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ABSTRACT
The experences ol lemaies have been Tound 1o contrast with those ol
niales in male dominated occupations and this i led 1o e perception of unequal
apportunities and differential reatment by females within male dominated work
enviromment. Therelore. understunding the influence of personal and - social
lactors in prcdu_‘iin-r; pcrf;ci\'cd acceptance and career growth of female -and male
exceatives i male dominated nccup;llilmm necessitated this study. The research

‘ .
sceks 10 compare the Tactors that determine perceived acceptance and growth for
males and females in male occupations, females in female dominated and sex-
neatral occupations. Inaddition. it intended 1o enhance literaiure on minority
group in Nigeria by combining duta frony literature, survey and quaditatve study
in order to check for CU_I]Si.\LCﬂ(_‘); of findings and make recommendations.

The occupations represented medicine, law, engineering, architecuure, the
force (armed.  and paramilitary).  nursing, hunkir.lg. accounting,  journalism.
teaching und admimstraion. A total ol 3'5() respondents (113 males and 243
females) participated in the study.  Stancdardized instruments were used to
measure all the incie'.pen(lenl and dependent variables.

Multiple regression Cresulls revealed that self-esteem,  self-efficacy,
recognition and supportive management accounted for 16% (P<. 01) and 42%

(P<. 001} of the otal variunce in perceived aceeplance for both male and female
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exceutives 1in male donunated oceupations. For the female executives, results
rc;\'fcu]cd that self-esteem was the best predictor ol pereeived acceptance while for
lhéir male counterparts: seli-esteem and  supportive managenient were  the
significant prc:dicmr.\'.'()n the second dependent variable (perceived growth). all
the psychosocial variables accounted for 34% (P< 001) of the total varianee Tor
female cxcculivc.?x and there was no significant joint miluence of the variables for
males.  Results also  indicated that  although  recognition and.supportive
management influenced perceived growth for females, none of the variables
influenced perceived growth for the males in male dominated occupations.

One-way ANOVA results revealed a significant difference berween
lemale executives in female dominated and sex neutral jobs on perceived growth
(F (2.24y =3.19,P<. 05). Those in sex neutral jobs (¥=51.13) perceived more
opportunity for growth than those in female dominated jobs (x=47.76). The
findings also showed t(ha among females in female dominated occu])allions
perceived acceptance was predicled by self-esteem and career selt-efticacy while
perceived Q‘owth wis sigﬁil'iumlly influenced by recognition. For female
exeCLllivcs in sex-neutrul oceupations. perceived acceptance was predicled hy
sell-esteem and recognition- while  recognivion and  supportive  management
prediclcd‘ perceived growth.

Generally, self-estcem significuntly influenced acceptance for males and



all females in the diflerent occupational categories. The significant influence of
sell-esteem  across the  three occupational  calegories means  thal - work
environments that consistently rcinl'nrcé perception ol the self n"my place women
e a disudvantaged position. I addinon. recognition was found 1o significantly
influence growth for women across the occupational categories but did not alfect
growth [or males.

T-Fest results revealed a signilicant difference between male and female
execulives intheir perceived acceplance  (male executives’ perceived higher
aceeptance than females) bul no significant difference in perceived growth. Two-
wauy analysis ol variance results revealed that self-esteem had significant main
effeet on perceived aceeptance (F (3, 98) =24.47 P<, 001) for female execulives.
In uddition, it interucted with carcer self elficacy to influence acceptunce. Thus,
perceived acceplance was high with low career seli-efficacy and hi g]] self-esteem
but this reduces with high career efficacy. Under condition of high career self-
efficacy acceptance was high with low self-csteem for female executives (F (3.98)
=20.51 P<. 001).

In support ol these [indings. the qualitative study indicated that women in
ma‘lle dominated occupations pereeived low acceptance and growth. Additionally,
the influence of the self’ (c.g seif-estcem and competence), and practices in

organisations (which reflects the level of recognition and support for female



execulives) are essential for perceived aceeptunce and growlh, Fiﬁdings ol locus
group and in-depth interviews indicated that women in male dominated
occu[ﬁ:uions percerved low aceeptance and growth and that their work experience
may be affected by pereeived stercotype and feeling of vulnerability. This
suggests the existence of an unlviendly climate thal has implication for the entry.
retention. subsequent performance and development of women in leadership
posttions,

h contlusion. lhe. perception  of  differential treatment in male
occupations may hinder the full expression .ol' hidden polentials and negatively
impact on performance and advancement of wonmen. The introspective nature of
the qualitative report emphasised and strongly supports the need for the creation

ol gender sensitive environment in male occupations in Nigeria.
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CHAPTER ONE
INTRODUCTION.

Over the _\rciu's, the world of work in most societies, Nigeria inclusive,
hardly seemed like a place of cqual opportunities mainly because of the varying
experiences of both males and females. Explanations for why these occur have
looked at either personal or social structural factors influencing relationships that
exist both in the workplace and society at large. Specitically, it has been observed
thut people's way of life and the prnclesses- of socialization that males and females
go through in every society may inform the social categoriz;ation that. influences
gender relationships. For example, in most homes and communities in Yorubaland,
various tasks are divided within the home bascd on age and gender. Traditionally,
men farm and carry out the other rigorous activities in farming while women and
children perform prescribed gender compatible and supporting activities. Thus, the
cultural division of labour slercolypés certain careers as masculine and feminine.

Additionally,  leadership posilidns are  assumed based on certain
characteristics bel‘ieved to be inherent and reinforced in males and as such women
are not considered fit for such positions. These characteristics include
aggressiveness, dominance rational reasoning ability and so on while the feminine

characteristics include nurturance and passivity.  As male children grow up, the
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dominant qualitics are developed in them and they are thercby prepared for
challenges in future, while the female child is groomed to be submissive and
depencﬂlcnt, a different orientation from that of the male child.- Subsequently, in
almost every part L?I' Nigerin. community leadership such as fgwe, Baale and
Mouwaji are positions exclusively réscrved lor males. Furthermore, in most homes,
heads of households and key decision-makers are males. Women are not supposed
o get engaged in critical assigniments or hold public offices. Even when they do,
they are not aclive practitioners but always play a supportive role such as deputies
or secretaries 1o the males.

The above depicts a structural classification in ‘which the males are above
and the females beneath. At the higher levels, the males are thel power brokers and
decision-makers. while in most cases the womenfolk concur and follow. This trend,
which is the basis of gender stereolype to large extent, influences the goal females
set for themselves, the method of achieving these goals, the perception of females
by females and others, and the interaction that exists between males and females.
The cognitive developmental theory assumes that o child is essentially self-
socializing, developing rules for categorization with gender as the primary label
and then fitting her/himsell into these categories (Kelly, 1981).  Most often,
females avoid and see certain occupations as not being within their ability and

identify with duties and occupations they consider as being able to offer them some




range of opportunities. For example. lemales have lo‘w{ self-concept about their
abilities in science and mathematics (Erindero. 1986). a (I6111e|i11 considered to be
meant for males. For those who ventured in such domains, their experiences have
been found to be unpleasant and different from those of males (Tack & Patitu,
1992 Judge Locke & Durham. 1997).

Some of the reasons why there is an influx of females into traditional male
occupations in contemporary times is that generally, masculine occupations are
more vilued hy‘ the society and are 1'ewzul‘dcd and paid more although the work
done sometimes involves physical danger and requires physical strength.  On  the
other hand, feminine work is often underpaid and undervalued. It is emotionally
involving and is regarded as un extension of women's role in the home. Secondly,
women are encouraged 10 join occupations hitherto considered male dominated.
Females who want to work in masculinised occupations have traditionally not been
welcomed. They are often not considered as indigenous Lo the environment and are
seen as lokens because ol their representation status. Essentially in every
accupation, the dominant members greatly influence the norm, values, ideas and
culture of the group. Collinson and Hearn (1994) analysed typical masculinities
which overlaps and coexist with other specific processes to shape and impact on
organizational climate and life. They were of the view that certain cultural patterns

and management ideas thal entrench gender stereotypes, position women and men



differently through certain work practices. The resultant effects of these praciices
nupact more on women compared Lo men.

The Nigerian Common Country  Assessment (2001) (cited by United
Nations Devetopment Fund for Women 2000) indicated that the ratio of mule to
female in professional/technicul category in the Civil Service Commission between
1985 and 1993, wand Trom 1996 1o 2000 is 70: 30. Within this same period,
male/female ratio in  manugerial/administrative  level is 72:22 and 83:17
respectively. The International Labour Organisation (1998) and Nigerian Fedcl.'zl]
Office of Statistics (1998) reported that women occupy less than five percent of top
Jobs. Though, women have made some progress in recent times, this data implies
that a lesser percentage of women occupy top positions in male dominated jobs.

Of particular im]mrl'unce in_this study are the experiences of women ‘in
management positions. Some studies have been carried out, while programs have
been designed to look into the problems of female managers and proffer solutions.
These studies have found that in addition to the negative images of women, they
lack encouragement and appropriate training and these creates boundaries beyond
which wome.n cannot go. These fuctors directly or indirectly influence whether or
not women get appointed o leadership positions and also affect the motivation and
interest of women in management (Udegbe, 1999). Eagly (1983) reported that

because there ure stalus differentials resulting {rom status differences between



traditional male and female oceupitions, females lack role models and influential
representatives. However, the situation ol female executives in male dominated
occupitions, which remains a complex one, has not received adequate attention.
Some other 1'e.\'e;n'cl.1cs which Iu!vr: attempled (o invesligate problem associated
with leadership offer limited insight.into’ the experiences of female executives in
traditional male occupzllion.“; in Nigeria compared 1o their males counterparts.
Problems in this area seem (o center on access, acceptance and growth. It
would therefore be important 1o investigate these issues as they relate to women in
leadership positions. One of the gaps in literature, particularly in male dominated
work environment, centers on perception of treatment in the workplace. This study
would therefore illuminate problems of women with regard to their perception of
treatment in traditional male occupations. Tt is pertinent 10 know that understanding
how to survive in male dominated work environment is crucial to women's
development. This expericnce must be understood if remedies or solution to

females’ problems at work must be adequately considered.
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.2 STATEMENT OF PROBLEM

There is evidence that women's experience in male dominated work
environment differ from that of men. Literature (e.g Morrison, 1992: Naff, 1994)
indicated that overn ;'md covert sex discrimination or differential treatment of
individuals because of gender is o major reason why women's experiences differ
from men's as well as explanation i'olr"g]ass ceiling. Glass ceiling is coined to
describe the subtle barriers. that block the advancement of women and minorities
(Naff, 1994). The two dimensions ol glass ceiling are the nature of barriers that
fimits women’s advancement and wmnen’s perception of their treatment in the
workplace.

Kanter, (1977a), explained that in the interaction between males and
females is gender bias that may intluence women's experience at work. When
females are pereeived, weated (not recognized and supported), and evaluated based
on  certain precoﬁceivccl notion, there is d signal indicating an unfriendly
atmosphere  (Naft, 1994). As suggested by social psychologists, a hostile
environment is created through everyday interaction that defines gender as a
|)1'6cess of delerence for women and dominance for men (West & Zimmerman,
l9.87).

Niemann and Davidio (1998) and Yoder 1985) reported that in situations

where women are nol welcome, tokens felt highly visible encapsulated in their



roles and highly contrasted with members ol their work environment. This is
because being in the spotlight has advantages bul when it is consistent, it can be a
liahility and this could be a source of ])ll’L’,‘SHLlI'C for females. Kanter (1977a) further
explained that being L'm(ler pressure in these environments; women want Lo perform
better than they would have done in a sex neutral or femule dominated
environment, where the atmosphere is friendlier.

In addition, women’s self evaluation (which reflects in their self-esteem aﬁd
self-etficacy) m‘ay significantly impact on their ﬁerception of acceptance and career
growth. For example, women have often been viewed as being less capable and
competent than men. Women's sel{-perception has been hampered by these views
from others (Snyder and Hoffmann, 1992)'. Related to this is the fear expressed by
the dominant group (males) that 1okens (lemales) possess a competitive edge. For
the males, this may highlight token's achievement to the exclusion of males.
Threatened with change, for example hiring women, dominant group would renew
its common bond and culture as insiders.

On the other hand, visibility may obscure tokens' performance, because it
may be less likely that the tokens' action will be noticed than non-tokens', In
addition, they may not be recognized or sufficiently supported by colleagues.
Social isolation and lack of recognition may deprive women of a feeling of

belonging to the peer group and robs them of the opportunity to develop informal



linkages and contact with others that become increasingly important if they want o
rise i the organization (Yoder, 1989). [ is important to note that because of
negative attitude and stereotypes, observable dilTerences may be stigmatizing for
minority. .

These discriminatory pruclices which Rowe (1990); defined as micro
inequities may suggest lack of acceptance. Lack of acceptance may be associated
with actions, which wre unjust toward individuals, and the particular treatment of
the individual occurs only because of group characteristics such as sex, status, race,
religion, age or nationality. Micro-inequities are efficient in perpetuating unequal
opportunities that could negatively affect women.  This may become notable in the
area of training ;m-d promotion, the consequence of which is wide disparity in the
growth rate between males and females along their career path. In situations like
this, how do women's (internal) personality characteristics such as seif-esteem and
self-efficacy and factors (external) such as recognition and supportive management
influence perception of their experience in terms of acceptance and growth in the
wdrkplace. Both personal and social factors have been found to intluence work
experience.

Peters  (1999), in his findings revealed that discrimination and
organisational obstacles supported by historical and cultural norms, and personality

characteristics combine with munugement strategies create problems for female
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executives in the workplace. Since perceptionis a function of person and situation
variables. appraisal of the externul world is affected not by the attributes of what is
perceived bul by the deepest assumption people. hold about themselves, other

people and the world around them,

Thus. there is the need (o extend research on women in management to
those who have risen above the glass ceiling, and also 10 compare them with their
male counterparts by documenting their experiences in terms of their perceived

* . I . . .
acceptance and growth in male dominated occupations.

1.3. PURPOSE OF STUDY

This sl.ud.y investigates  the experience of female executives in male
dc;mixmted occupations in ferms of their perceived acceptance and growth. It
examines the data obtained on perceived acceptance and growth in survey and both
focus group and in-depth interviews from female executives in male dominated
occupations. Investigation of the experience of [emale executives in male
occupations was considered becuuse there is rich literature on women in
management and fewer ones on female executives in this category and a greater
part of such research findings may not be totally applicable to a country like
Nigeria. This is because of the varjous cultural, personal and social factors likely

to be at play in determining female executives' work experience in different
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societies. A rescarch of this nature is therefore necessary for empirical examination
and documentation,

The study also addresses the factors associated with perceived acceptance
and growth of t'cmales' in nmlc;lon1ini&ed occupations and compares these with that
of their male counterparts. Although, literature has suggested the contrary, it is
often assumed that mule dominated work environment does present equal
opportunities for males and lemales, If males and females indeed compete
favourably without any i}l feeling, and females reach equity with men in all
ramification in these occupation, women will not only remain in them but more
younger women will be attracled to such occupations. Thus, there is the need to
verify what literature says by researching on women’s acceptance and growth in
male occupations, ’

The third objective is 10 compare experiences ol female executives in three
different occupational categories, which are male dominated, female dominated and
sex neutral. This will shed light on the possible factors that make for difterences in
perceived acceptance und growltli in the three occupational categories.

Finally. the study aims to enhance literature on minority group in Nigeria by
combining data {rom literature, the survey method and both focus group and in-
depth interviews to check consisiency of findings and make recommendations for

policy making and implementation.



I.4. RELEVANCE OF STUDY

The few teadership studies in Nigeria that have focused on women have
emphasized women in midglle management and factors preventing them from
breaking through the glass cciling, giving little or no attention to what happens
after the ice has been broken, Tao bring the problem of women in this position into
focus and give it the prominence it deserves, a study of this nature is needed. By
investigating e work cxpcficncc of fernale executives in terms of acceptance and
growth in male dominated occupations and comparing it with that of their male
céu;ﬁérparts, there would be an insight into the various micro inequities that render
male dominated work environment unconducive for female leaders.

Women's labour force predicaments have been reported to result either from
past socialization (which invariably affect their personality) or certain structural
paramelers in the work place. While these literature provide some information,
each view taken on its own may nol provide adequate information. Thus a
combination of both personal (sglt‘ esteem and career self efficacy) and
social/structural variables (such as recognition and supportive management) in this

study would provide a brouder perspective and enhance understanding of their

contribution to the opportunitics given to women Lo perform.



The present studdy s also velevant in highlighting the Tactors influcncing
pereeived acceplance und crowth across the three occupational categories,  This
would lead 1o an understanding of the relutionship between women's employment
in these occup:uionn! valegories and the climate created for performance. A lag in
this relationship would enhance efTort made o bridge the gap in order o give full
expression o female ])Ulk‘lllilll].

In relation 1o the issue of diversity in the workplace, the findings of this
present research are uselul. It will provide new insight leading to awareness and
understanding ol male  dominated  oceupations.  Sinee most male  dominated
occuputions Lavour personal masculine characieristics such as aggressiveness and
competitiveness. (which fenndes are assumed not to possess) retaining competent
females wouldl suggest o change in the culture. It then means values, which include

respect for difference. and co-aperative eamwork must be objectively integrated
into male dominated work culture. This could he adopted through the organisation
of program thal v.uluc difference or diversity in the workplace.  This is important
becuuse workforce diversity and the globalisation ol business will require far more
aceeplance of individual dilferences and flexibility in management approach and
style than ever before. Designing such programme would lead to the elimination of
misconceptions and mike members of the opposite sex. organisation policy makers

and government Lo be sensitive to demographic realities of individuals.



The vesult ol this rescarch has the potential o highlight the need for the
formal constitution of units that specilically provide support for women and help in
devising effective pluns o address women's concern. Such units could ensure
elfective implementation of national Libour Taws and international standards. which
protect women. and also see o e eliminaton ol all diseriminatory  practices
against the Tull participation o women in the public and private sectors of the
economy. This has particular implication for the Nigerian work place, since most
organisations do not have any formal unit put in place 10 address gender sensitive
issues such as those mentioned above.

The findings of this study would assist orgunisations in job redesign that
could lead o full cxpression ol leadership potentials and engender positive
perception for women in hﬁgcrhn Finally, as the global market becomes more
competilive, the result of this study would motivate women o engage in constant
self-reflection. be more determined and focused. It Tor example the reasons [or
perceived lack of acceptance and growth result (rom deficiency in personal
chaieteristics. there is the need Tor women 1o get engaged in self-deveiopment
program that would better equip them (o f#cc the challenges in traditional male

occupations.



CHAPTER TWO
LITERATURE REVIEW
2.0 THEORETICAL FRAMEWORK
Under this scction, i number of theories that offer explanation as to
why sexual and racial differences exist in management will be discussed.
These are person cenlered. rational bias, Alderfer’s Inter-group. Kanter’s

Organisational Structure perspective, Sex-role, Attribution and Social
Influence theories.
2.1. THEORIES EXPLAINING DIFFERENTIAL TREATMENT
2.1.1. PERSONS CENTRED ’l‘Hl’*iORY

Several theories have been postulated to explain the reasons (among which
is the issue of glass ceiling} for sexual and racial differences especially in the
management cadre. Some of these theories are those that assume that deficiencies
perceived o be in minority groups inform differential treatment in management.
The effect of differential trcatment in this study is measured on perceived
acceptance and growth of female exccutives.  Riger and Galligan (1980) have
noted that psychology researchers have emphasised person-centred variables to

explain women's low job status, This is particutarly important when one considers



[5

the role of sell-esteem unti clficacy in predicting the work experience ol female
executives in male dominated oceupations.

Since sell-estcem is the evaluation individuals make of themselves,
maintaining that cvaluation is inherent to self-estimation.  This exerts some
influence over some individuals coping capabilities and prepares them for those
activities of which they judge themselves to be capable. Thus both self-esteem and
self-efficacy have been used to produce explanation for the continued under-
representation and experience of Women' in male dominated careers (Humphreys
1982). The higher females’ self-esteem and career self-efficacy, the better
equipped they may be to survive in male dominated work environment.

However, there are mixed results concerning this view and current field
studies have generally reluelled this explanation. Women’s traits, behaviours,
attitudes, and socialisation are said o make them inappropriate or deficient as
managers because of such factors as their unwillingness to take risks (Morrison &
Glinow, 1990). Howerel and Bray (1988) reported that female and male managers
were more sinular than dif!’crcm on personality and motivation factors as well as
abilities. According to him, race differences wére higher than sex differences, but
among the high potential managers assessed, the relative weaknesses among blacks
in intellectual ability were compensated for by superior performance in

interpersonal skills and stability ol performance.
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There is considerable evidence that women and men in management
positions have similar aspiratons, values and other personality traits as well as job
related skills and behaviours (Noe, 1988: Powell. 1988). This may be expected to
influence the interpretation ol their experiences. Also. human capital variable such
as cducation may determine women’s experience in the workplace. For example,
the result of a study on matched pairs of female and male managers by Donnell and
Hall’s (1980) led to the conclusion that “the disproportionately low numbers of
women in management can no longer be explained away by the contention that
woinen practice a different brand ol management l'rom that practised by men.

Blan and Ferber (1987) comendc'd that if" this explanation is correct, then
women should choose the occupational setting they prefer and invest accordingly in
their own human capital. Thus any policy changes adopted to correct differential
trealment should then be directed o the educational processes rather than the
employment setting because no differcnees other than those in human capital are
seen as operating. The human capital explanation assumes that investment pays off
equally for all groups. but recent studies suggest that investment yields higher
returns for white men than for women and minorities. Results of a survey of Asian
Americans in professional and managerial positions indicate that education and
work experience yield low returns in promotion and advancement (Morrison &

Glinow. 1990).  However it has been noted that person centred theory is not
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adequate 'in explaining ditfercntial treatment in management; other faclors have to
be considered.

EMOTIONAL INTELLIGENCE

Emotional inlcl]ige'ncu is a new concept derived from Thorndike's 1920 Social
intelligence coneept. Social intelligence refers 1o the ability to understand what
motivates people. how they work and how 10 work co.-operutively with them. It also
includes the ability to act wisely i:n human relation. Emotional intelligence is
understanding’ one's emolions, controlting and directing it in a way that enhances
one’s productivity, personal power and quality of life. Emotional intelligence is a
lerm coined by Sulovey and Mayer (1990) to mean being able to regulate one’s
own and other's feelings, and to use feelings 1o guide thought and action. It is not
fixed at birth but can be learnt and practised. Self -awareness, empathy, handling
interpersonal relationships, sclf=motivation and managing emotions make up the
core of emotiondl intelligence: Self-awareness, empathy and handiing interpersonal
relationships are important dimensions of social intelligence. According to Malhi
the dimensions of emotional intelligence are related to other concepts of
psychological maturity, emotional awareness, empathic listening and assertiveness.
Examples of emotional competencies are  self-confidence, self-motivation,
persistence, adaptability, empathy and initiative. It has been found to determine

both personal and professional suceess. Emotional intelligent managers have been
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found 1o be able 10 Tundle their emotions to guide their thinking and behaviour,
while those who lack this ability have had their emotions work against them with
unproductive  outcomes.  Cuareers  have  been  destroyed due to  interpersonal
relationships. rather than lack of technical know how. failure to build and lead a
team and inability to change and adapt during a transition.

