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A BSTl{i\( 'T 

n1ak, in 111:ilc do111in:11,·d <1c,·11p:111<>n, and 1h1s ha, led 10 1l1L' pcrcep1ion or unequal 

opponunilies and dille,rcn1ial 11:,·a1n1e1ll by fc111ales wi1l1in 111ale do111ina1cd work 

,·11vinm1m:n1. Tlwrel'<>rl'. unders\amling !Ill' inl'luenc,· 01· personal and_ sucial 

exccu1iws in male thi111ina1ed ,·,ceupalions necessitated this study. The research 

• 
seeks ·10 co111pare the i'ac1ors th:il ddennine perceived acceptance and growth for 

111ales and i'emales in 111ale occupa1ions. i'e111ales in re111ale dominated and sex­

neu1r:il ocrnpatio11s. In addi1iu11. ii inlended 10 enhance li1era1urc un minority 

gmul' in i'i1ge1 ia by n>11,bining d:11:i lro111 literature. survey and qualilative ,1udy 

in order 10 ched. for eonsis1ency of findings and make rneon1n1<.:nda1ions. 

The occupa1ions rcprcse1lled 111edicine, law. engineering. architecture, the 

i'orcc tarmcd. and p:1ra111ili1aryl. nursing. banking. accounting. journalis111. 

leaching and admi111str:ition. A tolal or 356 respondents ( 113 111ales and 243 

females) participated in the s1ucly. Stanclarclizecl instruments were used to 

111easure all the iqdependent and dependent variables. 

Multiple regression rcsul1s n:vealed that self'-esteem, self-efficacy, 

recognition and supportive management accounted for J 6% (P<. 0 I) and 42% 

(I'<. 001) or the 1<1tal variance i11 perceived acccptunce for both male and female 
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executives in lllalc do111111a1cd o,·cupalio11s. For the k111ale executives. ·results 

revealed that selr-cstccrn was 1lw best prcclie1or 01· perceived acceptance while for 

their lllale cou111erp,1r1s: sclf'-vs1cc111 ancl supportive managclllcnl were the 

significant predic1or., .. 011 the sc-co11d dependent variable (perceived growth). all 

the psychosocial variabks accounted ror ~4'ii, (P< (I() I) of the total variance· ror 

tcrnak executives. ;111d 1hc're was 110 sig11il'iea111 joi111 111ih1e11cc of the variables rnr 

lllales. Results also indicated 1ha1 although recognition and supportive 

lllanagernenl influenced perceived growth for leniales. none or the variables 

influenced perceived growth for the. lllales in lllale dominated occupations. 

One-way /-\NOV 1-\ results revealed a significam difference between 

re111ale executives in lernale do111ina1ed ancl sex neutral jobs on perceived growth 

(F (2.24) =3.19,P<. 05 i. Those in sex neutral jobs (X=5 I. I 3) perceived 111ore 

opportunity ror growth than 1!1<1se in rcmale dnlllinaicd jobs (X=47.76). The 

findings also sho.,vell that a111u11g females in fe111alc dominated occupations 

rerceived acceptance was predicted by 'self-estee111 and career self-efficacy while 

perceived growth was signiricantly influenced hy recognition. For female 

executives in sex-neutral occup,nions. perceived accqitance was predicted by 

selr-estee111 and rec·ognitillll· while recognition and supportive management 

predicted perceived grnwth. 

Generally, self-esteem significanlly i11f!ue11ced acceptance 1·or males and 
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all females in the dilkre111 ocrn11atio11al cate12,ories. The si,:11ifica111 influence or 
C -

sdl'-esteen) HL'J"oss- the thrL~l' uccupulional catL·gories mcc.ms that work 

environments that co11sis1e11tly rl'i11i'orce perception nr the sell' ,i;ay place wo111e11 

at a disadvanla)!t'd p,:s11io11. 11_1 addi11rn1. i'ecog11i1io11 was found 10 sig11if'ica111ly 

influence growth for wu111e11 acrnss the' occupational categories but did 1101 affect 

growth for males. 

T-test results rcvealccl a sig11if'ica111 difference between male and female 

executives in· tlieir perceived acceptance (male executives' perceived higher 

acceptance than k1nalcsJ but 110 significant difference in perceived g'rowth. Two­

way analysis or variance results revealed that sell'-csteem had significant main 

effect nn perceived acceptance {f' {3, ')8) =24.47 I'<. 001) for female executives. 

In addition, it interacted with career sell' efficacy to influence acceptance. Thus, 

perceived acceptance was high with low career self-efficacy and high self-esteem 

but this reduces with high career cJJ'icacy. Under rnndition of high career self­

efficacy acceptance was high with low self-esteem ror re male executives (F (3. 98) 

=20.51 I'<. 00 I). 

In support 01· these findings. the qualitative study indicated that women in 

male dominated occupations perceived low acceptance and growth. Additionally, 

the in1luence or the sell' (e.g scll'-esteern and competence), and practices in 

organisations (which reflects the h:l'cl of recognition and support ror female 
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executives) are c'sse111ial ror pn,·eived acceptance and grnwth. Findings or focus 

group and in-depth interviews indicated that women in male dominated 

occupations pcrcc,vcd luw acceptance and growth and that their work experience 

may be affected by, percciv~d sterc,itypc and J'celing of vulnerability. This 

suggests the exist,,i1<.:c n1· an unrricndly climate that has implication for the entry. 

n.:tention. subsequent pcr1·or111a11ee and dcvelopn1ent or women in leadership 

positions. 

In conclusion. the perception or differential treatment in male 

occupations may hinder the rull expression or hidden potentials and negatively 

impact on performance and advancement cir wonien. The introspective nature of 

the qualitative report emphasised and strongly supports the need for the creation 

01· gender sensitive environme1it in male occupations in Nigeria. 
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CHAPTER ONE 

INTRODUCTION. 

Over the years, the ivorld 01· work in most societies, Nigeria inclusive, 

hardly seemed like a place 01· equal op[Jortunitics mainly because of the varymg 

expcnences of both males and fe111ales. 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. Specifically, it has been observed 

that people's way of life and ihe processes of socialization that males and females 

go through in every society may inform the social categorization that influences 

gender relationships. For exa!nple, in most homes and communities in Yorubaland, 

various tasks are divided within the home based 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 stereotypes certain careers as masculine and feminine. 

Additionally. leadership positions are assumed based on certain 

characteristics believed 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 

characteri,tics include nurturance ai1d passivity. As male children grow up, the 

CODESRIA
 - L

IB
RARY



2 

dominant qualities are developed in them and they are thereby prepared for 

challenges in J'uture. while the female child is groomed to be submissive and 

dependent, a different orientation rrom that or the male child.· Subsequently, in 

almost every part or Nigeri:,. rnn1111unity leadership such as Igwe, Baale and 
' . 

Mogaji are positions exclusivdy reserved 1·or males. Furthermore, in most homes, 

head, of households and key decisinn-makers are males. Women are not supposed 

to get engaged in critical assignments or hold public offices. Even when they do, 

they are not aclive practitioners but always play a supportive role such as deputies 

or secretaries to 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 the power brokers and 

decision-makers. while in 111,;,t cases the womenl"olk concur and l'ollow. This trend, 

which is the basis or gender stereotype to large extent, intluences the goal females 

set ror themselves. the method or achieving these goals. the perception of females 

by fenrnles and others, and the interaction that exists between males and females. 

The cognitive developmental theory assumes that a child is essentially self-

socializing, developing rules for categorization with gender as the primary label 

and then fitting her/hirnsell' into these categories (Kelly, 1981). Most often, 

females avoid and see certain occurations as not being within their ability and 

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

:··~··;:•,-·;~;..\;;·:rt:.:.~t:~::~,r 
t;, 
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rnnge of opportunities. For L'.\:llnpk. females have lo\\'. self-concept about their 

abilities in science and n1athc111atics (Erinclero. 1986). a domain considered to be 

meant for males. For those who ventured in such domains. their experiences have 

been found to lie unpkasant _and di ITercnt from those of males (Tack & Patitu. 

I 99'.:'.; .I udge Locke & Durham. I 9'J7 ). 

Some or the reasons why there is an influx of females into traditional male 

occupations in contemporary time~ is that generally, masculine occupations are 

more valued by' the society and are rewarded 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 an extension of wo111en's role in the ho111e. Secondly, 

women are encouraged to j01n occupations hitherto considered male dominated. 

Fe111alcs who want 10 work in masculinised occupations have traditionally not been 

welcomed. They arc often not considered as indigenous 10 the environment and are 

seen as tokens because or their representation status. Essentially Ill every 

occupation, the dominant 111e1nbers 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 that entrench gender stereotypes, position women and men 
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differently through cenain w11rk practices. The resultant effects of these practices 

impact lllore on wo111cn co,npared to men ... 

The Nigerian Co111111nn Country Assesslllent (200 I) (cited by United 

Nations Developllle,111 f'und. f11r Women 2000) .indicated that the ratio or male to 

fclllale in professional/technical category in the Civil Service Commission between 

198:'i and 1 '!9:'i. a11d from I 'J'J6 10 2000 is 70: 30. Within this same period, 

male/female ratio 111 managerial/administrative level is 72:22 and 83: 17 

• 
respectively. The International Labour Organisation ( 1998) and Nigerian Federal 

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 lop positions in male dominated jobs. 

or particular importance in this study are the experiences of women 'in 

management positions. Some studies have been carried out, while programs have 

been designed to look inln !he problems of female managers and proffer solutions. 

These studies have found I hat in addition to the negative images of women, they 

lack encourage111cn1 and appropriate training and these creates boundaries beyond 

which women cannot go. Th~se fm:tors directly or indirectly influence whether or 

not women get appointed Lo leadership positions and also affect the motivation and 

interest of women in man·ag.:ment ( Udcgbe, 1999). Eagly ( 1983) reported that 

because there arc status di!Tcrcntials resulting from status differences between 
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traditional male and 1·c111:dc occupations. fc111ales Jack role models and influential 

representatives. However. the situation or 1·e111ale executives in male dominated 

occupations, which re111ai11s a complex one. has 1101 received adequate attention. 

Some other researches which have (1ltempted to investigate prob.lem associated 
. ' 

with leadership oiler limited insight into· the experiences of female executives 111 

traditional male occupations in Nigeria compared to their males counterparts. 

Problems in this area seem to center on access, acceptance and growth'. It 

would therefore be important to investigate these issues as they relate to women in 

leadership positions. One of the gaps in literature, particularly in male dominated 

work environment, eenters on perception or treatment in the workplace. This study 

would therefore illuminate problems of women with regard to their perception of 

treatment in traditional male ticcupations. lt is pertinent to know that understanding 

how to survive in 111ale dominated work environment is crucial to women's 

development. This experience must be understood if remedies or solution to 

females' problems at work 111ust be adequately considered. 
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1.2 STATEMENT OF PROBLEM 

There is evidence that women's experience in male dominated work 

environment differ from that nr men. Literature (e.g Morrison, 1992: Naff, 1994) 

indicated that nven and covert sex discrimination or differential treatment of 

individuals because oJ' gender is a major reason why women's experiences differ 

from men's as well as explanation for _glass ceiling. Glass ceiling is coined to 

describe the subtle barriers. that block the advancement of women and minorities 

(Naff, 1994). TJ;c two dimensions or glass ceiling are the nature of barriers that 

limits women's advancement and women's perception of their treatment in the 

workplace. 

Kanter, ( 1977a), explained that in the interaction between males and 

females is gender bias thut may intluence women's experience at work. When 

females ure perceived, treated (not recognized and supported), and evaluated based 

on certain preconceived notion, there is a signal indicating an unfriendly 

atmosphere (Naff, 1994 ). As suggested by social psychologists, a hostile 

environment is created through everyday interaction that defines gender as a 

process of deference for women ancl dominance for men (West & Zimmerman, 

1987). 

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

where women are not welcome, tokens J'elt highly visible encapsulated in their 
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roles and highly contrasted with , members or their work environmenL This is 

because being in the spotlight has advantages hut when it is consistent, it can be a 

liability and this could be a snt1rcc or pressure for l'emales. Kanter ( 1977a) further 

explained that being \Imler prL:ssurc in these cnviron111ents: wo111cn want to perl'or111 

bt:tter than they would have done in a sex neutral or female dominated 

environ111ent, where the atmosphere is friendlier. 

In addition, wo111en's s<!lfeva\uation (which reflects in their self-esteem and 

• self-efficacy) may significantly i111pact on their perception of acceptance and career 

growth. For example. women have often been viewed as being less capable and 

competent than men. Women's self-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 tokens (females) possess a competitive edge. For 

the males, this may highlight tokeL1's achieve111ent to the exclusion of 111a\es. 

Threatened with change, for cxa111p\e hiring wo111cn, dominant group would renew 

its co111111on 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 pcc:r group and robs them of the opportunity to develop informal 
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linkages and c,m1act wilh o\hcrs 1ha1 bcco111c increasingly important if they want to 

rise in the organization (Yoder. 1989). It is important to note that because of 

negative attitude and stereotypes. observable differences may be stigmatizing for 

minority. 

These discriminatory practices which Rowe ( 1990), defined as micro 

inequities may sugges\ lack or acceptance. Lack of acceptance may be associated 

with actions, which are unjus1 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 and promotion, the consequence of which is wide disparity in the 

growth rate between males a1id females along their career path. In situations like 

this, how do women's (internal) personality characteristics such as selt~esteem and 

self-efficacy and rautors (external) such'as recognition and suppo11ive management 

influence perception of their experience in terms or acceptance and growth in the 

workplace. Both personal and social factors have been found to influence work 

experience. 

Peters ( 1999), 111 his !'indings revealed that discrimination and 

organisational obstacles supported by historical and cultural norms, and per:;onality 

characteristics combine with management strategies create problems for female 

CODESRIA
 - L

IB
RARY



l) 

executives in the workplace. Since pcrceptioll'is a function or person and situation 

variables. appraisal or the external wcl'rld is affected not by the attributes or wh,ll is 

perceived but by rhe deepest assumption people. hold about themselves, other 

people and lhe WDrld ar,1u11d 11lc111. 
' 

Thus. there is the need 10 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 doeulllcnling their experiences in terms of their perceived 

acceptance and' growth in lllak dolllinated occupations. 

1.3. PURPOSE OF STUDY 

This study investigates the experience of female executives in male 

dominated occupations 111 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 or the experience of female executives in male 

occupations was considered because there is rich literature on women in 

management and fewer ones on feniale executives in this category and a greater 

part or such research findings may not be totally applicable to a country like 

Nigeria. This is because 01· the various cultural. personal and social factors likely 

to be at play in determining female executives' work experience in different 
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societies. A research or this nature is therefore necess.1ry for e111pirical exalllination 

and documentation. 

The study also addresses the factors associated with perceived acceptance 

and growth of females in 111ale dominated occupations and compares these with that 
' . 

of their male counterparts. Allhough. literalure has suggested the contrary, it is 

ot'ten assu111ed that male dolllinated work environment does present equal 

opportunities for males and fe111ales. If 111ales and females indeed compete 

favourably without any ill l'c!cling, 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 attracted 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 01· 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 differences in 

perceived acceptance and growth in the three occupational categories. 

Finally, the study ai111s 10 enhance literature on minority group in Nigeria by 

combining data from literature, the survey method and both focus group and in­

depth interviews to check consistency of findings and make recommendations for 

policy making and implementatinn. 
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1.4. RELEVANCE OF STUDY 

The i'ew lea,krship s111dk.s in Nigeria 1ha1 have focused 011 women have 

emphasized women in middle 111anageme111 ancl factors preventing them from 
' 

breaking through 1!1e glass ceiling. givi1ig little or no attention to what happens 

arter the ice has been broken. To 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 tlie work exrcrirncc of female executives in terms of acceptance and 

growth in male dominated occupations and comparing it with that of their male 

counterparts, there would be a11 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 

parameters in the work place. While these literature provide some information, 

each view taken on its own may not provide adequate information. Thus a 

combination of both personal (self esteem and career self efficacy) and 
' 

social/structural variables (such as recognition and supportive management) in this 

study would provide a broader perspective and enhance understanding of their 

contribution to the opportunities given to women to perform. 
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The pre,,·111 ,1ut1> " :ih11 rc·lnanl i11 hiµhlighting the raclors in1·1uencinµ 

perceived acccp1,111c·e a11d grmv1l1 across the three 11ccupational categories. This 

w11uld lead 10 ,111 u11ders1andi11g 01· the relationship between women's employment 

in these occupat in11a! c:a1cg11nc, a11d the cli111atc created for perrorma11ce. A lag in 

this re'iati,111ship wuuld e11ha11cc· cff<>rt made 10 bridge the gap in order lo give rull 

expression ln k111ale potential. 

In relatinn lo the issue u1· diversity i11 the workplace, the findings of this 

prcselll research an., userul. Ii will prnvide 11ew insight leading to awareness and 

understanding nr male- d11111ina1cd occupations. Since most male dominated 

occupations 1·avuur JH:rsu11al masculine charac1eristics such as aggressive11css and 

competitivenc'ss. (which re111alcs arc assumed 1101 to possess) retaining competent 

rcmales would ,uggest a cha1ige in the culture. Ii then means values, which include 

respect 1·or dilfrrence. and rn-opcrative teamwork must be objectively integrated 

into male don1i11ated work culture. This could Ix: adopwd through the organisation 

or program that value cliffcrencc or diversity i11 the workplace. This is important 

because workl'orce diversity a11d the globalis,1tion or business will require far more 

acceptance or individual clillcrenccs and i'lcxibility in management approach and 

style than ever berorc. Designing such programme would lead to the elimination or 

misconceptions and make members or tile opposite sex. organisation policy makers 

and governmclll to he sensitive to demographic realities of individuals. 
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The result ul this resc·arl'i1 lws the potential tn highlight the need !'or the 

i'onnal collstitution ,,1· unit, that ,pccirically 1mwidc support !'or won1cll alld help ill 

devising effective plans to address woincn's collccrn. Such units could ensure 

dt'cctivc impk1ncllta,ti,1n <lt' national labour laws and international standards. which 

protect wo1nc·n. aml alsn sc'L' tu the· cli1ninat1un or all discriminatory practices 

against the 1'1111 p:1rticipati1H1 ut' w1,111c11 in the public alld private sectors 01· the 

economy. This has particular implication t'or the Nigerian work place. since most 

organisations d:, not have :illy rormal unit put in place to address gender sensi~ive 

issul!s such as those mentioned ahove. 

