some extent

0 To a great extent

0 To a very great extent

0 Completely
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Trained survey administrators, both women and men, adminis-

tered the survey instrument to respondents in small groups. Admin-

istrators were trained for five hours; their training included

detailed instructions on how to organize, code, and administer the

survey instrument, using simulation training techniques.

Management of the Data

The data gathered through the survey instrument were handled

in the following manner:

1. An optical scanning response form was used to convert

responses to tape.

2. The tape was used as the basis for calculations and

analysis.

3. Data were organized using the OSIRIS program, designed

specifically for the management and analysis of social science data.

4. For each variable, several statistics were computed by

OSIRIS, including bivariate tables, chi-square, Cramers V, standard

deviation, T test, degrees of freedom, and mean.

The primary analysis was bivariate tables, creating tables of

two variables: the sex of the respondents and any of the survey items.

The difference in mean response of men and women as revealed by the

T test indicated those survey items in which women were perceived as

performing differently than men. The chi-square statistic for each

item was reviewed and served to highlight the data.

5. Differences were deemed significant when reaching or

exceeding the .05 level of significance.
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Summar

The design of this study called for the administration of the

Training Analysis Survey Instrument to 1,313 individuals in one com-

pany, 498 women and 815 men. These individuals were either super-

visors, superiors, or subordinates. Men and women supervisors were

matched on a number of characteristics to isolate sex of the super-

visor as the only possible factor to explain differences when they

appeared.

The data were analyzed by bivariate tables.



CHAPTER IV

RESULTS

Presented in Chapter IV are the results of the research. Each

hypothesis is stated, along with the survey items related to it. Data

are presented in tables. The data for each hypothesis are summarized,

showing that Hypotheses l and 2 were supported; Hypotheses 3 and 4

were not supported. There is a general summary of results at the

beginning of Chapter V.

As a part of the survey, certain demographic data were col-

lected. The demographic data regarding women and men supervisors

are shown in Appendix B.

Hypothesis 1
 

Hypothesis 1 holds that there is no significant difference

in perceived managerial skills exhibited by men and women supervisors.

To test this hypothesis, questions were asked of those who were

superior to men and women supervisors, and of those who were subor-

dinate to men and women supervisors. The responses to these questions

were grouped into six categories, each of which represents an impor-

tant managerial skill. The six skill groups were:

Skills in communication

Skills in delegating work

Skills in planning, organizing, and setting priorities

Skills in making decisions and solving problems

Skills in maintaining effective relationships

Skills in getting work done
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Although it might be argued that these six groupings of

managerial skills do not exhaust the full range of skills needed to

be an effective manager, it was assumed, for purposes of this study,

that they represent the basic skills a supervisor must possess to

1
succeed. Each is discussed separately.

Skills in Communication
 

The ability to communicate is one of the supervisor's most

important skills. In interviews preliminary to this research, the

comment was heard frequently that women tend not to keep their boss

informed. However, some authors have suggested that women are more

concerned than men with "socializing" on the job, and therefore are

thought to be better communicators.

Responses to three specific questions were tabulated and

appear in Table 1. The three specific questions, all referring to

the supervisor, were:

(Asked of the supervisor's superior):

To what extent does the supervisor keep you informed

about job-related information?

(Asked of subordinates):

To what extent do you have the information you need

to carry out your job?

(Asked of subordinates):

To what extent does your supervisor provide you with the

information you need to schedule work ahead of time?

 

1These skills are commonly mentioned in most standard management

or personnel administration texts. For example, Strauss and Sayles,

Personnel--The Human Problems of Management; Reddin, Managerial Effec-

tiveness; Koontz and O'Donnell, Principles of Management.
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It was assumed that these three questions permitted an assessment of

the supervisor's skill in communicating both upward (to the superior)

and downward (to subordinates).

Table l.--Mean responses pertaining to supervisor's skill in

communications.

 

Women Men
. . t P

Superv1$ors SuperVIsors

 

Keeps superior informed

about job-related (?‘}gg)a (?';8? 3:333 >'5

information ° ' '

Subordinates have

information needed to (?'232) (1'23?) 3:3;2 >'5

carry out job ' ' '

Provides subordinates
. . 4.893 4.663 0.950 >.35
information needed (1.828) (1 779) N=224

to schedule work

 

aNumerals in parentheses indicate standard deviations.

Analysis of the data in Table 1 reveals that men and women

supervisors communicated job-related information with nearly equal

effectiveness. There was no significant difference in any of the

items. Regarding their skills in communicating, there was no sig-

nificant difference between men and women supervisors as measured by

this research.

Skills in Delegation

The second grouping of responses dealt with the supervisor's

ability to delegate. Responses to seven questions are included here.

The seven questions were:
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(Asked of the superior):

To what extent does the supervisor delegate work effectively?

To what extent does the supervisor effectively utilize his/her

people?

(Asked of subordinates):

To what extent do you have the authority you need to meet

your responsibilities?

.To what extent are your job responsibilities clearly defined?

To what extent does your supervisor give work assignments

in small, non-related pieces?

To what extent does your supervisor communicate in detail

how your job will be done?

To what extent does your supervisor effectively utilize

your ability?

Several of these questions squarely confronted the issue of

delegation skills. Others assumed that the extent to which a sub-

ordinate understands the job responsibilities and has authority to

meet them is a direct reflection of the supervisor's ability to dele-

gate. Likewise, the questions concerning the manner in which the

supervisors delegate ("in small, non-related pieces"; "in detail")

were taken as a measure of effectiveness in delegating. The super-

visor's perceived ability to utilize people also reflects the ability

to delegate.