GESTALT THEORY

The concept of perception is of great importance to both individuals and
organisation because people fill in missing information unq draw on past
experiences (o give meuniné to what they see, hear and touch (Bernstein, Clarke —
Stewart, Roy. Srull and Wickers 1994). According lo constructionist view of
perception, images of reality are constructed from sensory information, which
explains how the image is pbrccived. Figure /ground perception and grouping are
two principles that guide the organisation of whal is seen. When an individual
l(;()ks at a complex scene he or she automatically simplifies the situation by picking
out objects that stand out and relegating the others (o the bzlckgrou;ul. The ones
picked out are “figures” while the re]cgut.ed ones are considered as background. A
figure is part of the visual field that has meaning. stands in front of the rest, and
always sees o include the contours or boarders that separates it from the relatively
meaningless background. Perception is‘ not only an active process but also a

categorical one. Inherent propeérties of stimuli allow for separation into figure and
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ground. Gestalt Psychologisty in describing the principle behind grouping argued

that people perceive sights and sounds as organised whole. According these

psychologists these are different from and more than the sum of individual

sensation and the I'o!lnwing properties influence perceptual organisations.

1) Proximity. The closer the objects the more l‘hey are likely perceived as

belonging together,

Similarity. Similar elements are perceived to belong to a group.

3) Closure. Péople tend 1o fill in missing gap to lorm a whole object.

4) Continuity. Sensations thai create a continuos form are perceived as belonging
together.

3} People tend to group leatures of a stimulus in & way that provides the simplest
interpretation.

The above concept provides un understanding ol Iiow others perceive women’s

position and how women make sense their experiences and behaviour and those of

others around them. For example, slereotypic views about women are used to fill

up missing information about women. This method of information processing

represents the major points a which information input involves a selective step in

which relevant information is selected from a complex social environment in part

through the process by which it is comprehended or recognized.
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2.1.2. Rational Bias Expianation.

Differential treatment 1s expliined by focusing on bias shown by the
dominant group.  For example. labour market discrimination explanation is an
economic theory lllml assumes that relevant stukcholdérs examples of whom are
employers, customers, employces, and so-on have discriminatory tastes even when
women or minorilies are perfect economic substitutes for men in the workplace
(Becker, 1957). Blau and Ferber revealed that employers with discriminatory tastes
hire women only at a wage ciscount large enough to compensate for the loss of
utility or level of discomfort associated with employing them.

This is a psychological theory that suggests that discrimination is influenced
by contextual circumstances in which sexual or racial bias results in career rewards
or punishments (Larwood. Gutels & Grattiker, 1984). In situations like this, a
munager’s decision (o discriminate is baséd on whether such discrimination will be
viewed posilively or negatively by relevant stukeholders and on the possibility of
receiving rewards lor discriminating.  This is refated to the group gain theory,
which argues that dominant social groups discriminate against subordinate groups
because individual members of the dominant group enjoy concrete gains as a result,

Discrimination, by the dominant group was addressed by Wells and
Jennings (1983), who argued that black individuals are not rewarded on the busis of

their performance. Blacks are systematically excluded from advancement.  This



argument, which relates 1o blacks. can also be exiended to the experiences of
females who we considered minorities in male dominated jobs. For example.
because of the beliel’ by males that females are less suited for management
positions pzlrliculur‘ly n truditional male jobs, they may be accorded less
recognition and support. These may influence perceived acceptance and growth.
Even when no differences exist, some studies have suggested that deficiencies are
presumed (Stevens 1984; Thomas & Alderfer, 1989). Thus, ambiguity or lack of
specific information about an individual contributes to bias against women and
minorities because judgments are based on negative stercotypes of the group as a
whole (Nieva & Guiek, [981).
2.2.0 SYSTEMIC BARRIERS
2.2.1 Alderfer’s Iutergroup Theory

In psychology, structural barriers are included as part of situation centered
perspective (Ruger & Gailigan, 1980) and organizational structure perspective
(Fagenson,1988). Alderfer’s Intergroup Theory highlights structural discrimination.
According o Alderfer, two types ol groups exist in organizations: identily group
and organization group. The identity group is based on ethnicity, family, gender or
age. The organization group is Baised on common work tasks, work experience,

and position in hierarchy,
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[Uis assumed that tension results because organization’s group membership
changes whereas identity sroup membership does not. It is believed that when the
pattern of group relations within an organization mirrors the pattern in society as a
whole, such as whep males predominate in high status occupations and positions,
eviluation ol females are likely (o be distorted by prejudice. This indicates an
unfavourable attitude toward people because they are members of a particular
group. Consequently because lemales are considered outsiders in male occupations,
they may not be welcome and evaluation of their performance may be based on
preconceived notions.

Intergroup theory has elements in common with the dual labour market
concept in economics. The dual labour market consists of a set of better or primary
jobs and a sel of worse or secondary jobs with little mobility between the two.
Groups most [requently associated with the secondary labour market including
women and minorities are largely confined there, and discrimination is often
Justified as economic  elficiency (Osajima  1988). Within management, the
secondary jobs muy nol only be those at lower levels but also those in staff versus
line functions. when women and minorities are found in disproportionate numbers.
The dominance of males in numugement‘tlms poses problem for female minorities.

Research has shown that many females and black managers feel excluded

from informal relationship with colleagues (Thomas & Alderfer 1989). Also,
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Thomas and Alderler revealed that minorities struggle with fitling into two distinct
culiural worlds. Those from cullures other than that of the dominant work group
must choose how 1o manage the stress of moving physically. cognitively and
emotionally. Silllulif)nh‘ like this may be perceived as unwelcoming und frustrating
and accounts lor differential treatment.

2.2.2  Kanter’s Organisatinal Structure Perspective,

Simmel (1950) in his analysis of the significance of numbers in social life
argued that numerical modifications affect qualitative transformations in-group
interaction.  He deall with the impact of absolute numbers with group size as a
determinant of group interaction. His focus excludes the issue of relative numbers,
which is the properties of interacting social types, the neglect of which has often
led to inappropriate or misleading conclusions. However, other researchers such as
Kanter (1972); Niemann and Davidio, (1998) shed light on the issue by looking at
the effect of proportions on group life and relationship of solo status and perceived
distinctiveness to job satisfaclion respectively.

Kunter (1977a) emphasised that women’s lack ol opportunities and power
in organtsations and the sex ratio ol groups within organisations explain women’s
lack of managerial success. The work of Kanter {1977b) laid the groundwork for
understanding effects ol minority slatus in work environment.  Cioffi (1993) and

Mujor (1991) wrgued in their study that the perception of quality of work life even
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in similar sitwations may be allTecied by the individual’s ethnic or racial aroup
membership. Kanter's (1977h) work highlights the significant aspect ol social life
particularly important for understanding interactions in groups composed of people
of diflerent cuhurul-. categortes or status.  In her work, she explained that groups
with varying proportions of people of different social types difter qualitatively in
dynamics and processes.  This difference is not merely a function of cultural
diversity or status (Zaleznick Chnotensen, & Roethlisberger 1958). 1t reflects the
effect of contuct across categories as a function of their proportional representation
in the system,

Kanter (1977b) identificd four types of groups on the basis of various
proportional representations ol kinds of people. Uniform groups have only one
kind of person. which is one significant social type. The group may develop its own
differentiations but groups considered uniform are homogeneous with respect to
salient external status such as sex, race or ethnicity. Uniform groups have a
“typological ratio™ of 100:0. Skewed groups are those in which there is a large
preponderance ol one type over another, up to a ratio of perhaps 85:15.The
numerically dominant types also control the group und its cuiture in enough ways
to be labeiled “dominant™. Those fewer in number in a skewed group can
appropriately be called “tokens™ because they are ofien treated as representatives

of their category, as symbals rather than individuals. If the absolute size of the
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skewed group ix small. wkens can also be solitary individuals or “solos™, it is
difficult for them o gencrate an alliance that can become powerful in the group.

Next is the titled group, which moves‘lowurd less extreme distributions
and  less exaggerated effects. In this sithation. with a ratio of perhaps 63:35,
dominant are just a majority and tokens a minorily. Minority members are
potentially allies. can form coalitions, and can affect the culture of the group. They
are individuals differentiated from cach other as well as a type differentiated from
the majority. Finally, s the balanced group, at a typological ratio of about 60:49
down to 50:50. the group becomes balanced culture and interaction reflect this
balunce. Outcomes for individuals in such a balanced peer group, regardless of
type, depend on other structural and ];er.\;(mul factors, includi‘ng formation of
subgroups or differentiated roles and abilities. The characteristics of the skewed
group provide u relevant point for the examination of the effects of proportion. This
is because, it is one encountered by large numbers of women in-groups and
organisations in which numeric distribution have traditionally favoured men.

Kanter (1977b) further enlarged ouwr understanding of male-female
interaction and the situations  facing women in organisations by introducing
structural and contextual eflects.  Most analyses to date locate male-female
interaction issues cither in broud cultural traditions and the sexual division of

labour in society or in the psychology of men and women whether based on
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biology .or sociulisation (Kanter. 1976a). In both nmcroséopic and microscopic
analysis, situational and structural effects sometimes confound sex and gender
components.  For example. successtul women exceutives are always numerically
rare in  their organisations  whereas  workingwomen are  disproportionately
concentrated 1 low  opportunity  occupations.  Conclusions aboul “women’s
behaviour” or “male wtitude” drawn from such situation mu&* somelimes confuse
the effects of situation with the sex roles. Indeed such variables as position in
authority and power structures account for a large number of phenomenon related
Lo work behaviour labelled as “sex differences” (Kunter, I975).

The study of particular proportions of women in predominantly male groups
is thus relevant to group process, which influences male-female interaction. This
analysis deals with interaction in Face-to-lace groups with highly skewed sex ratios.
More specifically, the locus is upon what happens to women who occupy token
status and are alone or nearly alone in a peer group of men. Women entering
traditional male ficlds at every level of organisational structure commonly face this
situation.  But proportional scarcity is n.ol unique to women. Men can also find
themselves alone among women, blacks among whites, very old among young, the
blind among the sighted. The dynamics of interaction is likely to be very similar in
all such cases, though the content of interaction may reflect the special culture and

traditional roles of both token and members of the numerically dominant category.



Use of the terim “loken™ for the minority number vather than “solo™.
“solitary™ or “lone™ highlights some special characteristics associnted with that
position.  Tokens ure people identified by ascribed characteristics (such as sex,
race, religion and so on) or other characterstics that carry with them a set of
assumptions about culture. status and behaviour highly salient for majority category
members.  These characteristics, which Hughes (1944) referred 10 as “auxiliary
traits™ are brought into situations in which they ure scen to differ (rom oihersli in
terms of these secondary and informal assumptions. The importance of these
auxiliary traits is heightened il members of the majority group have a history of
interacting with the token’s category i ways that are quite different from the
demands of task accomplishment in the present situation as is tue of men and
women.

Furthermore, because tokens are by definition alone or virtually alone, they
are in the position of representing their ascribed category to the group whether they
choose to or not. They can never be just another member while their category is so
rare: they will always be a hyphenated member, as in woman engineer and so on.
The group with a skewed distribution of social types generate certain perceptions of
the token by the dominants. These perceptions determine the interaction dynamics
between tokens and dominants. The proportional varity of tokens is associated with

three perceptual phenomenal: visibilily, polarisation and assimilation,
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Token members icel highly visible. Awareness ol each member ol the same
social type declines as the proportion of total membership occupicd by the category
increases, This is because each individual becomes less and less surprising, unigue
or noteworthy. In Gestalt wrm. they more easily become “ground” rather than
“figure™. But Tor tokens there is a “law of increasing returns™ as individuals of
their type come to represent a smaller numerical proportion of the group, they
potentially captuye a larger share of the group member’s awareness.

.

Polarisation or exaggeration of differences is the second perceptual
lendency. The presence of a person bearing a different set of social characteristics
makes members of a numerical dominant group more aware of both their
commonalties with and their differences, especially because tokens are by
definition too few in numhcr-m prevent the application of familiar generalisation of
stereotypes. It is thus easier for the: commonalities of dominant to be defined in
contrast to the token than it would be in a more numerically equal situation (Kanter,
1977b). One person can also be perceptually isolated and seen as cut off from the
group more easily than many. who begin 1o represent a significant proportion of the
group itself.

Assimilation, the third perceptual tendency, involves the use of
stereotypes or cerlain preconcetved notion to describe a person’s social type. The

characteristics of a token tend 1o be distorted to fit the generalisation. If there are



enough people of the token’s type to let discrepant examples oceur. it is possible
that the generalisation will change 1o accommodate the accumulated cases. But if
individuals of that type are only a small proportion of the group, it is casier to retain
the generalisation and distort the perception und assumption about the token.
Tokens social caegory allows us 1o see the development ol patterns of adjustment
as well as the pereeption of and response o tokens.  However. the concepts
identified here 1s applicable 10 other Kinds of tokens who face similar interaction
. .
situation

The analysis undertaken heve also suggests the impostance of structural and
social psychological variables in aflecting male female interaction and the roles of
women in work groups and organisitions. Investigation of the effects of proportion
on group life and soctal psycholbgical theory for understanding male-female
interaction is a step toward: identitying the structural and situational variables that
intervene between  global, cultural  definitions of social type and individual
resp.onscs that shape the context tor face-lo-face interaction among different kinds
of people.

It is perhaps evident t(hat elements of the different approaches are
significantly related 10 the experience of female executives measured in terms of
perceived acceptance and growth in male dominated occupations.  Thus, the

interaction of situational factors and person centred characteristics account for
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differential  treatment  (Riger &  Galligan, 1980}, The understanding  of  the
interaction between person cenwed und situation specilic variabtes is not complete
without making mention ol how observable sex role behaviowr of men and women
which results from early socialisalion is mentioned.

23.0 SEX ROLE THEORY

Explanations of the acyuisilion of sex role behaviour using social learning
principles are the most widely accepted today. Focusing mainly on observable
behaviour, social learning theorists have formulated a set of hypotheses, which
describe and explain simple learning in humans. Social lcarning theory is
particularly useful in explaining the development of gender role differences.
According to this theory, sex role- appropriate responses are rewarded by parents
and others and ure repeated in the fuiure. Sex role inappropriate behaviour or those
respoises thul. deviale from behaviour defined as appropriate to one’s gender role
are likely to be punished and as a result become less frequent in the culture and
eventually do not occur.

Basically, behavioural differences are expluined us a dilferential sex role
socialisation process. Sex diflerences in social behaviour are pereeived as resulting
from societal position of men and women thus, gender roles wre so tightly woven
into the fabric of the society that no individual development is free from their

influence. These roles are ussociated with severul characteristics.  According to
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Funnel el.al (1978). the ditferential sex role socialisation observed in the behiviour
of males and females can be explained by the successtul socialisation of individual
to their appropriate sex role. The carly socialisation dilferences are reinlorced as
individual develops an adult personality,  That society has an influence on sex
linked social behaviour is demonstrated in the differences that exist in female and
male behaviour in different societies.  Such differences range from extreme
submission on the part ol the female and domination on the part of males
{Murshall, 198“2).

Other studies have highlighted the behavioural differences in career
aspirations and attitudes. For example, one of the important variables associated
with women’s participation in non-traditional occupations have been sex role
(Lyson & Brown, 1982). Fm"cxalmple. women have less confidence than men do in
their ability to do science (Erfonsho. 1994; Erindero 1986; Strenta, et al 1993:).
Also, the choice of course 1o major has been associaled with gender
appropriateness and occupational choice (Strange & Rea, 1983), Women with more
traditional sex role attitudes have tended to see male-dominated occupations as less
often within the range of possible choices. Thus, women’s perception of their
peers’ attitudes, and of birriers versus opportunities for participation in non-
traditional occupations (Huarring, 'Bzalyard-Tuylcr. & Gray, 1983) has impacted

women’s education and occupational behavour (Chatterjee & McGarrey, 1989).
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Certain ussumptions made in line with social learning theory revealed that,
expectances are transformed into sex differences in psychological attribute and
social behaviour in two ways. First, is the learning of sex typed skills and second is
the direct influcnce of expectances associated with gender roles on people’s
behaviour and disposition (Calligen, 1982).  The stwdies of Denmark (1977)
revealed that sex role expectation influences women's leadership style and their
selection of power strategics. As a result, Denmark suggested that women may
increase Lheir effectiveness s leucl.ers by cxpressing a leadership style that is
compatible with sex role expectation which is a human relations oriented leadership
style. These are the basis of gender stereotypes.

Gender role stereotyping is the promotion or expression of commonly held
beliefs about gender role differences, sometimes 1o the point of caricature.
According to gender role stereotypes operation, one group is assigned u set of traits
that would facilitate their dominance and control of another group (female), which
in turn, is assigned another different set of traits that would render them easily
controlled.  The stereotype picture of men as the dominant gender group and
women as the submissive one is strikingly similar 1o the actual relative state of men
and women in our society and in the work selting,

Despite women’s increased education over the years they are still far from

being represented in the whole range of occupation. Prestige occupation and
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professions are still seen by both women and men as the proper domain of men.
The exclusivity with which their position has traditionally been assigned is
pervasive although in a much more subtle way, since work discrimination is no
longer tolerated in most S()Ui:t_.‘lit:h. The social structure reflected in most occupation
and professions can be regarded as a microcosin of the social structure of the larger
society, where it is held that women’s place is inferior to that of men.

Long held attitudes regarding the ubpropri;ue position for men and women
do not vanish overnight. Most men in the employment are unable to accepl women
in position of authority or dominance over them. Al th'e same time, certain
occupations continue lo be seen as belonging to men’s domain, not because women
are incapible of fulfilling the job requirements, but because many of those jobs
exist within a social atmosphere similar to that ol an cxclusive man’s club. Thus,
masculine behuaviour and language and even Lhe Kinds of jokes regularly exchanged
by occupants of these jobs convey the impression that £he job is closed 1o women.
Such is the case too, when women are excluded from consideration for a particular
job.

These observations reintorce the preconception that the job in question is
|)'¢ll'[-S of man's world, where women have no business trespassing. Men are also
casualties of occupational segregation, which prevents them from diversifying their

employment role. There are jobs regarded as inappropriate for men, but they are
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also seen as decreasing the pressure of traditional masculine role also prevent them
from entering job that do not allow them to prove themselves as men through the
exercise of power and dominance. Thus, social and psychological pressures thal
prevent men and women ;lli!ic from diversifying their employment role prevent an
individual from expressing his or her potential in employment. The different sex
role expectations have been instrumental in describing and explaining what others
do. This has led to review of the attribution theory.

24.0 ATTRIBUTION THEORY:

This theory has been used to explain how our perceptions colour the
characteristics o what we perceive (Klein, 1989). According to Cheng and Novick
(1992) people tend o form implicit theories aboul why people (including
themselves) behave as they do and about what behaviour to expect in future. Three
mipjor steps were developed in finding the reasons why people behave the way they
do. These result from Heider's (1938) proposition that a major job of a perceiver 'in
understanding the world is to find underlying causes of things he sees happening.
Heider identitied two broud classes ol causes: personal and environmental. In other

words, we attribute actions (0 personal dispositions or o situational factors.

Jones and Dauis (1965) and Kelly (1967) extended Heider's proposition and
developed the third key notion, that perceiver collects three kinds of information:

(1) How often a person took a similar action in a similar circumstance in the past
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(consistency}), (2) how often that person performed the same action in different
circumstances (distinctiveness) and (3) how many other people did that sort of
thing in similar circumstances (consensus). In relating this to men’s atlitude toward
women. it can be inll'errcd I'|='nm the ubove that men attribute women’s performance

(o inability rather than other factors outside them.

These attributional differences may help males and impair females in

maintaining self-confidence und persistence in the face of failure and difficulties

.

especially in environments where they are considered aliens. Females’ self-
perception has been influenced by negalive views from others. Causal attribution
are not without some errors and one prominent example is fundamental attribution
error which is a widespreald tendency to attribute others behaviour to internal
factors (Burgar, 1991). Also an initial impression or belief can constitule a self-
fulfilling propheey (Merton. 1948).  This is because it elicits behaviour that
ultimately confirms it. This ulso helps 1o maintain judgement about groups.

One of the consequences of attribution is that it can generate conﬁdence
about impressions of other people and can also lead .to underestimation of the
variability in another person’s behaviour created by external causes. The general
tendency (o overestimate  dispositional factors often stops short of our own

behaviour. which we perceive as situationally determined.
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2.5.0  SOCIAL INFLUENCE THEORY.

According to social role theory (Bagly 1983), men and women are
disiributed mto social roles and these influence the perception of how competent
females and males are. First based on the division of labour in the fanily, men have
often had the role of financial provider and women the role ol the homemaker.
Second. paid employments are highly gender scgregated with men’s positions
conferring higher levels of status and power than women’s. Typically, the higher
status occupational roles to which men have been assigned require agentic
behaviours, .such as tasks competence, leadership, and dominance. Conversely,
women’s domestic roles and lower status occupational roles more often require
conumunal behaviours such as nurturance, kindness and seiflessness.

Eagerly (1983) argued that people have deduced the gender stereotypes
through observition of men and women in these highly segregated roles and as a
result, have come to cxpecf men to behave in a more agentic manner than women.
The association of -men with powerful high status roles has resulted in men
eenerally possessing higher levels of status than women. According to expeclation
states theory (Berger, Fisek & Zelditch, 1977), gender acts as .u diffuse status
characteristic, o general attribute that is associated with an individual’s relative
status in society. The variety of diffuse status identified includes gender, race,

degree of physical wttractiveness, and education. Thus characteristics considered
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desivable such as white. being male and well educated conlers high status. High
status individuals are assumed (o be more compelent than low status individuals
and people seek the opinion of people in this category and yield to their influence
than low status indi\:idu;lls (@ivrgcr et al, 1977).

Sactal influence theory argued that gender dilferences oceur as a result of
gender stereotypes. The theory reveals thal women und girls exert less influence
than men and boys because (emales more than males must establish themselves as
competent and likeable sources in order to be influential. Likeable sources appeals
to their audience because they are Similar 1o them, wre physically attractive, or
possess other socially desirable characteristics. Competent sources appear
knowledgeuble. intclligent. and articulate conveying competence and expertise.
Influence agents who establish themselves as competent (Holtgraves & Lasky,
1999) and likeable exert greater influence than those who do not. This suggests that
males may exert greutcr mfluence than females because gender stereotypes
presuppose that males are more competent than females.

The tendency (o encourage high status people to contribute their ideas and
act as task leaders creates a self fulfilling prophesy: the more individuals make task
contributions, the more they enhance their status, increase their influence and
emerge as leaders (Hawkins, 1995). Therefore, high status individuals are not only

expected 1o exhibit higher levels of competence and performance, but these
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expectations lead them 1o actuatly. be more successful at influencing others. While
high status individuals are given lhl‘.‘ obporlunilius 10 QIXCI'I influence, lm_v status
individuals arc denied these opportunities. Individuals™ ditTused status not only
affects their pcrcci\:ud campetence and expcl:lnlions about their future performance,
but also affects expectations about what constitules appropriate behaviour in the
group. People perceive Tow status individuals to lack legitimacy as authorities and,
as  result, are more likely to resist the influence of low status than high status
individuals (Ridgeway & Berger, 1986). When low status individuals behave in a
status usserlling manner, overtly attempting to influence others or taking on
leadership roles. they are ignored or penalised and rejected, which drops their status
further (Mecker & Weitzel-O'Neill, 1985),

Status theorists have argued thal women’s lower status relative lo men is
particularly highlighted in interactions between men and women. As a result men
more than women disapprove of high levels of competence and authority in women
and therefore resist women’s’ influence, This analysis suggests that because men
generally possess higher slatus 1hunl women, men, more than women, would be

given opportunities for tull expression in male occupations.
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EMPIRICAL AND RELATED STUDIES
2.6.1 WOMEN'S SELE-CONSCIOUSNESS IN TRADITIONAL MALE
OCCUPATIONS.