The l'illdillgs or this study w11uld assist organisations in job redesign that 

could lead to full cxprcssion or leadership potentials and engender positive 

pcrccptioll t'm wurnen in Nigeria. Finally. as thc global market becomes 1110.rc 

competitive. the result nl' this sllldy would motivate women to engage ill constant 

sclf-rdlectinn. be inorc detcnnincd and i'ocused. II' !'or cxa111ple the reasons 1·or 

perceived lack or acceptance and growth result from deficiency in personal 

characteri!-!tics. there is the need J'or women to get eng.agccl in self-development 

program that would belier equip them to race the challenges in traditional male 

occupations. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.0 THEORETICAL FHAMEWORK 

Under this scctio1i .• 1 number of theories that offer explanation as to 

why sexual and racial differences exist in management will be discussed. 

These are person centercd. rational bias, Alderfer's Inter-group. Kanter's 

Organisatio1rnl Structure perspective, Sex-role, Attribution and Social 

lntluencc theories. 

2.1. THEORIES EXPLAINING DIFFERENTIAL TREATMENT 

2.1.1. PERSONS CENTRED THEORY 

Several theories luive been postulated to explain the reasons (among which 

is the issue or glass ceiling) for sexual and racial differences especially in the 

management cadre. Some tir these theories are those that assume that deficiencies 

perceived to be in minority groups inform differential treatment in management. 

The effect or differential treatment in this study is measured 011 perceived 

acceptance and growth of female executives. Riger and Galligan ( 1980) have 

noted that psychology researchers have emphasised person-centred variables to 

explain women·s low job status. This is particularly important when one considers 
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the role of selr-cstee111 and efficacy 111 predicting the work experience 01· female 

executives in male dominated occupations. 

Since selr-estecm is the evalL1ation individuals make of themselves, 

maintaining that evaluation is inherent to sclr-cstimation. This exerts some 
~ ' . 

.inlluence over some individuals coping capabilities and prepares them for those 

activities of which they judge themselves to be capable. Thus both selt~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' sel r-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 reruellcd this explanation. Women's traits, behaviours, 

attitudes, and socialisation are said to make them inappropriate or deficient as 

managers because of such factors as their u11willi11g11ess to take risks (Morrison & 

Glinow. 1990). Howerel and Bray ( 1988) reported that female and male managers 

were more similar than different on personality and motivation factors as well as 

abilities. According to him, race differences were 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 or performance. 
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There is consitkrahlc evidence that wo111en and men in management 

positions have similar aspirations. values and other personality trails as well as job 

related skills and bd1aviours (Noe, 1988: Powell. 1988). This may be expected to 

influence the interpretation or their experiences. Also. human capital variable such 

as education may determine women's experience in the workplace. For example, 

the result of a study on nmtchcd pairs of female and male managers by Donnell and 

Hall's ( 1980) led to the conclusion that "the disproportionately low numbers of 

wo111en in 111anagemcnt can no longer be explained away by the contention that 

women practice a different brand or 111anagement l'rom that practised by men. 

Blan and Ferber ( I lJ87) contended that ii' this explanation is correct, then 

women should choose the o.ccupational setting they prefer and invest accordingly in 

their own human capital. Thus any policy changes adopted to correct differential 

treatment should then be directed to the educational processes rather than the 

employment setting because no differences 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 ror 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 advanceme1it (Morrison & 

Glinow. 1990). However it has been noted that person centred theory is not 
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·,.;,•, .. 

adequa1e'in explaining dillcrrnlial 1rea1111en1 in management; other factors have to 

be considered. 

EMOTIONAL INTELLIGENCE 

Emotional imelligencc is a 11ew concept derived from Thorndike's 1920 Social 
' 

_imelligence concept. Social intelligence refers 10 lht: abiliry to understand what 

motivates people. how they work and how to work co-operutively with them. It also 

includes the ability lo act wisely in hurnan relation. Ernotional intelligence is 

understanding'onc's ernolions. con1rolling and directing it in a way that enhances 

one's productivity, personal power and quality of life. Emotional intelligence is a 

1enn coined by Salovey and Mayer ( 1990) lo mean being able to regulate one's 

own and other's feelings, and to use feelings lo guide thought and action. It is not 

fixed al birth hut can be le,irnl and practised. Self -awareness, empathy, handling 

interpersonal relalionships, sclf-rnolivalion and managing emotions rnake up the 

core of emotion,il intelligence. Self-awareness, empathy and handling interpersonal 

relalionships are irnportant dimensions of social intelligence. According to Malhi 

the dirnensions ur emotional intelligence are related lo other concepts of 

psychological maiurily, emolional awareness, empathic listening and assertiveness. 

Examples of emotional competencies are sel t"-confidence, self-motivation, 

persistence, adaptability, empathy and initiative. It has been found to determine 

both personal and prof..,ssional suc<:ess. Emotional intelligent managers have been 
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found Lo be able Ill handle' !heir c11101io11s ro guide !heir thinking and behaviour, 

while those who lack this ability have had their e11101ions work against them with 

unprocluc1iw ,>utcun1es. Careers have been clestroyecl clue to interpersonal 

relationships rather ,1ha11 lacl'. nl' Lcch11ical know how. failure to build and lead a 

team and inability to change and adapt during a transition. 

GESTALT THEORY 

The concept or perceplion 1s or great importance to both individuals and 

organisation • because people rill 111 missing information and draw on past 

experiences 10 give meaning to what they see, hear and touch (Bernstein, Clarke -

Stewart, Roy. Srull and Wickers 1994). According Lo constructionist view of 

perception, images or reality are constructed from sensory information. which 

explains how the image is perceived. Figure /ground perception and grouping are 

two principles that guide the organisation of what is seen. When an individual 

looks at a complex scene he oi she automatically simpliries the simation by picking 

out objects that stand olll and rdegating the others lo the background. The ones 

picked out are .. figures" whik the relegated ones are considered as background. A 

figure is part or the visual Jicld that has meaning. stands in front of the rest, and 

always sees to 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 properties of stimuli allow for separation into figure and 
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ground. Gestalr l'sychologis1s in describing the prim:iple behind grouping argued 

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

psychologists thc:,c· arc different 1·ro111 and more than the sum of individual 

sensation anti the l'ol lowing pro pc rt ics inn ucncc perceptual organisations. 
' ' 

I) Proximity. The closer thc ohjccts the more they are likely perceived as 

belonging to~ethcr. 

2) Similarity. Sin1ilar clc111cnts arc perceived to belong to a group. 

3) Closure. People tend to fill in 111issing gap to l'orm a whole object. 

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

together. 

5) People tend to group leatures of a stimulus in a way that provides the simplest 

i ntcrpretat ion. 

The above concept provides an understanding or how others perceive women's 

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

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

up missing information about women. This method of information processing 

represents the major poi111s a1 which information input involves a selective step in 

which relevant information is seleded from a complex social environment in pan 

through the process by which it is co111prehe11clecl or recognized. 
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2.1.2. Rational Bias Explanation. 

Differential lreal1nenl 1s explained by focusing on bias shown by the 

dominant group. For example. lahour market discrimination explanation is an 

economic theory that assu111cs that relevant stakeholders examples of whom are 

employers, customers. employees, and so·on have discriminatory tastes even when 

women or minorities are perfect economic substitutes for men in the workplace 

(Becker, 1957). Blau and Ferber revealed that employers with discriminatory tastes 

hire women linly al a wage discount large enough to compensate for the loss of 

utility or level of discomfort associated with employing them. 

This is a psychological theory thal suggests that discrimination is influenced 

by comextual circumstances in which sexual or racial bias results in career rewards 

or punishments (Larwood. ·outels & Grattiker, 1984). In situations like this, a 

manager's decision lo discriminate is based on whether such discrimination will be 

viewed positively or negalivl'ly by relevant stakeholders and on the possibility of 

receiving reward, for discriminating. This is related lo the group gain theory, 

which argues that dominant social groups discriminate against subordinate groups 

because individual 111embc:rs of the dominant group enjoy concrete gains as a result. 

Discrimination. by thi: dim1inant group was addressed by Wells and 

Jennings ( 1983 ), who argued that black individuals are not rewarded on the basis of 

their performance. Blacks are syst,m1atically excluded from advancement. This 
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argu111ent, which rl'ialL'' 10 blacks. can also he cx1endcd 10 the experiences of 

fe111a\es who arc rnnsidcrcll 111inorities in m:ile dominated jobs. For example. 

because of the hl'liL,r hy males thal females are less suited for management 

posi1ions particular!y in 1radi1ional 111a\e jobs. lhey may be accorded less 

recognition and support. These may inrluence perceived acceptance and growth. 

Even when no differc·nces exist, so111e studies have suggested that deficiencies are 

presumed (Stevens I 984; Thol!las & Alderfer, 1989). Thus, a111biguity or lack of 

specific inforniation about an individual contributes to bias against women and 

111inorities because judgmenls are based on negative stereotypes of the group as a 

whole (Nieva & Gutek, 1981 ). 

2.2.0 SYSTEMIC BARRIERS 

2.2.1 Alderfer's lnlergroi1p Theory 

In psychology, structural barriers are included as part of situation centered 

perspective (Ruger & Galligan. 1980) and organizational structure perspective 

(Fagenson, 1988). Aldcrfer's l111crgrnup Theory highlights structural discrimination. 

According to Alderfer, two types of groups exist in organizations: identity group 

and organization group. The identity group is based on ethnicity, family, gender or 

age. The organization group is based on common work tasks, work experience, 

and position in hierarchy. 
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It is assumed tlwt tension results because organization's group membership 

changes whereas idcn1ity group membership docs not. It is believed that when the 

pattern of group relations witliin an organization mirrors the pattern in society as a 

whole. such as whe)l males rrcdominate in high status occupations and positions, 

evaluation or females are likely tn be· distorted by prejudice. This indicates an 

unfavourable attitude toward pcopk because they are members of a particular 

group. Consequently because females are considered outsiders in male occupations, 

they may not be welcome and evaluation of their performance may be based on 

preconceived 1101 ions. 

Intergroup theory has elements in common with the dual labour market 

concept in economics. The dual labour market consists or a set of better or primary 

jobs and a set of worse or '.secondary jobs with little mobility between the two. 

Groups most frequently associated with the secondary labour market including 

women and minorities arc largdy confined there. and discrimination is often 

justified as economic efficiency (Osajima 1988). Within management, the 

secondary jobs may not 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 management thus 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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Tho111as and Alderkr rl'vealcd that 111i11orities struggle with filling into two distinct 

cultural worlds. Those frn111 cultures other than that of the do111i11ant work group 

111us1 choose ho\\' tn 111a11age the stress of moving physically. cognitively and 

c11101io11ally. Situations like this may be perceived as unwelcn111ing and frustrating 
' . 

and accounts for dilleren11al trca1111e111. 

2.2.2 Kanter's Organisatinal Structnrc Perspective. 

Simmcl ( 1950) in his analysis of the significance of numbers in social life 

argued that ntunerical 111odificatio11s affect qualitative transformations in-group 

interaction. He dealt with the impact of absolute 11u111bers 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 rnislci1di11g conclusions. However, other researchers such as 

Kanter ( 1972); Nie111a1111 and Davidio, ( 1998) shed light 011 the issue by looking at 

the effect or proportions 011 group life and relationship of solo status and perceived 

distinctiveness to job satisfaction respectively. 

Kanter ( 1977a) emphasised that wo111e11's lack or opportunities and power 

in organisations and the sex ratio of groups within organisations explain women's 

lack of managerial success. The work 01· Kanter ( 1977b) laid the groundwork for 

understanding effects of minority status in work environment. Cioffi ( 1995) and 

Major ( 1991) argued in their study that the perception of quality of work life even 
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in silllilar situations 111ay be affected by the individual's ethnic or racial group 

111e111bcrship. I<antcr's ( 19771') work highlights the significant aspect of social life 

particularly i111porta111 fur undnstanding interactions in groups composed of people 

nf different cultur~. calego!·ie, or status. In her work, she explained that groups 

with varying proportions or people or different social types differ qualitatively in 

dyna111ics and processes. This di !Terence is not 111ercly a function of cultural 

diversity or status (Zaleznick Chnotensen, & Roethlisberger 1958). It retlects the 

effect of cont:tct across categories as a function of their proportional representation 

in the system. 

Kanter { 1977b) identified four types of groups on the basis of various 

proportional representations or kinds of people. Uniform groups haw only one 

kind of person. which is one significant social type. The group may develop its own 

differentiations but groups cimsidcred uniform are ho111ogeneous with respect to 

salient external status such as sex, race or ethnicity. Uniform groups have a 

"typological ratio" or I 00:0. Skewed groups are those in which there is a large 

preponderance or one type over another, up to a ratio or perhaps 85: I 5.The 

nu111erically dolllinant types also control the group and its culture in enough ways 

to be labelled ·'dominant". Those fewer in number in a skewed group can 

appropriately bc called "tokens". because they are often treated as representatives 

of their category, as symbols rather than individuals. If the absolute size of the 
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skewed group is small. 1oke11s ca11 also be solitary individuals or "solos", it is 

di1Ticul1 for them to generate an alliance that can become powerful in the group. 

Next is the titled group. which moves toward less extreme distributions 

and Jess exaggcra1,cd c!Tecls. In this situation. with a ratio of perhaps 65:35. 

dominanL are just a majnri1y and tokens a minority. Minority members are 

potentially allies. can form coalitions. and can affect the culture of the group. They 

are individuals differentiated from each other as well as a type differentiated from 

the majority. 'Finally. is the balanced group, al a typological ratio of about 60:49 

down to 50:50. the group hccon1es balanced culture and interaction reflect this 

balance. Outcomes for individuals in such a balanced peer group, regardless of 

type, depend on other s1ruc.:1ural and personal factors, including formation of 

subgroups or differentiated 'rnies and abilities. The characteristics of the skewed 

group provide a relevant poi111 for the cxa111ination of the effects of proponio11. This 

is because, it is one encountered by large nu111bers of wo111en in-groups and 

organisations in which numeric distribution have traditionally favoured men. 

Ka111er ( 1977b) fui:ther enlarged our understanding of male-female 

interaction and the situations facing women in organisations by introducing 

structural and co111ex1ual effects. Most analyses to date locate male-female 

interaction issues either in broad cultural traditions and the sexual division of 

Jabour in society or 111 the psychnlogy of men and women whether based on 
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biology .or socialisation ( Kanter. 1976a). In both macroscopic and microscopic 

analysis, situational and structural effects sometimes confound sex and gender 

co111po11c111s. For L'Xai11plc. successful women executives arc always m11ncrically 

rare 111 their or~anisatio1_1s whereas workingwo111cn are disproportionately 

concentrated 111 low opportunity occupations. Conclusions about "women's 

behaviour" or "111alc attitude· drawn from such situation may sometimes confuse 

the effects of situation with the sex rolt:s. Indeed such variables as position in 

authority and jiower structures account for a large number of phenomenon related 

Lo work behaviour labelled as "sex differences" (Kanter, 1975). 

The study or particular proportions or women in predominantly male groups 

is thus relevant to group process, which influences male-fe111alc interaction. This 

analysis deals with interaction in face-to-face groups with highly skewed sex ratios. 

More specifically. the focus 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 fields at every level of organisational structure commonly face this 

situation. But proportional scarcity is not unique to women. Men can also find 

themselves alone among women, blacks among whites, very old among young, the 

h_lind among the sighted. The dynamics of interaction is likely to be very similm in 

all such cases, though the content of interaction may reflect the special culture and 

traditional roles of both token and members or the numerically dominant category. 
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Use u1· the 1cn11 '"lukc11·· 1·m the' 111i11Dri1y nurnb.:r rathc'r 1han "solo". 

"solitary" or ·'\one" highlights so111c special characteristics associated with that 

position. Tokens arc: people- idc:111il.ied by ascrih,xl characteristics (such as sex. 

race. n:ligion and so 011) ur other characteristics that carry with 1he111 a set or 

assu111p1inns about CL1iturc. status and behaviour highly salient 1·or majority category 

rncrnbers. These characteri,tics, which Hughes ( 1944) referred 10 as ''auxiliary 

traits" are brought into situations in which they are seen to differ 1·rom others in 

terms of these secondary ,111d in formal assumptions. The i111portance of these 

auxiliary trails is heightened ii" rncmbers of the majority group have a history of 

interacting with the token's category in ways that are quite different fro111 the 

de111amls of task accomplishmcnt in the present situation as is true of men and 

women. 

Furthermore, because tokens are by dcrinition alone or virtually alone, they 

are in the position or representing their ascribed category lo the group whether they 

choose to or 1101. 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 distrihution of social types generate certain perceptions of 

the token by the dominants. These perceptions determine the imeraction dynamics 

between tokens and dominants. The proportional rarity of tokens is associated with 

three perceptual phenomenal: visibility, polarisation and assimi\a1iu11. 
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Token n1c111bcrs kel highly visible. Awarc11ess or each 111c111ber or the same 

social type decli11es as the proportion or total membership occupied by the category 

increases. This is because each individual becomes less and less surprising, unique 

or noteworthy. In ~,cstalt 1~rn1. they lllorc easily become "grnund" rather than 

"figure". But ror tokens there is a ··1aw or increasing returns" as individuals of 

their type come to represent a Slllaller nulllerical proportion 01· the group, they 

potentially capture a larger share or the group lllember's awarem:ss. 

Polarisation or exaggeration or differences is the second perceptual 

tendency. The presence of a person bearing a different set of social characteristics 

makes lllembers of a 11ulllerical dominant group more aware of both their 

collllllonalties with and their di!Terences, especially because tokens are by 

definition too few in number to prevent the application of familiar generalisation of 

stereotypes. It is thus easier 1·or the· commonalities of dominant to be defined in 

contrast to the token than it would be in a lllore 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 lo represem a significant proportion of the 

group itself. 

Assimilation, the third perceptual tendency, involves the use of 

stereotypes or certain preconceived notion to describe a person's social type. The 

characteristics of a token tend to be distorted to fit the genera_lisation. If there are 
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enough peopk of the token', type lo let discrepant examples occur, it is possible 

that the gcnernlisalio11 will change lo accommodate the accun1Lllatcd c,ises, But if 

individuals or that type arc only a small proportion of the group, it is easier to retain 

the ge11eralis,11ion and distort the perception and assumption about the token. 
' . 