The responses to this group of questions are presented in

Table 2.

Analysis of the data in Table 2 indicates there was no sig-

nificant difference between men and women supervisors' skill in

delegating.
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Table 2.--Mean responses pertaining to supervisor's skill in delegation.

 

Women Men t P

Supervisors Supervisors

 

ggfizggggegg;i°r 4.528 a 4.500 0.215 >.5

effectiver? (1.199) (1.290) N=369

Does supervisor
. . . 4.722 4.653 0.483 >.5

SEESTEEVEIy "t111ze (1.287) (1.401) N=352

Do subordinates
. 4.512 4.731 -0.896 >.35

:gzgeggthor'ty (1.855) (1.766) N=223

Job responsibilities 5.358 5.635 -1.193 >.25

clearly defined (1.788) (1.641) N=222

435232T$"t:ogjve" 5.217 5.298 -0.369 >.5

related Bieces (1.577) (1.709) N=222

Does supervisor tell 3.322 3.308 0.060 >.5

how job is to be done? (1.745) (1.871) N=223

Does supervisor
. . . . . 4.694 4.388 1.381 >.15

g:}}}§;,SUP°'d'”ate 5 (1.574) (1.725) N=222

 

aNumerals in parentheses indicate standard deviations.
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Skills in Planning, Organizing,

and Setting Priorities

 

 

The skills of planning, organizing, and setting priorities are

important to a supervisor's effectiveness. During preliminary inter-

views, a number of managers commented that women are less skilled

than men in these important skills. So a question was directed at

superiors as follows:

To what extent is the supervisor effective at such

activities as planning, organizing, and setting priorities?

The responses are summarized in Table 3.

Table 3.--Mean responses of superiors pertaining to supervisor's skill

in planning, organizing, and setting priorities.

 

Women Men
. . t P

Superv150rs Superv1sors

 

Skill in Planning, 4.723 4.667 0.422 >.5
organizing, and a =

setting priorities (1'248) 11-342) N 380

 

aNumerals in parentheses indicate standard deviations.

Again, there was no significant difference between men and

women supervisors' skill in planning, organizing, and setting priori-

ties, as perceived by their superiors. Questions dealing with this

skill were not asked of subordinates.

Skills in Making Decisions

and Solving Problems

 

Decision making and problem solving are a part of the super-

visor's job. For this reason, superiors were asked how effectively
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supervisors make decisions and solve problems. The specific question

was:

To what extent do supervisors logically and effectively

make decisions and solve problems?

Some authors have suggested that women are not as logical as

men and, therefore, have more difficulty making decisions and solving

problems. Data on this question are presented in Table 4.

Table 4.--Mean responses pertaining to decision-making and problem-

solving skill.

 

Women Men
- - t P

Superv150rs Superv1sors

 

Supervisor logically

 

and effectively makes 4.759 a 4.833 -0.650 >.5

decisions and solves (1.108) (1.133) N=381

problems

a
Numerals in parentheses indicate standard deviations.

In the critical skill of decision making and problem solving

there was, again, no significant difference in the perceived effec-

tiveness of men and women supervisors.

Skills in Maintaining

Effective Relationships

Maintaining harmonious and productive relationships with fellow

workers is an important skill for supervisors. This is a skill at

which women are reputed to excel.
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To clarify this matter, superiors were asked:

To what extent does the supervisor contribute to a har-

monious working relationship with fellow workers?

The responses to this question appear in Table 5.

Table 5.--Mean responses pertaining to supervisor's skill in effective

 

 

relationships.

Women Men t P

Supervisors Supervisors

Does the supervisor

contribute to har- 5.069 a 5.222 -l.222 >.26

monious working (1.377) (1.276) N=381

relationships?

 

aNumerals in parentheses indicate standard deviations.

Regarding skills in effective relationships, there was no

significant difference between men and women supervisors' effective-

HESS.

Skills in Getting Work Done
 

The ultimate test of supervisory effectiveness is whether or

not the work gets done on time, and in the proper quality and quantity.

Five questions were asked to determine whether there is a difference

in men and women supervisors' ability to get the work done.

The five questions were:

(Asked of superior):

To what extent does the supervisor meet work deadlines?

To what extent are you satisfied with the guality of the

supervisor's work?
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To what extent are you satisfied with the Quantity of the

supervisor's work?

(Asked of subordinates):

To what extent is your supervisor concerned with the

Quality of your work?

To what extent is your supervisor concerned with the

quantity of your work?

The responses to these questions are summarized in Table 6.

Table 6.--Mean responses pertaining to supervisor's skill in getting

 

 

work done.

Women Men t P

Supervisors Supervisors

Supervisor meets 5.362 a 5.183 1.546 >.12

work deadlines (1.103) (1.138) N=377

Supervisor

satTSfaCtion With (?.gg§) ($.ggfi) ;;§gé >.18

quality of work ' . '

Supervisor ‘

....-..=....-.. w... (53;?) ($133) ($3; «01
quantity of work ' '

Supervisor concerned 5 844 5 433 1 998 < 05

"'th “93"FY 0' (1.379) (1.703) N=224
subordinate 5 work

Supervisor concerned
. . 5.795 5.654 0.725 >.45

"'t“ quant'ty 01 (1.361) (1.555) N=224
subordinate's work

 

aNumerals in parentheses indicate standard deviations.