It is well eslluhlishccl_ that gender becomes a more salient issue in non
traditional occupations where women must not only demonstrate their competence
on the basis of their skills but must somehow overcome their difficulties as well
(Mansfield, Vicary. Cohn, Koch & Young; 1988). In addition (o these obstucles,
male dominance of senior minagement positions presents other challenges to
women, when sex ratios are skewed. In situations like this, women may feel that
they are not a good (it with the prevalent culture, or that they need to change in
some ways to [t in (Cox, 1994). Arnold et al., (1995) explained further that women
taking on muanagement po§ilion in particulir might discover sex role conflicts
within themselves,

These perceptions and conflicts resull from women internalising traditional
female behaviour through socialisation (Havard, 1986). It is obvious that a great
deal of learning about sex roles takes place among women during the early phases
of their lives. and this can ranslate itself into an atlitude that creates difficulties
later in work life or life in general. The internal blocks that women experience
which derive from carly sex stereotyping and socialisation has led to some women

being caught in low expectation trap particularly when performing a task meant for
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men and many avoid success in order to behave in a socially approved manner
(Homer, 1970). They may feel that their performance is unequal to the task, which
is often a selt-fulfilling propheéy.

This cull'ure trap - creates  difficullies  for  women because most
organisations e domin;uc.(l by muale values and behaviour where women (if
allowed) i wre expected o play a less achievement oriented, less aggressive and
more dependable roles.  Within this system, Marshall (1995) reported that the
participants in her sludy éxpluincd that they would sometimes modify their
behaviour or try to control their presentuimn of self. The ambiguities about their
image however undermined their ()["galnisalti()llall status and personal confidence.
For some in order to dispel the notion that women are the weaker sexes, they adapt
autocratic leadership style,” which has been found to be at the cost of social
relationships at work (Udegbie. 1997).

The situation is not (lil’ferenF in academic pl'ofessionl thought to be gender
neutral.  Merituinen and Katila, (1999) revealed that academic women expressed
themes of professional marginalisation and exclusion from centre of professional
authority. They have a tendency to kcep. a “low profile” even in cases of apparent
discrimination. They often nlll'irihule academic success 1o tate or luck unlike men in
academia who usually see their success as the direct result of their achievements

(Wager, 1994; Hawkins & Schultz, 1990; Stolte-Heiskanen, 1991).
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Thus. it appears that women ulrc faced with the possibilities and ambiguities
that arise from defining ;lhc scll-concept and evaluating their ability. Such
expectancies may allect minorities self perception as noted in Cooley’s (1902)
“looking glass™ self nwtup[mr. resulting i a feedback loop (Kanter 1977a), in
which response and behaviour are connected and become self perpcuuuing,i self
sealing systems.

From the above reviéw it is evident that the self is a significant determinant
of work outcomes such us work atlitude. As Brockner (1988) argued, employees
bring to the work different levels of self worth that correlate with how they feel and
think while on the job. All individuals need 1o feel good about themselves and
much of what they do and believe is concerned wilh‘ enhancing, presenting and
restoring this self-estcem. Brockner noted that compared to workers low in self-
esteem, those high on this trait are among-other things more apt to strive hard in
response to negative feedback.

He recognised tha sell-esteem may he global and specific, and that there is
a whole range of related concepts such as self-confidence and self-ussurance.
Those high in sell-esteem believe that their career is more likely to satisfy their
desires and that they possess more ability in order o succeed than those low in self-
esteemn. This is because low sell-esteem people relate to social comparison and

uncertainty concerning the correctness of ones beliefs and behaviour; have a
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greater susceptibility 1o the influence of negative leedback.

In a related manner, in explaining the influence of self-efficacy, Bundura,
(1982) stated that individuals avoid activities that exceed their coping capabilities
and perform those activities ol which they judge themselves to be capable. Thus,
women are lower in sell-clficacy for non traditional occupations because of
traditional sex role socialisanon.  This subsequently affects the development of
specific career elficacy. Whereas, Kanter (1977b), suggested that these outcomes
could oceur for either gender when they were a minority group, recent research and
reviews have indicated that these outcomes occur only for women in predominantly

male occupations (Ragins & Cotlon, 1996; Yoder, 1991).

2.6.2 EXPERIENCE OF PARADOX IN WOMEN EXECUTIVE'S
SEARCH FOR IDENTITY

The review ol Iilcrullurc stggests that most women in male dominated
culture perceive some overt and covert expressions of resentment, which place
them differently from men or disadvantaged them. Their experiences suggest that
they have sometimes been affected by some subtle gender typing of the
environment in which they work. TheAsociul environment of work is based on
processes of interaction that produces symbolic representation, meaning and

interpretation rather than a world of objective facts (Katila & Merilainen, 1999).
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Previous research has shown thit work requires perpetuat action by the
pugflibipa\l\lﬁ and as such pereeption of equality and discrimination extends beyond
the work activities carried oul 1o involve the social relations and interpretive
processes that sustain it In i study that focussed on the balancing acts of women
scientists and engineers in today’s rapidly changing world reported in Catalyst
(1992). it was revealed that women mentioned some ol the challenges they face to .
include isolation and gaining credibility and respectubility from peers.  They
described the “climate as hostile and that women were seen as a problem, an
anomaly or deviant. This jmplies that the working conditions for women may not
be favourable.

Consequently. individual experiences are subject to the interpretations
available 1n the sociul discourse that operates within such system. As a resuit,
individuals who are categorized s women fuce o lot of ambiguities that arise from
the concept of their roles and status. Subsequently, in this situation women
experience a general sense of doubt about self’ worth. This sense of doubt according
to Hamberger (1981). results from ther experience of boredom, vagueness and
withdrawal. All of these have been -ussuci;lled with nlicnat_ion, 4 state of
estrangement within the self that is felt consciously and unconsciously as a split-

level personality.
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Alienation among exceutives within the work culture/environment could be
caused by the puradox of “reality”™ and “anxiety” (Hamberger, 1981) Reality lies
in the question ol loyalty 1o cither of the parties involved in the business game
since every group consists ol the dominant and submissive members. In unother
way, Lhe dominant and submissive group could be described as chauvinistic and
androgynist group. This dichotomy represents individualistic and co-operative
tendencies. The anxiely side ol the paradox is the question of “can I be the real me

.
in this reality choice™ Within this culture where a person without a “rudder” and
some standard of how 10 steer will be tossed to and fro, how can the executive
without self worth and determination survive™.

Relating Hamberger's (1981) findings to the world of women in male
dominated occupations, ccrl-uin assumplions can be made. Firstly, the dominant
culture is patriarchal and this reflects itself in the stereotypical categorisation of
women’s identity. bt has been axsumed that women’s identity is located in the body
and emotion as opposed (0 men’s identity that is located in the mind. For example,
certain qualities such as logical reasoning, production activities in the public life
are associated with masculinity. while the opposite sets of qualities such as feelings
and private or domestic activities are associated with femininity.

Consequently. women are characlerised, as lacking in characteristics

required for professional and executive identity. Thus, masculimity is taken as the
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norm while femininity is seen as the difference. This presents the reality ol the
situation, which is considered “chilly”™ and lonely. In line with this, Guiek and
Dunwoody (1987). reported in their study that in such environments women may
be more valnerable 1o experiences, ol isolation,  sexual harassment  and
discrimination.

Secondly. the anxiety side of the paradox deseribes women’s adjustment
in their chosen fields,  Marshall and Wetherell’s (1989) study of professional
identity of female lawyers revealed that women enguge in general discourse, which
interpret - structural inequalities  in terms  of some  important sex  linked
characteristics such as independence, h.igh intelligence, for males and being passive
and emotional for females. These charucteristics are perceived to be related to a
system of values which priotized masculinity. Consequently, women are seen to
belong to the family or domestic spheres that are devalued. This position has
forced women into a situution in which they wonder how they can express the real
selves, and struggle to hdndle the tension between personal and professional
identities, which Katila and Menlainen (1999) believed are at odds with one
another.  They further explained that in this sense, women are simultaneously
present and absent, According Lo these researchers, the entry of women into the
workplace has not created a new relationship between gender, but rather has

reproduced a gender relationship previously confined to the private sector.
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In resolving the crisis. Flamberger pomted oul thal executives start new
business or conform 1o what operates in the environment. In a relaled manner,
Gherarch (1994) explained Ilhul this entails forcing. shifting, and reducing the
boundaries between male zuid female in both social practices and in systems of
thought. Although the increase in the number of women in existing traditional
male oceupations suggests o conducive work environment to which women are

' 1
welcome but research has shown that women long tor an ethical process amidst
their daily conl?‘adicting demand.

Thus. the search for full cxprci;sioh and meaning has led some women to be
self-employed. To this grou‘p (.’f womeﬁ, this is a celebration of personal power that
involves taking control of ones life. For example, Udegbe (2001) in her study of the
effect of high-tech work demand on women’s reproductive behaviour found that
respondents supporlecll sell employment or informal sector employment because
they are more flexible in terms of work schedule and they place less obstacle for
women’s’ non-work rcsponsih"‘ililics. Similarly. Buttner and Moore (1997) noted
that among other things, blocked mobility within corporate settings and women’s
desire for challenge and self determination motivate them to become entrepreneurs.

This 1s preferred to struggling to achieve an identity they value, and feeling under

pressure in the organisation. For others, remaining to challenge the dominant
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culture is the best option but this has not been without some personal costs that
include withdrawal and vagueness as carlier explained.

Franklin (1968), pointing to the importance of cultural milieu emphasised
that an individual experience 4 feeling or..scnse ol serenity or healing when there is
a meaning in the universe. which reflects an accepting cultural milieu.  This
combined with qualities such as being purposeful in life and self-transcendence
would enable such an-individual break the barriers of the paradoxical ethics that
may operate in the workplace, thus relieving cultural alienation. It then means that
conﬁnitment Lo building up of personal qualities such as self esteem and self-
efficacy are essential for women to make major impact in male dominuted work
environments. [t is believed that women can posilively influence their identities
and can reject. ignore, challenge and reform expectations and the range of option
available 10 them. Consequently, there must be a definite stund to succeed, and a
continuous advocacy for change to make male dominated work environment a

p
better place for themselves and others after them.
2.6.3 IMPACT OF ORGANIZATIONAL POLICIES AND PRACTICES
ON THE STATUS OF WONMEN.
Gender discrimination, according to Warld Bank Policy Research
Report (2001) remains persuasive in many dimensions of life world-wide. This is

particularly so in many developing nations despite the considerable advances made
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in gender inequality in recent times. In Nigeria, gender issues in development were
treated as peripheral in national planning until the declaration of UN decude for
women development between 1975 and 1985. However, it has been observed that
i spite of ull these 5L'1hl[e discrimmuation exists in the workplace.

While the political bureau of Nigeria recommended in 1987 that five
percent (5%) decision-making positions should be reserved for women in all
spheres of national life (Akande 1996), it has been discovered that less than five
percent (5%) p'o'sition.\' are oceupied by women. With respect to public service
appeintment, the number ol pernmtnent secretaries/director general rose from three
percent (3%) in 1985 10 ten percent (10%) in 1993 and this is still well below ten
percent (109%) (Nigeria Country Report, 1995}, In explaining the trend relating to
the proportion of females in top level positions Auster, (1988), identified three
processes among many thal contribute to bias with regard to gender, and these are
informal structure, i'c‘(::'Uillllvﬂl and selection processes and slow  promotion
Processes.

The informal culture prevails in both the public and private sectors of the
economy. Subtle discrimination exists in the informal culture and this stems
primary from men feeling uncomfortable working with women or threatened by
their uchievements (Gutek 1985). The informal culture refers to the values,

attitndes, beliefs, and norms that are cultivated within ap organisation. [t is one of
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the most elu.\'i\-'c. sources ol sex bius that permeate everyday activities, human
resources decision, and women’s long run career suceess ( Cutek & Cohen, 1987:
Suton & More. 1985). Sex bias oflen thrives in the informal structures ol some
organisations ])Lll'liClrllllrl)' those that untif recently were male dominated. Thus sex
" bius. they explained takes many lorms which include exciusion from informal
gatherings, information, decisions, comments or evaluation meetings that make it
clear to a woman that she is weated first asy a woman and second as a “tfellow”
employee.

Secondly, recruitment and selection processes are sources through which
sex bias may take place in an organisation.  Recruitment refers to the processes by
which employers attruct application; selection refers to the process of choosing
employers to hire from the pool of applicants recruited. The ure.as of recruitment
and selection that may alfect the nmgnitude ol bias include decisions about how,
where, and when position are advertised and the nature of the advertisements;
decisions about who does the recruiting, who conducts interviews, questions and
format. of the interviews, and decisions about how applicants are screened and the
criteria used to evaluate them.

A second area where recruitment and selection may contribute to sex bias Is
the nature ol the interview process.  Since information collected during the

interviewing process will become the basis for selection, both the persons involved
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in that process and the question and Tormat of interviews may affect whether sex
bias emerged und whether women are discouraged from pursing the job. Once
mterview have been carried oul. sex bias may emerge in the process of evaluation.
It is difficult to have systematic comparison of candidates in many
organisations.  particularly ar prolessional and managerial levels where  job
responsibilities ':m-_- often more ambiguous.  Although these impressions are
important, they are often open door for fuctors unrelated to performance, such as
gender Lo enter the process. For example, Genders and Garber's (1983) study of 64
upper level managers found that when the job description’s stated requirements
needed to be interpreted in light of lhc'.;lppliculion materials, cva;luator.\;' assumed
that the “male candidate possessed the required skills and the female candidate
lacked these stercotypically mascubine skills”. In recent times however, women are
more likely to be recruited lfor professional and munagerial positions than in
previous times, even then, rescarch huvlc: shown that their experiences may be
negative because they will be treated as “lokens" (Benokraitis and Feagin, 1986).
Differential -task  assignment between men and women is often an
underlying cause of sex bias that emerges in perforinance appraisal outcomes, in
compensation, and in promotion decision.  Sex segregation by division occurs
when women are assigned to the less prestigious, lucrative, visible, and critical

division of the organisation (han their male counterparts (Benokraitis and Feagin,
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1986: Kanter. 1977). Women in investment banking often are found in research,
administration whereas the “hor™ division such as corporate linance, merger and
acquisition remain exclusively male.

Thirdly, slow promotion processes for women have been noted to result
[rom many sources examples ol which are, being hired or promoted onto ladders
that are short or dead ends.  ht may also resull from previous human resources
decisions such as assigning women less critical dimension, giving them less critical
tasks with the dimension. It may also stem from women having unequal access to
training needed for promotion. All these often’ mean spending more time than their
male counterparts in each posilion or moving horizontally while males move
vertically on their career ladder. These known processes have subtly been
institutionalised in our employment structures and have greatly impacied negatively
on the experience of women compared 10 men. These in some cases have affected
the well-being of many women and have led many out of paid employment, a
situation many did not prepare for,
2.0.4 REVIEW ON MALE DOMINATED CULTURE.

Collinson and Hearn (1994) identified live ideul-lypicu] masculinities which
();/erlup and coexist with other specilic processes 1o shape and impact on
organisational climale and life. These are : (1) Authoritarianism - This is a process

thal involves uggressive domination and giving orders (o others especially
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subordinates, (2) Paernalism- Is & p_rau:licc ol treating or governing people in o
tatherly manner. (3) Enveprencuralism- entails managing and creating actions in
response 10 opportunities especially when it is dilficult. (4) Informalism- is a
flexible practice or 1'elmin|_1.~;hip i a group. (5) Careerism- is the purswit of
professional advancement as one’s sole aim. According to Collinson and Hearn's
analysis of the above, certain cultural patterns position women and men differently
through their practices of work and the inclusion of management’s ideals that are
transformer of ‘gender stereotypes.

Collinson and  Hearn paternalism  structure, which emphasises male
authority. could be reluted to Marshall (1995) definition of male dominated culture.
In her study, she defined male dm{lipated environinent in three ways. This is an
environment in which men are in the majority numerically. Secondly she sees the
environment as one marked by the dynamics of collective and interpersonal
interaction that fitted stereotyped and or degenerative images of men’s behaviour.
These muke women feel excluded, under attack, less than effective, marginalised
and isolated, She defined it us some recruitment and career development practices
equaﬂ to those experienced by men. The first two delinitions by Marshal formed the
background for this study. This is because the experiences of female executives
" reviewed are subsumed under these iwo definitions. This is importantly so because

sexual construction of gender identities and practices take place both in the
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interaction of persons and policies in the environment within which those
interactions take place. In line with Hamberger's (1981) view, perception of misfit
in this environment constitute a greal ;:husm between what women feel they are and
what they long 10 . be. This is the chasm between being and meaning.  This
invariably would allect female executive's pereeived ucceptance and growth, which
have been assumed 1o be different from that of their male counterparts.

2.6.5. REVIEW ON SELF-ESTEEM, CAREER SELF-EFFICACY AND
ACCEPTANCE.

Some researchers (e.g Carter and ‘Kirkup 1990; Swanson and Woitke 1997)
have referred to the existence and influence of both internal (within [h.e person) and
external Tactors (in the environment) acting as barriers against women in the
workplace. Although these barriers have been dichotomised, an intertwining of the
variables does tuke place. Self” esteem and career self-efficacy are significant
variables that could influence women’s pérceptiOn of their experiences in terms of
;lcécptuncc and growth in n;uh: work environment. While self-esteem is a personal
judgement of worthiness (Coopersmith, 1967), it exerts an approving or
disappointing attitude about unc’s self as well as the scope to which one believes
himselt or herself to be capable, successful, significant and worthy. Career self-

efficacy is a specilic form ol self-efTicacy which refers o people’s beliefs that they
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can successfully perform job activities [hi.ll are a part of specific occupations (Betz
and Hackett, 1951).

Hackew and Betz (1981) applicd Bandura’s (1982) self-efficacy theory to
career development ol women. Hackett and Betz (1982) made the proposal that
women possess lower and weaker career-related self-efficacy expectations, which
explains restricied ranges ol carcers and underutilisation of women’s abilities.
Though self-efficacy has been used to explain under-representation ol temales in
mule dominated career. (Farmer 1976, Phafflin 1984) this may also be related to
their experience within the waork setting.

Research findings on learning environment in disciplines considered male
majors do not differ from those on male work environiment. As women begin their
careers in science and engincering for example, they fuce a hostile environment due
to gender issues relaled Lo learning styles and development (Pearson and Gallaher,
1994). These issues affeet the retention of womien in these fields. Some of the
reasons for why women leave these disciplines include lower level of confidence in
self and ability to do science and cngincc_ring (Pearson and Gallaher, 1994). Brush
(1991, stated that the prevailing attitude in society that women are not well suited
to do science and engincering are strong signals before high school.  Seymour
(1994) amplifies this thought in discussing the dampening effect of cultural

messages, which suggests that women either “couldn’t or shouldn’t do science”.
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Pearson and Gallaher concluded by saying that because of the belict that women
are unsuited for science, women are treated differently in the classroom.

Similarty. Seymour (1994 found that young women experience a double
bind situation whereby winning male aceeptance in academic terms, they loose
acceplinee in persomil terms. Women who achieve in acadenic terms are at odds
wilh their gender role. The male oriented culture ol science and CREinecring poses
unique gender problents for women that are not present for men. The consequence
of this is thal women are exposed to years ol learning that women’s experienée
does not matter and that women’s voices are silent (Yllo, 1989). This pressure
forms a personal attack on the development and identity of young women and
affects the feeling ot belonging 1o the profession (Pearson and Gallaher 1994),

Most musculinised occupations and their environment for example, Policing
are deeply resistant to change and they continue to operate with deeply sexist views
about women (Niland 1996). As such men have traditionally not welcomed women
who find themselves in masculinised occupations.  According to Nifand, a number
of arguments have been advanced for this. These include: women are being
protected tfrom engaging in physically demanding arduous jobs, women would be
at risk; women undermine men’s conditions. women’s destiny are biologically

determined, and because their work is seen as trivial, they will undermine men’s
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.-__yvurk which is highly esteemed. These cultural inessages continue 10 uphold the
Status guo. - '

The messages sent from the larger society and sexist environmentad bariers
have a lhl‘cpt'(:ld impact, Fiest, they convey that women are not as valuable or as
competent as men. especially in wraditional male sex typed work environent.
Sccondly, they suggest that it is not appropriate for women o pursue & don-
traditional career. Thirdly, l-hcy suggest women will not be rewarded appropriately
and may even be punished. The external sexist messages and barriers inpinge on
wonen so persuasively that the messages are no fonger pereeived as externul but
rather as something wrong or deficient in wonmen themselves (Washor-Leihaber,
1982). The disbeliel in women’s ability and connmitment may aflect women's sell
esteem and cureer conlidence (Krubally and Snyder, 1998).  For cxample,
competilion is one ol the factors that elicits fear and anxiely in women because the
anticipation of certain negitive  consequences and  because women  have  the
impression that their own cognitive style particularly i iCis imaginative or inwitive
is not the appropriate one for example in scientilic research (Brush 1991).

This resulting self-evaluation inlluences women’s career related behaviour
(Marshall, 1993). For instance, rescarch Tindings on gender in a male dominated
scientific community indicated that acidemic women experiencing thenes of

professional marginalisation and exclusion from cenire ol professional authority,
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' (!l\:flur‘i‘luinicn' and Katila, 199930 and reported o decline i scll-esicem and sell-
eflicacy, among others (Yoder, [1984). This suggesis that women in these
environments are considered as outsiders. A common leatwre in their stories s thal
the female academies have u lendeney o keep “low profile™ even in cases of
apparent discrimination. Also, they attributed their academic success w late or Juck
unlike men who attributed their suceess as the direet result ol achicvement.  In
search of o new identity throngh professionalisim, these women are reluctant (o
place thetr experience within a larger culural or institutional context of sexism, or
o admit that discrimination has allected them. Feeling thae their professional
identity is precarious, they avoid using their intellectual skills politically because
than could constitute o threat (o the relations they have established with collcagues
(Morley, 1994).