Token·s social category allows us to sec the c\evclopment or patterns of adjustment 

as well as the perception oi" and response to tokens. However. the concepts 

identified here is applicable 1,i other kinds of tokens who face similar interaction 

situation 

The analysis undertaken here also suggests the importance or structural and 

social psychological variables in affecting male lcmale interaction and the roles of 

women in work groups and organisations. Investigation or the eftect, of proportion 

on group life and social psycholbgicill theory for understanding male-female 

imeraction is a step toward· identifying the structural and situntional variables that 

imervene between global, cultural defi1fitions of social type and individual 

responses that shape the context l'or face-to-face interaction among different kinds 

or people. 

It 1s perhaps evident that e!e111enls of the different approaches are 

significantly related lti the experience of fe111alc executives measured in terms of 

perceived acceptani.:e and growth in male dominated occupations. Thus, the 

interaction or ,iluational factors and 11orson centred cliarncteristics account for 
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differential lrea1111cn1 (Rigcr & Galliga11. 1')80). The un,kl'slanding of lhe 

interaction between person cc111red a11d situation specil'ic variabk., is not complete 

wilhouL 111aking 111cn1ion nr l1<>w observable sex role hd1aviour .. r nien anti women 

which results fro111 ~arly soci_alisa1io11 is mentioned. 

2.3.0 SEX ROLE THI~ORY 

Explanations of the acquisition of sex role behaviour us111g social learning 

principlt:s are the most widely accepted today. Focusing 111ai11ly on observable 

behaviour, social learning theorists have formulated a set of hypotheses, which 

describe and explain simple learning in humans. Social learning 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 are repeated i11 the fmure. Sex role inappropriate behaviour or those 

responses that deviate 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, behaviour.ii differences are expluined as a differential sex role 

socialisation process. Sex differences in social behaviour are perceived as resulting 

from societal positinn of ,nen and women thus, gender roles arc· so lightly woven 

into the fabric of the society that no individual development is free from their 

influence. These roles are associated with several ch,1racteristics. According to 
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Funnel et.al ( 1978). Ille dillerrnlial sex role socialisalion observed in ihe behaviour 

of males and females can !Jc explained by the succcssrul socialisation or individual 

lo lhei r approprialc st>x role. The early social isa1 ion di ITerenccs are rein rorccd as 

individual develops an aduli pcrsnnality. Thal sociely has an influence on sex 
' . 

linked social behaviour is dcrnonslrated in the differences thai exist in female and 

rnalc behaviour in differcr11 societies. Such differences range from extreme 

submission on the pan or the remale and domination on the part of males 

• (Marshall, 1982). 

Other studies have highlighted the behavioural differences 111 career 

aspirations and anitudes. For exampk, one of the important variables associated 

with women's parlicipalion 111 non-traditional occupations have been sex role 

(Lyson & Brown, 1982). For example, women have less confidence than men do in 

their ability lo do science (Erionsho. 1994; Erindero 1986; Slrenta, et al 1993;). 

Also, the choice or course 10 major has been associated with gender 

appropriateness and occupational choice (Strange & Rea, 1983). Women with more 

traditional sex role alliludes have tended to see male-dominated occupations as less 

often within lhe range or pnssible choices. Thus, women's perception of their 

peers' attitudes. and of barriers versus opportunities for participation in non­

traditional occupations (Harring. ·B'ayarr.l-Tayler, & Gray, 1983) has impacted 

women's educalion and occupalio"nal behavour (Clrn11c1:jce & McGarrcy, 1989). 
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Certain assu1nplions 111.1de in line with social learning theory revealed that, 

expectances arc transl'onncd into sex dil'rcrences in psychological attribute and 

social behaviour in two ways. First, is the learning cir sex typed skills and second is 

the direct influenc~ nr ex1?ccta11ccs associated with gender roles on people's 

behaviour and disposition l C:all igcn, 1982). The studies 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 their 'crrectivencss as leaders by expressing a leadership style that is 

compatible with sex role expectation which is a human relations oriented leadership 

style. These are the basis or gender stereotypes. 

Gender role stereotyping is the promotion or expression of commonly held 

beliefs about gender role dillerenees, sometimes Lo the point of caricature. 

According to gender role stereotypes operation. one group is assigned a set of traits 

that would facilitate their dominance and control of another group (female), which 

in turn, is assigned another dillcrent set or traits that would render them easily 

controlled. The stereotype picture or men as the dominant gender group and 

women as the submissive one i~ strikingly similar to the actual relative state of men 

and women in our society and in the work setting. 

Despite women's iilcrcased education over the years they arc still far from 

being represented in the whole range of occupation. Prestige occupation and 
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professions are still seen hy hoth women and men as the proper domain or men. 

The exclusivity with which their position has traditionally been assigned is 

pervasive althongh in a n1uch more subtle way, since work discrimination is no 

longer tolerated in most socic1ies. The social structure reflected in most occupation 
' . 

and professions can he regarded as a microcosm of the social structure or the larger 

society, where it is held that women's place is int·erior to that or men. 

Long held attitudes regarding the appropriate position for men and women 

• do not vanish overnight. Most men in the employment are unable to accept women 

in position of authority or dominance over them. Al the same time, certain 

occupations continue to be seen as belonging to men's domain, not because women 

are incapable or fulfilling the job requiremems, but because many of those jobs 

exist within a social atmosphere similar 10 that or an exclusive man's club. Thus, 

masculine behaviom and language and even the kinds of jokes regularly exchanged 

by occupants of these jobs convey the impression that the job is closed to women. 

Such is the case too. when women arc excluded from consideration for a particular 

job. 

These observations reinforce the preconception that the job in question is 

parts of man's world, where women have no business trespassing. Men are also 

casualties or 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 lhc pressure or lradilional 111asculine rok also prevent them 

fro111 enlering jub lhal do 1101 allow 1he111 to prow themselves as men through the 

exercise of power and do111inance. Thus. social and psychological pressures that 

prevenl men and women alike' rro111 diversifying their employ111ent role prevent an 
' . 

individual from expressing his or her polential in cmploy111ent. The different sex 

role expectalion, have been i11strurnen1al in describing and explaining what others 

do. This has \eel 10 review of lhc attribution theory. 

2.4.0 ATTihBUTION THEORY: 

This theory has been used' to explain how our perceptions colour the 

charac1eris1ics of what we perceive (Klein, 1989). According to Cheng and Novick 

( 1992) people lend 10 fon11 implicil theories ahoul why people (including 

themselves) behave as !hey tiu and about what belwviour to expect in future. Three 

major steps were developed in finding lhe reasons why people behave the way they 

do. These result from Heidcr's ( 1958) proposilion that a major job of a perceiver in 

understanding the world is to find underlying causes of things he sees happening. 

Heider iclentiriecl 1wo broad classes or causes: p<!rsonal and environmental. In other 

words. we anribute action, to personal dispositions or to situational fociors. 

Jon<!s and Dauis ( 1965) and Kelly ( 1967) extended Hei(kr's proposition and 

developed tile third key notion. thal perceiver collects three kinds of information: 

(I) How often a person took a similar action in a similar circumstance in the past 
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(consistency), (2) how olkn that person performed the same action m different 

circumstnnces (distinctiv~ncs,) and (3) how 111any other people did that son of 

thing in similar circumstances (consensus). In n:lating this to men's nttitude toward 

women. it can be i1~i'crrcd r,,'.1n1 the above that men attribute women's performance 

to inability rather than other !'actors outside them. 

These attributional dii'f'erences rnay help males and impair fernales in 

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

especially in environrnents where they are considered aliens. Females' self­

perception has been influenced hy negative views fro111 others. Causal attribution 

are not without some errors and one proniinent example is fundamental attribution 

error which is a widespread tendency to attribute others behaviour to internal 

factors (Burgar. I 9'J I). Also an initial impression or belief can constitute a self-

fulfilling prophecy (Merton. 1948). This is because it elicits behaviour that 

ulti111ately coni'irllls it. Tl1is also helps to 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 

vuriability in another person·, belmvioui· created by external causes. The general 

tendency to overestirna1e di,positional !'actors ol'ten stops short of our own 

behaviour. which we perceive as situationally determined. 
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2.5.0 SOCIAL INFLUENCE THEO RV. 

According lo social role: theory (E,1gly 1983), men and women are 

distributed i1110 social roles and these i.nfluencc the rerception of how competent 

females and males ,ire. First based 011 the division of labour in the family, men have 
' . 

one11 had the rnk or financial provider ·and wo111cn the role or the l10me1naker. 

Second. paid ernployn1c11ts are highly gender segregated with men's positions 

conferring higher kv..::ls of status and rower than women's. Typically, the higher 

status occupaiional roles to which men have been assigned require agentic 

behaviours, such as tasks competence, leadershi[l, and dominance. Conversely, 

women's domestic roles and lower status occupational roles more often require 

communal behaviours such as nurturance. kindness and selflessness. 

Eagerly ( 1983) argued that people have deduced the gender stereotypes 

through observation of men and women in these highly segregated roles and as a 

result. have come to expect men to behave in a more agcntic manner than women. 

The association of ·111cn with powerful high status roles has resulted in men 

generally possessing higher lc.vcls of status than women. According to expectation 

states 1heory (Berger, Fisek & Zelditch, 1977), gender acts as a diffuse status 

characteristic. a general attribute thal is associated with an individual's relative 
. C 

status in society. The variety or diffuse staius identified includes gender, race. 

degree of physical llltractivcncss. and education. Thus characteristics considered 
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desirable sucl, as white·. hei11~ 111ale and well educated conJ'ers high status. High 

status individuals an: assu,ned tu be more competent than low status individuals 

and people seek the opinion nJ' people in this category and yield lo their intluencc 

than low status individuals (lkr!.!erct al. 1977). 
' . -

Social influence theory argued that gemkr differences occur as a result of 

gender stereotypes. The theory reveals that women and girls c:xert less influence 

than men and boys because l'cmales more than males must establish themselves as 

competent and likeable sources in order to be inrluential. Likeable sources appeals 

to their audience because they are ~imilar to them, are physically attractive, or 

possess other socially desirable characteristics. Competent sources appear 

knowledgeable. intelligent. 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 exen greater influence than females because gender stereotypes 

presuppose that males are morl! competent than J'cmales. 

The tendency to encourage high status people to contribute their ideas and 

act as task leaders creates a self J'ulrilling 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 to exhibit higher levels of competcnct: and performance, but these 
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expectations kad 1hc111 10 ,1c1ually. he more succcssi"ul al influ<.:ncing others. While 

high status individuals arc t!ivrn lhc opportuni1ies to exert influence, low status 

individuals are denied thC')l' opportunities. Individuals· diffused stalus not only 

affects their perceived compe1cncc and expeclaLions about their future performance, 
' . 

hut also affects expectations about what constitutes appropriate behaviour in the 

group. People perceive low slalus individuals to lack legitimacy as authorities and, 

as a result, arc more likely Lo resisl the influence of low stains than high status 

imlividuals (R'.idgeway & Berger, 1986). When low status individuals behave in a 

status asserting manner. over1ly attempting to influence others or Inking on 

leadership roles. Lhey are ignored or penalised and rejected, which drops their status 

furl her (Meeker & Weitzel-0' Neill. 1985). 

Status theorists ha,;c argued that women's lower status relative Lo men is 

particularly highlighted in inleractions 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 s1a111s than women, men, more thim women, would be 

given opportunities for full expression in male occupations. CODESRIA
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EMPIRICAL AND RELATED STUDIES 

2.6.1 WOMEN'S SELF-CONSCIOUSNESS IN TRADITIONAL MALE 

OCCUPATIONS. 

Ii is well established 111:11 gender becomes a more saliem issue in non 

1raditional occupalinns where wn1ncn 111us1 1101 only demonstrate their competence 

on 1he basis or !heir skills ·b111 mus\ solllehow overco111e their difficulties as well 

(Mansfield, Vicaiy. Cohn. Koch & Young, 1988). In addition Lo these obstacles, 

male domina1ice of senior lllanagement positions presents other challenges to 

women, when sex ra1ios arc skewed. In situations like this, women may feel that 

they are not a good !'it wilh tl1e prevalent culture, or that they need to change in 

some ways to !'it in (Cox, 1994). Arnold et al., ( 1995) explained further that women 

taking on 111anagc111cn1 posi1ion in particular might discover sex role conflicts 

within themselves. 

These perceptions and conflicts result from wo111en internalising traditional 

fe111ale behaviour through socialisation (Havard, 1986). It is obvious that a great 

deal of learning about sex roles lakes place among women during the early phases 

of their lives. and 1his can 1ranslatc ilseli" into an atlilude that creates difficulties 

Ja1er in work life or life in general. The internal blocks that women experience 

whid1 derive from .:arly sex stereotyping and socialisation has Jed to some women 

being caugh1 in low expcc:talinn trap particularly when performing u task meant for 
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111en and 111any avoid succcs, in order Ill behave in a socially approved 111anner 

(Horner. 1970). They may l'ccl that their perfor111ancc is unequal 10 the task, wl1ich 

is often a self-l"ulrilling pro11hccy. 

This culture trap creates difficulties for wo111en because most 

organisations are domin:llcd hy male values and bd1aviour where women (if 

alkiwed) in are expected 10 play a less achievement oriented. less aggressive and 

111ore dependable roles. Within .this sys1e111, Marshall (1995) reported that the 

' panicipanls ii1 her study ex plained that they would someti111es modify their 

behaviour or try 10· control their presentation of self. The ambiguities about their 

image however undermined Ll1eir organisational 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 lo be al the cost of social 

relationships at work (Udegbe. 1997). 

The situation is n.ol different in acade111ic profession thought to be gender 

neutral. Merilainen and Kadla, (1999) revealed Lhal academic women expressed 

themes of professional margipalisation and exclusion fro111 centre of professional 

authority. They have a tendency to keep a "low profile" even in cases of apparent 

discrimination. They often atfribute academic success lo fate or luck unlike men iii 

academia who usually see their success as the direct result of their achievements 

(Wager, 1994; Hawkins & Sch,ultz, 1990; Stolte-Heiskanen, 1991 ). 
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Thus. it appears that women an: raced with the possibiliti.:s and ;1111bigui1ies 

that arise l"ron1 defining 'ihc sell"-conccpl and evaluating their ability. Such 

expectancies may affect minorities self perception as noted in Cooley's ( 1902) 

··Jooking glas,· sel.f rnetapi,10r. resulting in a feedback loop (Kanter 1977a), in 

which response and behaviour are co1111cc1cd and becornc self perpetuating, self 

sealing systems. 

From the above revie.w ii is evident that the self is a significant determinant 

of work outc,"\rnes such as work allitude. 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 lO feel good about themselves and 

rnuch or what they do and believe is concerned with enhancing, presenting and 

restoring this self-cstcern .. Brockncr ncited that compared to workers low in self­

esteem, those high 011 this trail are arnong-other things more apt to strive hard in 

response to negative reedback. 

He recognised that sel r-eslel'm may he global and specific, and that there is 

a whole range of related concepts such as self-confidence and self-assurance. 

Those high in seJr-esteem believe that their career is more likely to satisfy their 

desires and that they poss.:ss 11.10re ability in order lo succeed than those low in self­

esleem. This is because low sclf-csteen1 people relate to social comparison and 

uncertainty concerning the correctness ,of one's beliefs and behaviour; have a 
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greater susceptibility 10 thc i11lh1c11cc or negative rccdhack. 

In a related 111a1111cr, in explaining the ·,nflucncc of scll'-clTicacy, Bandura, 

( 198'.2) stated that individuals avoid activities that exceed their coping capabilities 

and perform those' :ictivities_ (,1· which they judge themselves to be capable. Thus, 

women are lower in scll'-ellicacy for non traditional occupations because of 

traditional sex role socialisat,011. This subsequently affects the development of 

specific career efficacy. Whereas, Kanter ( J lJ77b), suggested that these outcomes 

couid occur ro'r either gender when they were a minority group, recent research and 

reviews have indicated thnt these outcomes occur only for women in predominantly 

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

2.6.2 EXPERIENCE OF PARADOX IN WOMEN EXECUTIVE'S 

SEARCH FOR IDENTITY 

The review or literature suggests 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. The social environment of work is based on 

processes of interaction that produces symbolic representation, meaning and 

interpretation rather than a world of objective fucts (K,itila & Merilainen, 1999). 
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Previou, research ha, shown tluil work requires perpetual action by the 

participants and as such perception or equality and discrimination extends beyond 

the work activities carried 011t 10 involve the social relations and i111erpretive 

processes tlrnt susta!11 it. In :a study 1ha1 rocussed on the balancing acts or women 

scientists and engineers in today's rapidly changing world reported in Catalyst 

( 1992). it was revealed that women mentioned some or the challenges they face to 

include isolation and gaining credibility and respectability fro111 peers. They 

• described the clitnate as hostile and that wo111cn were seen as a problem, an 

anomaly or deviant. This implies that the working conditions for women may not 

be favourable. 

Consequently. i11diviclual experiences arc subject to the interpretations 

available in the social disniurse that operates within such system. As a result, 

individuals who arc categorized as women face a lot or ambiguities that arise from 

the concept or their roles and status. Subsequently. in this situation women 

experience a general sense or doubt about self worth. This sense or doubt according 

to Hmnbergcr ( 1981 l. results from the experience of boredom, vagueness and 

withdrawal. All ol' thes.: have Ileen associated with alienation, a state of 

estrangement within the self that is felt consciously and unconsciously as a split­

level rersonality. 
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Alie1wtion an1011g c·s,·cutives within the work culture/environment could be 

caused by the parado., of "'re:ility" and ''anxiety" (Hamberger, 1981) Reality lies 

in the question or loytilty to either or the parties involved in the business game 

since every group c,onsists <]i" the do111ina111 and submissive members. In another 

way, the dominant and submissive group could be described as chauvinistic and 

androgynist group. This diclrntomy represents individualistic and co-operative 

tendencies. The anxiety side or the paradox is the question of "can I be the real me 

• 
in this reality choice". Withi:n this culture where a person without a "rudder" and 

some standard or how to steer will be tossed to and 1·ro, how can the executive 

without self worth and determination survive'!. 