Analysis of these data indicated that there was no significant

difference in men and women supervisors' ability to meet work dead-

lines and provide satisfactory quality of work. There was, however,

a significant difference regarding quantity of work: The quantity of
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work of women supervisors was more "satisfying" to superiors than

the quantity of work of men supervisors, to a significant degree.

There was no significant difference in the amount of concern

shown for the quantity of subordinate's work between men supervisors

and women supervisors. There was a significant difference in the

amount of concern shown for the quality of subordinate's work, with

women supervisors showing a greater degree of concern than men super-

visors.

This finding appears to be paradoxical. When superiors

looked at supervisors, they found the guantity of work of women

supervisors more satisfying, but saw no significant difference in the

quality of work. But when subordinates looked at supervisors, they

found significantly more concern for Quality being shown by women

supervisors, and no significant difference in concern for Quantity

shown by men and women supervisors. So, to the superior, women looked

better on Quantity standards; to subordinates, they were more guality

conscious.

Thus, on the ability to get work done, the results were mixed.

On two of the five questions compiled in this category, women super-

visors were perceived as performing significantly differently than

men supervisors.

Summary

To test the hypothesis that there is no difference in per-

ceived managerial skills of men and women supervisors, eighteen ques-

tions were asked--nine of superiors and nine of subordinates. Responses
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to these questions were grouped into six managerial skill groupings--

skills which are thought to be essential to success as a supervisor.

Based on the analysis of these data, it can be concluded

that no significant difference was perceived between men and women

supervisors on any of the six groups of managerial skills. lMIfact,

only two significant differences were perceived between men and

women supervisors on the eighteen specific items. One is struck by

the similarity of responses, whether perceived by superior or sub-

ordinate.

Hypothesis 1 was supported by the data, with the notation

that a significant difference existed on only two of the eighteen

items--differences that indicated more effective performance by gpmep_

supervisors.

Hypothesis 2
 

Hypothesis 2 states that there is no significant difference

perceived between women and men supervisors in their reaction to job

pressures. A concern was frequently expressed during preliminary

interviews that women do not bear up well under pressure, and that

they would overreact to pressure in some dysfunctional way. The

literature abounds with this notion.

To test this hypothesis, two questions were asked about

supervisors. One, asked of superiors, was:

To what extent does the supervisor deal effectively with

crises?

It was felt that a supervisor's ability to deal with crises presents,

to the superior, a view of that supervisor's reaction to pressure--since
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a crisis always carries with it a substantial amount of pressure for

the supervisor. And since the superior is often the source of the

pressure, it seemed best to word the question this way.

The other question, asked of subordinates, was:

To what extent does your supervisor overreact to job

pressures?

The responses to these two questions are presented in

Table 7.

Table 7.--Mean responses pertaining to supervisor's reaction to pressure.

 

Women Men t P

Supervisors Supervisors

 

Supervisor deals 4 685 4 828 _] 098 > 29

effectively with ' a ' L '
crises (1.282) (1.255) N-381

Supervisor overreacts 4.549 4.750 -0.824 >.38

to job pressures (1.865) (1.764) N=224

 

aNumerals in parentheses indicate standard deviations.

Based on these data, there was no significant difference in

the effectiveness of men and women supervisors in dealing with crises

and overreaction to job pressures, as perceived both by superiors and

subordinates.

Summary

While it is frequently held that women do not react well to

pressure and to crises, the data showed no significant difference
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between men and women supervisors in this regard. In both measures,

men supervisors were perceived slightly more positively than women

supervisors but the difference was not significant.

Hypothesis 2 was supported by the data.

Hypothesis 3
 

Hypothesis 3 states that women and men are similarly willing

to prepare themselves for positions of greater responsibility. There

exists a notion, strengthened by recent feminist demands and govern-

ment requirements, that women want promotions and greater responsi-

bility, but are unwilling to invest the time and effort to prepare

themselves for such responsibility. One view was stated by Killian:

She should remember that every woman will have the same basic

opportunities to participate in company-sponsored programs . . .

and that a woman who wants to advance quickly uses the company

program only as a launching pad. She then engages in addi-

tional programs on her own initiative, recognizing that her

development is her personal responsibility.

Four questions aimed at this issue were asked of supervisors

and subordinates:

To what extent would you be willing to return to school in

the evening for more training?

To what extent would you be willing to participate in on-

the-job training to learn a new job in your present organ-

ization?

To what extent have you had the opportunity to develop your

potential in this organization?

To what extent do you feel the organization adequately

prepared you to perform your present job?

 

1Killian, The Working Woman, p. 59.
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The first two questions directly faced the issue of willingness to

prepare themselves for positions of greater responsibility. Although

there may be other alternatives an individual could choose to prepare

for greater responsibility (correspondence courses, leave of absence

to pursue education, etc.), surely the willingness to return to school

in the evening provides some measure of the individual's willingness.
 

Attending evening school is, for most employed people, a substantial

inconvenience and chore--one not entered into frivolously or with

little hope of reward.

The willingness to learn a new job in one's present organiza-

'thwialsoimplies the willingness to invest extra time and effort,

especially when it was not clear from the question whether the new

job would be better than the present one.

The third question, dealing with the opportunity to develop

potential, presented a modifying view. One could assume that men

traditionally have had more opportunity to develop their potential

than have women, and thus would feel differently about the implica-

tions of this question. But to understand women's willingness to

prepare themselves, one needs an understanding of their past Opportu-

nities to develop.