Stmilarly, those lemates working in male dominated occupations reported
Jower satisfuction than those working in occupations with Tewer men a the top. In
addition, Matyas (1992) tound that high achieving girls at adolescence fuce

considerable contlict between continuing (0 work lor acadentic suceess and giving

in 1o pressures o suppress Hheir academic talent in order 1o be more socially
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perception ol unfriendly masculine culture and lack ul'succc.\:s (Peltz, 1990; Tobias,
1978:1990),

The higher a person’s sell esteem and ellicacy, the beuer equipped un
individual is to adjust. Persons with high sell=esteem are more likely (o implement
~their self-concept (which i the identity or sell” one thinks he or she is) in their
vocation, At management level, anything less than perfect work could be used as o
reason (o take women out, thus women’s approuch 1o problent solving has been
cuuliuus.'lhguglul‘ul and defence-oriented, This decision making siyle is a response
o male dominaded culture that has shaped and influenced the style that women
have needed to adopt. This style hinders women managers from being given
management opportunities and high-risk assignments that provide visibility and
nuke careers (Peters, .'_’()03). ‘

The disbelief in women’s ability and commitment may aflect women’s sell’
esteem and career confidence (Krubally & Snyder, 1998). There exists un elitist
corporate CllllL‘Il‘L‘. which exciudes women’s views and causes them o be
uncomlortable.  In such situations, women are sometimes less conlident in their
technological performance and their abilities than are men at comiparable levels.
Women scientists and engineers because ol their situation are more likely 1o take
direction rather than 1o set direction (Catalyst Perspective, 1992).  However,

successlul scientists and managers grow in sell-conlidence as they learn how (o
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tackle increasingly ditficult problems and as others rccn-gnisc and reward their
skills.
2.6.5 REVIEW ON SELF-ESTEEM, CARELER SELF-EFFICACY AND
GROWTH

Self-ellicacy s influenced by  past leaming  expericnces  and  the
environment. These expectations are believed to influence the  fikelihbod ol
engaging in behaviour and the length of persistence ol that behaviour. According to
McWhirter et al., (1998), they can SeIVe s U barrier o the extent that they are
uarealistic, or to the extent that they reduce the likelihood that a female worker will
behave in manner that increases her success and satislaction w work, Low vutcome
expectation serves us a barrier because they reduce the likelihood that w lemale
worker who finds hersell in o sitaation in which she may not be considered for
pramotion will engage in behaviour that address the restriction or further her goals
in the workplace. In addition. previous research has Tound that women olten have
lower St:lf-t:\'il.llul['l()ll than men (Stake 1979).  Chance (1985) auributes low self
perception to the impostor phenomenon in which some high achieving women
believe they have only guined curcer success through luck or pretence, rather than
their own ability and that at the moment their incompetence may be revealed. The
culture of ﬁmst masculinised veeupations e.g. policing prevents many women from

achieving their potential (Nilund, 1996).
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“The culture enierges rom undeclying values that inform the organisation”s
behaviour. and the sum ol attitades, beliefs, values and customs thal are rewarded
and uceepted as normal, Those who exhibit values contrury (o expectation such as
feminine values i sueh envitonnents nmay lind it difficult w be aceepted in those
cultuces,” Thus, their progression will depend on their aceeplance by an old boy
network (Niland 1996) and upon their persanality make up (Catron 199350, “There
exists an elitist corporate culture, which excludes wonmen's views and causes them
o be uncombortable.  In such situations. women are somedimes less confident in
their technological performance wand their ubilities than are men al comparable
levels. Women scientists and engineers because ol their sitaation are more likely w
take direction rather than 1o set divection (Catalyst Perspective [1992).  However,

successiul scientists and managers grow in scli-confidence as they learn how

P .
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luéklc ihﬁ'é:n.siﬂgl) ditTicult_problems and as wmhers recognize and rewurd their
skills.

Catron. (F995) reveal o gender gap  in seli-esteein thal  inereases
dramsatically in the teen years through the college experience and imo adulithood.
Dectining self-esteem allect women's conlidence and aspirations and choice of
college major or occupation (American Association ol University Women). Hackeu

and Berz (198 1) made a proposal that women passess lower and weaker career
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underutilisation of women’s ubility which may in i ul'l'cci their development and
srowth, For example. Mellwee and Robinson, (19927 suggests that women lack
sell-conlidence in performing munual tisks with tools and niay avoid working on
prajects where the performanee ol such tisks is required. They found that the
performance of manual tasks and use of wals are impartant Tactors in career
development.

There appears 1o be many reasons why wonen are not succeeding or
progressing inmale occupations. Such reasons range from competition, perceived
ditficulty of subject or sk, lack ol self~conlidence, all coupled with an unfriendly
masculine culture (Peltz 1990, Tobias 19782 1990). Additionully, Hagan und
Medway (1998) reported that learned helplessness und egotism in past, llure
performance also offer explanation Tor lack of women’s suceess in lechnological
ficlds, This inability to take on the chullenges of male dominated occupations may
deter women from Tullilling their ambitions, a sitwation that hinders progress. This
luck ol self-lTimution may make women leave male dominated ficld wnd the
ellect is on growth (Schnabel 1993).

Sell-efficacy and sell-esteen are exsentiul for fullilment and actualisation
(Brandon, 1994). To this Johoda (1958) included sell-aceeptance and @ sense of
identity. integration. aatonomy. freedom ol distoriion from distortion ol reality

becatse of one’s personal awareness, and environmental mastery ol adequacy on



62

i .i.llllt:l‘pcrh‘()‘l.];ll "rclulions. This then presupposes that an il.]di\fidllul with high sell
_‘ worth wnd ability would be able 1o handle the influence of micro ineguities in the
~workplace. As Lettiman (1981) rcpnrlcd,l persons with high sell-esteem appear to

tuke into gu:lsidcl’;tlinll the opportunity o n:tlisi'y their imernal needs und are more
‘inlrinsicully motivated and more resistant to societil inlluences in their career. For
these individuals self esteem and career sel{-elTicacy is ultimately involved in
growlth.

2.6.6 REVIEW ON RECOGNITION, SUPPORTIVE MANAGEMENT AND
ACCLEPTANCE.

Reseurch has shown (hat many of the conditions associuted with senior
management posittons such as the small proportion o wonien increase  thé
likelihood that sex stercotype and its effcet will be salient (Kanter, 1977b). This
may manifest in attitudinal reactions of peers, which are indications that women
muy be considered outsiders™ or “insiders™. Gold (2000) suggests. that how others
].:crccivu women presents itsell” as a hurdle that women have 1o overcome in
proving themselves capable of more senior posttions. Negative perceplions niy be
amplified when a woman is the first female w0 oceupy a position.  Thus, woemen
experience stercotyping and diseriminations that may make it ditlicult for them to

achieve aeceptance as leaders.
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In particular, leadersing is stereotypically viewed as .lhc province ol males
u'n;l' incompulil?lu with wonien™s  taditional roles as nurlurer,  mother  and
subvrdinale (Eugly et al 19950 Powney 1997). The problem of belonging und
identity for women in male oceupadions are linked because the gualitics especially
snuarlness,  assertiveness  and - competitiveness  thut - women  eel  they  must
demonstrate 1 order o win the recognition Tor their right to belong raises coneerns
that such recognition can only be won al the expense of their perceived femininity
(Seymour 1994), Brush (1991) in his study reported that there is a problem when
male faculty comes from cullures where women by virtue or custom have a very
restricted role. Some muale faculty may have dilTiculty in perceiving or trealing
I'emlulcs as anything but inferior intellectually and as sex objects. He further
reported that females fuce barrier of having their answers and theories aboul
science devalued because ol their speech and other verbal and non-verbal method
or communicalion.

Discrimination anaimains itself in a variety ol ways, working within the
dominant culture against the person considered alien. For example, Kadla and
Merilamen (1999), in analysing how gender division based on sex dilicrences ure
discursively produced concluded that some discourses are privileged over others
and patriarchy is vne ol such discourses. These various discourses they maintained

have opportunities to present themselves by adopting various  strategics  of
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L'Oh“i:llillg amd ensuring their cinence. Also, siudies by .Grcchlcl'. Thomaus and
kuczysk (1982) and Thomas and Greebler, (1983) indicated that the types of job
invnlvt_:d might influence the atitudes  of nude employees  woward  Temale
employees,  More negative atitudes were reported in departiments where the
participation ol women was more ruge.

Holmer- Nadesan (1996) in agrecing with the above delines putturchy
as o system of discourse that participates in the wrticulation of social relations.
From this perspective, it is believed that patriarchy organises materials and
linguistic practices around a primary signifier that might be expericnced as male
authority. - Subsequently, within this context, the social cucgory ‘woman’ is
subordinated to the category man, and they are discursively characterised as
“leading” in relation 1o the characteristics required for the professional identity.
This implies that women’s entry o such jobs has reproduced gender refations
initially confined 10 the private dife and thus has continually alfected their
oceupation. Within this bachground, the varying attitudes experienced owards
wonten rendered traditionally male job environment hostile and this in turn has
imparted negutively on women.

Results of viwious management studies coneur on the fact that within the

prevalent culture of male dominuted work enviromuent women are invisible

marginalised stereotypes (Hargreauves, 1996).  Thus, it s not surprising lor



' -cx':lmplc that some senior women managers voiced a sense of isolation and lack of
support in thewr attempt to ciwve oul opportunities for themselves, This sense of
solation was conspicuous and they olten voiced a sense ol frustrition in being
excluded when key decisions were being made (Cunninghan, Lord & Dekney,
1999). They wentl further 1o explain ll‘l'.ll senior managers in their study of the
impact of organisational change on opportunity for women in the civil service, feel
that they lack the means 1 challenge the “masculine’ culure of the organization
because of deeply entrenched attitudes. It was perceived that those who voiced
their dissatisfaction with this situation will be scen as a threat and will be further
isoluted. Even younger female executives in position of authority compluined that
men resented them and resisted wking orders from them (Rogan, 1984), this may
signal lack of recognition.  In addition, revealed that female engincers tend to be
interrupted more frequently and their recommendations ignored more than male
counterpart (Calalyst Perspective, 1992).

Similarly, leadership research indicated that employees are oflen reluctant 1©0
have o female supervisor, resulting in o less supportive environment and an
indication of the existence of subtle barrier Tor lemale mangers (Eagly & Johnson,
1990). On the other hand, Deaux (1979) reported  that female  dominated
occupations were perceived 1o and presents less dilTicult challenges than male

dominated ones. Whereas Kanter (1997, suggested thal these outcomes could
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ocear for etther gender wihien they were o minority: group, reeent reseirch and
reviews have indicated that they oceur only for women in predonnmantly male
oceupation {Ragin & Cotton, 1996; Yoder, 1991,

In anabysing wken status and s effect, Spangler. Gordon, and  Pipkin
C1978) confivmed the perecived role entrapment ol tokens, wid Waolman and Frank
(IV73) found that tohens Telt more dsoluied than non-tokeas,  This eapericnee
influence worten’s perception ol their stawas, For exanple, Mellor (1996) Tound
women's ratings ol their competence and opportunity to participation in activities
ol Tocal union offices 10 be dower i locales of smaller proportion ol women.
Token perlormances are hindered because ol the pressure 1o which their visibility
subyects them. These experiences miay be stigmiatising for individuals because of
traditional or prevailing social atitudes and stereotypes.

These same dynamics may allect people ol colour because they are
somietinies racial bias in management ranks. o this regaed, diserimination oceurs
m part because of the belief by white men that women and people ol colour are less
suited for management than white men. |
2.6.7. REVIEW ON RECOGNITION, SUPPORTIVE MANAGEMENT AND
GROWTH.

The experience of subile barrier against women and ninorities in their

career advancement has been deseribed as glass ceiling. Tlhis is @ top rung on the
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Nigeria,  Consequently.  when  there is pereeption of  one’s  situation  as
discriminatory. (his can be a high source of stress [or women especially when the
need for recognition is high (Davidson & Cooper 1983). This can also result mto
low sell-esteem. \\.rilhdruwa_:l and resignation or poor work (Rowe, 1990).
According 10 Nalt (1994) women respondents in his study ol advancement of
women in federal civil service reported that they face uphifl battle in proving their
COI]'i])t:‘,[cl]CE to their colleagues that men did not face, and that lhgir colleagues
believed that they had been promoted only because of their gender and not their
qualifications. His finding generally demonstrated that women ure pel‘cei;/ed and
have been treated (Iiﬂ"crcntl_y than men. It is nol surprising then that Deaux (1979)
found in his sludy-lhul male reported better relationship with their supervisors and
received more approval for their work than females. Consequently, women tend to
develop support groups, which pluy key role for women in management as a means
. of obtaining advice and providing role models.
.

Stroh. Brett, and Relly (1992) also examined several possible
explanations for women’s lack ol progress to upper management. In a study
of women who had the ‘right' education comparable to their male
counterparts, relocalion for carcet, advancement, an equal voice in family
decisions. (when married) and employment as often as men in higher paying

“industries observed that despite these women's adherence to a *'male model”



67

cinployment Ladder considerably below that of men Cloohey and Wihitaher, 1993,
These have implication for govermunent regarding equal representation ol wamen in
cmployment. and Tor women and organisation because disparite reatment can have
adverse effect on both, Previous studies that Tocus on human “capitad™ luctors such
dy age, education and length of service (lewis, 1986h: Taylor, 1979y generalty
have not ruled vut the existence ol diserimination because they did not Fud that the
difference in hwan capitai Tully explained the variance inomen’s and women’s
achievement

In a stwdy o employees in Natural Sceicoees and Engineering, participans
eported that they had wowork harder than men w prove themselves. Many women
lelt they were judged by an entirely different set of standards. Women who were
enthusiastic about the nature of their work during the early stages ol their career
were disappointed alter choosing their career, o path they considered (o have the
most capid cwdsancement,. Udegbe, (1997 observed  that particularly i male
donnnated occupations: the presence of women Uveatens the solidarity ol the work
culture und eradicates the trust and camaraderie among them. She added that such
attitudes tend w impede upward movement oppartaities for women, ‘The study ol
Tomkiewicz and Adeyemuo (1993) which examined attiludes [U\\'ill'.d.s women is
managers correborited  Udeghe™s assertion as their lindings revealed that female

managenient aspirants are likely o expericnce barriers 10 their advancement in
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’ ."oll""-':u'cer advancement, their salarics had increased suhsl-unliully lexs rapidly
thun men’s salary. This suggests the presence of gender discrimination
(Frieze, Ol..mn. and Good, 1990). Similarly, longitudinal siudies by Wood,
Corconan and Courant (1993), Cox and Harquail (1991). which track
comparably qualificd men and women such as graduates of the sume
program have shown that over tme there is degradation of won;cn‘s
compensation that can not fully be explained by differences in qualilication.
One ol the reasons [or this may be because women managers olten do not get
the diversity of experience that male managers do (Van Velsor and Hughes,
1990). This is an important {actor in the development ol expertise (Horgan,
1989). Lack ol diversity ol experience can be particularly detrimental o
promotion prospects in policing, as olten-operational experience is valued
above administrative expericnce.

Likewise in a comparison ol career and wark expericnees of executive
women and menin financial services, Lyncas and Thompson (1997) found

similarities in several organisational outconies, such as compensation and many
work attitudes. Important difTerences were found however, with women having less

authorily, receiving fewer stock options, and having less international mability than

men. Women at the higheat executive levels reported more obstacles than tower

"L e adl b o
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*level women, und lower satislaction compared o men. In female oceupations,

wanien experience more [lexible time and job satisfuction thar those i other
occupations (Blau & Jusenivs, 1976). ), This may be a reflection of u conducive
environment in which they are pereeived maore positively than their female
counterparts  in male dominwed occupations  (Udeghe and Onkwe  1994). In
addition. Gardiner and Tiggemunn's (1999) study revealed that compared’to those
in female du.minulcd oceupatians, Temides in male oceupations reported that one’s
sen I8 a disadvantage when it comes (o cireer progress, This means that even when
wolen and men's jobs are al the siune organisational levels, women's jobs imay not
be comparable in staws, authority and advimcement potential (Reskin & Ross
19935). .

Other lactors such as mentoring in formal policies and prictices have been
suggested to influence carcer advancement (Fine, Johnson & Ryan, 1990; Bayes
19915 Dept. of Lubour 1991). Expericnces such as mentoring critical 10 success in
organisation might be restricted for women. While some wonen do have mentors
others have found it difticult finding appropriate one, Few women w the top may
be available as mentors. and these lew wre likely 10 be in great demand, and the

greater visibility of women in organisations makes the “female mentor” and “lemale

protége’ relationship casily noticeable,  Lawrenee (1985) observed that some

studies consider the femule protégé in a negative light. For example, men may

e iER R s e
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- Ihcsiu;lc o .lukc on female protégd because they may pereeive the relationship as a
areat sk oand auay  be comtoriable developing o professional and  personul
relationship with another male.  Sponsors and menlors seem o be importat Lo
women's progress and as Noe's (1988) and Ohurame’s (2002) flinding suggesied
starting 2 Cross sender relationship miy be a problem but once it is established, the
Ihcncl'il.\.;u'c inwnense, Okurame’s study Turther revealed that whether an cn'llpluycc
is i matle ar female informal mentoring is essential for career success.

Literature (e.g Momrison & Branter (992) indicated that new comwers
reported thal in getting oriented o the practices, procedure, shared values and
expectations of existing organisational members, they establish social relationships
and seck acceptance. The benelits tor mentor protéed and organisation oltwetgh
the risks involved in mixed gender mentor relationship. Importantly, mentoring
relatively makes accessible many difTerent conmmunication channels within the
organisation (Stroken, Riger & Suilivan, [1993). Equally important are foreign task
assignments, reeeiving  helpful feedback,  getling  appointinent  w  inportant
committees that are critical determinants of promuotien and these may dilfer for men
and wonmen.

Reseurch hus soggested  that marriage and  children  adversely  uifect
waimen’s (but not men's) career advancement (Jolmson & Duersi-Lahti, 1992

Kelly et al., 1991). This is mainly because women Luke on primary responsibility

'
)
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"ol the home and children, and this is likely 1o have an impuc-l on their work e and
careers. 'l"his may in dum alTeet the atitade of supervisors and co-workers when
this contlict with work. As a result of this, women are alten bypassed Tor important
career enhancenrent assigninent, developiental opporwnities  and - promeotion.
Morcover, evidence has suggested that the impuct of the asswmption about
women's commitient to their carcers extend beyond women with children, ‘

Natf (1994), in his study Tound out that during the first tive yeurs ol their
careers. women with and withow children advance wl nearly the same rate, while
both groups of women wdvance more stowly than all men. According to him, the
difference between childless women and mien narrows as these women remain in
the workforee tor more than five years, while women with children continue 10 lag
behind., This suggests that even women without children are assumed o be less
committed 10 their careers until they have demonstrated their comimitment in
remaining in the  work Adorce Jor several years  wilhour  having - children.
Conscquently, the  above mmply that dissipation in any  form has  sociul
psychologicul consequences. Individuals or groups with limited opportunities may
respond with psychological disengagement from work, lowered career aspiration,

including narrow instrumental orientation to work.



. Cuncupluul Framework
- The theories and literature cited in 1his study generally eaplain the differem
expericnces of individuals in the work place. Specifically, person-centered and sex
role theory explained difTerendal treatment in management w result largely [rom
defliciency in nnderrepresented  groups. These deficiencies relie 1o personal
variubles that limit women’s abilities in carrying out certain lasks: Secondly,
rational bias and Attribution theory partly cx.pluins bius und stereotyping on the part
ol men in power and the majority populition as the migor cause ol inequities.
These discrimimuory practices especially in the workplace underlic actions of
management and colleagues, which in ey reflects societal ideologics about the
place of women. Third are theories that pinpoint structural systemic discrimination
as the root cause of differential treatment ruther than actions or characteristics of
individuals.  These theories claim that widespread policies and practices in the
social system perpetuate discriminatory treatment of women and people of colour.
Each of the above theories taken singly as many studies have done is not
aclequate in capturing and explaining dilterential weatment in the workplace. More
importantly, it is asswmed in this study that women’s pereeption ol aceeplance and
growth in male dominated work enviconment would be influenced not only by
factors internal to the individual but also by a combination of Tuctors considered

'

internal to the individual and social fstructural factors prevalent in the work place.



Additionally. most ol the literature reviewed essentially investigated differential
treatment in culture dilferent Irom the one being studied, An understanding, of
relevant psychosocial Tactors determining perceived aceeptance and growth in the

Nigerian work context would provide empirical resulis for future reference.

Fig.1. Conceptual Model showing the relationships between Personality and
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Social fuctors influencing perceived Acceptance and Growth
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© The model in figure | indicaies that personal variahles such as sell-esteen and sell-

t

efficacy exert direct influence on the individual's pereeption of acceptance and
erowth. Stmilarly, social Tactors such as recognition and supportive mimagement
direetly influence individual’s perception of acceptance and growth. This implies
that women's perception of acceplance and growth in made work environment is i
function af both personality and social lactors.

2.7.0  Hypotheses.

Among lemale and male exceutives, sell-esteem, sell-elMTicacy, supportive
management and recognition will jointly and independently contribute positively
and significantly toward male and female pereeived aceeplance.

CAmong lemale and male executives, sell-esteem, sell-ellicacy, sypportive
management and recognition will jointy and independently contribute positively
and significantly toward male and female perceived growth,

| Self-esteem. carcer sell-efficacy, recognition and supportive management

will jointly and independently contribute positively and signilicantly to perceived
acceptance and growth ol female executives in femate dominaed oceupations.

Self esteem, carecr sell= efficacy, recognition and supportive manageiment

will jointly and independently conribute positively and signilicantly 1o perceived

acceplance and growth of female executives in sun-neutrul occupations.
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Sex, educational qualification and mentoring will iml-cpumlcnlly and jointly,
significantly and positively predict aceeptance and growth Tor maie and lfemale
executives in male dominated jobs.

ch'ulc exceulives in male  dominated  occupations will report lower
acceptance and growth than male exeeutives in sane oceupations.

Female executives in female dominated and sex neanral occupations will
score higher on aceeptance and gruwlh than female exeeutives in male dominated
veeupations.

Femule exceutives in male dumiﬁulcd oceupitions with high selt” esteem
and high career selt efficacy will score higher on acceptance than female
executives with low scores on sell esteem and cureer sell eflicacy. .

Female exceutives in male dom:nmlcd oceupations with high recognition
anl :\'upp;u'livc management will score higher on acceptance  than  Jemale
executives with low scores on self-esteem and carcer self elficacy.

Female executives in male dominaed occupations with high self esteem
and high career sell efficacy will score higher on growth than lemale exceulives
with low scores on sell esteen und career sell ellicaey.