Relating Hambcrger's ( 1981) findings to the world of women in male 

dominated occupations, certain assumptions can be made. Firstly, the dominant 

culture is patriarchal and tl1is reflects itself in the stereotypical categorisation of 

women's identity. It has been assumed that women's identity is located in the body 

and emotion as opposed to 111cn·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 activiti'es are associated with femininity. 

Consequently. women arc characterised. as lacking 111 characteristics 

required for professional and executive identity. Thus. masculinity is taken as the 
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norm while fominini1y is s<:en as lhc difference. This prese111s lhe re,1li1y or the 

si1ua1inn, which is Cllllsidt:rcd "chilly" and lonely. In line wilh lhis, Gu1ck and 

Dunwoody ( I ')87). reported in 1hcir study 1ha1 in such environments women may 

be more vulnerable lo ~~pcncnccs. of isolation. sexual harassment and 

disc rim i nation. 

Secondly. the a11xic1y side nr the paradox describes women's adjustment 

111 their chosen fields. Marshall and Wetherell's ( 1989) study of professioiial 

• identity or female lawyers revealed that women engage in general discourse, which 

interpret structural inequali1ics 111 terms of some important sex linked 

characteristics such as inclependt:nce, high intelligenct:, for males and being passive 

and emotional l'or females. These characteristics arc perceived to be related to a 

system of values which priL11izcd masculinity. Consequently, women are seen to 

belong to Lhe family or domestic spheres that are devalued. This position has 

forced women into a si1ua1io11 in which they wonder how they can express the real 

selves, and struggle to h,imllc the tension between personal and professional 

identities. which Katila and Menlainen (1 LJ99) believed are at odds with one 

another. They further explained that in this sense, women are simultaneously 

present and absent. According to 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 cns1,. Ha111bcrgcr pointed out that executives start new 

business or conror111 Lo what operates in the environment. In a related manner, 

Gherarch ( I <JlJ.cj.) explained that this entails rorcing. shifting, and reducing the 

boundaries between 111ale and knrnle in both social practices and in systems or 
' . 

thought. Although the increase in the number or women in existing traditional 

male occupations suggests a' conducive work environment to which women are 

welcome but research has slinwn that women long for an ethical process amidst 

their daily conti"acJicting demand. 

Thus. the search for full exprc\sioi1 and meaning has led some women to be 

self-employed. To this group \'f women, 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 dc111and on women's reproductive behaviour found that 

respondents supported self e111ploy111em or informal sector employment because 

they are more flexible in terms of work schedule and they place less obstacle for 

women's' non-work responsil)ilitics. Similarly. Buttner and Moore ( I <J97) noted 

that among other things. blocked 111obility within corporate settings and women's 

desire for challenge and self dewrminmion motivate them to become entrepreneurs. 

This is preferred to struggling to achieve an idclllity 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 heen without some personal costs that 

include withdrawal and vagurncss as earlier explained. 

Franklin ( 1968), poill11ng tn the illlportance or cultural milieu emphasised 

that an individu,d 7xpcricn~c a feeling or sense or serenity or healing when there is 

a meaning in the uuivers,'. which reflects rn1 accepting cultural milieu. This 

co1nbined 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 

commitment to building up of personal qualities such as self esteem ,111d self­

efficacy are essential for wo111en 10 make major impact in male dominated work 

environments. Ii is believed that women can positively influence their identities 

and can reject. ignort\ chailcnge and reform expectations and the range of option 

available 10 them. Co11seque111Jy. there must be a definite stand to succeed, and a 

continuous advocacy for change to make male dominated work environment a 

belier place for themselves and others after 1he111. 

2.6.3 IMPACT OF ORGANIZATIONAL POLICIES AND PRACTICES 

ON THE STATUS OF WOI\IEN. 

Gender discrimination. according to World Bank Policy Research 

Report (200 I) remains persuasive in 111any 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 ti111es. In Nigeria, gender issues in development were 

treated as peripheral in natin11:il planning until tile declaration of UN decade for 

women development between 1975 and 1985. However. it has been observed that 

in spite of all these st,1btle disc.rimination exists in the workplace. 

While the political bureau nr Nigeria recommended in 1987 that five 

percent (5%) lkcisio11-111aki11g positions should be reserved J'or women 111 all 

spheres of national life (Akande 1996), it has been discovered that Jess than five 

• percent (5%) positions are occupied by women. With respect to public service 

appointment, the number or permanent secretaries/director general rose from three 

percent (3%) in 1985 to ten percent (10%) in 1991 and this is still well below ten 

percent ( I 0%) (Nigeria Country Report, 1995). In explaining the trend relating to 

the proportion of l'e1nales in top level positions Auster, ( 1988), identified three 

processes among many that contribute to bias with regard to gender, and these are 

informal structure. recrnitment and se.Iection 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 111e11 fe~ling uncoml'ortable working with women or threatened by 

their achievements (Gutek 1985). The informal culture refers to the values, 

attiwdes, belicrs. and norms that arc cultivated within an organisation. It is one of 

CODESRIA
 - L

IB
RARY



49 

the 111ost elusive sources or sex bias that pcr111eatc everyday activities. human 

resources decision. a11<.I won1L'll·s long run career .,ucccss ( Cutck & Cohen, 1987: 

Sunnn & More. 1985). Sex bias often thrivc:s in the informal structures or some 

organisations parlk\darly tlH!sc that until recently were male dominmed. Thus sex 

bias. they explained takes 111any forms 1vhich include exclusion from informal 

gatherings, information, decisions, comments or evaluation meetings that make it 

clear to a woman that she is treated first as a woman and second as a "fellow" 

e111ployee. 

Seeondly, recruitment and selection processes are sources through which 

sex bias may take place in an organisation. Recruitment refers to the processes by 

which employers attract application: selection refers to the process of choosing 

employers to hire t'rom th,, 1;001 of applicants recruited. The areas of recruitment 

and st:lection that may alTect the niagnitude or bias include decisions about how, 

where, and when position arc: advertised and the nature of the advertisements; 

decisions about who does the recruiting, who conducts interviews, questions and 

formal. 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 or 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 prnces, and the question and rorrnat or imervicws may affect whether sex 

bias emerged and whether 11·,llnen arc discouraged from pursing the job. Once 

interview have been c,1rried out. sex bias nmy emerge in th.: process of evaluation. 

11 is diffic\tll to h'.1ve systenrn1ic comparison of candidates in many 

organisations. particularly :11 proressional and managerial levels where job 

responsibilities are nrten nrnre ambiguous.. Although these impressions are 

important, they are often open door for factors unrelaied to performance, such as 

gender LO emer'thc process. Fnr cxa111ple, Genders and Garber's ( 1983) study of 64 

upper level managers found that when the job description's stated requirements 

needed io be interpreted in light or the application materials, evaluators assumed 

that the "male candidate possessed the required skills and the female candidate 

lacked these stereotypically niasculinc skills". In recent times however, women are 

more likely to be recruited for professional and managerial positions than in 

previous times, even then, research have shown that their experiences may be 

negative because they will be treat.ed as "tokens" (Bcnokraitis and Feagin, 1986). 

Differential · task assignment between men and women is often an 

underlying cause of sex bias that emerges in performance appraisal outcomes, in 

compensation, and in pro11101ion decision. Sex segregation by division occurs 

when women are assigned to lhe less prestigious, lucrative, visible, and critical 

division of the organisation tilan their male counterparts (Benokraitis and Feagin, 
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1986: Kanter. 1977). Womc11 in investment banking often are found in research, 

ad111inistration whereas the "'ho1·· division _such as corporate finance, merger and 

acquisition remain exclusively male. 

Thirdly. slow pro11101ion processes ror women have been noted to result 
' . 

rro111 111any source, examples or which arc. being hired or promoted onto ladders 

that arc short or dead ends. It may also result i'rom previous human resources 

decisions such as assigning women less critical dimension, giving them less critical 

tasks with the ~limension. It may also stern from women having unequal access to 

training needed for promotion. All these often· mean spending more lime than their 

male counterparts in each position or moving horizontally while males move 

vertically on their caree.r ladder. These known processes have subtly been 

institutionalised in our employment structun:s and have greatly irnpac.led negatively 

on the experience of women compared lo 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 fnL 

2.6.4 REVIEW ON MALE DOMINATED CULTURE. 

Collinson and Hearn { 1994) identified live ideal-typical masculinities which 

overlap and coexist with other specil'ic processes 10 shape and impact on 

organisational climate and life. These are: (I) Authoritarianism - This is a process 

that involves aggre,s1w dun1ina1ion and giving orders 10 others especially 
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,ubordinales. t2) l'a1cnrnlirn1- i, a prac1ice or 1rca1ing or governing people in a 

falherly manne1. (3) E111rcp1\·11c·urali"11- elllails 111anaging and crcaling ac1ions in 

response 10 oppor1uni1ies c•spL'cially when it is difficult. (4) lnfonnalism- is a 

flexible practice or relationship in a gr\lup. (5) Careerism- is the pursuit of 
' . 

proressional adva111.:c111en1 as ,>nl'·s sole aim. According to Collinson and Hearn's 

analysis of the above, cenain culiural patlerns posilion women and men differently 

tl1rough their pr;1c1iccs or work and lhe inclusion of management's ideals that are 

transformer of'gcnder stcn:olypes. 

Collinson and Hearn paternalism structure, which emphasises male 

authority. could be relaled 10 Marshall ( 1995) definition of male dominated culture. 

In her study. she defined male dominated environment in three ways. This is an 
:·, 

environmenl in which men ,1ic in the nH\jority numerically. Secondly she sees the 

environmenl as one marked by the dynamics of collective and interpersonal 

in1eraction thai filled s1ereotyped and or degenera1ive images of men's behaviour. 

These make WDlllen feel excluded, under allack. less than cfJ'ective, marginalised 

and isolated. She derined it as some recruitment and career developmenl practices 

equal to those experienced hymen. The first two definitions by Marshal formed the 

background for this sludy. This is because the experiences of female executives 

· reviewed are subsumed under these two definitions. This is importantly so because 

sexual construction of gender identities and practices take place both in the 
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interaction or person, and policies in the environ111en1 within which those 

interactions lak,· plac,·. In linl' with Ha111berger's ( 1981) view, perception of 111isfit 

in this environ111en1 constitute a great chas111 between what women feel they are and 

what they long Lo, be. Thi~ is the chas111 between being and 111eaning. This 

invariably would affect l'c111:1lc executive's rerccived acceptance and growth, which 

have been assu111ed 10 he dilkrent fro1111hill of'lheir 111ale counterparts. 

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

ACCEPTANCE. 

Some rescai"cht:rs (e.g Carter and 'Kirkup 1990; Swanson and Woitkc 1997) 

have ref't::rred Lo the existence and influence of both internal (within the person) and 

external factors (in the environ111enl) acting as barriers against women in the 

workplace. Although these 1{arriers have been dichotomised, an intertwining of the 

variables does take place. Self esteem and career self-efficacy are significant 

variables that rnulu influence women's perception of' their experiences in terms of 

acceptance and growth in 111ak work environment. While self-esteem is a personal 

judge111ent or worthiness (Coopersmith, 1967), it exerts an approving or 

disappointing altitude about one's self as well as the scope to which one believes 

hi111self or herself lo be cap:1ble. successful, signil'icanl and worthy. Career self­

efficacy is a specil'ic form or sell'-c!Ticacy which refers to people's beliefs that they 
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can successfully pcrforn1 job ac1ivi1ie, 1hal arc a par! or spcciric occupation, (Betz 

and Hackett, J 9X I ). 

Hackcsll and Hetz ( J 9X I) applied Bandura's ( 1982) self-efficacy theory to 

rnreer develop111e11\ nf wo11.w11. I-Jackett und Belz ( 1982) mude !he proposal that 

wo111e11 posse,s lower and 1waker car.:er-rehued st!lf-cfficacy .expectations, which 

explains res1ric1ecl ranges or careers and u11dennilisa1ion of women's abilities. 

Though self-efricacy has been used 10 explain under-representation or females in 

male dominated career. (Farmer 1976, Phafflin 1984) this may also be related to 

their e,xperience within 1hc work setling: 

Research rindings on learning environment in disciplines considered male 

majors do not differ from lhns.: on male work cnviro11111e11t. As women begin their 

careers in science and engineering for example. they face a hostile environment due 

to gender issue, related to learning styles and development (Pearson and Gallaher, 

1994). These issues affect the retention of women in these fields. Some of the 

reasons for why women leave these disciplines inclucle lower level of confidence in 

self and ability to do science and engineering (Pearson and Gallaher, 1994). Brush 

( 1991 ). stated that the prevailing attitude in society that women are not well suited 

to do science and engineering arc strong signals before high school. Seymour 

(1994) amplifies this thought in discussing the dampening effect of cultural 

·messages, which suggests that women either "couldn'l or shouldn't do science". 
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l'earson and Gallaher rnndudccl hy saying 1ha1 because or the belier that women 

arc unsuited for ,cicnce. wo111,·n arc treated differently in the classroom. 

Similarly. Scy111our ( I lJ'J4) round that young women experience a double 

bind situation whereby winning 111alc acccptam:e in acade111ic 1c:nns, they loose 
' . 

acceptance in pc•r,onal ter111,. Wo111cn who achieve in academic terms arc at odds 

with their gender role. The male oriented culture 01· science and engineering poses 

unique gender problen1s for women that arc 1101 present for men. The consequence 

or this is that' women arc exposed to years or learning that women's experience 

does not mallcr and that women's voices are silent (Yllo, 1989). This pressure 

for111s a personal attack on the dcvclop111cnt and icJcntity or young women and 

affects the feeling or belonging 10 the profession (Pearson and Gallaher 1994). 

Most masculinised occupations and their environ111ent for example, Policing 

are deeply resis1a111 to changt' and they coi11inue to operate with deeply sexist views 

about wo111en (Niland 1996). As such men have traditionally not welcomed women 

who find 1he111sclVL's in niasrnliniscd occupations. According to NilancJ, a nu111ber 

or arguments have been advanced for this. These include: women are being 

protected from engaging in physically demanding arduous jobs, women would be 

at risk; women undermine men's conditions. women's destiny are biologically 

determined, and bccau~c their work is seen as trivial, they will undermine men's 
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work which is highly cs1c..:111ed. These cultural 111cs,agcs co111i11uc 10 uplH>ld the 

~1,IIUS quo. 

The mc,sag..:, s..:111 frolll the larg..:r sncicty and sexist c11viro11111c111al barriers 

h,1ve a Lhreci'old i111pacL. First. ihl'y convey 1ha1 wo111c11 arc 1101 a, valuable ur as 

co111pelelll as men. especially i11 traditional 111ak sex typed work c11vin111111c11L. 

Scrn11dly. they suggest Lhal iL is nut apprupriale ror wo111c11 Lo pursue i1 11t>11-

tradiLio11al career. Thirdly, they suggest women will nol be rewurded appropriately 

,llld nmy even t>c punished. The external sexist messages a11d barriers i111pi11ge on 

wome11 so persuasively Lhm the messages arc 110 Jo11ger perceived as ..:xlcrnal but 

rather as so111eLhi11g wrong 11r dcllcie11L in wo111c11 Lhe111selves (Washor-Leihaber, 

1982). The disbelief in wo111c11\ ability a11d .:0111111it111c11L 111ay affect wu111cu's self 

es1ce111 and c,1n!er confidence (Krubally and Snyder, 1998). For cxa111ple, 

compe1iLion is one of Lhe factors 1hal elicits rear a11d anxiety in wo111e11 because the 

anticipution of l:l!l'lain neg.alive cu11scquc11i.:cs a11d because women lrnvl.! lhc 

impri:ssio11 LIWl their ,,wn cognitive style panicularly if iL is imaginative or i111ui1ive 

is 1101 Lhe appropriate one for exan1ple in scie11Lii'ic research (Urush 19'J I J. 

This resulting sclf-cvaluation i11i'lue11ces women's career related behaviour 

(Marshall, J lJ'!5J. For i11sta11cc, research i'indi11gs 011 gender in a 111ale do11ii11ated 

scicmii'ic commu11ity indicah.:d 1hat academi.: women cxpcric11.:i11g Lhc111cs of 

professional 11rnrgi1mlisa1io11 and cxclusio11 i'rom cc111rc of proi'cssion,d au1lwrity, 
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.· (fvlar'ilainil!n and Katila, llJ'J'J). and reported a decline 111 ,c1r-cs1ccn1 anti sclr-

efficacy, ,1111011g others (Yoder. 1984), Thi, ,uggcs1s that wu111c11 in these 

cnviro11111cn1S arc considered as musid.:rs. ;\ co111111<>11 ka1un.: i11 their s1orie, is that 

1l1e rcmale acade111ic, haw :, tende11cy 10 keep ··1ow profile" even in ca,c, or 

apparc111 discrin1ination. Also. they attributed their acatk1nic st1cce,s Ill rate or luck 

unlike men wh,1 anributcd thc·ir success as the direct result or achiew111en1. In 

search of a new identity tlm,ugh professionalis1n. thcse women an.: reluctant lo 

pl,1cc their e.\pcriencc within a larger culiural or institutional cu111cxt or scxi,111, or 

10 ,1d111il that discri111inalil>n has affected 1hen1. Feeling that their proressiunal 

identity is precarious. they avoid using their inlellcctu,il skills politically because 

1ha1 could cons1i1u1c a threat 10 the relations they have established with coll..:ai,;ucs 

(Morley, 1994J. 

Similarly, those females working in male dominated occupations rcponed 

lower salisfuccivn tl1an !lrnsc working in occupa1iuns with rewer 1nc11 al the lop. 111 

,1ddi1io11, Matyas t 1992) found thac high achieving girls at adolc,cence race 

considerablt: connicl b.:1wecn continuing 10 work for acaden1ic succc,., a11d giving 

in 10 pressures lo suppress their acatlen1ic 1ale1ll in order lo be 1nore socially 

acccp1cd by their nrnle counterpans. Women's lack or selr rnnridcnce. pc'}..ci.v<!d-.~ 
~· \orma1,0 ... -""-

dilkrence or subject ma11cr. self doubt ,111d fc.ir or failure have bec.·11 r,ii'~~<llo~""~ .,, ., . 
r:- (,. -:: 
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perceplion of unfrkmlly masculine cullure and lack of success (l'cliz. 1990; Tobias. 