The fourth question was included to understand how respon-

dents viewed the issue of preparation. If they felt poorly prepared

for their present job, it is unlikely they would be willing to under-

take preparation for a different job.

Data on these questions are presented in Tables 8, 10, 11,

and 12.
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Table 8.--Mean responses pertaining to willingness of supervisors to

prepare for greater responsibility.

 

 

Women Men t P

Supervisors Supervisors ’

Willingness to attend 5.435 a 5.041 2.329 <.02

evening school (1.797) (1.843) N=464

Willingness to
. . 6.250 5.949 2.194 <.03

part'c'pate '" (1.403) (1.546) N=463
on-the-job training

 

aNumerals in parentheses indicate standard deviations.

Analysis of the data in Table 8 indicates a significant dif-

ference in men and women supervisors' willingness to prepare them-

selves for positions of greater responsibility. On both items, the

willingness to return to evening school and the willingness to par-

ticipate in on-the-job training, there was a significant difference

between men and women supervisors, with women supervisors expressing

a higher degree of willingness pptp_to attend night school and par-

ticipate in on-the-job training. Both men and women expressed a will-

ingness to prepare for greater responsibility, with women expressing

the stronger feeling.

It might be suggested that women expressed a greater willing-

ness to take training because the men already had a higher level of

education, which they felt was sufficient--they didn't feel the need

for further education. To explore this notion, educational level was

held constant and the data reexamined. When education level was held

constant, the mean responses were higher for women on both items,

as shown in Table 9.
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The data indicated that women supervisors were more willing

than men supervisors to seek further education to prepare for posi-

tions of greater responsibility.

Table 9.--Mean responses of supervisors pertaining to willingness to

prepare for greater responsibility, moderated by educational level

of respondent.

 

Willingness to

Attend Evening

 

Willingness to

Participate in

 

 

Educational Level School On-Job Training

Women Men Women Men

Supv. Supv. Supv. Supv.

College Graduate 5.3 4.7 6.1 5.7

(1.74)a (1.84) (1.40) (1.22)

High School Graduate, 5.7 5.3 6.4 6.1

Plus (1.59) (1.74) (1.09) (1.57)

High School Graduate 5.4 5.0 6.2 5.9

(1.87) (1.90) (1.48) (1.74)

Less than High 5.2 5.0 6.2 5.7

School Diploma (2.01) (2.08) (1.59) (1.30)

 

aNumerals in parentheses indicate standard deviations.

Looking at the responses to these items by men and women sub-

ordinates (Table 10), there was no significant difference in men and

women subordinates' willingness to participate in on-the-job train-

ing, or their willingness to attend evening school.

but to a lesser degree than supervisors.

Both were willing,
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Table 10.--Mean responses pertaining to willingness of subordinates

to prepare for greater responsibility.

 

 

Women Men t P

Subordinates Subordinates

Willingness to attend 5.009 4.864 0.554 >.5

evening school (1.822)a (2.024) N=217

Willingness to
. . . 5.758 5.804 -0.195 >.5

pa't'c'pate '" (1.746) (1.698) N=220
on-the-job training

 

a 0 O O O I

Numerals in parentheses 1nd1cate standard dev1ations.

Turning to the opportunity to develop potential provided in

the organization, shown in Table 11, there was no significant differ-

ence between men and women, either at the supervisor or subordinate

level. Again, subordinates felt less positive than supervisors on

this item. Women subordinates felt slightly less positive than men

about their opportunity to develop potential. This could explain why

they expressed greater willingness than men subordinates to seek

further education 'Thatisw because they felt they had had less of an

opportunity to develop their potential, they perhaps felt more strongly

the need to take advantage of educational opportunities.

Regarding the matter of how adequately the organization pre-

pared respondents to perform their present jobs, the data in Table 12

reveal there was no significant difference between men and women,

either for supervisors or subordinates.
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Women Men t P

Supervisors Supervisors

Opportunity to 4.263 a 4.179 0.594 >.5

develop potential (1.553) (1.490) N=463

Women Men t P

Subordinates Subordinates

Opportunity to 3.442 3.712 -l.097 <.3

develop potential (1.764) (1.900)

 

aNumerals in parentheses indicate standard deviations.

Table 12.--Mean responses pertaining to feeling prepared for present job.

 

Women Men

 

 

 

Supervisors Supervisors t P

Organization prepared 4.796 a 4.624 1.144 <.3

me for present job (1.656) (1.561) N=461

Women Men t P

Subordinates Subordinates

Organization prepared 4.841 4.845 0.027 >.5

me for present job (1.714) (1.858) N=222

 

aNumerals in parentheses indicate standard deviations.
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Summary

Responses from both supervisors and subordinates revealed

some differences regarding the willingness to prepare for greater

responsibility.

Women supervisors were significantly more willing than men

to attend evening school and participate in on-the-job training. 0n

the other hand, women subordinates' willingness to attend evening

school and their willingness to participate in on-the-job training

were ppt_significantly different than men subordinates'.

Regarding the opportunity to develop potential and how

adequately they were prepared to do their present job, there was no

significant difference between men and women at either level.

Based on this view of the data, Hypothesis 3 was not supported.

There was unequal willingness to prepare for positions of greater

responsibility, with women indicating more willingness than men.

This finding was supported by data from another survey item, showing

that 62 percent of the women respondents had attended company-funded

training programs, whereas only 57 percent of the men respondents

had attended such programs. However, a sampling of tuition-

reimbursement records from the same company revealed that of those

employes who had attended college-level courses on their own time,

approximately 16 percent were women.