Femule exceutives in male dominated vecupations with high recognition
and supportive management will score higln.;r o growth than female exceutives

with low scores on recognition and carcer sell-cihcacy.
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Female exeeutives who had stayed longer on present position will report

lower acceptance and growth than those on shorter duration,

2800 Operational Delinition of ‘Feris
Acceptance
This is an attitude that indicates @ readiness 10 react to others as
“ousiders” or Cinsiders’ in o predetermined manner. 16 may reflect @ negative or
positive reaction that indicates whether wn individual feels he belongs o the in-
group or not. Low score indicates low aceeptance while high score indicates high
aceeplance.
Career Sell-ellicacy
This is the beliel that one is competent, capable and has the ability o
suceessfully handle job duties of specific oceupation. High score indicales high
self-elficacy and low score indicates low sell-elliciey.
Growth
This is defined as individuals perception ol progress made alony career
path as indicated by both organisational and personal evaluation ol individual level
ol effectiveness that results in promotion, Low score mdicates low growth level

while bigh score indicates high growth.
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Recognition

This is the beliel that the individual is aceepted for who hie/she is and that
her efforts and contributions are approved and appreciated. Low score on this
vartable indicate low recogninon and high score indicates high recognition.
Scelf-esteem

This is an C\':l|Ll:lli.ml of actual sell and ideul self; it is a personal sense of
waorthiness.  When there is congruence, the individual concerned has high sell-
esteenmy. High score indicates high self-esteenr and low score indicates low seli-
esleem.
Supportive management

This is the feeling that the work eam and environment is accommodating

and flexible. This feeling presupposes that an individual can succeed or fail without
lear or intimidation. Low score indicates low management support while high score

indicates high management support,
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CHAPTER THREE
METHODOLOGY
This chapter deals with the mode ol the stady, the sumple involved,
instrument used and how the instrumemt was administered, scored and
analysed.
3.3. Design
in this study, an independent group and a descriptive survey design
“were adopted. The research involved an explorutory and interpretive investigation
of the t'u(.:lors associated with female executives’ percelved acceptance and growth
in male dominated occupations. The study lurther compared samples ol |}mlcs and
. females in male dominated occupations on Lheir perceived aceeplance and growth.
Although their jobs may not be identical, exceutive men and women in jobs that are
comparable in important characteristics such as organisational level were chosen
(or the study.
This design also involved a comparison made between lemale cxecutives
across the three occupational categories 1;1' male dominated, female dominated and
sex neutrad. The independent variables for the study were sell-esteem, self-elTicacy,
supportive munagement and recognition. Bach of these variabies has two levels,

which are “low® indicating a score of [, and “high® indicating a score of 2. The
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-d.cpt‘llt_il:l‘]l virtables were Aceeptance and Growti. Higl-I score indicates higher
level on cach the underfying construct.
3.ll.Sul)jecls:

One hundied and thirteen (31.7%) males and 243 (68.3%) temales
participated is this study. The age range Tor the Temale is between 26 and 08 with a
mean age of 42.89 years, and SD o 7.29. For the mule executives tieir ages runge
rom 30 1o Olycurs with a mean age ol 42,82 and SD ol 7.50. The various fields
represented in the study and percentages of respondents in-each field were
Queupations Number (%)

Male Dominated

Architecture 5 {1.4%) .
Accounting ’ 8 (2.29)

Armed lorces 51 (14.3%:)

Engineering 24 (0.74)

Medicine 52 (14.9%)

Law 20 {5.6%)

Female Dominated

Administration 66 (18.0%)

Nursing G4 (12.4%)

Teaching ' B (10.4%)



ol

Sex-Neutral

Bunking 12 (3.4%)
Jourmalism 2. (6.7%)
aramilitary O (1.0%).

These various occupations were ‘chussilicd into three categories; namely
male dominated, (Accountancy, Medicine, Engineering, Architecture, and Law)
fernale dominated; (Nursing, Teaching, and  Administration), and sex  neutral
occupiions; (Bunking, Paramilitwy und Journalism). The classification was based
on reviewed literature und information colleeted from focus group discussions and
in-depth interviews conducted with executives during the pifot study {see procedure
pe 86).

Among the sampled populwion 289 (81.2%) were maeried, 27 (15 males
and 12 females) (7.6%) were single, 14 (Ii.‘)‘/n) were separated, and 13 (3.7%) were
widowed. One hundred and seventy one (48.0%) ol them had 13.5¢ degree, 109
(30.6%) had M.Sc degree, 16 (4.5%) were Ph.D degiee holders and 47 (13.2%) had
other professional qualilications. T'wo hundred wnd ninety two 292 (82.0%) ol the
respondents were in the senior management category, while 61 (17.1) belong to the

Junior managenent cadre. Teoure on the job ranged rom | 1w 13 years with an

o
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average of 3.47 and SD of 2,13, Additionally, 122 rus;)untlcnl.s indicated they had
_mentors ’\\-'hilu 95 respondents indicated that they had no mentor.
Scetting

The organisations considered in this sludy are those in which occupations
categorised as wale dominated, female dominaled and sex-neutral were found. A
list ol these organisations wis drawn and the Tollowing were selected randomly.
The University College Hospital [badan, Nigerian Association of Female Lawyers,
Nigerian Customs and  Immigration, High Court ol Appeal, Federal and State
Government Ministries such as Works; Nigerian Prisons, University ol [badan,
Nigeriun Army and Police, Nigerian Television Authority, Buanks such as Wema
and Union, and National Youth Service Corps. These ditferent orgamisations are
focuted in Ibadun and Lagos. The two study locations were chosen because of the
concentration of government, private und multinational organisations.
3.2. Instruments:

Quantitative and Qualitative:

Both qualitative and quantitative methods of data gathering were adopted in
this study.  The use of both qualitinive and  guantitative rescarch inethods
slrcngllicns the research design (Krueger 19945 because ol ils introspective nature
that requires evaluation ol Temale execatives’ eapericnce in male occupations.

The researcher wis able to anadyse infurmation from the reviewed literature, the

A TR LU TR
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l'(-n..'us g.r'm-t.p and in depth interviews, and the survey data u; cheek the consistency
ol'the l'indillgs and 10 make reconunendation for Turther investigation.
32’. . Quantitative Measures:
A) Self-esteem Measure

Sclf-ecsteem was measured using the seli-esteem scale developed by
Adunijo and Oyeleso (1986). The scale consists of 15 items (0 which respondents
were expected 1o express their degree ol agreeinent using S-point Likest rating
method. These authors reported an internal consistency coelficient of 1= .79
among bank officials. In addition, Adanijo (1987) found an internal consisiency co-
cfficient of r = 0.78 for bunk warkers. A pilot siedy was conducted (o pre-test the
hul'u:ry of tests used in this study see (3.5 procedure). The Internul consistency
cocl‘!'.icienl for the pilot study was ¢ = 0.76, and the item total correlation ranged
from 0.47 to 0.63. For the main swdy lf]c Cronbach alpha reliability co-ctlicient

wits 0.80 while the Spearman Brown split hail’ method yielded 0.72.
B) Self Efficacy

This is a [0-item modilied version ol self-elficacy developed by Riggs
and Knight (1994). Responses o the items on the scale were measured on a S-point
Likert seale, which indicites respondents’ level of agrecment with iteins on the

scale, The original scale had o coelTieient Cronbuch alpha of 0.82. For the pilot
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study, the item atal correlation for the 10 items ranged from 0.42 10 0.59 while the
Spearnin Brown (split- hally vielded reliability co-etficient of (277, The Cronbach
Alpha refiabilivy coetficiem for main study was .70 while the Spearnun Brown
split hall reliubility was (LG7.

C) Suppertive Management.

This 15 it 3-ilem meusure developed by Kahn (1990), The respondents were
expected 0 indicate their level ol agreement with each of the items, which were
measured on i 3-point Likert scale rating ranging rom Strongly Disagree (1) to
Swongly Agree (3). The author reported a reliability coetficient score of. (.83 for
the scale.  In the present siudy, cronh':tch alpha internal consistency reliability
estimution were computed and found to be 0.60 and 0.68 {or the pilot study and
main studies respectively while Guttman split halt method yielded 0.59.

D) Recognition
The scale was developed by Kahn (1990). 11 is a three-ilem scale with a

retiability coefficient score of 0.76. The responses 1o the items on the scale were
rated on a S- point Likert scale ranging (rom (1) Strongly Disagree to (5) Strongly
Agree. The reliability co-efficiem for the scale tor the pilot study was 0.53, while
for the main study Cronbach alpha method yielded a reliability coelTicient score of

0.56.



) Aceeptance

This variable was measured using o 10-ttem attitude oward  women

executive scale developed by Steers (1991). Autitude loward women seale was used

1o measure aceeplance because as indicated by the stucly of Jagacinsla (1987) who

studied aceeptance of women i male dominaied jobs using the engincering field as
case study, attitudes wamong other things, indicate aceeptability of women 10 engage
in leadership roles as men in industries. Also, attitude involves a perception of
whether women posses the character and quality (e.g., self-confidence) required of
someone in a male job like engineering. For the pilot study the reliability co-
cfficient using male and female managers was O.85. For the miin study, Guttman
.;l)lil half method yiclded reliability co-elTicient of 0.68 while Cronbuch Alpha

reliability was 0.76. The responses to-the items were rated using the 5- point Likert

scale ranging from Strongly disagree (1) 1o Strongly Agree (3). To oblain construct

validity, acceptance measure was correlaed with that of growth and this yielded «
correlation coefticient of 0.35 (1’<.03).
I) Growth;

An initial list of twenty five items was prepared. Some ol (he ftlems were
derived from the existing literature on growth while others were constructed from a
selected sample of managers” working experience derived from (he qualitative

veseirch. The twenty five items generated were given 1o 5 psychologists for expert

- Judgement on the suitability of the ilems.  Nunnally (1978) considered this
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procedure an aceeptable method of achieving content \’i‘l“dily. The ltemis were casl
in the Torm of statements thae allims pereeption (;I'gruwm or lack of growth, These
items were administered o 110 male and female managers who parncipaied in the
pilot study. They were asked o rate cach item ona dive-point Likert scale
according 10 how accurinely cach nem deseribes growth. The composite score ol
all the items on the scale were ranhed in such a way that a higher score indicated
higher levels of perceived growth, The data was subjected Lo iterative item-total
carrelation analysis and the items exhibiting lowest coelTicients (helow 0.40) were
discarded.

The resultunt score mutrix with 14 variables on 110 subjects was subjected
to o principal component analysis Tollowed by varimax rotation.  The analysis
;yicldcd 3 factors (accounting for 531.45% ol the wual variance). For the pilot siudy,
Cronbach alpha coefficient was 0.80. For the main study, the reliability coellicient
using Gutiman splic hall method 0.79, while Cronbach alpha reliability coelTicient
was 0.82.

To obtain convergent validity for the growth scale, it was correlated with
job sutistaction. According 1o Hereberg, Mausner and Enyderman’s (1959) two
lactor theory, factors that lead o job satisfuction are those that sutisfy an
individual’s need Tor sell actualisation in one's work, and it is only [rom

perforniance ol a task that the mdividual can get the rewards thar will reinforee his
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~or her aspivation.. When growih is denied, the result is luck ol satistaction. Thus

correlation analysis of growth with job satisfuction yielded r=.51.
3.2.2, Qualitative Method

The gualitative aspeet of the study was carricd out for a period ol ten weeks,
It conaisted of two Tocus group discussion and sia in-depth intervicw  sessions,

The number of interviews wus snall because ol the difficulty in getting a Jar

ger
number of participants (o take part in the ditferent sessions. Focus groups and have
been used successtully in c.]uulimlivc research (Kruger, 1994) 1o study ideas in a
group context, allowing a rescarcher 1o observe a large amount ol interaction on i
given topic in a himited amount of lime (Morgan, 1988). In Lluin.g this, participauts
construel, give meaning and delinition (o the investigation being conducted (Le
Comple and Preissle, 1994). This method ol dita collection is lexible enough for
cveryone 1o have anoopporiunity o participate and - large coough 1o give a
diversified opinion. [n-depth interviews allows Tor individuad expression ol ideas
without interruption from others. It is somctimes ideal {or data gatering because
of the difficulty ol bringing participants together in a forum lTor discussion,  Both
methods uilow the researcher 1o have u glimpse into the world of the participants.
Probing open-ended questions and prompting strategies were used Lo get

clarilication Trom the participants as they wld therr own swories. The enquiries
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were n."umILu.jlcd until theoretical saturation was achieved (Glaser and  Strauss,
19671, Suauss and Corbin (19901 concluded  that theoreheal  saturation s
completed when there is po new data forthcoming from the group, elements are
accounted Tor and the relationship among catcgories are validated and well
established. A discussion suide which consisted of 14 questions that would assist
ingathering relevant information was developed and used during the interview
sessions, To ascertain face-validity of the questionnaire used, the participants were
asked 1o evaluate the items regarding their suitabilily Tor inctusion in the scule.
ltems not considered suitable were discurded.

A briel introduction was given lo_lhc rescarch work at the beginning of the
interviews, Betare the commencement of the sessions, all the members ol ihe study
were approached 1o solicit for their assistanee and co-operution woward the data
collection. Those who indicated their willingness were randomly assigned o cach
group according 1o their availability to participate in o focus group ol o particular
time. The focus group consisted ol Y women who oceupy managerial positions in
their various organisitions and enrolled as part lime stadents of Masters in
Manageral Psychology and Business Administration at the University of Ibadan,

The Focus group discussion interviews were conducted within the Faculty
ol the social scienees and each lasted Tor over a period of one howr. The in-depth

mterviews  weie conducted  with six femule  executives o their diflerent

WM e ), e,
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organisadons and cach interview session Listed tor hetween one and one and hall-
hours. The expericnees of batlh groups of women (FGD and In-depth intervicws)
cnrchied the study. The dina colleeted were tape recorded with notes taken by u
secretary fucilitated the pracess of transcribing the discussions,

The data wis transeribed and wnalysed using the Open code soltware
package for the analysis ol quahitative data, This process ol analysis involved
reading through transcriptions, noting the similarities in responses and establishing
i theme for each of the response categories. These are coded and wllied inwo a
frequency count matria, - As the dati were coded into mcaninglul themes, it was
possible to keep a sysiemalic and precise set ol procedures based on the rescarch
questions, The eriteria Tor a category or theme were set 1o keep all similar
responses inta o meaninglul experience ol participation response.  Since the
mvestigation qualitative data-was explorutory, the objective of the analysis as
reporied by MeCriackend (1988) was 10 ascertain the categories and relationships
that Torm the participants” experiences in male doninated work eoviromnent,

A5, Procedure

Occupational grouping wis done with the aid of & manual obtained rom
Federal Office of Statistics (FOS. 1996 / 98) and two focus group discussions
conducted with female exeentives who were running masters progrinnmes in the

Fuculty of the Social Sciences. University ol Ihadan, and six in-depth interviews
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"\\'ilh':i'c:l.iu;'lc exceutives in their organisations. Euch focus group consisted ol cight

members, Although u series of group interviews wits necessiny 1o have i rich data,
pzu'lic‘xim‘lit's avanlability was a key fuclor in the make up of the group sessions.
Thus, there was the need to conduet in-depth interviews with female executives.
This proved to be o difficult experience because of the tght schedule of Temale
exceulives,

The participants in the FGD and n-depth interview sessions were asked o
identify various occupations and classily them into whether they were male
dominated; female dominuted or sex neutral oceupations. The frequencies Tor the
categories  were obtained lor all the responses and were tallied  with the
classilication obtained from the Federal Office of Statisties, 1996 7 Y8, Any
uccupulibn in which there is o large preponderance of one sex type over another up
to the ratio of 85:15 is considered skewed, This mmplies thit the male donimated
occupations  considered in this study are shewed. Also, Zunckerman (1981)
considered a ratio of one-third femaudes students o two-third nrde studems in
given major to be male dominated.

In the various organizations visited, females who were identified as heads
ol the organizitions, who had spent not less thin one yeir on the present position
and employed full time were seleeted or participation in the stady. “The number of

women identified for male dominated oceupations wits small and this did not ullow

e
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for random sampling procedure. thus a purposive sampling method wis adopied so
that comparisons relevant o the purpose ol stady could be made, For ale
caceutives, random sampling method was adopred as male ratio was higher that
that of Temales. Accidental sampling method was adopted where no List of st
was provided and any ol the exceutives identificd as head and was awilling to
participate in the study was sclected, Those selected were given the guestioniiires
o complete. A total of 800 questionnaires were distributed, 381 questionnaires
were collected and 336 were used tor the analyses, Twenty five questionnaires
were discarded.

J.4 Statistical Analysis

Mullipie regression analysis wus carricd (o west hypotheses | -3, This
invoelved regressing all the independent (self-esteem, self-elTicacy. I'L‘l..'()glliiil.ll) and
supportive namagement (hypothesis -4}, and demographic variables (hypothesiss)
on cach of the dependent variahles (acceptance and growth).  This was done in
order 1o 1ind out the independent variable that will significantly predict the
dependent vartables. 2 8 2 ANOVA (Anadysis of varianee) was employed 1o test
hypotheses 6 =9 0 other o Td out the interaction eifect of selt-esteeny und sell-
ellicuey, rccugllliliun and supportive management on aceeptance and growth tor
5

femule exceeutines. One-way analysis ol variunce wus used 10 1est hypothesis
which stated that Temale exeeutives in female and sex-neutral vceupations would

score higher on acceptiutee and growth than female executives inmale dominuted
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oceupations. T-test Tor imndependent was used Lo test hypothesis < and 10 m order o

compare the mean scores oF male and temales on pereeived aceeplance and growth,



CHAPTER FOUR

In this chapter, results o analysis curricd oul W test the hypotheses

previously stated are presented. Each of the results is presented in form ol tibles

and s expluined by
tests ol sigmificanee

statement indicating

reference o the wbles, For cach ol the hypotheses statistical
selected and applicd o the data are deseribed Tollowed by

whether the hypothesis is rejected or aceeped. The hypotheses

were lested one by one and results presented hypothesis by hypothesis. Table |

presents zero arder correlation matrix ol all variables (sell=esteen. sell-elTicaey,

recognition, suppurtive management, aceeptance and growth) which reveals the

relationship between the independent and dependent variables.

Zero Qrder Correlation Maltrix

Supportive
Management

Variubles [ Acceptance | Growth | Self Esteem | Self Recopnition | Supportive
Elficacy Management
Accepliney - 035 AOTHE RiveLa 224 094
Growih < -051 a1y 3Gk KT
Self Esteem ¢ - 362 TI0% 68
" Self Elficacy . 1 063
Recognition - 3055

Corrclation results revealed  thae sell esteem, sell-efTicacy  and  recognition

significantly with accepuanee at 03 level of signilicance. Recognition and
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supportive management also mdicated o signilicant positive correlation with
arowth at 03 Tevel of significance. In additon, Self esteem (01) and seli-etlicacy
CO5 and supportive management signilicantly corelated with recogutio,

Level ol significance # (01). #% (.(05).

The Tirst hypothesis states tiat among fenrde and male executives momale
dominated  occuputions, self-esteem, self-efMcacy, supportive management and
recognition will jointly and independently contribute positively and signilicantly
toward percetved acceptance. To test the hypothiesis muitiple regression analysis
wis computed and resulls are shown in table 20 These revealed that sell esteem,
sell efficacy. recognition, and supportive management accounted for 52.3%., 65.%
and A0 3% of the ttal variance on pereeived acceptance for the totad s;uanc: female

exceulives and male executives.



Alultiple Regression A madysis showing iudependent and joinl _prediction of

Preoceived Acceptance for Total simple, Eomale and Male exceutives i nale
dominated ovveypativns, female exceptives ju. female apd sex neuteal

pecupativns,
- R S n T “B-——_“-" T E

Seif-esteem 525 275 v Iy he N <001
Nelb eflicacy 2.2 RYIRY RRV) n.s
Recognition Sy oY 151 <.001
Supportive numagement Sel 027 354 n.s
Self-esteem 051 A2 407 880 S.8Y <00
Sell efticacy 130 A4 L34 n.s
Recopgnition 276 A0 .33 n.s
Supportive management MR £m3 T n.s

Self-esteem Sut g LRl 271 20583 <.05

Self eflicaey HE 54, 2,623 <.01

Recopnition - 171 - {150 - 486 n.s

Supportive manageiment. 134 NE:N 833 n.s

60 RIE UM S8 4377 <.0!

Sell-esteens - U0E -.062 =533 n.s
Sell efficacy 44 251 2.602 <.
Recognition v.777 040 AN s
Supportive managenwnl.
Seli-esteem A5 Jdod 73 87 LA <.()5
Self efficacy -1 AN -.030 S 243 1.8
Recognition 373 223 (.34 f.s
Supportive managenwent -.030) - 284 -2.21 <.05

This means that sell-esteem, selt etficacy, recognition, and supportive management

are all important Tor perceived acceptance for the totd sample, female executives

and nude executives. However. as shown in Table 2 individual contribution off
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independent variables o perccived acceprance Tor the total sample indicated that
self-esteem (3 = 460) was the best predicior, [ollowed by recognition (§ = 027
This means for these respondents. recognition and sell-esteeni were sigaificant
determinants af acceplance.  Sell=elTicacy (3019 and supportive managenient
{3.027) did not show significant individual contribution to perceived aceeplance.,

For lemale excentives, multiple regression analysis result in Table 2
showed significant joint influences ol all the independent variables on perceived
aeeeplance (RY = 42, F(4.97) = 17.9, P< .001). However, individual contribution
revealed that only self-esteem ([3.580) signil'i'cunlly influenced acceplance of female
exeentives in male dominated jobs, Seil=elficacy (3.014), recognition (3. 111) and
supportive management (B.083) did not show significant independent contributions.
It then means that self-esteem s an important factor influencing female’s perceived
aceeplance in I.llllll..‘ dominated work environment.

Similarly. Tor the male executives, result obtuined revealed that there was
sighilicant joint influence of sell-esteem. sell-ellicacy recognition and supportive
management on their perceived aceeptance (R* = .16, F (4.67) = 3.29. P< .01).
Independem prediction revealed  that setl-esteem (3 l=.3h'7)‘ and  supportive
management (f o= -.284) best infuenced pereeived acceptance. This means that
sell-esteem and  supportive managemnent were important fuctors influencing

perceived acceptance of male eaceutives inmade donmmated oceupations. These
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results indicated that the hypothesis wus'purliully contirmed. As predicied all the
independent viriables jointly influenced acceptance Tor the exceutives,

The second hypothesis predicted sell-esteem, sell-elTicacy recognition and
supportive managenient would jointly and independently, contributes positively

and significanty o their perceived growth ol femade and male exceutives,

sis showing independent and joint prediction of, Pervvived
cenile and hlale Executives in nuale dominated occupations,

R R- B B 1 P
Sell-eateem 35 90 - 13 -3 =291 <.08
Selielicaey HU8 48 B8 N
Recagnition 1.17 A07 003 <001
Supportive manjgement, L3nd 225 JA5 <.l
Sell-esteern 387 g4 SARY: - 107 -2 N
Sell elticacy .54 KA1 R 0l Ns
Recopniion 2136 534 6,143 <.001
Suppuortive managzement. A0l 78 1.Y32 <03
Seli-eateen .Aal 44 - 11G - 140 -Y28 n.s
Sell etticaey a8 L6k 387 ns
Recognition I.1un 285 2380 <.{)5
Supparhive namge e, BB J54d 1.333 s
Scll-esteen 370 325 -0y 102 - R0O% n.s
Selt ellicacy il 031 .27 n.s
Revognition B35 244 2.550 <.01
Suppurtive nanagement, 1.200 A26 SEEELY <.0l
Sell-esteem A2 A7) NRK 228 1ol n.s
Self ellicaey 010 .ong 21a n.s
Recognilion BRY 207 (1.766 n.x

Supporhive manaeenent, 13 306 1.618 n.s
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Muluiple regression analysis in Table 3 above revealed that seli-esteent. sell
ellicacy,  recognition and  supportive  management signilicantly influenced
perceived growth ol the otal sample (R = 49, I (4.350) = 2047, P< .001). For
the exccutives” perceived growth, independent contribwtions ol variables showed
thal. recognition ([§ = 30 supportive nanagement (§ = .20, and sell-esteem (3 =
A were signilicant predictors, Sell-eflicacy (= 05) did not show any
significant individual infTuence.