1978; ·I 990), 

Thi! higl1cr a p<!l'Sl>n's self eslee111 and efficacy, !hi! bcucr equipped an 

individual is lo adjusl. l'ersol1' wilh high se.lf-eslL'cn1 arc lllllrc likely Ill i1nplc111cn1 

1heir sdt~concepl (which is lhc ide111i1y or self one thinks he or she is) in 1hcir 

1·oc.i1ion. Al 111anage111cn1 level. any1hing less than perfect work could be used as a 

reason 10 lake women out, 1ln1., women's approach 10 problc111 solving has been 

eauiious. ·1houghtful and dcli:11ce-oricnted. This decision illaking styll: is a response 

10 mall! dominated culture that has sh,111cd and ini'lucnccd the style 1ha1 wo111cn 

have needed 10 adopt. This style hinders Wll111cn 111,111agcrs from being given 

1m1nage111en1 oppor1L1ni1ics and high-risk assign111cnls 1ha1 provide visibility and 

make careers (Pelcrs, ~003). 

The disbelief in wonll'n's abilily and Cllnllni1111en1 may affect wo111cn's self 

cs1ccn1 and carcl!r confidence (Krubally & Snyder, 1998). There i:xisls an cli1is1 

corporaie culture. which e~cludcs women's views and c,1uscs 1hcn1 Ill be 

unc1J111fortabl.:. In such si1ua1ions, wo111c11 arc s,llne1i111cs less rnnfidcnl in their 

1echnological pcrforntance and !heir abili1i.:s than arc ,ncn al rnn1par.1ble levels. 

Wo111en scicntisls and engineers because or their si1u,t1ion arc more likely IO take 

direction rather th,111 to set dircclilln (Ca1alys1 l'erspeclivc, 1992). l lowcvcr, 

successful scicn1is1s and managers grow in self-cu11fidcncc as !hey learn ltow 10 

•J·•,1·1 Jd •,• •,1'•1! •~Ill• I 
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tac:kk inncasingly difficult prohk111, and as ut!lc:rs rc:rngn1sc: and rc:ward their 

skills. 

2.6.5 l{EVIEW ON SELF-ESTEEM, CAl{EER SELF-EFFICACY AND 

Gl{O\VTH 

Scif-cffit:acy is inJ'111cncL'd by past lt:arning experience., and the 

c11virn11mcn1. These cxpectalio1is arc bclicvcd 10 ini'lucncc the likcliht>od or 

engaging in behaviour and till' length ni' persistc11cc of that behaviour. Acrnrding 10 

McWhincr cl ,tl., ( 1998), they can serve as a barrier lo the cx1..:n1 1hu1 they urc 

unre,1lis1ic, or lo the extent that they rcdu,.: the likelihood lhal a female worker will 

behave in manner that incrca,cs her succe,s aml s,11isi'ac:lio11 at work. Low uu1cu111c 

expectation scrvcs as a lrnrricr because they reduce the likelihood that a. rentale 

worker who lintls hersdf in a situation in which she may 1101 be eunsidcrctl for 

prn11101io11 will engage in behaviour lhal mlurcss the restriction or further her goals 

in the workplace. In audition. prcviuus rescard1 ha, fuund that wu1ncn ul'len have 

lower self-ev,1lua1ion than men (Stake 1979). Clance ( 1985) a11rihu1cs low self 

perception to the impostor phcno111c11011 in whi.:h sorm: high achieving women 

believe they hav..: only gaint:d .:arcL·r success through luck or pre1e11,t:, rather than 

their own ability and 1ha1 m lhc n1rn11clll lh..:ir in,0111pe1c11cc may be n:vealcd. The 

culture of most n1ast:uli11ised oc:cupalions e.g. polit:ing pn:vcllls 1w111y wo111c11 front 

.1d1icvi11g their pott:nlial (Nil,n1d, 1996). 
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Tilt! L'ldtun .. · l.'lllcfgL':-. i'ro111 lllllk:rlying v,1lucs that i11J'or111 lhc urg:111i:-.alion·s 

ilL'llilviour. and till' ,11111 11r a11i111d,:,. bdil'r,. value·, and c·u,10111, that are rew:,rckd 

and ;.u.:cL'ph:d ;,1!-1 11on11;,1l. Tho .... ~ whll exhihit valul.':-. L'llllll'i.ll')' lo .... xpi..·1,,.·1:i1iu11 :-.uch a:-. 

i'l'tlli11i11e rnlu,·, ·111 ,uch l'111·i11111111<·111, 11iay l'i11d it dillicult 10 l>e a<'<.:epted i11 those 

nl1111re,. · TIHh. their prngre"i011 will depend ,111 their acceptance hy an old hny 

11e1111,rk 1Nil:111d l'JlJhJ ;111d 11po11 their perso1wli1y 111ahe up (Catron l'N5J. There 

exists a11 elitist cmporat..: culture. which exdude, women's views a11d causes 1hc111 

to be 1111en111ror1:1ble. 111 ,11L'11 ,i1ua1in11s. wo111..:11 are Mllll<.:li111es lcs, cD11i'id<!1ll i11 

th..:ir 1ecl111olog1cal p~rfor111:111cc and their abilitic, than ,ire 111<.:n at rn111parablc 

kvcb. Wun1c·11 scientists and l'11gi11eer, bccau,e or tlwir situation ure 111ore likdy lo 

take direction rather than 10 ,et direc1io11 (Ca1aly,1 Perspective 1992). Ho.wevcr. 

Ml~l..'L'ssful scil'lllisb and ma11agL'I'!-. grow in sdf-co11!'idcnce as t!H..:y learn lww to 

I 
tackle increa,ingl) difficult pr11hle111s and as others recognize and reward thl!ir 

skills. 

Ca1rn11. ( J<)'):,) reveal a gemkr gap in ,cir-es1..:e111 that 111creasl!, 

dmn1a1ically in the 1ec11 year, through the c111lege experience a11d i1110 adul1hond. 

cnllegc· major 11r occupation (i\111em:an Assoda1io11 or University Wu111l!nJ. J-lackell 

and lk,1z ( 198 I J 111adc a prop,lSal that wo111c11 pos,e.,s lower and \1/<.:aker can:cr 

, • t1' ', 
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•r ·,. "; 
,. 1,. /· ,;. 
,- ,I ! 'f : ,' 

......... , .. " 

CODESRIA
 - LIB

RARY



61 

L111,lcru1ili,alillll or wo111L"11·, .1hili1y which 111ay in lul'II alfrc1 !heir dcwlop111L"nl and 

gn,wlh. For c.x:unpll'. i\kllw<.:L' a11d Robinslln. 11 1!1!2) suggL"Sls 11ia1 wo111e11 lack 

,clf-,0111ide11cc i11 pcrl,,rn1ing 111anual lasb with llll>ls and 111ay av,,id worki11g 011 

proiL'L:ls whcrL· !ill' per!',,n11a11L'L' nf sul'h tasks is required. ThL"y fuu11d 1ha1 !he 

pL"rf,,nnancc of 1na11u:il !asks and use n!' wols arc i111pona111 raL"lors 111 L·areer 

tic' w 1, ,p llll' 111. 

There appears Ill hL' 111a11y rc,1so11s why wo111cn are 1101 succ<.:cdi11g. or 

prl,gn:~:-.i11g in 111ali.: oc~upatiu11s. Such reasons ra11gc l'ro111 eo111pi.:litio11 •. pcn..:civcd 

difficuhy or subje,1 nr 1ask. lal'k o!' sclh:011fidc11l:L', all rnuplcd with an u11J"ric111.lly 

111asculi11e cuhurL' (l'cllzl9'J0; Tobi:1s i'J78: i'J90). Addilin11ally. Hag.an and 

Medway 119981 rcpon..:d 1ha1 learned helplcss11css am! cgo1is111 111 pas!. failur<.: 

pcrfor111a11cc al:-.o offer cxph111..1Lio11 ror lack of Wl>lllL'n's sw;ces:-. in ll:1,;hnological 

ridds. This inahili1y 10 !Ukc tlll lhc d1allengcs o!' 111ale do111i11a1cd uccupalions may 

deter won1cn frnrn J'ul!'illin~ !heir ambitions, a si1ua1ion Iha! hinders Jlflll(l\:ss. This - -
l:1ck '!r sc!J'-:1ffirn1a1io11 n1ay 111akc wo111cn lc:1vc n1alc do1nina1cd J'icld :111d lhe 

clkc1 is on grnw1h 1Sd111:1hl'! l'J'J3). 

SL'IJ'-efficacy and scl!'-cs1cc111 arc cssc111ial !'or J'ulfil1ncnl and aclualisalion 

tBrandon. llJ'J-IJ.To 11lis fohoda ( 1958) ini:llldL·d sdf-acL"<.:JJl:111cL' and a sense or 

idc111i1y. i111cgra1ion. au10110111y. rrl'L'don1 or dis1onio11 from dis1nnill11 or rcalily 

hi.:eau:-.c.: llf lmt.:·s pi.:rsonal awat\;·ncss, and l!'i1Vin111111t..:nwl 1rnl:-.lcry ur illh.!lJUiley l>ll 
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interpersonal· rcl.uions. This 1h.:n pr.:supposcs thal ,111 individual with high self 
' . 

wonh and ,1bili1y would b.: abk 10 h,111dk the i11lh1cncc or micro i11.:q11i1k, in the 

· workplace. As Lc11111an l I ')81) rc·poncd, person, with high sclf-cs1cc111 app.:ar 10 

wkc into cunsider,uion 1hc oppor1uni1y w ,atisfy their internal need, and arc more 

intrinsically motivated and more rcsiswn1 lo sm:k1al inlh11:11ccs in their career. Fur 

these individuals self esteem and career sclf-cffic:ac·y is ulti111atcly inv,;lvcd in 

growth. · 

2.<,.<, ltEVIEW ON RECOGNITION, SUl'l'Olfl'JVE MANAGEMENT AND 

. ACCEIYl'ANCE. 

Research lws shown that nmny of th<.: conditions associa1ctl with senior 

managemem positions sud1 as the snmll proportion of' wo111c11 i11cn::1se thi: 

likelihood that sex stcn:utypc anti its effect will bc salient (Kanter, I 977bJ. This 

may manifest in allitudinal r~actions or pecrs. which arc indications 1ha1 women 

may be considi!rcd "outsiders" or ''insiders". Gold (2000) suggests, 1ha1 how 01hcrs 

perceive women presents itself as a hurdle 1lw1 women have 10 oven:omc in 

proving themselves capable or mon: senior l""itions. Ncg,uivc pcn:cplions nrny be 

a111plitiecl when a wonum is ihc rirs1 fenmk 10 lli.:t:upy u position. Thus, women 

c.xpcrience stereotyping aml disc1fo1i11a1io11s Lhal 111ay make it difficult J'or them lO 

achieve acceptance us h:adcr,. 

··,,· 
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In panicular. lea,lcrsh1p is s1creo1ypically vic.:wec.J as 1he province oJ' 111.ilcs 

,i'mt i11cu1npa1ihlc ll'ilh wu111en's 1r,1di1ional roles a, nurlurcr. 1111,11lcr and 

sub,,ruin,nc (Eagly cl al 19'J5: l'uwney 1997). The prohlc111 or hclonging .inu 

i,kii'lily ror wu1ne11 in 1nalc.: rn·cupa1io11' arc.: linked hec.iu,c ihe quali1ies e,pccially 

sn1anncss, assenivcncss and co1npc1i1ivcncss ih.11 women feel ihey 111us1 

dL'monsu:atl' in ordi.:r lo win till' fL'L'ogni1io11 fur lhL.:ir right to belong raisc.:s L'Ont:erns 

1ha1 such recogni1ion c.:,111 only be won al lhc expense or !heir pcrcciwd rcmi11ini1y 

1Scy111our 19941. Brush (l<J<JI) in his sludy reponcd 1ha1 1hcrc is a problem when 

n1alc facul1y comes from cul1u1"L:s where wo1ne11 by vinuc or cus101n h.ive a very 

res11'iL:1cd role. Some mule i'acully may .have difficul1y in perceiving or 1rcu1ing 

females as a11y1hing hul inrerior inlcllcclually t111d as sex objects. He funhcr 

reponc.:d thal females fa.:e barrier of having !heir answers and 1hcories about 

science dcv.ilucd because or ihcir speech and other verbal and non-verbal method 

nr cn111111u11ica1 i,)n. 

Discri111ina1ion n1ai111ains i1sclr i11 a varicly ol' ways, working wi1hi11 lhc 

domin.inl cullun: againsl lhc person considered alien. For example, Katila aml 

Meri I amen ( I <J<J<JJ, in analysi11g how gender division based on ,ex differences ,ire 

discursively produced concluded thal some di,cour,es arc privileged over 01hcrs 

,llld patriarchy is ,me or such disrnurscs. Thc,c varimL, di,course, lhcy 111ai111aincd 

have opportunilics lo Jll"l'Sc.:111 1he111sclves by adop1i11~ variou, ,1ra1cgic, of 
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L'<lllli'olling and c11suri11g 1/1L·ir c.:111i11c11c.:e. /\/so. ,1udics hy Greehler. Thom.is and 

kLi<:7.ysk ( I ~82) a11d Thoma, and Gred1/er, ( 1983) indica1ed 111.11 1he 1ypes or job 

i11vnlwd might influc11cc 1he a11i1udcs of 111a/e e111ployees '"ward i'e111.dc 

·e111ployccs. Mure llL'g:11iw a11i1udcs were rcp,1r1ed in depan111e111s where 1he 

panicip,11ion ui' women was 111ore rare. 

Holmer- Natlesan ( 1996) in agreeing wi1h Ille allow dci'incs p,11ri,1rchy 

as a system or discourse tha1 panicipales in 1he ar1icu/a1ion or s,1cial re/a1ions. 

From 1his pcr,pcc1ivc. ii i, bdicvctl that palrian:hy organises nia1crials and 

linguis1ic practices around ,1 pri111ary signifier 1/1a1 111igh1 be experienced as mule 

au1hori1y. , Subsequently, within 1his con1cx1, ihe social ca1cgory ·woman' 1s 

suhortlirw1ctl 10 1hc .:alcgory 111.111, ,llld they ar.: discursively cilarac1.:ri~ed as 

"leading" in relalion 10 lhl! .:haracteristics rl!quired for 1hi: prulcssional iclemi1y. 

Thi~ i111plies ihat wo111cn's cmry inlo such job, ha, rcprocluc.:cd gcnder n:/a1ions 

i11i1ially cunlinctl 10 the priva1c lilc anti thus has cu111i11ually ,1/'fecletl 1heir 

,>c.:upa1iun. Wi1hin 1his l>ac~grnuntl, ihe varyi11g a11i1udes experienced 1owards 

women rcndcn:d 1rmli1ionally nmle job environ111en1 hos1iil: anti 1his in 1urn lias 

impuncd neg.11ively on wo111cn. 

Results or various 111.11>agemc111 s1udics cnncur on 1hc i'ac1 ihat wi1hi11 lhe 

prcvalcm culiurc of male dominalcd work c11viron111e111 wo111c11 arc invisible 

m:1rginalised s1crco1ypcs (lforgrcauws, I lJlJ6). Thus, ii is 1101 surprising for 

'',, 
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cx·:11nplc th:11 some senior won1c11 managers voiced a sense or isola1ion and lack or 

support in their a11en1pt lo c:1rve 0111 opportunities i'or 1he111selvcs. This sense of 

isola1ion was conspicuous :111d 1hey olh:n voiced a sense or rrus1ra1ion in being 

cxdud.:d when key decision, were being 111mk (C:unninglm1n. Lurd & Dckncy, 

1991)). Thcy ,vc111 runhcr 10 expl,1in 1ha1 seniur 111anagcrs in 1heir s1udy nf 1hc 

i111p,1el or organisational dmngc on opportunity for wo1nen in the civil scrvii.:c, fed 

1ha1 they lack the mc,1ns to challenge the · 11wsculi11c' culture of thc organization 

bcc:1usc of deeply entrenched alliludes. II was pen;eived that those who voiced 

their dissatisfaction with this situation will be seen as a threat and will be rurthcr 

isolated. Even younger remale c.~ecLllives· in pusition or aulhoriiy complained that 

men resentc:d 1hcm and resis1ed taking ordcrs rrom 1hcm (Rogan, 1984 ), )his may 

signal lack of recognition. In addition, rcwalc<l 1ha1 kmalc engineers 1cn<l 10 be 

in1errup1cd more frcqucn1ly and !heir reco111mc11da1ions ignored more 1ha11 male 

coun1erp:1rl (Catalyst Pcrspcetivc, 199'.!). 

Similarly, leadership research indiemcd lhal e111ployees arc oi'lcn reluctant 10 

have :1 femak supervisor, resulting in a less ,uppmti ve cnvironn1en1 and an 

i11dica1ion of the exis1c11c<.: or subtle barrier ror rc111ale 111a11gcrs (Eagly & Johnson, 

1990). On the other hai_1d, Deaux ( 1979) reported that k11ialc dun1i11a1cd 

occupa1io11s were perceived 10 and presents less difficult challc11ges than male 

dominated one,. Whereas Ka111er ( i 997bJ, ~uggl'stcd that these ou1i:0111es could 
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()L'L'.ur for t:ilhL·r gc1hkr wllL'II IIIL')' w..:rL' a n1i1Hli'itv group, n.:L·..:nt n;~L'.irch .ind 

ll'Vi,·w, haw i11die·:11,·d th:11 lhe·y lll'L'lll" "nly i'llr Wlllllrn 111 pre·d,1111111;1111ly 111alc 

llL"L"Upatill11 tRagi11 & C'lltto11. l'J'J(1; Yllder. i'JIJl 1. 

111 anali,inµ 111kc11 ,1,11u, ,111d i1, ciTL'L'I. Spangler. Cimdll11. and l'ipkin 

t l'J7Xi L'llllrirn1,·d the pcrcci,cd mk en1rap111c111 llr illke11,. aml Wlll1nan anti Frank 

11'!7:iJ ruund 111ci1 lll~c11, fell n1llre is<>latcd 1h,111 lllllHDke1is. 'J'l1i, cxpcrie11ce 

i11i'lue11e·e wm11,·11·s perception ,,r their status. l'ur ex,1111plc, Mellor I l'JIJ6i r.,und 

\\,1111cn·s rating, or their c<1111p,·1,·11c,· and llJlJllll'IU11i1y Ju panicipa1i1111 111 ac1ivi1ics 

or lucal union offices to he lower in lncale, or s111,illcr prnportiDn <>i' wo1nen. 