Hypothesis 4
 

Hypothesis 4 holds that men and women supervisors are simi-

larly willing to assume greater job responsibility. In the preliminary
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interviews many managers felt that women supervisors were not willing

to assume greater responsibility, thus limiting their potential for

promotion. This issue has received much attention in the litera-

ture, although little empirical evidence has been presented.

What did the data from this study reveal? Three questions

were asked of supervisors to determine their willingness to assume

greater responsibility:

To what extent would you be willing to assume greater

job responsibilities?

To what extent would you like your boss's job?

To what extent do you feel you could perform your boss's

job with the same degree of effectiveness as he/she does?

The first question confronts the issue squarely. The second question

assumes that desiring the boss's job is a strong indication of a

willingness to assume greater responsibility. The third question is

a more obtuse measure of the desire for more responsibility--with the

assumption that those who do not feel they could perform the job

effectively would probably not aspire to it.

The responses to these questions are shown in Table 13.

Analysis of these data presented, on the surface, an unclear picture.

Regarding their willingness to assume greater job responsibilities,

the mean responses of men and women supervisors were close to the

.05 level of significance, although they were not, in fact, signifi-

cant at that level.

Concerning whether or not they would like their boss's job,

men supervisors were significantly more desirous of the position than

were women supervisors. Similarly, men supervisors were significantly
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more confident than women supervisors that they could perform their

boss's job as effectively as the boss was performing it.

Table l3.--Mean responses pertaining to supervisor's willingness to

assume greater responsibility.

 

 

Women Men t P

Supervisors Supervisors

Willing to assume
. 5.671 5.918 -1.803 .07

greater job a _

responsibilities (1'449) (1'505) "'455

Would like 4.033 5.028 -4.990 .001

boss's job (2.206) (2.046) N=459

Could perform boss's 3.886 5.073 -6.714 .001

job as effectively (2.027) (1.738) N=462

 

a . . . . .
Numerals 1n parentheses indicate standard dev1ations.

Because the data regarding the willingness to assume greater

job responsibilities were so close to significance, a chi-square

analysis was examined. The T-test approached significance on one of

these survey items, but not on others. The data were regrouped, and

the chi-square statistic analyzed. The results of this analysis are

seen in Table 14.

Few supervisors, men or women, indicated they were not very

willing to assume greater job responsibility. A significantly larger

proportion of men supervisors were very willing to assume greater

responsibility, and a significantly larger proportion of women super-

visors were only somewhat willing to assume greater responsibility.
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Table l4.--Percentage responses of supervisors pertaining to assuming

greater responsibility.

 

Not Very Somewhat Very

Willing Willing Willing

 

 

 

Supervisor Women Supervisors 5.6% 37.8% 56.2%

willing to

assume Men Supervisors 8.3% 21.4% 70.4%

greater

responsibility Total 6.8% 30.3% 62.9%

x2 = 15.32

p = .001

df = 2

§EEEEE¥.

Although the mean responses on the question of willingness to

assume greater job responsibility did not show a significant differ-

ence, the chi-square analysis showed a significantly larger propor-

tion of men supervisors were very willing to assume greater responsi-
 

bility, whereas a significantly larger proportion of women supervisors

were only somewhat willing to do so.
 

Taking into account the significant difference that--to a

higher degree than women supervisors--men supervisors desired their

boss's job and were confident they could perform it as effectively,

this increased willingness on the part of men supervisors led to the

conclusion that men supervisors were significantly more willing than

women supervisors to assume greater responsibility.



CHAPTER V

SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS

FOR FUTURE RESEARCH

In Chapter V the research is summarized by presenting a

syn0psis of general study conclusions, followed by conclusions and

training implications. The remainder of the chapter is devoted to

a presentation of further research possibilities.

Synopsis of General StudyyConclusions
 

Twenty-seven items from the Training Analysis Survey Instru-

ment were analyzed in this study. These items represented the

observations most germane to the four hypotheses being tested.

For Hypothesis 1, six groups of managerial skills were

established:

1. Skills in communication

2. Skills in delegating work

3. Skills in planning, organizing, and setting priorities

4. Skills in making decisions and solving problems

5. Skills in maintaining effective relationships

6. Skills in getting work done

Eighteen survey items were analyzed within this grouping. Of

those, only two showed any significant difference in perceived per-

.formance between women and men supervisors. They were: Women

shpervisors' quantity of work is more satisfying to their superiors;
 

and subordinates perceive women supervisors to be more concerned with

50
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the quality of subordinates' work. On the other sixteen items deal-

ing with managerial skills, there was no significant difference in

perceived performance between women supervisors and men supervisors.

Regarding Quantity and guality of work, the results presented

some interesting possibilities. It is frequently held by manufac-

turing managers that emphasizing the need for high-Quality work

(showing concern for the quality of subordinates' work) is the most

effective way to achieve a high guantity of work. The reason for

this is that high-quality work means less time and effort are devoted

to repair and rework; thus more time and effort are devoted to pro-

ducing quantity. Conversely, if the men supervisors are perceived as

more concerned with quantity, then quality could suffer, with a resul-

tant decrease in quantity.

To test Hypothesis 2, responses to two items were analyzed.

On both of these items there was no significant difference in per-

ceived performance between women and men supervisors, indicating that

women and men do not differ in their ability to handle crises or in

overreacting to pressure.