Result on female executives™ perceived growth also revealed o signilicant
juint prediction, (R = 344, 19 (4.97) = 12,73, P < .001). This means tat Tor Tenale
executives pereeived growth was jointly influenced by sell-esteeni, sell-cfficacy,
recognition and supportive management. Individual contribution ol the independent
variables indicated that recognition (3.53), lollowed by supportive mianagement
(B.=17) signilicandy predicted perceived growth, while self esteem ([ii =-.106) and
self-cflicacy =01} did naot show any signilicant individual contribution. Uhis
implies that recogmtion and support were important factors determining growth lor

[emale exeeultives,

For the male executives (as shown i Table 3) there were no significant
. . . r . " .. . bl -
mdividual and joint variable etleets on pereeived growth (R = .27, F (4,67) = 1.40,

P = nsh These results revealed that hypothesis two was also partially suppored. So

Far the analysis has examined males and females in male dominated oceupations.
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Also in this study, female exeeuatives in female dominated and sex neutral
accupations were mneluded as revealed in hypatheses three and four. Table 2 and
three present the results,

For female exceutives in female  dominated  occupations, pereeived
aceeptiunee was significantly influenced by sell esteem (5 =.27 1) and career sell
ellicacy (B = .35 Recognition and supportive: management did not éxert uny
significant influence toward perceived acceptance. Joint prediction of variables
revealed asignilicant result (R? =, 349, 1Y (6.75) =6.09, <. 001). Perecived growth
was significantly influenced by recognition (f = 2285) Joint influence ol variables
did not indicate a signilicant prediction (R2=. [44, [16,75) =2.104, P= n.s).

On the other hand, acceptance for female executives in sex  peutral
vceupations wus signilicantly influenced by sell-esteent (3 =, 518) and recognition
(f = 251), while career sell-cTicucy and supportive management did not indicale
signilicant influence on aceeptance. Joint prediction of  dependent varables
revealed asignificant elfeet (R2=, 3145 (6, 83) 60.319, P<. 01). Similarly, perceived
growth was signilicantly jointly inlluenced by all the mdependent variables (R2=.
325) F (6.83)= 6.051, P<.001). Individually, recognition (3 =. 244 and supportive

manigement (f§ =426) signilicantly “predicied growth,
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Hypothesis Tive predicted that sex, educational qualdification and mentor

will significantly and positively prediet aceeptianee and growth Tor males and

femades in nde dominmaed jobs,

Table 4: Sunuuary. Lable_Jdoint_and_Independent, Prediction of Sceeptance aud Growih by

Demggraphic Variables for Female Exegutiyes,

Variables R R* It B T p
604 AT
S 1.8 303 4,520 <]
Age AAT7Y N34 A1 n.y
M. St RUL D51 57 1.5
Bduemtional gualilication RUX -077 - 113 n.s
Masteement Level KRk L4 S n.y
Time o preset position S13 58 1.220) n.s
No. al promution 3 A42 .59 n.s
Lasl promotion - A0S - 113 - Ko n.s
Menior ks L5 831 n.s
76 227

Sea 1200 A6 0o 1.8
Age 1.078 92 1157 LS
M. Suatus <407 =076 R s
Edueanonal qualilicition 134 A6 L2044 <05
Managemeni Level A2 R4 550 .5
Time or present position -5 - 113 -1.200) n.N
Na. vl prometion - 870 -201 -1.306 n.x
Last promotion 1.271 100 1.207 n.s
Mentor 168 - 173 -1.9003 <5

Multiple regression analysis showed a significant joint prediction of

acceptance and growth of female exceutives by all the above mentioned variables

RY = 441, F(13.034) = 8.123. P<. 001 (aceeptance) RY =227, F (13,134 = 3.020,

P<. 00T (growth).
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Individual C()Illl'i])L‘Ilitill ol all variables revealed that sex (f§ =303)
significantly contributed 1o perecived aceeptance for fenale exeeutives. This mean
that Tor female eaccutives, gender is a signilicant factor that determine or influenge
whether one is aceepted inomale dominated jobs or not. Results on perceived

“wrowth revealed that two vinrables significantly contribuied 10 growth for female
exeeutives. This is educational qualilication (f = 164) and mentoing (3=, 173).
This implic.\: that educational  qualification und  mentoring are  signiticant
determinants of growth in male dominated work enviromment.

For the male excewtives, there was no signilicant joimt prediction for
aweeptanee R 2= 234, F (13.01) = 1593, P s and growth R* = 244, F (13.61) =
L5318, P oo Individual contribution of variables revealed that for perceived

growth. educational qualilication (3 = .363) hud a significant contribuion.
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Groyth by Demographis, Yariables foc Male Lixeculives

Vaviahles R R B B P
H3Y A3
N S Y R+ el I v
Age o T s 05 16 s
Ceplilie M. Stus ] A70 1) J73 7Y
Ldueiionad guadilividion Y. 76() 120 AY] ns
Management Level -840 -(52 -46d ns
Thne or presenl position 2178 654 64 ns
Nu, ol promuliun Y.15) 024 JHY ns
Last promuotion 2065 =611 .05 s
Mentor 1.236 123 1142 ns
491 244
Sea 28 Jl 47 ns
Age 1480 J4v 447 ns
ML Status 1.576 305 2251 0.5
Growth Lducativnal gualilication 2248y - 135 NNIRD <013
danagenmwent Level J.hud 1028 M5 ns
Time or present position - 1858 00 -(Hed I
No. of promotion ] -1 388 -1 140 -1.03Y N>
Lt promotion 1.413 62 1.270 s
Mentor - 235 =240 -1.753 ny

The sixth hypothesis that stated that female executives would report lower
aceeptance and growih than made executives in mule dominated vccupations was

ana ysed using -test for independent samples.,
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~Lable6: T Test Result Showing Dillerenee Between Made podd Fenale

e oo Executive on Acceptanve and Growth, .
Nariable [N ¥ [SDh [SE dir P
Male [13 3539 1674 |79 172 5800 <001

Female 102 | 40.71 534 1.53

Mile 13 14944 17.20 1 .85 172 07 .5
Fenle | 102 ] 4894 1855 | 85

Result in table 6 above indicated that there was a signilicant dit'l’cr&nuc in
their perceived aceeptance (U (172) = - 5800, P< .001) while 1here was no
signilicant difference in perecived growth (1 (172) = 407, P = n.s). Observation of
means as revealed i table sino above indicaed lh'.;l fenle executives in male
dominated occupations  perecived  lower acceptance (= 35.39) than male

exceutives (x = 40.71). In this regard hypothesis seven was partially conlirmed.
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Hypothesis seven compared female executives i male dominated, female
dominated and sex neutral occupations on theic pereeived aceeptance and growt)
using one-way analysis ol varanee.

Table Zia): One ~ way_Analysis of Variaoee Result Showing the Dillerence Between Feale
Exeeutives in Mlale Domimed,, Feanle  Duopimated. and. Sex, Neuteal, Jobs_on. Preeeeived
Acceptamec and Growth,,

Varinbles 58 dr M8 I° P
Between group 156,480 2 78.243 2440 n.»
Witliin group 7803514 240 32,523

Toral 4378, 7410 242

BBelween sroup 4153779 2 207,884 314910 <. 05
Within aroup [5638.378 240 65.160)

ol 16154, 156 242 L

One-way analysis ol vuriance result in Tuble 7 revealed that there was w signilicant
difference in their perceived growth, (F (2,240) = 3.19, P<. 05), there was no
signilicant difference in their perceived acceplance (F (2,240) = 241, P<n.s),

Post hoc analysis vesult (SchellTe method) revealed  that significant
difference oceurred between females in female dominated (x =47.76) and those in
sex neatral occupations (x= S1.13). Those in sex neatral oceupations pereeived
more growth opportunitics than those in femate dominated  occupations. Thus,

hypothesis seven was partially suppaorted.



Table Th:lost-hoe Result

LS

Aveeplance

Groups N Mean Male [ Fennle Sex neutral
dominated | dominated
| [ Male 102 894 T LIS 209
2 [ Female DR EEED : K
|3 | Sex Newwral [ 717 5113 -

Level of significanee #(.01).

Table 8 below presents results Tor the difterent levels of sell-esteem, self-
ellicacy, in relation to aceeptance. Analysis ol variance (2x2 ANOVAj was used
to test hypothesis eight which stiwed that lemale executives in maie dominated
occupitions with high sell esteem and sell eificucy will score higher on perceived

aceeptance than temale executives with low sell-esteem and efficaey.

duint and Interaction Eflcels of Sell-
'L'_‘: l.lu“-!. t‘;“- I'l.“l-lll. lu‘a-l.!.“m&

8.8 db VIS Ir |
Sell’ esteem 443,263 442263 24.467 <.00]
Self eflicacy 14).698 10.698 591 n.s
Interaction (AX) 371.55 ] 371.5 20,508 <, 001
Lrreor 177540 U8 I8.177 - -
Total 17 1888.000 102 - - -

Results in Table 10 indicated that sell=esteem had a significant statistical
main effect on aceeplanee, (F (3.98) = 24.47 2 <001). Scll-elTicacy did not have a

significant effect on acceptunce. (F (3.98) = 591 <ns). 1 was also shown tiat sell
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esteem and self efficacy had staistical significant interaction efiecls on aceeplance
as revealed inthe result (F (398) = 20.51 P <00 . *The mean diflerence between

the variables and the interaction are shown in the Table TOb and figure | befow.

Table. 8h: Sunmiary ol means. result showing the nlfluence_of Selt_Estevm and. Cieeer.Selt
Elficacy un Acceplancy.
Carcer Self Efficacy
High Low Towl
Sell Low 3393 41,00} 37.20
Esteem | High 45.00 41.40 4275
Total 80.93 82.40

Figuwre 2. Showing the interaction elfeets of self esteem and career sell’ elficaey on perceived

aveeplance,

Suoh sel) ;'\::L//
40

L sell estecn
20

10
3.

Low High
Eilicacy LEfficaey




107

Specilically. the analysis of interaction elteet between sell-esteem and self-
elhicacy showed that under condition of low  career sell-elficucy  perceived
uﬁccpl:mcc wits high with high self-esteem. Similarly. perceived acceplance was
higher when high career sell-elficacy interacted with low sel-esteem. T'his finding
clearly showed the strong intluence of interaction ol sell-esteem and career sell-
clficacy in influencing perceived uceeptanee,

Hypothesis 9 which stated that female executives in male  dominated
veeupations with high recagnition and supportive management would score higher
o perceived  aceeptance  than fenwile  exeeutives with low  recognition and
supportive management. Resudts revealed that recognition had a main significant
statistical effect on pereeived aceeptanee (F (398) = 1517, p < .001). Thus,
temales with igh recognition pereeived higher acceptance than those with low
recognition. Supportive management did not show a significant effeet (IF (3,98)=
.30, p= 1.1.5) and there was no signilicant inleraction effect ol any ol the
independent variables on aceeptance (F (3.98) = 1.30, p=n.5). Thus hypotliesis nine

was partially conlirmed.,
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Lable 9: 2x2 Analysis of Variance, Besuit Showing Main and interaction Ellects ol Recoguilion

and_Suppuertive Managenent on Acceptance for Iemale Exevutives.

SS DI [MS R P
Recognition () 356908 336908 153,170 <001
Supportive Management.(53) 30.655 30.655 [.303 n.s
Interaction tAxB) J0.655 I 3(L655 1.303 11,5,
Errar 2305.662 U 15,097 - -
| Total o 71888000 ) o2 (- . T

Hypothesis ten which stated that female exceutives with high sell esteem and carecr
sell efficacy would score higher on pereeived growth than female exeeutives with
low selt esteem and tow career selt efficacy was not confirmed. Results are

presented in Table 10. There wis no significant effeets of self esteem and career self

etficacy on perecived growth (F (3.98) =. 115 p=ns), (F(3.98)=.057p=ns).

Table 10: 2x3 Analysis of Variance Result Showing Eflver of Sell Esteenm aund Career Self
LEfficacy on Growih tor Female Exeeulives.

Variables SS df’ MS F P
Self esteem (A) .67 11617 155 n.s
Selt efficaey (1) 4. 304 4.304 057 n.s
Interaction (Ax13) 17.217 | 17.217 22Y 1.5
Error T366.833 YH 75.165 - .
Total 25170400 102 - - -

Hyputhesis 11 predicted that female exceutives in male  dominated
aceupitions with high recognition and supportive management would score higher
on growth than Temale exeeutives with low scores on recognition and supportive

management.  Although, recognition had a signilicant main clfect on growth (¥
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(3.98) 18.50. p<. Q01 suppartive nianagement did not show any signilican main

Cefleet (F(398) 000, p=na). Result in Table 1 also showed no signilicant

interuction elfects between recognition supportive management on perceived

srowth (F (3.98). 328, p=ns).

LTubleLl:

ax2 Auadysis of Varianee cesultshoywing effect of Recognitiviyand Suppurtise

Variibles SS DI MS F P
Recognition (A) 1149.921 1 149,92] 18.504 <.00|
Supportive 2.347 2.347 Q01 na
Management. (B)

Interaction (AxB) 20.289 ] 20,389 A28 .5,
Error H60V0.2 18 PI 6145 - --
Tutal 251704000 | 102 - -

Hypothesis 12 stated that female exceutives in male dominated occupations with

tenure. Results are reported in Table 12,

Clong tenure would report higher aceeptance wind growth than those with short

Table 12: T-test result Showing differences between Exeentives.ona Short and. Lopye Duration
eaAceeptanee and Growth,

Sl

Varmble Tenure | N X SD dl l p
error
Acceeptunce | Short | 54 39.93 +4.90 07 100 - <.05
Long | 48 41.58 5.72 83 1.924
Growih Short | 54 0.1Y 7.30 Y 2005 | <05
Long |48 +47.54 V.00 [.39 100
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Ru..\ull- in 'i’uhlu 2 revealed that there was o signiticant difference between female
eacceutives, an perecived aceeptance (0= (100) -1,92-4 P< 05) Muans scores ieveal
that thase who hiadd stayed longer (¢ = 1.38) reported higher acceeptance than those
on shorler tenure (= 39.93)0 Similarly, a signilicant difference existed between
female exceutives who hud stayed for a tonger period than those who had stuyed lor
a shorter penod (0= (100) 2.003: p < .05) on perceived growth, Observation of
means indicated that those on shorter duration (x=30.19) perceived higher growth

than those on longer duration (y = 47.50).
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4. 2: Results from Qualitative Research.
Twenty Tour lemales participated in the in-depth interview and focus  group
discussions. Their ages range between 40 and 38, and they are senior management

exccutives whose occupations include:

[ Hankers 3
l University Administrators 2
2 3 Medical Directors/Consultants 3
3 3 Engincers 3
4 P Insurance Compuany Director ]
5 4 Teachers 4
O 4 Heads of Government Parastatals N
7 2 Accountunts 2

Two Tocus groups and six in depth interviews were conducted.  There was no
Liypothesis under this section but o list o T4 questions was drawn 10 serve as a
guide Tor data gathering from the participants (See appendix).
Classification of occupations,

In responding to the question on whether there are occupations considered
das nitle dominated, female dominated and sex newral occupations, respondents for
both FGD and [D1 agreed than vnly oceuapations e which there is fewer number of

females compared 10 males are considered male dominated occupations, Exwnples
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ol these wre Medicine, Engineering, Physiotherapy, Law, Architeciare, Insurance,

and the Armed forees. They categorized Nursing. Teaching, Social waork as female
dominated, but categorized Journalism, Banking, Sales/Marketing, Administration
as osen neutral occupations, Confirmation ol the calegories was cairicd out Lo
ascertain the level of agreement with categories. Majority of the respondents agreed
with the clussilication, Furthermore, they agreed that many occupations we-now
absorbing more women compared to what used to operate in the past when the ratio
of males compared 1o lemales was higher. However, all the respondents were of the
vicw that their position is male dominated and all but one ol the respondents in the
indepth interview happened to be the first female to occupy the position of the head
in their organizations,
Factors influencing classilication of occupational categories.

For the in-depth interview participants. the key lactor determining whether
a pralession iy classitied as maie donnated is the ratio ol male/lemale. One
striking feature emanating lroin focus group participants was that in addition o
make/temale ratio, they considered the type of sk or dulies curried out in
describing whether the occupations are pereeived us male dominated. female
dominated or sex newral. Examples o such tushs include assignmenis o the oil

shares und lixing electrieul or construction malterials,
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As indicated by some respondents (o banker and medical doctor), the reason
for which there are more males than femdes in occupations identificd as e
dommated stem mainly from the socialization process that prepare nides o lace
challenges compared 1o femides and this has made ife difficalt Tor women in the
warkplace. This supported  the views o Yeter 1992 that reported  carly
soctalization as responsible Tor under representation of women in engineering. <his
perspective is illustrated in the excerpt below,
“The problem is that there is male preference in
cducation. People send boys 1o school and make the girl
child 1o stay at home. that’s why most white-collar jobs
are male dominated. One ol the exceptional cases is (he
nurket arca where you have more females than males
sefling and buying und this was the initial orientation™
fExeerpr 12 A 41 vears old medical coustltant working
in the ciry of Ibadan FGD).
sxperience of acceptance in male dominated occupialtions.
In considering the level ol aceeptiance experienced by males and (emales,
the respondents were of e opinion that males in male dominated occupiions e
more aceepled than femules.  Furthermore, they mentioned that male acceplance off
wonmen depends so much on factors sueh us hard work, dedication, sense ol
campetence or sell efficacy. high sell concept and perseverance in the face of
opposition. This means some extra eilort s needed for women o survive and excel

in such sitwations. However, all respondents but one Tor (FGD and D) reported un



L4

overwhelming influence of both subtle and overt negative practices toward females
i male dominated occupations which are revealed in the relatonship thad exist in
the workplace. These include derogatory comments, lack of consideration for views
expressed by women and Lack of approval Tor — embarking on programs that could
chhance women’s capabilitics.

While many participants believed that Tack of acceptance siems from the
influence of socializaton, o few (FGDj participants expressed the view that
females” inability to suceesstully prove their competence, others argued that it is
the mature ol 1ask done which may have negative health implication
necessitates the creation of barrier by men. For example, 40 years old Temale
Engineer working in an awtomated: battery industry revealed that certain equipment
and substance used may increase work hazard Tor women,

Socialization processes promote the development of certain preconecived
hotions. which are sometimes revealed in the atitude of men woward women.
fxcerpt 2 highlighis the views of a Female Engineer in the FGD group;

“Men have not been able 10 separate a woman®s role in
the  domestic setup Irom her role in ahe working
environment. They relate o woman in the oflice who s
a’colleague w0 a0 wile who should be subordinate
them™.
The views expressed above revealed that, men stll weat their fenale

colleagues first as women (that are expected W stay al home) before they are treated
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as workers, One FGD and two 1D] respondents, who specilically narrated ther
c.\puriuncﬁ. revealed in their responses that their experiences were nat pleasant,
These are thelr opinions:
Excerpt 3 AU vears old Female Acconntant based in Lagos
“1ind v difficult e is as il you know, they just feel

you are not one ol them wnd you are treated as an
oulsider’

Excerpt 4: 35 years Female Federal Parasuial's Director in
Ihadan (1D1).

“There exists an underlying current of resistance which
is very subtle. It is very complea, however: women in
such situations have no choice but to maintain their
stand.™

Excerpt 5: Female Medical Consaliant in thadan (1D1).”

At lower levels these practices are not highly prevalent,
but at the wp we are very lew and diserimination is
there,

Lack nl" aceeptaniee s thus pereeived from unwanted  reactions and
comments directed at females,  According o the female executives, stereotypic
views about “women  constitute  hindrances 1o Jemale  acceptinee i male
aceupations.  Specitically in this swady, stereotypic views about the status ol
women influence men’s acceplance ol women in ntale jobs,

To most men. according to the participants, “being wo stricl ;uuil rigid is

unwomadly™, so when women are Tound Lo exhibit such traits, they expose them
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selvés 1o reactions that constitule obstucles to their aceeptance. Such women,
according Lo these respondenis are “seen s sources of challenge and opposition”
I addition they reported that sometimes as counter reaction, views and opinions
expriess by these Temiades are not considered. "The resuliani effects according to the
participants e frustration and fack of satisfaction in the job. 1o order o survive. it
becomues apparent that the females who occupy senior management positions hal
o work harder and be resolved o continue working in these work environments.
Huaving o work extra hard and being dedicated seem to be impuortant for
recogniion and  eventuul aceeptance. One FGD participant und  1wo  [D]
respondents strongly  pointed out that hard “work, dedication and  high self
canlidence on the part of women have posed some challenges 1o nien, a sitbation
men tind difficult to tolerate.

“When you are there, you have 1o work exuva hard and

this creates further problems (Excerpr 6: A 46 University

Administrator based in ibadanlD1).

“Sometimes when it is time 1o have amecting the head

ol department will say, don’t call her. she s o radical.

This is because Ispeak out, @ iell them things

they do that are not righttbxcerpt 7:A 41 years: old
Medical Consuttani working in thadun FGD)

Another IDI respondent expressed her view m the following

nuinner,

“In this environment when you are progressing, nles
feel shighted bur in my own case, my personality has
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helped me. This is so because | oput what they say
behind me and continue “(Excerpt 81 57 years-Fenale
Federal Parastial’s Divector in ibadan {D1)

Participants generally befieved that in the Jong run, hard work, high sell-
concept and perseverance i the Tace of opposition and determination convinee
males and make them recognize females’ ability and worth. Some of the
respondents Turther added that when they are appreciated and commended they
feel motivated and encouraged continuing.

“Being recognized, praised and appreciated are factors
that lead 1o high motivation in females and  may
inlluence their pereeption ol acceptance™( Excerpt 92 45
vears ofd Fenede Engineer working in Lagos).

It was assumed that these expressions indicated that tor women i p
positions and non-traditional occupations the atmosphere might be unwelecoming. It
then means, knowing how 1o adupt is cruciul to their aceeptance and development.
Thus, gaining the conlidence, trust and respeet ol their male counterpart in male
dominated occupation would yequire some work on the sell” in order to meet up
with the chatlenges they lace and o breah the resistance and opposition [ron the
nale counterpirts.

Issues constituting hindrance to aceeptance.
It is interesting Lo note that there is- an overlap in some ol the Tactors

identified as hindering and enhancing aceeptance.,
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_l"m' exwmple. Buctors such as "nol compromising”™, “views  and - opinions
i U()I;hithl‘l‘.‘.l..l".. were seen o be significant factors enhancing wndd  mhibiting
acceptanee ol female execeutives. This was found to be particularly important lor
the DT respondents. To them, when females mamtain their stand even when their
views are not considered, they eaperience a lor ol attack that sometimes result inte
apen contliet may mount up the pressure experienced at work. 11 i the end they
do not give up, they are pereeived as being wugh (a masculine characteristics
usually associated with men) and capable of weathering the storn In the same
vein. luck ol that may indicae tow level ol acceplinee.,
Experience of growth in male dominated occupations.,
Two major lindmgs emerged from the analysis on growth, Firstly, majority
ol the respondents were of the view that opportnities Tor growth and actual
growth rate or advancement for women are not the same as that of men. thereby
concluding that men move faster than lemales, thereby limiting the numiber of
women in manageient. This s mainly because females have not psychologically
develaped themselves well coough Jor the tusks and challenges that exist in malje
dominuted oceupations in order 1o attain the same status as men, This highlights
the fact that females psychologically lind it difficull to cope. As explained by all

the respondents most fenades ware not dedicated and Tocused, they allow marriage
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and laniily responsibilities o stand in their ways and these hinder progress along
their career paths. The Tollowing excerpts eapress this view.,

T woman will sometimes not do certain things such

as relocating because of her Tamily."( Excerpr 10:

Female Aceoant 1D1),
Maoriy of the respondents who decided w remam in their jobs claimed that they
have had things ditficult. One of the respondents puts it this way |

“You see, you will lind fewer women here and there... |

happen (o be the first female physiotherapist. You don't

find females here because, they think about the hazard

and s difficult w get moving, Bul the true situation is

this; lind it very difficult working with males ( Excerpr

1 A A3 years old Medical Doctor in the city of Ihadan

FGD).