'l'llkcn peri'orn1t111ccs ;ire hindered because or the pressure to which their vhibility 

suh,1ccts 1hcn1. These· cxpcrie'IIL'l'' 111ay bc ,1ig1na1isi11g ror intlivitluah because or 

tratlitional or prevailing Sllcial attitude, and stc:rclliype,. 

These same dynamics may affect pe·llplc or colour because thc:y are 

... omL·linu;~ raL'ial hia~ in ma11;1~L'lllL'llt rank~. 111 1hi~ rL"gl1rd, di:-.L"ri111i11atio11 occurs 

in pan because· ,,r the· hl'lici' hy white men that wo111e11 and people or cDillur are less 

suitcd rur 111anage111en1 than ,, hitc n1c11. 

2.<i.7. REVIEW ON RECO<;NJTION, SUl'l'ORTIVE MANA<;J<:J\IENT AND 

c;J{O\VTH. 

The expcri,·11L"l' .,r subtle l1:1rrier against w,,11,e,1 anti 1ni1lllri1ic,, 1,1 tlu.:ir 

,·arecr atlva111:cn1e111 has bcc11 descnbctl as gla" ceiling. Tliis is a l<>Jl rung <>II the 
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Nigcriu. Cons<:quen1ly. when 1licrc 1s pcrcep1io11 ol' one's silL1.1lio11 as 

discrilllinatory. lhis can be a high source ol' stress !'or women espedally when the 

need !'or recogni1ion is high (Davidson & Cooper 1983). This can also result into 

low selr-esle,'n1. wi1hdrawal and resignation nr poor work (Rowe. 1990). 

According 10 Nal'I' ( 1994) wrnnen respondents in his study or advancement of 

women in federal civil service· rcporled 1ha1 1hcy !'ace uphill ba11le in proving their 

conipetence to rheir colleagues that lllen did not face, and that their colleagues 

believed that tl1ey had been promoted only b~cause of their gender and not their 

qualifications. His finding generally demonstrated that women are perceived and 

have been treated differently than men. It is 1101 surprising then that Deaux ( 1979) 

found in his sllldy that male reported better relationship with their supervisors and 

received lllore approval fo1' their work than females. Consequently, women tend to 

develop suppol'I groups, wl1id1 play key role !'or women in management as a means 

of obtaining advice and providing role.models • 
• i 

Stroh. Breu. and Reily ( 1992) also examined several possible 

explanations for women· s lm:k or progress to upper management. In a study 

ol' women who had the ·right· education comparable to their male 

counterparts, relocation· for caree1;. 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" 
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,·111pluyn1,·111 1:,d,kr L'lln,iderald)' hdow 1ha1 nf 111,·11 1·111ohcy ,111tl Wl1i11a"cr. I 1JlJJJ. 

Thl''il' Ila,~ i111plic.iliu11 rur gn,-..:n1111L'Jll rl·gardi11g L:qual n.:pn.::-.L·111a1h,n ul' ,, 0111t.:n in 

adver,e dfc.:c1 lln hulh, l'rel'i11u, ,n1dies 1ha1 Ji,.:u, 1111 hu111an "capi1,d" i':1c1ors ,uch 

,1, age. cduca1in11 and knglh of ,crvicc tLew"'. llJX<,h: Taylor. l'J7'J), gc11c.:rally 

haw lllll rukd ,,u1 the c.:xi,IL'lll'e ui' di.,cri111i11a11011 li.:cau,c.: they did 11111 i'i11d 1ha1 1hc 

dii'krenl'L' i11 hu111:111 capital fully L'Xplaincd the variance.: ill 111c11·, and w11111c11's 

acl1 ic.:vc.:1nc.:nt 

111 a study 01· ..:n1plny..:cs in Natural Sci,·11cc, a11d Engineering. panicipallls 

rcpllncd that 111,·y l1:1d tn wnrh harder than 111c.:n Ill prove 1hc111sdvc,, Many wo111c11 

kli 11icy were judged hy a11 entirely diffcrc111 ,c1 lli' sl:11alard,, W,1111L·n 11'110 were 

1..·mhusias1ic ah1.llll the 11ature nf their work duri11g the early stagl!~ or thdr can:cr 

were di,appoi111ed alh:r chno,ing their career, a palh they considered Ill have !hi, 

n11,s1 rap1<l ·ad, :111L·e111e111. l ldq:he. t I lJlJ7) llh,L·rved 111:11 panicularly i11 111alc 

,h,n1ina1etl occupalion,: lhe pre,c11ce ul' wo1ncn 1hrca1c11, the ,nlitlarity or lhc wurk 

rnllurc and eradicaic, the 1n1s1 and ca111aradcrie ,unnng 1he111. She added 1ha1 such 

a11i1udcs lend 1,, i111pcde LIJ1\\ ard 1nuve111e111 opponunilics for wo111c11. Tl1c study nr 

T,,111kicwic.:z aml .'\deyc111u ( I lJlJ5J which exa1ni11ed a11i1udcs inward, wu111c11 as 

111a11agcrs corrol1<1r:11cd Udcghc'., a.,,c:nilln as their ri11tli11gs revcalc:d tlial i'c:1nalc 

111;111age111cn1 a,pira111, arc likely 10 c.xpcric11L·c harriers lo their adva11cc111e111 in 
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'of"carccr adva'ncemcnt, their salaries had im:rL~asc.:d substantially les, rapidly 

than men's salary. This suggest, the presence or gender discrimination 

(Frieze, Olson. and Good. I lJlJ01. Simih1rly, longitudinal studic, by Wood, 

Con:onan and Courant ( 1993 ), Cox and Harquail ( 199 I). which track 

comparably qualified men and women such as graduates or the same 

program havc ,hown that over Lime there is degradation or women's 

compensation that can not fully be explained by differences in qualification. 

One nf the n:asons for this may bc because wo111i:n managers orten do not gct 

the diversity of experiem:e that male managers do (Van Vclsor and Hughes, 

1990). This is an important factor in the development of expertise ( Horgan, 

1989). Lack or diversity ur l!xpericnce can he particularly detrimemal Lo 

promoiion prospects in policing, as olkn-operational experience is valued 

above administra1ive expcriern:e. 

Likewise in a cu111parison or career and work experiences or executive 

wo111c11 a11d 1ncn in ri11.111rial services. Ly11.:,, and Tho111pson ( 1997) round 

si111ilaritics i11 sc.:vcral organi,ational outcon1e,, ,uch as c;o111pcnsation and 111any 

work allilutlcs. lmponam dilkrc11ccs were round how<.:vcr, with women having less 

;1uthority, receiving kll'L'r slllck options, and having le" i1lll:rnatio11al mobility than 

111en. Women at the highc,t executive levels rcponc.:d 111ore ob,tadcs tlrn11 lower 

, 1,,.,w, 111,1;,·111:1~!1~,1 
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level women. and lmwr sa1isi'ac1ion compared Ill n1c11. In re111alc· occupa1ions, 

won1cn experiem:e nwre lkxibk 1i111e :111d job ,a1isl°ac1ion 1ha11 111<>,e 111 olher 

occupalions (Blau & Juseniu,. 1976). ), This 111ay be a rd'Jcclion or a rnnducivc 

cnviron111cn1 in which 1hcy arc perceived 111orc posi1ivcly ilian their rc1nalc 

cou111crparts 111 111:1lc do111i11a1cd occupalitJns (l)dcgbe and 0111:irc 1'>94). In 

;1Jdi1ion. Gardiner and Tiggc1na111i's ( llJ')')J ,1udy revcab.J tha1 wn1parcd'10 ihose 

in female dominaied occupalions. fc111alc, in male uccupa1ions rcponcd 1lw1 one's 

,ex is a disadvantage when ii comes 10 career progress. This 111cans lha1 cvi:n when 

women and 111en'sjobs arc al 1hc s:11rn.: organisa1io11al lewis, wo111e11'sjubs 1.nay 11ul 

tic comp:iralile in s1a1us, m11hori1y and advancc111cn1 potential (Reskin & Ross 

I 995). 

Other factors such as 111c111ori11g in i'ur111al policies and practices haVl! been 

suggested to intlucncc career advancc111c111 (Fine, Johnson & Ryan, 1990; Bayes 

1991; Dept. or Labour I 991 ). Experiences such as 111cn1oring cri1ical 10 success in 

organisation 111igl11 be rcs11wt,·d 1·or women. While some wo111cn do haw mentors 

,nhcrs have found ii dilfo:uli i'inding appropria1c one. f'i.,w wo111cn al 1hc 1op may 

be available as mentors. and 1hcsc rew arc likely 10 be in grcal dc111and, anti 1hc 

gre:11cr visibility or women in organisations nwkcs the ·rc111alc 111c111or' and ·rc111alc 

protcg~' rdationship easily 1mticeablc. Lawrence ( I 1>85) observed that sonic 

studies considcr lhe J'l!malc prntcgc in a 11cga1ivc lighl. For example, men may 
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hesitate lo take on fcnwlc protc.:gc.: bec.iusc.: they 111ay perceive the relationship as a 

great , risk and may be ,·01111·on,1blc developing ,1 prnfcssion:il and per,011al 

relationship with a11other 111:ilc. Sponsors a11d 111cn1ors sccn1 1,, be i111pona111 lo 

wo111c11's progress and as Noe', ( 11!88) aml O~ura111e·, (2002) fimling ,uggcstcd 

stani11g ,1 cross ge11dcr rcla1io11ship may be a prnhlcn1 hut once il is i:stahlishcd, the 

be11cfi1s ari: in11ncn,c. Okura1n,··, study funhcr revealed 111,11 whether an c111pluycc 

is a male or fcnwlc informal n1c111oring is essential for carei:r success. 

Li1i:ra1urc (e.g Morrbon & 13rnntcr l1Jn) i11dica1cd that new co1m:rs 

rcporlcd that in gelling oric111cd 10 the practices, procedure, shared valu1:s a11d 

expectations of existing org,111isalional 111cmbers. they establish social relationships 

and seek acccptanci:. The benefits for mentor prnti.'ge ,11HI organisalion (1[1twcigh 

the risks involved in 111ixcd gender 111c11Lor relationship. Jmponantly. mcntoring 

rt:lativcly mak.:s acei:ssihle 111any different co1111nunica1ion channels within the 

organisation (Stroken, Rigcr & Sulliv,111, 1'!'!5). Equally i111punan1 arc foreign task 

assignments, rcci.:iving hdpful kcdbm:k, g.dling appoint111cn1 Lo i111pona11t 

co111mille.:s Ihm arc critical de1cr111inunts of pro11101io11 aud thesc 111ay differ for 111cn 

and women. 

Rcsemcl1 has suggcslcli that marriage w1d children adversely affect 

wo1nc11's (but not men's) career mlvance111e111 (Jol1nso11 & Duerst-Lahti, 1992; 

Kelly cl al., 19_'! I). This is nwinly because wo111e11 lak~ 011 pri1m1ry rcspon,ibility 
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· iii' the hon1e and d1ildn:n, and this is likdy to h,1vc ,111 impact on their work lik :J11d 

carL·ers. This may in turn alkct the attitude oi' supervisors and co-worker, when 

this conllict with work. As a result or this, wo111c11 ,ire oi'lcn bypassed I'm i111portant 

L'areer <!11ham:cn 1cm assig11111e n I, devdDJ>I 111!111:li oppDrtll 11 i I ic, anti Jln>l 1101 i un. 

ivlnrcover. cvidem:c has suggested that the in1p,1c1 of the as,u111p1·1011 abuut 

w,1111rn's com111i1111e111 Lo their carL·er, extend beyDml wo111cn with children. ·· 

Naff l i ')94), in his study round out that during the J'irsl five years or their 

careers. women with and without children mlva11L'e al nearly the s.1111e rate, while 

both groups or women adv,111ce 111ore slowly 1h,111 all men. Accon.ling 10 hi111, the 

difference bl!lwcen childless women and men narrows as these wo111en remain in 

the workforce for more than rive ycars, while women with children colllinuu 10 lag 

behind. This suggests 1hal even women without children are assu111ctl 10 be less 

committed 10 their carei.:rs until they have dc111011stra1cd thi.:ir cu111mitmen1 in 

rc111aining in the work force for scvi.:ral yc,ll's wi1huu1 having dtildrcn. 

Consequently, thc above imply that dissipa1ion in ,111y form has social 

psychological conscl1uences. Individuals or groups with li111i1et.l oppunu11i1ies 111ay 

respond with psychologic,11 disengagemi.:111 rrnm work, lowered career a.,piration, 

indmling narrow inslrum.:ntal oric111a1ion 10 work. 
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Conccpl ual Framework 

The 1he,,ries and Ji1cra1urc cited in this study generally explain 1!1c different 

experiences or individu,ds in the work place. Spcdfically, person-cc1uered and sex 

role lhcory cxpl,iincd diffen:Jllial lrealn1cnl in 111anage111en1 Lo rc,ull l.1rgcly rro111 

dcl"it:iern:y in 1111,krrepr<'Sc·111cd groups. Thc,c dcriciencies relate Lo personal 

variables ·that li111it wo111cn', abilities in carrying out certain tasks: Sccollllly, 

ratimwl bias and Atlribution theory panly explain, bias and s1erco1ypi11g on the part 

or men in power ,1111.I 1he 111ajori1y population as the 111ajor cause or inequities. 

These discri111ina1ory practice, especially in the workplace underlie actions oi' 

managemem and colkagm:s, which in turn rclkcls societal idcologie, about 1hc 

place or women. Third are Lheorie, tlwl pinpoint s1ru.:tural systc111ic di~crin1ina1ion 

.is the root cause or differential 1rca1111c11L rather than actions or charac1cris1ic, or 

individuals. These theories claim Lhal widespread pulicies and pr,1c1iccs in the 

social sys1e111 pcrpcluale tliscri111ina1ory 1rea1111e11L or wo111en and people or colour. 

Each or the abuve Lhcoric, L,1kcn singly as 111,1ny studies have done is nol 

,1dequ,lle in capturing and explaining differential 1re,11111enl in the workpl.u.:c. More 

imponanlly, iL is assumed in this study 1ha1 won1en's perception ur accep1,111ce and 

grow1h in 111alc dominated \\'Ork cnviron111c1ll would be inrluenced nut only by 

rac1or, internal 10 111,, individual bu1 also by ,1 rn111bi11a1io11 or ractors c:onsidcred 

i111crnal 10 1hc individual a11d social /s1ruc1ural foclor., prcvalcnL in the work place. 
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;\,lditionally. most oi' th..: litcr,uure reviewed c,,c111ially investigated dil'i'er..:11tial 

trcallnent in culture diff.:r.:nt fro111 the one hcing studied. i\n u11dcr,ta11di11g or 

rekvant 11syd1o~ocial factors detcr111ining perceived acccpt,111cc and growth in the 

Nigerian work rnntext would provid.: empirical rc,ulis for future reference. 

Fig. I. Conceplu:11 Model showing the relationships helwecn l'ersomilily and 
Social factors influencing perceived Acceptance and Growth 
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Tli'c Jll(idcf in l1gllrt' indicates th:ll personal variable, SLICh as seJr-cstCClll and sclr­

cfficacy exen direct influL'nCL' 011 the individual', perception or accept,u1c·c and 

gn.1wth. Simil,irl)'i soda! r•lrtor~ sut.:h 01s n.:cognitil)n and supponivc 111u1wgc111cnL 

directly inf1L1c1H:c individual's perception or an:cp1,u1cc and g.row1l1. Thi, i111plies 

that women's pcrccpti,1n or ·"·ccplalH.:e and gn,wth in n1ale work cnviro11111clll is a 

runction of both personality and ,ocial rac1ors. 

2.7.0 Hypotheses. 

(I) An1ong female and n1ak cxccutiws, sclt'-cstec1n. ,elr-cffkacy, ,upponive 

(2) 

(3) 

(4) 

" 

111anage111cnt am! recognition will joilllly am! i11dcpe11de1llly contril>L11e positiwly 

ancl signilicantly toward 111ale ,111<.l fc111ale perceived acccp1a11cc . 

. Among rcnmlc anu 111,dc cxccL11ivcs, selr-cstec111, sdl"-elTi<;acy. s~1pponivc 

111anagemc11t ;111d recognition will jointly and independently con1ril>u1c po,ilivcly 

:111d significantly toward mak am! J'cmalc perceived growth. 

Sc I f-estcem. career sd r-efficacy, ·n:cogn it ion and SLIJlJJOrt i ve 111a11agc111enl 

will jointly and independently contribute positively and signiJ'icantly lo perceived 

acccptance and growlll or fc111alc executives in fc111alc do1ni11med occupations. 

Self esteem, career sdi"- efficacy. recognition and SllflJJOrlivc 111a11agc111cn1 

will jointly ,lilt! independently co111ribu1c positively and signilka111ly 10 perceived 

acceptance and growth or lc111ak cxcc111ivcs in ,cx-nc111ral occupatinn,. 
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l (l) 

(7) 

(8) 

(9) 

7(1 

Sc;,;, cduca1io11al quali/'ica1io11 and 111e111ori11g will i11,h:pcnden1Jy and _joi111Jy, 

sig11ifican1Jy and positively predi,1 acccp1a11cc and grnwth for 111alc and l'c111ak 

executives i11 n1ak tlomin.itcd jobs. 

Fcnrnle cxcrntivcs in 111alc do111i11a1ed occupations will repon lower 

acccptam.:e and growth than 111alc cxeeu1iv.:s in sa111<: occupations. 

Fe111alc executives in female do111ina1ed and sex neutral occupatio11s will 

srnre higher 011 acccptall(:C and growth than l'c1nale executives in 1nak don1i11a1cd 

occupations. 

Fc111alc c:xeetllivcs 111 111ale do111i11atetl occupations with high self esteem 

and high career self efficacy will scor<: higher 011 acceptance than /'emalc 

exeeuli ves with low scores 011 sel r esteem and c,1reer sel r efficacy. 

Female exeeu1ives in 111ale dominated occupations with high recognition 

and supportive 111.111.1ge111c11t will score higher 011 accept,111ce than /'emalc 

executives with low scor.:s 011 sel/'-estec111 and career sell' efficacy. 