For Hypothesis 3 regarding the willingness to prepare for a

position of greater responsibility, responses to four items were

analyzed. 0f the four, two indicated a significant difference between

women and men supervisors: Women supervisors, to a significant

degree, are more willing to attend evening school than their men

counterparts; and women supervisors, to a significant degree, are more

willing to participate in on-the-job training than are their men

counterparts. To those who believe that women could get ahead if
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only they were willing to become qualified, these data should provide

cause for reflection.

To test Hypothesis 4, responses to three items were analyzed;

all three indicated a significant difference. The data showed that

men supervisors, to a significant degree, are more willing to assume

greater job responsibilities than are their women counterparts.

Conclusions and Training Implications
 

The general conclusion of this research is that women super-

visors are perceived to be as effective as men supervisors in per-

forming their supervisory job--a contention that is either ignored or

disputed by many people. By whatever means the women acquired their

proficiency, it is clear that they have learned to perform as effec-

tively as men. (At the moment, the standard for supervisory effec-

tiveness is the experienced man supervisor. Perhaps the inclusion

of more and more women supervisors will raise that standard of

effectiveness, but only time will tell.) This tends to confirm the

finding of Day and Stogdill that "male and female supervisors . . .

exhibit similar patterns of leader behavior and levels of effec-

tiveness. . . ."1

These data serve to refute many of the statements heard in

the preliminary interviews, statements that indicated some managers

perceived substantial differences in managerial skill between men and

women supervisors. Generally, in these interviews, men supervisors

were described more positively, based on some very nonspecific criteria.

 

1Day and Stogdill, Personnel Psycholggy, p. 359.
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But, in fact, these data showed that the perceptions about women

supervisors' effectiveness were strikingly similar to perceptions

about the effectiveness of men supervisors.

For those who believe men supervisors are more effective than

women supervisors, these data will not support their belief--a fact

that will come as a great disappointment. But the fact that in the

two instances where there pp§_a significant difference, the woman was

perceived to be mppe effective--that will be a great shock!

Since a basic notion behind this research was that by identi-

fying performance differentials, if any, one can identify correspond-

ing training needs, then the absence of performance differentials

(regarding managerial skills) indicates there are no differential

training needs. This tends to support Killian's notion that "the

same basic over-all training plan used for men can be used for

women. . . ."1

As for training women to be effective supervisors, this

research indicated they have no special training needs regarding their

managerial skill. Thus, if one is satisfied with the level of super-

visory effectiveness currently exhibited (equally by men and women),

it would seem wise to continue the existing training and development

programs, or at least make no adjustments in them to accommodate

imaginary sex-based performance differences.

Likewise, since women and men supervisors exhibit no signif-

icant difference in reacting to pressure or dealing with crises,

 

1Killian, The Working Woman, p. 55.
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no special training or developmental accommodations need be made

here.

In the hypothesis dealing with willingness to prepare oneself

for positions of greater responsibility, women supervisors were

significantly more willing than men to undertake such training,

although the difference for women subordinates was not significant.
 

What are the training implications of the fact that women super-

visors are more willing than men to prepare for greater responsibility?

If, as Killian stated, women do not have the "necessary edu-

cational, technical, and motivational qualifications,"1 it is clear

from this research that they are willing to get it. (It must be

remembered, however, that this research did not indicate any lack

of educational or technical qualifications--at least as it shows up

in supervisory performance.)

Thus, employers have the job of making available to women

information, direction, and support pertaining to their seeking further

instruction. Given this willingness of the student, employers must

enroll women in their training programs, establish appropriate develop-

mental activities and policies, and take the initiative in getting

women into these activities.

In the process of doing this research, some anecdotal evi-

dence indicated that women find it quite difficult to be included in

traditionally all-men student groups when only one or two women are

in a group of fifteen to twenty men. They tend to feel unwelcome and

 

lIbid., p. 13.
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unsupported--their questions and contributions are mocked by their

men counterparts, and they soon withdraw (either physically or men-

tally) from the class. A certain minimum number of women partici-

pants seems to be necessary--a "critical mass"--so that women can

find recognition, support, and encouragement. This idea should be

subjected to further research.

The final hypothesis dealt with the willingness to assume

greater job responsibility. Men supervisors indicated, to a sig-

nificant degree, more willingness to assume greater job responsibil-

ity than women supervisors. Since the hypothesis was rejected, an

explanation was sought.

Recall Manhardt's study showing that men rate as more impor-

tant~those factors having to do with advancement/responsibility and

long-range career success. He suggested this was because women (at

least some of those in the study) did not expect to work more than a

few years, and long-range career success was irrelevant.1

Loring and Wells quoted the president of a consumer goods

firm:

There are very few [women] who can stand the stress and

strain of present day business without it affecting their

family relationships. A woman enjoys an outlet from routine

household chores, but very few choose toygo higher when it

affects their home and families.‘ {Emphasis addedT]

Epstein, talking about the decline of males and the increase of

females in certain jobs, stated:

 

1Manhardt, Personnel Psychology, pp. 361-368.

2Loring and Wells, Breakthrough, p. 90.
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Yet, it is still unclear why males have come to be excluded

from many lower-level white collar jobs in which there are no

defined masculine or feminine characteristics. Women may

make better subordinates simply because they accept their

position and do not aim higher.1 [Emphasis added.]'

Wells strongly recommended self-concept training for women--

the implication being that their self-concept is not suitable for

success in the business world.2 Korda held, "Women are not supposed

to be ambitious; therefore ambition in women is generally regarded

as a negative trait, even though it is highly praised in men."3 If

women have this self-concept, then it is understandable that they,

might not be willing to display their ambitions in a survey like the

present one.