Secondly. management practices and policies are solely responsible for the
disparities that exist between the growth level and opportunities Tor growth open
to males and females,  According 10 the respondents, most women in male
dominated jobs expericnce Irustration and discouragement. This is because of
certain practices ainbedded in the policies within work enviromnent that have led

many women to leave their jobs, Excerpt 12:

“Yes they are not moving up, many are discouraged.
You find some wonien now in business, they are not
praclicing not because they do not have their professions
but because ol discrimination™(An Accountant in u
private Organisation FGD),



124)

Some other FGD participants were ol the opimion that whit deterntines growth is a
thing of the mind. as long as females wre prepared, the opportuwmtics are always
there Tor growth, Excerpt 13:

“Ieis her abilisy and determimation 1that would speak for
her ... oshe would be given same oppartunities { 40 years
old Female Teacher working in the ciy of thadan).

For the IDI respondents, the problem lies with the organizations in which
wonen work. Evcerpt 14:Female Bunker

Management  legisltion  evident in employment
practices and policics affect the number ol females
absorbed  and  promoted  within  the  organization
cspectally within the upper echelon.

Anotherrespondent had this to say, Excerpt 15:

T Lam an engineer but 1 do not practice it, not becuuse |
am not qualified, this is just my experience. Any time |
applicd for o job or altended an interview and |
inroduced  mysell’ as o “Mis”, 1 ended not being
employed. On a particular occasion [ decided not 10
include the “"Mrs™ in my applications and 1 was called
for an interview, but I was told in the end that T was not
soing o be employed because T happen 1o be a female™
(41 yeurs old female tngineer FGD).

The above revealed that the problems fuced by women in the workplace and

partictdarly i male dominuted oceupations stenis not enly from women but also
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ininteractions and prawtices  within the  organizations. These  highlight the
gendered nature of the workpluce and the Lirger saciety.
Issues constituting hindrance to growth.

However, the female respondents generally responded that a significant
Factor that hinders growth is that women are not always given the opportunity 1o
maximize their potentials but those given equal vpportunities us men have been
found to progress along their carcer path successtully, The respondents concluded
that even when the opportunities are not there, those who though, frustrated stood
their ground progressed. Acceptance, ability and educational qualification were
the most significant Tactors influencing growth, Other factors include being
locused and objective appraisal by the organization.

In responding 1o the question on whether they had mentors and whether
they considered them selves as role models. all 1DI respondents agreed it they
have had female or male role models who so fur had positively influenced their
attitude. This was done through comuments and actions that had assisted them at
one time or the other in building their carcer. The respondents spoke about the
positive elfect of the role muodels enthusiastically, Those who lad male models
reported that fewer female models existed then, especially at the carly stages ol

their career.



The influence of mentoring/protégé relationship on women’s experience in
nr._tlc oceupadions.

Majority ol the participants reported they had mentors mainly  because
female mentors were not readily available when they started thelr career. “Their
experiences refiected that no formal imentorimg program wis put in place by their
organizations and that the meatoring/prowégd relationship developed intormally.
I—inwcvcr.—only.lwo ol the rlcs.lmmlcnls reported that they know they are mentors 1o
other females. This 1s because the relationship is sustained and in addition they get
feedbuck from the protégds.  According to them, néiworking with mentors and
other females was seen as a good wiy o lewrn o Gk with others in their leld and
have their questions answered. This they considered as an important resouree for
then. [t was nhscl‘_vcd ihat the relationship .s‘cr\'u.d both psychosociul and career
Tunctions as reflected in the response ol one of the respondents. Excerpt 16:

"My mentor is o male. While | was coming up my
career ladder, 1 orealized that his hard work, lirmness,
self confidence assisted me in moving on despile
problems that ciume my way' (A 43 vears old Female
Bankerworking in hadan).
Additional findings.
Other lfindings from this study include the Tollowing. Firstly, the respondents were

of the view that “polilics™ which involves “power play™ within the organization

has had significant negative influence on the expertences of temales in the work
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place. Krettner & Kinicki ([998) deseribed organizational politics as an annoying
leature of modern work life.  According 1o the respondents, the prevalence ol
organizational politics on several oceasions has generated o conflict and has
made the wark environment unconducive for full expression of hidden potentials.
Ferris. Frink, Bhawuk, Zhou & Gilmore (19961 in their study reported that men
had o greater understanding ol orgunizational politics than women and this may
partly explain women’s negative expericnce. He lurther suggesied the practice of
using mentors 10 help women develop their political skills. — However, the
participants acknowledged the Tact that i certain situation crisis has led w
changes that positively affected individuals and organizations.

Scecondly, and interestingly o, all {DI participams expresseil the view
that female hn.\s.cs shoula be caring, fuir, and most importantly motherly. They
have adopted and advocated participatory approaches in their feadership in order
to experience aceeplanee sud Job satisfaction, The researcher observed that, the
tespondents who happened to be the Tirst female executives intherr organizations
adopted this approach. Thiedly, one of these exeeutives believed that:

“Male dominance is a disease that grips women from the
insiche. wird this had made them 1w deliberately  Tind
something 1o contribute when in positions of leadership

becuuse we cannot altord o be let down™ (A 30 years
old State Director in thadan ).
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Fin;tlly..lhc need for women o persevere in the luce :;I' opposition be unyielding,
focused, and Firm and 10 go eatra iniles to prove themselves in vrder o suceeed in
these Jobs wis emphasized i ihis study, These qualities were believed 10
influence aceeptanee and growth especially Tor Tenales who e considered
representatives of female Tolk in their positions and occupations.

Summary of tindings.

The findings of the qualititive research can be summarized as follows:

#The classification of the occupational categories into male dominwted, lemale

dominated and sex newtral is hased on male/lemale ratio and the type ol tasks and

duties in carried out in the dilferent occupations.

FAceeptunce and growth ol lemales in male dominated vccupitions are negatively

influenced by

*Waomen's psychological unpreparedness,

“The policies and practices in the system in which women work

“The socialisation processes women go through in life.

¥The suceess o wamen in male occupations woulkd depend on networking with

other woen, determmation being locussed and engaging in capacity building and

other seli-development programs.

“ Contlict that arises because ol differences which may sometimes lead 1o change

that benetits both individuals and vrganisations.



CHAPTER FIVE

o
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DISCUSSIONS AND CONCLUSION.

The Tindings and implication of this rescareh are discussed in this chapter
with reference 1o the hypotheses tested and conclusions were mike. Over the years.,
rescarchers have particular attention 1o both person and sitwation specilic variables
deterinining differences in work experience of ale wnd female 0 prmagement.
Fewer researches huve Tocussed on the experiences of executive Temiles who had
risen above the glass eeiling o achieve parity with their male counterpurts. The
dearth ol research in particular on lemale  exeeutives  in male  dominated
occupations necessitated a study such as this, Thus, the aim of this study was to
exaniine female exceatives’ pereeived aceeptance and growth in male dominated
oceupations. It ulso exanuned female executives’ perccived aceeptunce and growth
and compared these with those of their mate counterparts in male dominated
oveupations, their female counterparts in female dominated and sex neuiral
accupations. - Specifically,  the influence ol self-esteein, career sell-ellicacy,
recagnition and supportive management were exiunined on pereeived acceptance
and growth,

Twelve hypotheses were tested, three were fully confinned, cight were

o

partially supported and one wis not conlirmed. A survey was conducied sunong

mades and feniues working i male dominated occupations. Focus group discussion
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nd in—kicplh terviews were conducied with females working in male dominated:
Female dominated and sex neuteal vceupations. The occupations in these categories
were  Law,  Medicine,  Engincering, Armed  Forees,  Archilecture, Nursing,
Journalism, Banking, Teaching. Social Works, Marketing/Sules.

The patterns ol gender dilferences and similarities observed in this survey
were generally consistent with some of those observed i previous studies. The
present lindings indicated  that male und fenale  executives' perception of
Caceeptance and growth in male dominated work environment s meantnglully
related 1o both the personality. the sociul structure and the relationships with others
wilhin the work setting, The (irst two h‘ypnlhcm:s, which predicted a significant
Joint and individual influence of independent variables and the third that predicied
a significant influence of demographic variables on female and male executives’,
perceived acceptance and growth indicated varying degrees of variuble eltects.

The first hypathesis stated that sell=esteem, sell-elTicaey, recognition und
supportive management would signiticantly jointly and individually predict Jemale
and e exeettives® pereeived aceeplance. From the results, all the independent
variables signilicantly and jointly influenced accepunce for both lemales and
males. However, results further revealed tha, specilically, for female exceutives,
only sell-esteem influenced perceived uceepuance. while Tor the miales sell-esteem

and supportive management influenced perceived aceeptance, Part of this linding
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cnnfir_n:wd_ the importance of self=esteem m self-evaluation and it is consistent with
the l'indingsl of While (I‘)h:’»). which stated that sell esteem is an evaluiive measure
which contributes 10 the evaluation individual worker makes abou his/her work
sitwation, and alse determines now the worker reacts W the situation.

For both Temale and mule executives, posttive self-evaluation relites 1o
perecived aceeptance. In line with this, Judge, Locke and Durham (1997), argued
that an appraisal of the external world is influenced by the deepest assumption
people hold aboul themselves. They developed the coneept of core evaluation,
which refers o fundamentad subconscious conclusions individuals mahe aboul
selves, others and the world, These rescarchers proposed (that peaple who consider
thenmielves to be no good” will reaet differently on their jobs and (o situations than
thuse who consider themselves 1o be good. Judge et al’s concept of core evaluation
v related o Cantor (1990) cognitive mechamsms  that pertain 10 midrange
personality traits that govern how people interpret their environment.

This L‘ngnilivc structure alleets how people process information about
themselves, the world and how llu.;y nterpred reality. In addition, survey lindings
were supported by the qualitative result, which highlighted other variables that
could influcnee perceived aceeptunee for female exceutives. The qualitative

lndings suggested that sense ol compeience, which is the Teelings and conlidence
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about abilities in mastering the work setting and work isell” (Babalola (1998). hard
‘\\t)l‘}\:. dedication, and perseverunce could contnbute to pereeived aceeplinee.

According to GofTman's (1939) drmiurgical analysis of self’ presentation
and: Dryburgh™s (199% explamuion of the "work hard® culture of engineering,
culture is an ordeal that requires women 1o demonstrate conlidence in the fuce of
strenuous challenges und anxiery. This muakes women become competitive and
further emphasized the contextual nature of women's expericnces. I implies that
though the atmosphere may be “chilly™, or unfriendly, high sell-esteem/eoncept,
hard work, dedication on the part ol female executives could make them w be
recognized by their male colleagues and this may influence perceplion of
aceeptance. This is supported by the findings of Tobias (1990), which Tound that
wonien’s lack of sell confidence, self doubt, and tear of failure have been related 1o
pereeption ol unfriendly masculine culture and lack of suceess. These Tindings of
this research suggest that feniale executives particularly need w get involved in sell
development programs that would Turther enbunce their sense ol seil” worth, sell
etlicacy. be more dedicated as these are Tactors that are likely o influence their
acceptance in maie dominated oceupations.

For the male executives, in addition o seli=esteem, the level ol support
derived Trom colleagues significantly influenced their perceived acceptance. To

them supportive manugeniem is a tactor thin s crucial Tor the expericice of
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aceeplance. As expected the cantaraderic or leam spivit within the ale group e
:»lrnng.imiicul‘ms ol aceepance. This conlirmed carlier studices (07 Leary. 1974
Terborg 1971} which revealed that male managers reported better relations with
colleagues and supervisors and record more approval For their work, as compared
o femade managers in niade dominated jobs, The none significance ol result on the
intluence ol supportive mnagement on aceeptance for female exceutives is at
varianee with the lindings ol Andrison (1978) who reported that there is evidence
o support the contention that women are more concerned with associues and
Iriends, which means they are interdependent and more interested in people than
things.

I sitwations in which  Temales are expected 10 exhibit masculine
characteristics and they feel rejected, is it pussible that the expericnce of sul‘npurl i
not differentiated enough for them to report perceived acceptance, Fulure research
is needed in this arca. Surprisingly, while survey findings did not indicate
signilicant influence ol recognition wd supportise management on aceeptance lor
executive femaldes, qualitaive results and the finding o Marshal (1999} and
Hargreuves {(1996) revealed that recognition is reluted 1o perceived acceplance.
These difTerences further suggest that a workd ol dilference exist for women in

imale dominated work environment.
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The second hypothesis predicted thar seli=esteenm, caeer sell-eilicacy,
recogninon and supportive management would significantly-and _ju.mlly tilucnee
growth tor female and male execulives. For lemale executives, survey results
revealed that perecived recogmition and supportive panagement inlluenced growth,
while none of the variables inffucnced perceived wrowth Tor male execulives. For
female executives, recognition (which involves appreciating and approving their
eflort), and the level ol support they received signilicantly influcnced their
perceived growth.  As explained by Deaux (1979), this suggests that external
factors such as attitude of colleagues which reveals the level of recognition and
support males accord Temales may be important o their perceived success or
arowth than typically used factors such as overcoming task dilticuities apd luck,
particutarly in tradittonal male occupations.

Although O’Leary, (1974); Terborg, (1977) reported that performance
evaluation nwy be influenced by stable (ability ol candidate and perception of
observer) and unstable characteristic, (effort). the lfindings of this study also suggest
that issues such as support and recognition are considered by female exeeutives as
valuable contributors o their perecived growth, These findings confirmed the resull
of Walr and  Fligstein (1979) who reported that behaviour and policies ol

chiployvers and colleagues wre more important causes of women’s lack ol authority
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and influence and sabsequent progress than are attitudes and behaviour of women
n the workpluee.

The significant  variables  positively  influcncing  perecived  growth s
resealed in e guaditative study  are aceeprance,  abtlity, und - educational
gualification, Ouer Tactors are responsibility outside work, lack of Tocus and
nuumgmném policies and practices. These were associated with wmnun‘...\ imability
1o face the challenges of male occupations. However, the respondents reported that
even when women possess the ability, educational qualification and other gualities
necessary for growth the opportunives are not there Tor them w progress, The
lindings us suggested by the survey results showed  that Temales i mule
oceupations niay nat be recognised and supported and these Tactors are related 1o
the numerous reasons conceptual literature cog NalT (1994): (Simon 1993) huve
given for the lack of cm'uc.r progress for women.

For examptle, Terborg (1977), reported that Temales wre given fewer
opportunities o display competence, we nol supported  and  they are al @
comparative disadvantage for promaotion.  In support of the above, Taylor (1989):
Lewis & Taylor (1989): Fine, Johnson & Ryan (1990 urgued that human capital
factors alone cannot account for slow growth rate o wonen or carcer advancement
sex differences. They suggested that discrimination could not be ruled  out.

Conclusively, the findings of this swady indicated that disparate treatment takes



pl:lcul or subjective discrimination is experienced i male oceupations. As long us
this remains. the work environment may not be conducive for Tull expression ol
female potentials, This would huve u ncg;.uivc psychological impact on morale and
performance ol women and sobsequentiy, individual and organisitional  goals
cannot be achieved.

For the male excewtives, self-esteem, career self=efticacy, recognition und
supportive: management accounted for 27% ol the total variance, This contirmed
the importance of sell’ esteem, career sell efficacy, recognition supportive
management and other personality and sitaation specilic variables on perceived
growth as revealed in other studies (e.g NalT, 1994).

For hypothesis three which stated that all the demographic  vacables
signiticantly predict :lc-ccpmlmc and growth, result revealed that for females in male
dominated work environment, the sex of the individual had a signiticant influence
on whether the person working in male job would feel aceepted or not. As carlier
reveuled by the lindings i this study, behaviour and atitude that  define
masculinity and affivm its superiority are upheld within the conlines of male group,
Other variables that could inlluence pereeived aceeptance as revealed by the
qualitative findings are hard work, perseverance, sell-concept and ability.

None ol the variables influcnced perecived aceeptance Tor males. Perhaps

there are other variables that may likely predict aceeptance for males which were



not considered i (s study as these groups of executives were not included in the
quakitative sessions. IUis thus necessary {or futare research w investigate the likely
variables. Perecived growth [or femade exceutives was influenced by cducationa
qualilication. (which was also mentioned by majority ol the gualitative survey
respondents) and mentoring. Education wmong other variables has been Tound to. be
an-important predictor ol advancement (Naff 1994). According 1o him, lével of
education is one impaortant reason why women have not advanced rapidly as men.
The tmportance of education in predicting pereeived growth for both males
and females further allirms the Tact that i edueational qualification is objectively
considered, it could result into promotion which translates W growth lor executives.
LU is important 1o note that even i men did not learn required skills while in schaol,
men project conlidence in their rational and effecuive reasoning skills which
chables them 1o be in charge and solve problems in any area quickly and elticiendy
contrary 1o women. These churacteristics within the masculine structure are
indicaors o competence. which influenced growth, On the olher hand, women’s
perception of their peers” atlitude (Houser and Garvey, 1983) and barriers versus
opportunities for participation in non traditional eccupations (Haring, Bayard and
Gray, 1983) have on occasion had impact on their educational and occupational

behaviour, These have conseqguently influenced their pereeived growth.



‘Mentoring as shown in both survey and qualitiive results positively
influeneed growth. This confirmed the findings of Lawrence (1995) and Stroken,
Riger and Sullivan (1993) who reported that mentoring is critical 10 women's
acceptinee and growth generally in the workplace. With particular reference to
mitle vecupations, studies such as those ol Guiek (1989) and (Okurame 2002
conlired that for thase i non-traditional jobs, mentoring is inportant for
professional advimcement o career success. This i because memtor/protégé
relationship helps the protégd 1o understand the culture of the workplace, gain riew
knowledge and. problem salving skills, and develops conlidence in sell and ability
to succeed at the task. Thus wmentor facilitites protégé’s dream by playing the |'a;|c
of u teacher, sponsor, host, guide, exemplar and counsellor. As illustaed by some
in-deptiv interview respondents, protégé-mentoring relationships assisted theni in
facing the tasks and challenges of male occupations.

The fourth hypothesis, which stated that female exeeutives would report
lower acceptance and growth than male eaccutives in made dominated  work
environment, was supported. In this study, males perceived higher acceplance and
growth than Temales in male  dominated  occupations. | This result  which
corroborates the qualitative findings was not unexpected  because  the work
cnvironment was believed o be traditionally meant for men and lew women tha

found themsehes there may be perceived as “lokhens™. According o Kanwer
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(1977b). such women may thercfore be treined as such As reported by Kaula and
Menlainen (1999), male bowding tn such an environment oceurs. and similar
interests by the prevailing elite contribute 10 @ stronger sense of community among
the men which is alien to women.

Example of such treanment is notable in farge companies and organisations
where women have achieved high-level managenent position: they are usually
restricted 1o those areas considered fess Qilul and strategic 1o the organisation such
i human resources and administration (Reskin wnd Roos,  1990), Muggm (1991)
further argued that such a practice limits the ability o function as effective
managers even alter years of experience. They further argued that though majority
ol professional women are handling challenges yet credit for their work goes to the
top male managers who reward women in line with preseribed taditional gender
idealogy. Within this context, according 1o Super's (1980) vocationa! development
theory, l'ull'ilmu;nl of individaal values, which leads 1o sell-actualisation especially
through his/her work role, may he hindered.

Experiences such as those reviewed above may reflect lack ol acceplanee
for women in high-level management positions  and  particularly  in - male
accupations. For women to remain in such environment, Dryburgh {1999 observed
that they have . adjust o the oceupational cultare and masculinity of that culture.

They not only have 1o portray themselves as competent 1o their ciployers and



clients but also 1o their male colleagues. Adjustinent in this  environment.
Greenwoud (19007 revealed. entiils miernalising vilues, norms and symbals of the
protessional culture, This udjusunent, which involves sonie measure of impression
nmanagement. can clicit a desired reaction from others, especially the male folk, For
eaxample, Mellwee and Robinson (199250 reported that both miale and  Jemale
engineers learn how temanage employers impression of them as professiouals in
order to gain their trust, respeet and conlidence.

The result of hypothesis Tive which comipared female executives in male
dominated, female dominated and sex newral work environment on perceived
aceeplance and growth, revealed that differences exists between fenes in Temale
dominated oceupations and sex neatral occupations in perceived growth, There was
o dilerence in perceived growth between those in female dominated occupations
und sex neutral occupations, In addition, no difference was found in perceived
acceptance ol those in femade dominated oceupations and sex neutrad oceupations.

Further analysis using Shelfe method of imean comparison was carried oul
and results revealed that females in sex neutad occupations perecived they had
better opportunity Tor growth than those in female dominated occupations.  This
could mean, and contravy to literiture (e.e Burke & Mekeen (1993; Deaun 1979;
and Blau & Jusenius, 1970). and expectation, that subtle atitudinal barriers and

policies blocking women™s career path miy be evident or practised in female



dominated occupations. naddition, studies such as that ol L’ Heureua-Barett, and
Barnes-Farrel (1991). found that females also show bias against fennde managers.,
As revealed by the in-depth interview findings in this study, lactors that engender
such bias include envy, politicking which involves power play. In particular, an in-
depthinterview respondent explained that

TFemale colleagues express envy and resentment when

they notice one is progressing.”’

According to Tajiel’s (1982) social identity theory, similarities result inw
distancing in same  group and  this may indicale Lk ol co-operiation  or
encouragement, which are other factors necessary o facilitale women's projotion,
Feminist rescarchers have deseribed this sitwation as horizontal hostlity, which
involves inlighting or tactionalism within women’s group (White and Langer
1994).

On aceeptance, non=significance ol result for female eaccutives i male
dominated, femule dominated wnd sex neutral oceupations s at variance with the
findings of Moare (1985) and Burke and Mckeen (1995), which revealed
significant dilTerence in work experienee such as job salislaction for workers in
e dominated. femile dominated or sex neutral occupations. However tie resull
ol the qualitative rescarch carraborates the Tindings ol the survey that Tactors

associated with aeceptance such as self-coneept, competence, appreciation, hard

- el R
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work, - perseverance. staying ol polities were essential  ingredients  needed
especially in male occupations. These findings have implication Tor the work place,
and they suggest thae programmes and stategics thal target the development of
personal qualities and positve healthy relationships wnong workers should be
chcouraged.  This would increase women's conlidence level and skill and also
prepare culleagues to be bias (ree i their evaduwion and ineraction.