( 10) Female executives in male dominated occupations with high sell' esteem 

and high career self cfficaey will score higher Dll growth than female executives 

with low scores on self cs1ce111 and career ,cl f cffiL·a.:y. 

( 11) Female executives i11 male dominated Dccupatio11s with high rccog11i1io11 

a11tl supportive ma11agc111c11L will score higher 011 growth 1ha11 l'c111alc executives 

with low scores 011 r,·cugnitiun ,111d carc,·r scli'-d'ln:acy. 

CODESRIA
 - L

IB
RARY



77 

·t12) Female executives who had stayed !011ger 011 presc.:nl positio11 will rc.:pon 

lower .u.:cepta11-:e a11d growth tl1a11 Lh<>SL' 011 shorter duratio11. 

2.8.0 Opcrnlional Dclinilion 111' Terms 

Acceptance 

This is all ,lltitudc· that indi<:atc.:, a readi11cs, Lo reaL'L Lo others as 

"outsiders" or 'insiders' 111 a predetennined 111a1111er. I! may rc.:lkct a negativ.: or 

positive reaction th,ll inuic,ues whether .111 indiviuual i'ec.:ls he belong, Lo the in-

group or not. L,)w score indicates low ac:c.:eptancL' while high sc.:orc i11dicates high 

aCC!.!plallCI!. 

C:irccr Sclf-crtic~u:y 

This is the bcli<!I' tlw1 one is co111pele11t, capable and ha, the ability Lo 

,uece,sfully handle job duties or specific occupation. High score indicates high 

,cii'-eflieacy .iml low score indic.ite, low ,elf-efficacy. 

This is de!'i11ed as individuals perception of progres, made alo11g career 

path ,LS indic,lleu by both organisational am! per,onal ev,duation of individual lev..:l 

nf efl'ectivene,s 1hat rc,ul1, i11 pro11101ion. L,>11· ,.:<1re 111dil:ate, low grlllvlli level 

while high _scor" indic.:ates high growth. 
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Rccoi:nition 

This is thL' hdicr that ihL' individual is aL·ccptcd l'or who hc/sl1c is and that 

her efflll'IS and co111rihu1io11s arc approved and appreciated. Low score 011 this 

Scll'-cslccm 

This is an evalumion or actual sell' and ideal sell'; ii is a personal sense of 

wor1hincss. When 1l1ere is congruence, the individual concerned has higl1 sell'-

esteem. High scme indicates high sell'-estecn, and low score indicmes low sell~ 

!!Sll!t.!Jll . . 

Sup11ortive rmumgcmcnt 

This b the fcoa:ling lhal lhe work lcalll and enviro11111e11t is acco111111otlati11g 

and tlexihle .. This feeling presupposes 1ha1 an i11tlividual can succeed or fail wi1hou1 

fear or in1i111idation. Low score indicali:s low 111:uiagc111cnt suppon while high score 

indicates high ma11agc1nc11l suppon. 

' ',~• 'I 
.. ,. ,'"' 
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CIIAl'TElt TI-IREE 
1\1 ETIIOl>OL< )C: Y 

This chapter tleals with the motlc of the study, th<.: sa111pk involved, 

instn11n.::nt us<.:tl and how the instru1nc111 was administered. scorcd anti 

analysed. 

3.3. Dcsij.\n 

In this study, an i11dq1..,11dc111 group and a dl!scriptiw survey design 

\Yer.: adoptetl. Th.: research i1wolwd an explor.llory and interpretive inv.:.,tigatiun 

or the factors associated with female exc:cu1ive,' pcrcc:ivcd accep1.111ce and growth 

in male dominated occupations. The study runl11!r compared sa111ples or males and 

rem,i!es in male dominated occupations on their perc<!ived acceptance and growth. 

Although their jobs may not be idcnti<:al, executive men and women in jobs that are 

comparable in important characteristics such as organisational level were chosen 

!'or thc study. 

This design also involved a comparison 111adc between J'c111alc l!Xecutivcs 

across the three occupational categories or male do111inatcd, l'emak dominated and 

sex neutral. The imkpcndent 1·ariahks !'or the study were seli'-estce111, scli'-cfficacy, 

supportive 111,urngement ,111d recognition. Each or these variables has tw,1 il:vels, 

which cire 'low· indicating a srnrc oJ' I, .llld 'high' indicating a srnre or 2. The 

,. 
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·d~p~ndent vari:,blc, were A,<.:epta11<.:e a11d Gn,wth. I ligh ,core i11di<.:at" higher 

l~~d on cad1 thi: un,k,rlying rnnstru<.:l. 

3.1.SuhjccL~: 

One hundred :utd thini:c11 (31.7'/r,) 111alc, and 243 ih8.3'!t·) fc111alc, 

panidpatcd is this study. The agi: r.i11ge for the k111ali: i, bctwi:c11 26 and (>8 with a 

mean age of 4~.89 yc~1rs, and SlJ or 7.29. For thi: male cxccuLivc~ lhc:ir age~ ra11gc 

i'ru111 30 to 61yc:trs with :1 llll'an age or 42.82 :111d SD or 7.50. The various fields 

ri:prescnted in the study and VLT<.:e1Hagcs or resp<>mlcnts i11 each l'idd were 

Ckcup:llions 

M,llc Dominated 

Architecture 

Accounting 

Anncd forces 

Engineering 

Medicine 

Law 

Female Dominated 

Adm in istrmion 

Nursing 

Teaching 

I•,•' 

Nu11Jbcr ( %) 

5 

0 

51 

24 

52 

20 

(,(> 

44 

38 

(1.4%) 

(2.2%) 

( 14.3%) 

(6.7%) 

( 14.'!%) 

(5.6%) 

( 18.6%,) 

(12.4%) 

( 10.4%) 
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Sex-Neutral 

Bunking 12 (3.-1%) 

J nu r II al is 111 2-1 (6.7%) 

J>arn111 i Ii tary 6 ( 1.6%). 

Thl!se vari,n1s occupatio11s were ·c1a"ificd into three categories; 11a111cly 

male dominated, (At·c,1unta11cy. Medici11c. Engi11ecring, Architecture, am! Law) 

fc1nalc uuminatcd; (Nursing. Teaching, ,1110 Ad111inistratio11), a11d sl!X 11cutrnl 

occupations; (Banking, Parn111ilitary and Journalism). The classificatinn was bascu 

on reviewl!d litc·raturc'. and inrur111atinn colkctcd rro111 rocus grnup discussions and 

i11-depth interviews cnnductcd with executives during the pilot study (s.ce procl!durc 

pg 86). 

Among the sainpbl population '.?.89 (81.2'.ii,) were 111arried, 27 ( 15 male, 

.ind 12 fom:tles) (7.6%) were ,ing!l!, 14 (3.9'/r,) were scparatcu, and U (3.7%) were.: 

widowc.:u. One hundred and sevcmy one 1-18.0%) or them had B.Sc degree.:, .JCJ9 

(30.6%) had M.Sc dcwee, lh i-l.5')i,J were l'h.O degree holdcr, a11d 47 ( 13.2%) had 

other professional qualifications. Two hu11dred and ninc.:ty two 292 (82.0%) or the 

respondents wcn: in the senior nianagcmelll category, whik 61 ( 17.1) hdung to the 

junior manugentl!nt cadre. Tenure on the job ranged J'rnm I 10 IJ years with an 

.,, • ~11'/l ~1-11·•• ,., 1, \:., 
.l ·hf ' ,, •• ! ; 
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average or 3.47 and SD ol' 2.1.1. Ac.Jditio11ally, I ~2 re,pontlcnt, indicated they l1atl 

.111et11ors while ')5 respondent, illllic:ucd th:11 they had 11<1 111c111or. 

Setting 

. The organisatio11, cun,i,krctl in thi, ,tudy arc tllll,c in wh1L'11 occupations 

calcgoriseJ as 111:1le tlon1i11:1i-·tl. fe111ak tlo111inatcd and sex-neutral were round. A 

lisl or these organi,alion, w:" drawn and the foll,>wing were sclcc.:te,i rando111ly. 

The University Colkge Hospital lbadan, Nigerian Association or Fc111alc Lawyers, 

Nigerian Custo111s anJ lmn1igration, High Court or Appeal, Fctlcr:d anti Stale 

Government Ministries such as Works; Nigerian Prisons, Univcr,ity or IL1adan, 

Nigerian Army anti Police, Nigerian Television Authority, Banks ,uch as Werna 

:1nd Union, and National Youth Service Corps. These tlilTcrcnt orgaitisations arc 

ioc:1tetl in lbadan and Lagos. The two study location, were chosen bccau,c or the 

conccnlr:nion or governmclll. private and multinational organi,:11ions. 

3.2. Instruments: 

Quantitative and Qualilali\'C: 

Both qualitative antl qu:ullitatiw metho,b or data gathering were mlopted in 

this ,1utly. The u,e or hoth qualitaliVL' and quantitative re.search 1nethods 

strengthens tht: rcst:arch design (Krueger llJ'J-l/ hecau,e or its intru,pcctivc natun: 

that requires cvaluation or k111:de executive,' e~pericnce in male occupations. 

The researcher wa, able IO :111aly,c inrorn1ation rn1111 the reviewed literature, the 
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foi.:us gr'oup a11cl i11 ,kplh i11tL·rvicws, and ll1c survey data to check the co11,i,1ency 

or·1hc findings .1nd 1,1 make 1°L'CU1l1111end.11io11 for rurlher investigation. 

3.2.1. Quanlilath·c Measun·s: 

A) Self'-cstc,•m Measure 

Sclf~esteem was measured usmg the self-esteem scak devdopcd by 

Ada11iju and O)deso t 1986). The scale consists of 15 i1e111s 10 which rcspull(le111s 

were expected 10 express tllL'ir degree of agrec111e11t using 5-poinl Likcrl rating 

1ne1hod. These authors reported au i111en1.1l co11sis1e11cy coc!Ticic111 or r = 0.79 

among bank officials. Jn addition, Adanijo ( 1987) round an imcrnal consistency co­

d'!icient of r = 0.78 !'or bank workers. A pilot study was conducted 10 pre-test the 

bauery of tests used in this study sec (3.5 procedure). The imernal consistency 

coefficient for the pilot study was r = 0.76, and the item total corrd.uion ranged 

frnm 0.47 to 0.63. For the main study the Cronbach alpha n.:liabili1y co-efficie111 

was 0.80 while 1he Spearman Brown split hair n1e1hod yielded 0.72. 

BJ Sell' Eflic.1cy 

This is a IO-itcm mmliried version or selr-<!ITicacy developed by Riggs 

a11d Knight ( 1994). Responses to the items on the sc.de were measured 011 a 5-point 

Likt'rt scak, whil'h indicates respondents' level of agrcc1ncn1 with ilc1ns 011 the 

scale. The original sc.ile had a eueffieicnl Crunliach alpha of (UQ. For the pilot 
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study, the i1c111 lolal corrcla1iu11 fur the 10 llc111, ranged rro111 0.42 lo 0.59 whik lhc 

Spearman Brown (split- hali"J yielded reliability rn-cfficient or 0.77. The Cronhach 

Alpha reliahili1y coe!Ti..:ic111 f11r 111,iin study wa, 0.70 while the Spcanrn111 13rown 

split h:11r rdi;1hilily was 0.(17. 

C) Supportive ,\fam1i,:cmc11l. 

This is a 5-ilcm measure developed by Kahn ( 1990). The rc,pomle11ts were 

expected to indicate 1heir level or agn:c111c11t with each or lhe i1e111s, which were 

measured 011 a 5-poinl Liken sc;1lc rating ranging from Strongly Disagree (I) lo 

· Strongly Agree (5). The ;1ulhllr repllned a reliability coefficient score of 0.83 for 

the scale. In the prese111 study. cronhach alrha internal consistency reliability 

cs1imatio11 were computed and found to he 0.66 and 0.68 for lhc pilot stLH.ly and 

main sludics respectively while Gullman split half 111e1hou yicldeu 0.59. 

I>) ltccoi,:nition 
The scale was devclllpcd by K,drn ( 191)0). ll is a 1hrec-ilc1n scale wilh a 

reliability coefficient score lll° 0.76. The respon,e, 10 the items on the ,cale were 

rated on a 5- point Liken scale ranging fron1 ( I J S1n,ngly Disagree to (SJ Strongly 

Agree. The reliability co-cffi..:ient for the sc,ilc I'm the pilot study wa, 0.55, while 

for the 111ai11 Mudy Cronbacl1 alpha method yielded a reliability coefficient swrt! or 

0.56. 

1·,, 
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E) Acccptmu:c 
This variable was 111ca,ured using a I O-i1cn1 allilude inward women 

cx.:cutivc scale ,kv<!lopcd by S1ccr, ( 19'! I). A11i1udc· 1oward worncn ,calc wa, used 

· to 111casur.: acceplance because as indicaled !lY lhc s1udy or Jagacinsla ( I '!87) who 

s1udied acceptance or women 111 male drn11ina1ed jobs u,ing the eng1nccri11g rield as 

case study. attitudes amllng olh1..·r tlli11gs. indicutc ;u.:ccp1,1bili1y oJ' women to cngagc 

in lead.:rship roks ,is men in industrie,. Also, altitude involve, a perception or 

whether women posses lhe charac1er ,111d quali1y (e.g., selr-conridence) required of 

so1m:one in a male job lik,· c11gincering. For 1hc pilot s1udy lhe rcli:,hility co­

dllcient using male :111d fen1alc 111anagers was 0.X5. For the 111ain study, Gunman 

,plit hair method yielded reliability co-efficient or 0.68 while Cronhach Alpha 

reliability was 0.76. The ,-.:spllnscs 10 the items wcn.: ra1cd using lhc 5- point Liken 

_ scale ranging from Strongly disagrcc (I) 10 Strongly Agree (5). To ob1ain cons1ruct 

v:ilii.Jity, acceptance measure was correlated with 1hat or growth and this yicli.Je,J a 

corrcl.11ion cocl"ii<:icn t or 0.35 ( 1'<.05 ). 

F) Growth: 

An initial list or t,vcnty rivc items was prepared. Sonic or the i1c1n, were 

derivcd from thc existing literature on growth while others were rnn,11·ucted from a 

selected sample or managers' working experience derived i'rom lh<.: qualitatiw 

rcse:m:h. The twenty rive i1c111, gencr:11ed were given 10 5 p,ychologi,1s ror expert 

judgenient on the ,uitabili1y or the items. Nnn11ally (1978) rnnsidcrcd this 
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procedure an ac,·cplailk 111,·Lhod ui' achie,·i11g ,·u111e111 validity. The i1e111, were ca,1 

in Lhc i',1nn oi' s1a1..:n1,·11L, 111.11 affin11 p..:r..:eplion oi' gn,wlh or lad oi' grnw1l1. Thc,c 

it..:111, w..:rc ad111inis1cn:d Lo 110 111alc and k111ak 111a11agcrs whu p:1n1cip,11cd in the 

pilot study. They w.:rc a,k,·d Lo rate .:ad1 i1..:n1 011 a i'ivc-poi111 Liken ,calc 

:1cc,1rding lo how accur:11.:ly ..:ach JLCIII describe, growth. The cu111po,i1c ,core ui' 

all the items on Lhc sc:1k wcr..: ranked in ,uch a way Lhal a higher ,core indicated 

higher le\'els or perceived growth. The u:11:1 was subjected Lo i1cr:11ive i1cn1-101:1I 

..:orrclation an:dysis :111d the i1e111, exhibiting lowe,1 coci'J'icicn1, illcluw OAOJ wcn: 

di,c:1rdcd. 

The re,ulL:1111 score 111:11rix with 14 variables 011 110 subject, was suhjc::cLed 

Lo :1 principal co111ponc11L analysis followed by varin1ax ro1a1iu11. 'Che analysis 

yicllktl 3 factors 1accou11Ling i'ur 51.45% ur the Lota! variance). Fnr the pilot stu<.ly, 

Crnnhach ulpha rnefficie111 was 0.80. !'or Lile 111ai11 study, Lhe rdiahiliLy cocfficie11t 

using Gullman split hall' method 0.7'.J, whik C'ro11l1ach alpha rcliallili1y c,,c!TicicnL 

was 0.:,2. 

To obwin co11vcrgc111 validity ror the gruwLh si.:alc, iL wa:-. corrcl:.llct.l wilh 

jub s:1Lisi'ac1ion. According Lu Hcrlbcrg, ivlau,ncr am! Enydcrn1:111·, t 1\>5'.J) Lwo 

!'actor theory. t'actnrs that lead 10 job s:11i,i':ic1io11 arc 1h,1sc 1ln11 ,atisi'y an 

individual's need for sell' ac1u:tlisa1iu11 in one's work. and it i, only i'ru111 

pcrfnnnancc of a Lask Lhal Lhc individual ..:an gel the rewards th:11 will rei11i'orcc his 
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or her aspiration. When growth is denied. 1he result is lack llr ,a1i,J'aclillll. Thus 

rnrrda1ion analysis or grow1li with job sa1i,foc1io11 yielded r=.51. 

3.2.2. (Jualilalin· !Vklhod 

The quali1a1ive aspect nJ' !he study wa, carried out for a pc'l'intl or !ell weeJ..:s. 

h &;1)11~istcc.J nr 1wo f._H;us group discus:-.iu11 and ~ix in-depth intL·niL"w ~cssio11s. 

The m1111ber oJ' i111erviews was s111all bccau,c nJ' lhc· difficulty in gelling a larger 

11u.111bcr of panicipanls 10 take pan i11 the diJ'kre111 ,cs,ions. Focu, grllup, and lrnve 

been used successfully in quali1a1ivc research (Kruger, 19'!4) 10 ,1udy idea, in a 

group context, allowing a rcsL"archcr lo obsl!rvc a largc u111ou111 uf inh.:r.1ctinn on a 

given topic in a li111i1c:d a111ou111 or lime (Mnrgw1. 1988). 111 doing 1hi,,.panicipa111s 

constn1cl, give meaning am.I dcrinitio11 lu the inv~stig;.1tio11 bci11g cunductcd (L1.: 

ClHllple and Prrissle, 1994). This 1ne1hod oJ' tlat.1 rnllcc1ion is lkx1blc enou.,;11 lor 

everyone 10 have an llpponuni1y Ill panicipalc anti largi: l'IIOugl, Ill givi: a 

tlivi:rsificd llpinion. 111-Jeplh i111crviews allow, r,,r i11tlivitlual c~pre"iu11 oJ' iJca, 

without i111crrup1io11 fro111 others. II is SlJ111eti111i:, ilkal J'or data ga1hcn11g bccau,c 

or the difficul1y of bringing parlicipanls logclhcr in a forum for di,cussion. 1301h 

111e1hous allow !he researcher 10 h(1v~ a glimpse i1110 the world of the par1icipa111s. 