This reluctance was strengthened by Day and Stogdill, who

found that women's rate of advancement is not related to their effec-

tiveness nor to other leadership characteristics.4

Given these circumstances, why demonstrate ambition? Why

indicate a willingness to assume greater responsibility? Why run the

risk of rejection? Why take such a chance when it is felt women are

not going to advance anyway? There are precious few role models for

women to see, and thus, no reason to believe that advancement is a

realistic option. In addition, there is always a question of the

employer's sincerity when the possibility of advancement comes up.

 

1Cynthia Fuchs Epstein, Woman's Place (Berkeley: University

of California Press, 1970), p. 158.

2Theodora Wells, "Woman's Self-Concept: Implications for

Management Development," p. 306.

 

3Korda, Male Chauvinism, p. 34.

4Day and Stogdill, Personnel Psychology, p. 356.
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All in all, it is psychologically safer for a woman not to

indicate her ambition, whereas it is more or less expected of a man

to strive for advancement.

If this explanation is true, what are the training implica-

tions? For the woman, training experiences need to be structured to

deal with the self-concept issue. (This is frequently called "aware-

ness" training.) Work is being done in this regard.

But more importantly, the supervisors, managers, and execu-

tives who make career decisions must be trained--trained to understand

women's capabilities; trained to provide meaningful opportunities to

women; trained to see the ways in which women's aspirations can be

blunted; trained to forget cliches and stereotypes; trained to deal

with the facts, not the myths.

Wells stated it this way:

The central change that needs to happen is a move away from per-

ceiving men and women in the traditional sex-role patterns in

the work environment . . . toward perceiving people as human

beings first, seeking their own ways of growth, and who are

defined only secondarily by their biological sex traits . . .

this kind of change requires an organizational climate where

individual growth is valued.1

To summarize, the data from this research led to the following

conclusions:

1. Women who are supervisors, or about to become super-

visors, should have essentially the same managerial skills training

as men.

 

1Theodora Wells, "Woman's Self-Concept: Implications for

Management Development," p. 307.
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3. Men at the middle and upper levels need to be trained

in more effective ways of seeing, understanding, and dealing with

women's ambition and reluctance to express it.

4. Steps must be taken to establish policies and programs

that will provide egupl opportunity for women to advance--to take

advantage of their greater willingness to seek further instruction.

Women should be involved in the development of such policies and

programs.

5. Much more research is needed, and the results of such

research must be given greater visibility, especially to managers

and executives.

Future Research Possibilities
 

Not unexpectedly, the research raised some interesting issues,

which could form the basis for future studies in this general field.

Listed below are some possibilities:

1. The respondents in this research were a group of women

and men supervisors who were matched on many traits, meaning that

the perceived performance of women supervisors was related to the

perceived performance of comparable men supervisors, rather than
 

average or typical men or randomly selected men supervisors. One

could expect that there would be a greater likelihood of difference

(in perceived performance) if the groups were not matched. Another

study could clarify this concern.

2. This research focused on the perceived performance (and

thus training needs) of current supervisors. Very little was included
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pertaining to potential supervisors, who might be in the surbordinate

group or outside the organization. What are their training needs?

00 their needs differ according to sex?

3. This research raised some questions about raters' (or,

in this case, perceivers') sex bias. 00 women supervisors perceive

women subordinates differently than they perceive men subordinates?

If so, how-~more positively? Do men supervisors perceive women

subordinates differently than they perceive men subordinates? Do

supervisors who supervise operations populated both by women and men

subordinates perceive them differently than supervisors who have sub-

ordinates of only one sex?

4. This research focused on perceptions, not behaviors.

There is a need to study the specific behaviors of men and women

supervisors pertaining to their promotability.

5. This study could be replicated in other firms, or a

sampling from other firms, to determine the generalizability of the

results.

6. More research should be done concerning the need for self-

concept or awareness training for women. Again and again this issue

came up, both in the literature and in this research. Answers must

be found to such questions as:

What effect does a woman's self-concept have on her

potential for management?

Can women's self-concept be changed through training?

What type of training is most effective in changing self-

concepts?
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APPENDIX A

TRAINING ANALYSIS SURVEY

The Training Analysis Survey instrument was administered, in three

forms, to Superiors, Supervisors, and Subordinates.

Each question began with the stern, "To what extent . . . ", and provided

a seven point response scale:

-— Not at all

— To a very limited extent

— To a limited extent

— To some extent

— To a great extent

—— To a very great extent

— Completely

Listed below are questions from the survey. Some that were included

in the printed form have been omitted here. A company policy would

not permit reproduction of the actual instrument used.

Items from Superiors Survey Form only
 

To what extent . . . . . .

1. Does this subordinate keep you informed about job-related infor-

mation?

2. Does this subordinate delegate work effectively?

3. Does this subordinate deal effectively with crises?

4. Is this subordinate effective at such activities as planning, orga-

nizing and setting priorities?

5. Does this subordinate logically and effectively make decisions and

solve problems?

6. Does this subordinate contribute to a harmonious working relation-

ship with fellow workers?

7. Does this subordinate effectively utilize his/her peOple?

8. Does this subordinate meet work deadlines?

9. Are you satisfied with the quality of this subordinates work?

10. Does this subordinate understand the technical aspects of the job?
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12.

l3.

14.

15.

16.

63

Does this subordinate tend to become moody or hold grudges

after disagreements or criticism?

Does this subordinate respond positively to changes and/or

suggestions?