The sixth hypothesis which stated that Temale executives with high self
esteenm and high career sell” eflicacy would score higher on acceptance than those
with low sell” esteem and career sell” etficacy was tested using 2x2 analysis of
variance, The hypothesis was pui‘li{llly conlirmed as sell” esteem had a significant
main effeet on acceptance. The result indicated a signilicant difference between
high sell=esteem and Jow self-esteem female exeeutives on aceeplince. Observation
of means revealed that women exceutives with high scll-esteem perceived they had
higher acceptance compared o those with low sell~esteem. Explanation for the
significant effeet of high selt esteem could be bused on the assumption that the way
i which people view themselves is more fundamental and o a large extent, is the
source of the way in which people view others, their world and happenings around
them (Judgelocke and Durham 1997),

By implication it then means that people who consider theniselves worthy

and able 10 cope with exigencies ol lite bring o “positive [rame™ 1o the events and
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.\ilLIi“l[il)ll they encounter. whereas people wha do not see themselves as worthy and
uble bring a negative frame o the swne sitwation. This view is supported by vne of
the respondent in in-depth interview:

"My personality comes into play hever inomy job |

denuly  mysell as someone who can roughen  the

weather™,
This result supported the work ol Lyson and Brown (1982 ) and Youag (i984)
which revealed that personality variables influcice lemale pariicipation in non
tradlitional jobs. They maintmned that wamen with non-traditional sex role adtitudes
have tended 1o see male dominated occupations as within the range of their possible
choices. This would automatically influence their pereeption ol aceeplance. The
resull also emphasises the importance of the sell-esteem e influencing sex role
attitudes in the work place.

Although carcer self=efficacy did not exert a signilicant main elfect on
aceeptance, there was a significant interaction ¢lfect of sell-esteem and career self -
elficacy on acceptance. Under conditions of low cieer sell efficacy, wceeplunce
was high with high sell” esteem, also aceeptance was high when hiigh cureer sell
eflicacy interacted with high sell esteent. This supported prior review (e.g
Marshall 1‘)‘)5;, which revealed that sell” evaluation influence women’s career

experience and behaviour.
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The seventh hypothesis predicted  those female executives with high
recognition and supportive nrmagement would score higher on aceeptanee than
those with ow recognition wd supportive management. It was found that for these
lemale executives, recognition had a sigmficant mam efleet on aceeptunce. Those
with high levels of recognition scored higher on perceived aceeptance compared o
those who perceived Tow levels of recognition. Tollowing Mastow's (1970) need
hierurchy proposition, for [emale exceutives with high need for recognition,
aceeptanee in e occupation s essential Tor personal accomplishment. 1t is
assumed that when.they feel aceepted they would be motivated to put in ticir best.

Hypothesis cight predicted that those with high scll-esteem and ﬁigh career
self-efMicacy would score higher on growth ki those with low sell-esteemn and
career sell-elhicaey. Result did novindicite o significant influence of dependent
variables on pereeived growth,

Hypothesis nine predicted that those with high recognition and supportive
management would score higher on growth than those with Jow recognition and
supportive prmagement, Result showed that recognition had a significant elfeet on
growth.  Every individual has @ need 1o satisly and this is part of what individual
brings to the organisation. I this study, female executives' need Tor approval und

positive evaluation was satisfied in their jobs as reflected in their perception of
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growth. They Jound their enviromment to provide w sense of Tullfiiment tha
cotsequently enhanced their pereeption of growi .,

Those with low level of recognition perceived  low  aceeptanee and
growlh becuuse the subjective mierpretation of ther situation did not sugeest they
are appreciated and welcome. These differing result patterns show evidence of the
flucnce of personality and social variables on waimen’s perception ol aceeptance
and growth in male occupations. However, it was rather surprising thin supportive
nmnngcnmm. had no signilicant eflect on perceived aceeplinee and growth. This is
because it was assumed that some clement of support is related to acceptance and
growth as wonen are likely 1o overcome obstacles and challenging opportunities
through support Irom colleagues and organisation (Ohlotl el,al 1994),

It couid then mean that other factors such as hard work, perseverance,
competence and sell-concept; being focused: ability/ qualification and dedication us
revealed by qualitative i'il-uling.\' tend 10 be stronger in influencing perecived
aceeptance and growth respectively. ‘The lindings above cinphisise the need lTor
futher studies o examine these on aceeplance and growtl in male occupations.

Result of the analysis vevealed that male executives with high sel(-esteem
reported  better acceptunce but perceived no  dilference in their perceived
apportunity for growth.  This means that high seli-evaluation is pertinent o the

perception of aceepunce. Mule exceutives with good sell” worth did not perecive
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them selves as aliens or feel isolited. this invariably contributed 10 their satistaction
R l

e these dilerent oceupations. Since the self-concept regulites Teelings und
motivation, it was not unexpected that male exceutives with high sell-esteem
reported better aceeptance. This result conlirmed the Tindings of Judge, Locke
Durham and Krugcr (1998) that people with positive sell=coneept stand on « higher
platform compared with llfhu.\c. with negative sell=usteent. They see their jobs more
positively because they possess the dispositional makeup that atlows then w do so.
However, the evaluation of growth may not be difterent as revealed by result if the
yardstick for measurement i considered undiscriminating.

Unexpectedly, no  significant dilference  was found between  male
exeeutives with high and’ low sell=efTicacy on perecived acceplance und_ growth,
This means for the male exceutives the belied in their capacity o suceeed within
male work environmenl was not different. Considering the fact that the standard
within these work settings are set-up by males, both groups ol male eaceulives
believe they perform adequately well. Compared 1o the female exeeutives the
dilferent levels ol recognition and supportive management did not inlTuence
perceived aceeplance and -gruwlll ol male exccutives. This ulso indicaed that
whether the male executives received low or high recognition and support, the
perception of acceptance, satisfuction and growth remains the swne, This further

confirms the view that w0 some extent male bonding exists in made oceupations
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(Kun}url‘)??h; Marshull ‘l‘)‘).‘i). Sinee the work climate results partly from values
aid normiy set by the dominamt group (male), there may not be differences in
perception of aceeplunce,

Result ol the predicion made in hypothesis ten revealed thal in
considering tenure. a signilicant difference occurred between female executives
who had stayed long compaied W thuse who had stayed for a short period on
present position onaceeptance and growth, Observation of means revealed that Tor
aceeptance. those who had stayed tor a long tinie on present position reported
lower acceptunce than those who had stayed for a short period. Interestingly o,
they were the exeeutives Ut advocate participatory approach of leadership in the
qualitative findings.

Specifically, those who had been in their present position for more than
five years reported lower growth compared to those who had spent less than live
years. This is contrary o the lindings o (NafT 1994y in his study, which revealed
that females with close (o ten yews ol service reported greater number of
promotion than those with fewer years. I therelore further emphasised the Tact tha
for individuals 1o feel accepted in any job and position there has 1o be prompt
commensurate reward in terms ol promotion for his/her input into the organisation,
I means the approach adopted in leading and achicving objectives is very

important Tor aceeptance s essential o note that when there is adequate reedbuck
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espectally positive ones, this could merease the fevel ol employees” commitiment (o
work which eventuably becomes o pay ofl Tor the organisation,  Such o cycle
promotes the employees and cimployers 1o the poim ol achicvement.

5.2, CONCLUSION,

The issue of acceptance appears to be saliem Tor famale executives studied
i both survey wnd qualitative aspects of this rescarch as reflected by either partial
or [wh confirmition of expeeted resuits, This is very significant because as carlier
reported. male dominated oceupations were considered male reserves and temales
were pereeived as outsiders in such enviromments. It then becomes apparent thiu
females in such environments had o prove their worth in order 10 adapt 10 the
prevailing masculine culure. OF all the independent variables tested, sell-gsteem
wits found to be signilicantly related o acceptance. This further emphasized the
importance ol self-evaluation on aduptation and change suggesting that individual®s
dispositional tendencies affect how he/she interprets the Tavourability ol the work
attribute and environment.

Recognition and  supportive  management exerted  varying  degrees of
nfluence on acceplance and growth Tor both mile and femade exceutives, but more
salicat for the females. Other variables that could significantly influence both
aeeeplanee un(l.gmwth such as hard work, conimitment, dedication. perseverunce,

MUrCOLYpIC Views, ihanageinent practices, compeience, being tocused, non-work
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lamily responsinilities were highlighied in the in the guafitative Tindings. These
results indicate that sell-esicem. recognition. and supportive  namigement are
important variahbles o be considered in improving females’ acceptance and growth.
[ implies that whatever factors underlie these differences in perception, their mere
Presence s o cause [or concern in organisation 'cncu'm".:gu.\ W environment
whiere men and women have equal vpportunities to suceeed,

The report of lack ol acceptance by the lemales in male oceupations
conlivined existing literature. which suggesied u hostile environment for female
exceutives, Additionally the study did not reveal a signilicant dilference between
female executives in male dominated and lfenale dominated and sex newtral on
perceived acceptance. This calls for Turther swidies of the influence ol variables
such as organizational politics and commitment on pereeived aceeptance und
grawth ol female executives in male dominated, lemale dominated and sex-neutral
oceupations. However, females insex neaah occupations perceived they have
more growth opportunities compared o those in female dominated occuputions.
This means beller opportunities exist in sex neutral vccupations for women Lo
progress along their carcer path. This implies as orgunisations approach gender
cyuity in male dominmed and female dominated occupations, opportunities for

growlh increases.,
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Ax expected, results further revedled that junior exceutives reported lower
acceptance compared to senior management excecatives. On the other hand, female
exceutives on longer tenure reported lower growth than those on shorter duration.
The tinding of this I'L‘-&L.lll stgeests that women should be exposed to better training
oppartunities onee they enter male occupations. b addition, Turther studies should
examine the iaplication of long duration or find out what expericnees alter long
lenure promotes growth

Sumnurily, the study iflustrates the potential role ol person and contextual
social variables ininfluencing perception ol aceeptance and growth. Also, it
provides empirical evidence thut Kanter’s (1977b) work on token  women
generalizes to the experience ol women minorities in male dominated occupations.
How minorities constrae their situation, which has to do with their aceeptance and
srowth, may be aflected by personal llllld'SUL'i'.ﬂ or situationad factors such as self-
esteem and sell-eflicacy rc;.'ngniliun and support from colleagues. Failure 10 hnd
signiticant influcnee of sell-elTicicy on work experience did not rule out the
possibifity of its influenee. This is because self-ellicacy relates 1o mdividual’s core
evaluation that alfects actual perception of wark alribudes. Guenerully, the
persistence ol gender difference in results suggests o continuing potential for

change in male dominated work environments as more women enter this doniuin.
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SUMNMNIARY OF I“INI)ING.S:.

The mujor findings in this study are sumnuarised as tollows:

That s;:ll'-cslcull. recognition wnd supportive management are all importaat lor
perecived acceplance Tor female exceutives and male executives. Also, it revealed
‘lllnl only sell-esleem significantly influenced aceeplance ol female eaccutives in
male dominated jobs. I is an importan factor inlluencing femades’ perceived
aceeplance in male dominated oceupations. In wddition recognition was lound to
sienilicantly affect perceived growth |'0I" female exceutives in niale dominated,
lfemaie dominated and sex-newral oecupations,

SALIMPLICATION AND RECOMMENDATION.

The results of this study cunlrihullc to several literalures on loken statys and
particularly 1o aeeeplance aid growth ol females in male dominated occupations.
These resulls extend the work on the eflect of personal and social variubles, and
numerical token status on pereeption off work cxpuriuudc. Until recently the male
folk dominated most profession and women are no longer exception in these areus.
However, the sittation for the Temale niay be contrasted with thal of miades in these
various uccup;uliun.x. This is because ol group stereotypes and their selitively low
representation in traditional male occupations,

The implication of this as revealed by the tindings ol this study is that

female exccutives feel less aceepted than their male counterparts. Such feeling of
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seeeplanee was greatly influenced by their sell-esteent, level ol recognition and
support, lh-c}.f reccived  frome thetr anale colleagues. Thus, 10 is amportant for
org;inisulimm to create gender sensitive CI‘I\'iI'UIIIIIL'I]l. which provides opportunities
for success awnd others w come in. This l‘csilll also support Hieraure indicating i
expericnees ol persons with observable e.g gender as opposed 1o non ubservable
differences are subjectively unique {Miliken and Muartins, 1996). This result also
extend the work on stereotype thieat which Steele (1997) deseribed as an increase
in the salience of negutive stereotypic expectanees,

Additionally, the lindings ol this study suggested that the experience ol
female cxcctili\'cs might be affected by perceived .\‘lcrcul'ypu biuses wnd leelings of
vulnerability. This may bripg an altributionad problem Tor token women i male
occupations. Thus, when women are unsatishied with their situation they may allow
sex 1o become the salient explunation Tor it. As such, lfemale in male occupations
may have a dilemma in determining whether they are unaccepted, not progressing
and dissatisfied because of distinctiveness (their intrusion into traditional male
aceupation). or whether their subjective interpretation based on self-evaluation of
the situation is what is causing dilTerential perception of aceeptance and growil.

Since this study looked at individual and joint influence of both internal and

external variables, further rescarch is needed o pin pomnt the causal divection of



144

miluence, In addition studies should investigale other salient factors and compie
experiences of famale exeeutives across the three vecupational calegories.

The result (rom this study also indicated thin out of the dependem variables
ol interest, aceeplance wils guiie important (0 the female executives. and self
esteem, recogmition and supportive management significantly inlluenced this, This
NTIIUCN N |i1;11 women’s eatry (o male occupations nay be difficult and this has
implication for development i the workplace. In the in depth inerview conducted

with female executives, eritical Tactors perceived as hindering acceptinee were

“stereotypic views about women,” “women’s refusal 10 compromise”, and lack of

consideration for women’s views, These 10 [emade executives do not provide a

positive work eovironment. Consequently, for both males and females w work

successfully together. the creion ol gender Tair enviromment that is imporiant for

the retention of women in the waork place especially in male dominated occupations
iv necessary. Thus, in- designing progrims jor culure change fuctors such as
recognition and supportive nxinagement that e essential for women’s perceived
aceeptance should h\; taken into consideration,

[t is important o nole that positive work environment would  greatly

contribute 1o the Teeling of fullilment and satislaction expericnced by employees.

Such puositive frames would facilitie  recogmton ol complementary rofes ol

different members  that would  lead 1o suecesstul Tunctiomng ol dulerent
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vrgausational arms, This is Tmpornt, I;ccuu.\c there s rarely any work u.clivily
that is carmied out in solitude. Individuals work with others whose wishes und
personalities they have to lewrn and understand, “This means organisations have 1o
enuct policies. practices and  progrimimes o combat problems of differential
treatnent experenced by women. For example. programmes that highlight valuing
ditferences and gender diversity in the work place can put in place. Newsletters aind
stafl meeting are avenues through which the dimaging cllfects ol nuero nequities
can be pussed across 1o workers, This would Dring about the awareness ol the
implication ol dilferential treatment Tor human,  organisationa  and  national
dcvclumm.:m. Women's professional bodies should comie logether as support
groups to share experience with others. :
On the personal® level, sell=esteem wus noted as being significant in
predicting acceptance for both females and males, This is significant considering
the Tact that “the sell-esteem is an important personality component influencing
behaviodr and relationships. Specifically Tfor women, the findings ol this survey
reveabed that they have o significant role w play in improving their self-perception
and skills. 10 was observed that if the social construction of women as incompetent
and lacking in ubilities required for perfornmance i certain occupation were: so
sucvessful that even females began w conceive this as an objective fuct and begin

to see themselves as such, then, this would pose probiein, which has imphcation for
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asrowth. The -;l\'unluul result is thal women inay believe that they are not Tt for these
occupations, that they are not i control and this would go o long way i
inﬂucn-cing their performance, the evaluation ol which would  count toward
promotion. 1 these continue 10 materialise, fewer women would be eaposed 1o
promotional opportunities, while on the other i, men who are always seen as
competent would continue o gain important experience and credentials, This-has
implication for training and suggests that training puckages for women should
include assessment of sell-esteem, recognition and support.

Previous research for example, White and Langer (1999) Taglel and
Turner (1979 revealed that the vadue of minority lics in i disliuclivcncss and
membership, findings ol (his study showed that.the minority women sampleal. did
not value or appreciate their situation. In order to cope they set up net works and
associations within and outside their work environment. Tllxis reflects Blumer's
(1938) group pusition theory ol prejudice based vi protecting the in-group position
from outgroup threat. 1t would be interesting w lad out i their distinctive position
and force as a body have positively influenced their adaptation and acceptance in
traditional male occupations, Thus, future research should Tocus on issues that can
make minorily members perceived thew position s being unique and aclipt based

on this perception.



34 LIMITATION OF STUDY

s evident from the Tindings ol this study that wdditional variables
other thun seli-esteem. self-ellicacy, recognition and supportive  nrmagenient
nfluence male and female exccutives” perceived acceptance and growth in male
du'lvnin:llml vcenpations. Thus, Tuture research should  consider the interplay
between organizationdl politics and procedures such as appraisals and promotion
exereise and other variables or measures, such as commitment, that may nwore
diveetly tap into Temale executives’ perception of aceeptance, growth and jJub

satislaction,
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QUESTIONNAIRI

Departiment of Psychology, Uiiversity of Ihadan,

Dewr Respondent.

Cood diy 1o vou T am conducting this rescarch as part ol the requaement for
Ph.D. Degree. This questionnaire is meant o gather information concerning your
foh, Please, provide appropriate responses o the items, Your sesponses will be

trestted as contiential. Thanks Tor vour co-operation,

Yours
Faithtully,

OO, Chovwen

Secthon A

Il SeX

2. Oceupation

KR Present Position

4. How Tong have you been i this position?

Less than 5 years.,
Between 3 and 10 yewrs,
Between 10 and 15 yeurs.

Between 13 and 20 yeuwrs.
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3. How muny tlimes hive you been promoted?

Pls. respond appropriately.

SA= Suwongly Agree A= Agree U= Undecided 1) = Disagree SD = Stwongly Disagree

Section B

- j o T TsAa A Ju
1 | have contidence inomy ability w do my job
2 | There are some Llasks required by my job that | cannot do well '
3 | When my performance is poor it is due to my lack of ability
4| Ldoubtil Tean do my job very well.
5 | Dhave all the skills needed g perform my job very well.
6 | Other people can do my job better than 1 do,
7 Laman exper at my job
3 | My luture in this job is limited because ol my lack of skills
9 | Tum proud of my job duties and ability
10 | 1 feel theeatened when others watch me work

Section C )
SAJAJU |ID

| Wamen olten fail to have the sine level of weehnical competence
as men 3 R

2 | Women have o hard  tinwe supervising the work ol male
subordinales L

3 | Itis high time we have more waomen in executive position

-4 Wamen just make as good nianagers as men

5 Women executives should receive the siwme respect and thrust as
their male counterpart

6 | Men end to be better suited Tor managerial positions than wonen

Wamen are 100 emational 1o succeed i top level management

8 | 1 would preter not 1o work Tor a fenmale manager

9 | Suceess as an execntive had nothing to do with one’s sender

10 | Many women get to the top hecause ol connection
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Section D

. SA [AJu SD
1| Tam satslicd with the nppmlumly un oy |nh fon p uuupalmn in
B working out methods and procedures R e
2 | Lhave the Teelings of worthwhile .lLLUlllp“\hIHL N o iy jub
3 Fhave the Teeling ol self fubliliment a person gets from being on
i jub o
i [ have opportunity Tor independent lhuu"hl\ andd action in my ]Uh
'3 [am satisfied with the. opportunity Tor personal growth and
v developmenton my job R S
SR, L satisficd with the uppmlunlly oy job Tor patticipalion in
| the selting ol 2ouls. )
Section E i o _ B
) L SATALU SD
! My eflort always produce pour resuly
2 always try 1o lead any gvoup | lind mysell
3 [n order to get along and be liked. end to be what people expect
me W be rather than o be my true sell N
4 Frely onomy friends, others 1o advise mie oo low solve my
| L personul problem .
5§ Whenina group. [ am unlikely 1o express my upnmm because |
fear others may not think well of me
6 | leel inferior to some of myv [ricnds
7 IT 1 hear that someone expresses o poor opinion of me, [ do best o
please him/her the next time | see hinvher
8 | Lthink 1am confident enough to speak in a group
9 I feel self” conscious when T am with people who have superior
posilion 1o mine al work
1O | Tsometimes eritieise mysell alterwards for having acted silly or
inappropriale in some situation
T4 also become panicky when I think ol something [ might do
wrong in future _
12| Ldon'thelieve much in_my ability ) B L
13| When Pinina geoup T usually don’t say much for (car of siying
the wrong thing
14| Tive oo much by other people’s standurd
15

Although people sometimes complement me | eel that tdo nol
really deserve the compliment,
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\ulmn I-

[R— ————

e SA AU 1D 18D
_l__ | My buss s Tlexibie about Iu:w uccomplish my b objectives 4l
|2 \I\' NEINGECT Iy supportive Ll my ideas and ways ol getting done | N N
|3 _}_i\ bons & gives me the opporiunity to do my | uh 1S 1 sec it o
' T carelul in taking responsibility because my boss s often’
! critical of new ideas o N A
'_.‘E_- L Lean trust my boss 1o h.uk up on decisions | m |I\L nthe field ]
Seetion G
SA AU [D |SD
| I rarely Teel my work is taken Tor o nted
2 | My superior generably appreciated the way | l|k! my ob
3 | The organisation recognises the significance ol contributions |
MYHINY B
Section H ) 3 .
N |ISATAJUID |SD
| My mu.unx.umn cncourages the use ol pusun 1 initiative on the
job . , 3 o L
] My organisation gives greal responsibility for new entrants o
~__{those who are capuble of career management
{3 I have opportunity for personal growth and de \'Llnpmcnl on my
L |geb / B .
4 \Iv job wilh lhl\ nlu.mh.tlmn Iy seCue o
3 .\ly arganisation provides .ululu.uc training | Lacilities for cvuy
| worker i
6| Management takes interest in ensuring workers safely
7 | There are constraints in the way towards my moving ahead ]
8 Development of  current cupabilities is  encouraged by my
_lorganisation o L
Y My organisation  provides wnintegrative  manager  frieodly
[PPrOCEsses ]
10| A -uppmlwc “culure and LlL.lll)’ stted standards of performancee
| Lis important o encourage employees N L
| Cunu.ph and principles ol carcer management are cimbedded in




‘

'
!
b
1
'

I
L] Lam m.lkmu Lareal deat of progress in 1his organisation
- ——h . —

I3 T am convinexd that this n:u.un\.mnn affers --und uppmlumllu
L Tor those who want to gel ahead,

P e

- l" —— e ———— i A A s v mmL e e =

1 the policies ol my organisation
i Cis IPs 0 Know Icclt'c skills., atlitides or t.'\puluuu need he filled
L Lo eet My g points

. i

INSUSNUSNSNISUUURNSPPINPUPRINES DS [

Indepth-Interview and FGD Guide

-

0.

Are there occupations considered as female dominaed, male dominated
and sex neunral?

How wuould you clussily your occupation?

Comparing fenales and maldes inomale donimated oceupations, do you
think they have the same growth level along their career paths? ‘
What types ol dilTerenees exist?

Wha factors hinder or enhanee the aceeptance off wonwen o execulive
positions”?

What Factors enbance this growth level?

Do males and femades 0 male dommaed oceupations expericnee sine
degree ol aceepuunee?

What types ol differences exist?



4.
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Wihat factors hinder o enhance accepiancs ol women i exceitive
pasitiog?

On the present jab o do you have arole model” Have you benelited Trom
stich a0 nodel!

Do von consuder yoursedlno be wmentor”
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