Does this subordinate demonstrate ambition and drive?

Does this subordinate take long coffee breaks, come in late,

take too many days off, etc. ?

Are you satisfied with the quantity of this subordinates work?

Does this subordinate frequently show his/her emotions?

Items from both Supervisors and Subordinates Survey Forms
 

The following questions are about your job and how you feel about it.

Remember, your work group refers to all those people who report to

the same immediate supervisor as you.

To what extent . . . . .

0
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12.

l3.

14.

15.

Does your job give you a chance to use your own ideas?

Would you be willing to assume greater job responsibilities?

Do you want more freedom to determine how to do your job?

Do you have the authority you need to meet your responsibilities?

Does your job offer you personal satisfaction?

Are your fellow workers receptive to your ideas?

Do you have the information you need to carry out your job?

Are you included in such activities as lunches, breaks, bull

sessions, etc. , by persons in your work group?

Are job titles important in your organization?

Is your pay important in determining how hard you work?

Would you be willing to return to school in the evening for more

training?

Would you be willing to participate in on-the-job training to learn

a new job in your present organization?

Would you like your boss' job?

Do you feel you could perform your boss' job with the same degree

of effectiveness as he/she does?

Have you had the opportunity to develop your potential in this

organization?



16.

17.

18.

19.
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Are your job responsibilities clearly defined?

Have you been exposed to different operations within your work

area?

Do you feel the organization adequately prepared you to perform

your present job?

How many company-funded management development courses have

you attended?

These next questions are about your supervisor. Remember, your

supervisor is the person that you report to directly.

To what extent . . . . .

1.

2.

9.

10.

11.

12.

13.

14.

15.

16.

Does your supervisor provide you with the information you need

to schedule work ahead of time?

Does your supervisor encourage those he/she supervises to

develop better ways of doing things?

Does your supervisor insist that he/she be kept informed on

decisions made by persons under him?

Are you able to influence your supervisors decisions and actions

that affect you?

Does your supervisor give work assignments in small non-related

pieces?

Is your supervisor impressed by titles and/or positions?

Does your supervisor take an active interest in your job advance-

ment.

Does your supervisor put suggestions made by you or others in

your work group into Operations?

Is your supervisor concerned with the gualig of your work?

Is your supervisor concerned with the guantiiiy of your work?

Does your supervisor over-react to job pressures?

Does your supervisor act without consulting you or others in your

work group?

Does your supervisor support you ~— "Back you up"?

Does your supervisor understand your job?

Does your supervisor communicate in detail how your job will be

done?

Does your supervisor go out of his/her way to praise good work?



17.

18.

19.

20.

21.

22.

23.
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Does your supervisor insist that those he/she supervises follow

the rules?

Does your supervisor favor certain employes?

Does your supervisor hold grudges after disagreements or other

conflicts?

Does your supervisor behave in a moody or unpredictable manner?

Is your supervisor overly concerned with such things as tardiness,

absenteeism, long coffee breaks, etc. ?

Does your supervisor become irritated by non-job related con-

versation?

Does your supervisor treat you as his/her equal?

Items from Supervisors Survey Form only
 

To what extent . . .. . .

1.

8.

9.

10.

11.

12.

13.

14.

Do your subordiantes keep you informed about job-related infor-

mation?

Are you satisfied with the quality of your subordinates work?

Do your subordinates deal effectively with crises?

Are your subordinates effective at such activities as planning,

organizing and setting priorities?

Do your subordinates logically and effectively make decisions

and solve problems?

Do your subordinates contribute to a harmonious working relation-

ship with fellow .workers?

Do your subordinates contribute to a productive working relation-

ship with fellow workers?

Do your subordinates meet work deadlines?

Are you satisfied with the quantity of your subordinates work?

Do your subordinates understand the technical aspects of the job?

Do your subordinates tend to become moody or hold grudges after

disagreements or criticism?

Are your subordinates responsive to changes and/or suggestions?

Do your subordinates demonstrate ambition and drive?

Do your subordinates take long coffee breaks, come in late, take

too many days off, etc. ?
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APPENDIX B

DATA PERTAINING TO WOMEN AND MEN SUPERVISORS

Number of Respondents
 

 

 

5.96. New M.

20-24 5 5

25-29 27 31

30-34 46 48

35-39 ' 31 34

40-44 39 30

45-49 51 33

50-54 40 24

55 and over 9 11

Marital Status meep_ Mep_

Married 147 194

Single 45 12

Divorced 48 9

Separated l

Widowed 5 1

Other 2

Level of Formal Education meep_ Mep_

8th grade or less 0 1

Completed 1 to 4 years high school 28 11

High school graduate or equivalent 121 77

Completed formal journeyman or

technical program 8 3

Completed 1 to 4 years college 45 75

College graduate 22 30

Some graduate training 13 11

Masters, Ph.D., etc. 5 4
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Years With Company_ figmep_ Meg.

Less than 1 year 11 2

l to 2 years 5 8

2 to 3 years 8 3

3 to 4 years 3 8

4 to 5 years 12 13

5 to 10 years 65 52

10 to 15 years 33 34

15 to 25 years 62 70

25 years or more 49 27

Years on Present Job meep_ Mep_

Less than 1 year 108 78

1 to 2 years 82 29

2 to 3 years 9 21

3 to 4 years 10 18

4 to 5 years 4 ll

5 to 10 years 12 31

10 to 15 years 3 16

15 to 25 years 12 12

25 years or more 8 l
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