Prnbing open-endcd questillns anti prn111p1ing s1r.11egics were u,cd Ill gel 

darificalion J'nllll !he panic1pa111., as they lllid 1hc1r own sll>rics. The cnquirics 
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.WL'n: conduclL'd until lhL'OJ'L'lical sa1ura11011 was ad1ieved (Glaser and Straus~. 

Straus, and Corbi11 1 l'l'J01 t·o11du,kd Lhal Lhcorc11cal ,aLlll'aL1011 is 

co111pl.:1.:d wh.:11 there is 11<1 11cw da1a runhcomi11g rro111 the gruup. ck111c11b arc 

al'.'..:ountcd fur and lhL' n:la1iu11~hip among t.:atL'gl)l'i~~ arc valid:111.:d and well 

L'Stablishcd. A discu,sion guide which co11siSLL·d nr 14 questions Lhal wuuld a,sisL 

i11 gathering rdcvanl i11run11a1in11 was dcv<!lupcd mid used during the i111ervicw 

scssions. To asccnai11 fai:i:-validi1y or lhc qucs1io1111airc used, the panii:ip,1111s were 

asked 10 cvaluaLe lhL' i1e111s regarding their sui1ahilily ror i11i:lusio11 i11 1hc scale. 

ILcrns 1101 consid,:red sui1ablc were discardcd. 

A brief' i111roduc1io11 was givc11 Lo the research work m Lhe begi1111i11g or Lhc 

i111ervicws. Bci'un: 1hc co1111J1c11c.:c111c111 or the sc,siuns, all the 111c111hcrs oi'.Lhc s1uuy 

were approached Lo solicil ror Lhcir assis1a11c.:c aml c,1-<1pcra1io11 1uward 1he data 

collecLion. Those who indicated their willingness wcrc randomly a"ig11cd Lu each 

grnup ,1cc.:nrdi11~: Lo Lht:ir :1vailabili1y Lo panicipaiL' ill a rocus group al a panic.:ular 

Lime. Thc focus group c.:011sis1cd or 9 wo111c11 whu 0<:c.:upy 111,111agc1 ial posi11u11s in 

their vanous urganisalio11s ,111J e11rolku as pan 1i111c s1ude111s of Masters 111 

Managerial Psychology and Business Ad111ini,1ra1iun al 1he Univ,:r,iiy ur lhadan. 

The Focus gruup discussion interviews wcri: condu<.:Leu wi1hi11 ihe F.u.:ulLy 

of lhc so..:ial sc.:icni:cs and c:1i:h las1ed l'ur over a pcriud of one hour. The i11-dcplh 

interviews wc1c conduc.:Lcd with six fernak cxccu1ivcs 111 their different 

•,•••I• 'F" ill. ·II',' 
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urgani~a1iu11:-. a11d 1.:al'h i111er\'iew :,.,,.:s:-.iu11 la:-.tcd lur hl!l\\lL'l!ll l>JJL' and 1.HIL' ;111d half-

l1t>ur,. Th,· c:"p,:ric'lll"c:, or h,,111 group, ol wu111c11 (l'(il) aml 111-dl'J>ili i111crv1cw,J 

c:nnc:hc:d lhl' ,Ludy. The daia colkclcd WL'rl' lapL' rc,·or,kd with 1H>1c, 1akc11 by a 

,cc:rclary rac:ilitatc:d the· pn>e,·,, "r 1r;u1scrihi11g th,· di,eu"i"11s. 

The d:11a ll'a, lran,nibed and analy,ed u,i11g Ll1c Open cudc: ,ulhvarc 

p.i,·k:tgc ror Lh,· analy,i, or qu:tlllaliw data. Tlii, proecs, or a11:dy,i, i11\'olvcd 

l'L·ading through transl'rip1ion:-.. mHing the si111ilari1ii.:s in n:sponse:-. and e:-.tahli:-ihing 

a Lhc:1>1,· rm cad1 ur the response eatcgorie,. These arc culled aml tallied i11lu a 

rr,·,1u,·11cy c,n1111 111a1ri>.. A, the data wcrc: codc:d illl<> 111ca11i11gful lhc111c,, it wa, 

pos,iblc ll> hecp a sy,ternalit: and precise set or procedure, based 011 the rc:scard1 

quc:s11011'. The: criteria li,r a t:alcgory ur theme were ,cl 1u keq1 .ill .,i111ilar 

rL':-.ponses i111n a 1111.:aningful expl'rience ui' participation n.:!-.po11se. Sitll.'.L' the 

i11vcstigatio11 qualitative data was c:xploratory. the ohjcclivc or the a11.tly,i, as 

reponed by l,.:kCracki:11. ( ILJ88) was lo a,.:cnain llw c:;,tcguric, and rel,>Liun,hip, 

lhal 1·on111hc panieipanl, l'.\pc:ricnce, in n1ak du111inalcd work cnvirun111cnl. 

3 . .5. l'roc~dun, 

Ocrnpalill11al grnuping wa, dll11,· with Lill' aid ui' a 111.11n1al uh1ai11c:d rrnm 

F,·,kr:d orn,c or S1:11islil'> d'OS. l'N6 / LJ8) and lWO rm:us group di,cussillllS 

l'.1,ully "r Lile: Social S,i..:11e,·,. llniver,ity or lhada11. a11d ,ix in-depth interview, 
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· · · 1Vi1h· fi:111:[le ext·cu1ivcs in their urga11isa1iuns. E.il'i1 forns group c.:,i11sis1ed or cigl11 

111c111bcrs. Alth,,ugh a seri,·.s of gruup interviews was 11ec.:cssary Lo have a rich data. 

p:1nkip,11i1's availability was a kc.:y rac.:tur ill the make up of the group sessions. 

Thus. there was the need 10 c.:llllduct itH.kpth i111crviews with J'c111.de cxcrntivcs. 

This proved 10 he a diffirnll cxpcriclll:e because of the light sc.:hc.:dulc or fe1nak 

C:\eeUl i VCS. 

The panic.:ip:1111s in the FGD and n-depth interview sessions were asked 10 

identify ,·arious oc.:cupalions und cl:1ssify them into whether they were male 

dominated; female dominated or sex neutral oc.:eupalions. The frequcnc.:ies for the 

eateg,iries were obtained for all the respnn,,·s and were tallied with the 

elassil'ication ohtained from the Federal Office or Statistii:s, 19% I •m. Any 

occupation in which there is a large prepo11dera11c.:e or 011c sex type over a1111Lhcr up 

to the ratio of 85: 15 is considered skewed. This i111plics that the niak d11n1111a1ed 

occupations c.:onsidcrcd in this study arc s~cwed. Also, Zunckenna11 ( 1981) 

considercu a ratio ur one-third re1mdcs s1ude111, Lo 1wo-11iird 111.dc s1udc111s in a 

given major lo he male dominated. 

In the various organiza1io11s visiteu, l'e111ales who were ide111il'ied as heads 

,if the organizations, who had spe111 1101 less than ,111e year ,111 the prc,e111 pusitiun 

allll c111ploycd ful11i111c wcn: sdecti:d J'or participation in thi: study. The nu111ber of 

wo111e11 ideniiri~d J'or male drn11im11ed ocrnpations was s111all and this did 1101 allow 

·~ •' 
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i"ur random ;"li.1111pl111g prucL'dlllL'. thw, a purp,1 .... 1VL' ~a,11pli11g r11ctl111d was aduplL'd :-.l> 

Ill rn111ple1e. ,\ 101al or 80() ques1ionnairc, were dis1ribu1ed, 381 ques1ionnaire, 

were enlkc1ed and 35(1 were used for llll' anal)se,. Twc111y rive que,1innnaire, 

were discankd. 

JA. Slalisticul .\nalysis 
Mullipk rq;ression analysis wa., carriL·d lo ll'sl hypolheses I -5. This 

involved regressing all 1he independenl (sdl'-e,1L·e111, ,elJ'-el'i'icacy. rcrngni1iun and 

,uppon i w 111a11agL'lllL'lll ( hyput hcsi, I -4 ), and de I nograph ic variable, ( h ypnt hesis5) 

on eaeh uJ' 1hc depende111 variahks (accep1:111ce and growth). This wa, dum, in 

,,rder 10 find ,1u1 11te indepcndl'lll variable 1ha1 will signii'ic:11llly predic1 1hc 

dq1ende111 vanahlcs. 2 ., 2 ;\NOVA (Analysis ul v.iriancc) was e1npluycd tu 1cs1 

hypu1heses h -·'! in 1>1her 10 find ou1 11tc in1er:ic1iPn cffcc1 ,,r ,e11·-e,1ec1n .111d sell'-

L'fl°il'acy. r~cllgnilion and :-iupp~•niv~ nianagcnh.:111 un acccp1:.111t.:L' a!ld growth for 

k1m1lc cxcc1111\cs. One-way analysis or variance wa, u,ed lo 1cs1 hypo1l1csi, 5 

which ,1a1ed 11t.11 fen1ale exc,u1ivc, in fe1n,dc and ,ex-11cu1ral uccupa1ions would 

,cure. higher on aL·cep1a11n: and grlllvlh lltan l'c111:1k cxccu1ivcs in 11,ak do111ina1cd 
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11n·upatio11,. T-te,t i'or imlep,·11de111 "'"' L"cd to 1,·,1 hyputhe,i, -I and IO 111 urder tn 

,·,,1npare the 111,·an ,i:11r,·, ol 11,;d,· and i'L'111:1k, u11 1wri:eivcd aci;ep1,111c:,· .111d o!ruwlh. 
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CIIAl'TEI{ FOUR 

In this d1ap1cr. rc,1111, lli' analysis carric.:d lllll Ill 1e,1 the hypoihc.:,e, 

1..:,1, ,,r ,1g111i'i..:.111c..: ,ckL"l..:d .111d appli..:d 1,1 the.: data arc tlc,crih..:d i'llill>lwd hy a 

slalcm..:111 indicating whether the hypolhesi, i, r..:jectcd or accepted. The hypotheses 

"'w 1..:s1c.:d ,me hy one and results prese11tc.:d hypllthesi, by hypothc.:si,. Table.: I 

pr,·"·n1, zern llrdcr correlalilln 111a1ri,\ or all vari:1ble, (selr-c.:stee111. sdi'-dlic.:acy, 

r..:,ogniii,,n. ,uppuniw managcn1e111. acc.:eplanc.:e and growth) which revc.:als the 

relalinnship between the indq1cndent and dependent variable,. 

Zero Order Correh,tion l\lalrix 
--\'ariahl1.·~ ,\n·cplanl'c (;ruwlh Self Esteem Sell' H.ccognitiun S1111porti,•c 

Effi1.·acy Mnnagcmcnt 

Al'l'CJllOllll'C - .03:i .-167"* .. 102*·1' .224:i: 111 .lJ9-l 
Gruwlh 

I 
- -.051 .0 I 1J .. 1.11,** .J(J(,** -- -- -Sdl' Eskcm - .562 . I Ill* .lJ/,8 

I -------- --------Sell' Etficac.r - .142*" .0/,J >·---
.. ____ --·-------l{ecoJ,!nilion - ..<lJ:i'''* 

S11ppur1i,·c ---------t----· 
-

;\ lillHl;.!Cllll'UI -- --·· ------- ---·-·--·----------

('"rrela11on rc,ull, re\'calcd that sl'li' c,1cc111. ,L'li'-cffic.:ac.:y and rcrngni1io11 

,ignii'ic.:a111ly with ac.:c.:t:plam:c al .05 level of signiJ'ic.:ancc. Rerngnitilln and 
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,uppmliw 111,m.igc111c111 alsll i11dka1cd ,1 ,ig11ifican1 positive cnrrcl,11in11 with 

gn>11·1h al .05 lcwl ll( ,ig11ific-a11cc·. 111 additill11, Self cslcc111 (.01) ,11,d ,cll-di"ic.icy 

1.051 and ,upporlih, 11w11agc·111c111 ,ig11irica111ly Clln.:latcd with rcc11g111lill11. 

l.c·vd llf ,ig11if1c,111cc ''' 1.0 I).'·"'' 1.0.~J. 

Th<! fir,1 hyp111hesi, ,1a1e, 111:11 cllllllllg le111ale and 111:11..: <!xecu1ivc·, 111 111ak 

do111 i 11.ited occu pal ions. scl f-<:ste<:111, scl f-dficacy. supportive 111.111age 1rn:111 and 

1e..:og11i1i,>11 will jllintly ,111d i11depc11de111ly co111rihu1e positively and ,ig11ifica111ly 

Luward pcrccivc·d accq11ancc·. To 1c,1 Lil<! hypllil1csi, 111ul1iplc rcg1n,i1111 analysis 

was computed and r<:sults arc slHl\1'11 in 1:1hk '.'.. Thes<! revealed 1l1a1 sdf cs1cc111, 

self d"ficacy. rccog11i1io11. and supportive 111,111agc111e111 accounted for 5'.'..5'k, 65.% 

.i11d .I() 5'/c of the total varia11cc nn perceived acceptance for the total sa111pk. female 

cxccwives .and male i:xccutiv~s. 
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,11;11 

1111pk· 

:nmh..• 
\L'L'llli\\;S 

lllil h..· 
1mina1~d 
·.:up:llitHh 

nak: 
·.:u1iv~:- 111 
lalL' 
11111~\l..:J 

'UOalions 

nah: 
·..:uti\'..:~ in 

lh.'Utr;tJ 

upatitHIS 

k 
.'l'Ull\'L'~ Ill 

H,· 
111 ll~tl..:t.i 

'Llp~lli1111) 

')5 

)lu lliui.e_1\J;l;n:>.,iu1L \ ual l'>i!uhu 11i11;;Jml c uc1lllcuumu Ju iul .pnJ.lfr l iuu_uf 
r.1.:J].'.lli'.l'.il...l.1.'.i'..l.:JJ.li.Ul!.'.~fof_Iu.lul...!iillll1Jk,.fulliill.:.......11Jltl.MHk_L'!\L'.l'Ulil'!..'..S"iu.m.aJc 
tlUJuiual.c.{L_urrwmti.uillit-:-J'.l:m.ak _ _c..\cr1~lin·s i11 ft·111i1h.'. .... ....iu1d .!ll'...Llll.:lllr.il.J 

y ITU [la l iuJLS.. 

,---· ·-------- ··--·-·· -~---- ·-. ----- -------· - -r I( I(. II J.l T I' 

Scll'-csll'CIII .52:i .275 .r/.J . .Jc,11 X . .J I <.00 I 
Sdl' cflk,1l'J 2.21 .III') . 'w 11.:-. 
i<l'L'o,1,:nitiun .52l) . I Cl9 .l.51 <.OIJ I 
Sup1u1rti,·c nm11av.c111L·11l 5.-11 .027 55--1 /I,!\ 

Scll'-L·Sk'l'IU .(15 I .•124 .H,7 .5XO 5.X9 <.OIJ I 
Sdl' cflicaL')' I . iO .CJ 14 .15.J n.s 
Rl'L'OJ..:,11 ilio11 .27'1 .111 1.35 11.S 

Supportin• nmmav.cmcnl . I I.J .OX.1 , l)(1(1 11.S 

SL·ll'-cstcl'IU .51> I . .14'! IXI .271 2.05:1 <.05 
Sdf dlicucy .. \X4 . .154. 1.<i::!3 <.0 I 
RcL·og,nitio11 -.171 ·.050 . ..JX(l 11.S 

Supportive 111~1,mi,.:cmcnt. 134 . I X5 I .X.1.1 • 11.S 

.5(l( l .J I .J .,\l);,.; .51 H .1..177 <.01 
Sclf-cstccn1 -,ll!IX • ,()(11 -5.U n.s 
Self cffic~1l')' .74.J .251 1.602 <.IJ I 
Rcl'o1411itin n '!. 777 .040 ..JI X 11.S 

Supporli\·c nmnaJ:l'llll'lll. 

Sl·ll'-l•Sll'l'lll .4t15 .IC,-1 . .l7.l .. 1X7 l.15 <.05 
Sl'lf' d'tkal'.r .• J :iX · .O.lO ·.2-U n.s 

R ccov.nit i1111 .77, .:2·2.1i I .X.J ll.S 

Su I wrlin• m~magcllll'lll ... (I \() -.2X-t -2.21 <.05 

Thi, mean, that ,L"lr-e,1eem. ,e11· effi<:,11.:y. rern.~ni1irn1. and ,upportiv,· 111a11age1ne111 

,ire ,111 in1puna111 ror pl.'rceiwd aeeep1t111ee ror 1he 101al ,ample. k111:d,· execu1ives 

and 111ak e~ec:u1i1e,. lfowewr. as shown in Tallie ~ individual ,:ontnliu1ion ell° 
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i1nlcpc11tlclll variable, Lo pcrl'c.:iwd ,11.:ccp1a11cc i'ur Lile LuLHI sa111pk i11dica!c·d Lhal 

,di'-cs1cc.:1111ll = .460J was the.: hc.:sL prcdicwr, i'ulluwcd by rcwgni11u11 ljl = .o:n1. 

Thi:,,. mt:ans for thesl! rcSJ)llndl'.'Jlls. n..=1.:og11ili011 and sdr-cslce111 Wl'\'C" :-iit!11ifi~anl - -
dc·tc.:n11i11a11b ur ac.:ccp1m1c·c.:. Sdi'-c.:i'lkacy (il.0191 and suppurtil'l: 111,111agc111c111 

t!l.ll27) did 1101 shuw signiric,111L illlhvidual w11Lrihu1i,11110 pcrcc.:ivcd accc.:p1.111cc. 

For kmak cxccutiws, 111ul1iple rcgrc,sin11 .11rnlysis rc,ull i11 Tl1blc " 

shnwcd signil'ic.:anl jninl inllucnccs nr all Lile indcpc.:mlcnl variables ,111 perceived 

acccp1a11cc (I(= .-t'.!. F (4.lJ7J = 17.9, P< .001 ). Howc.:vcr. individual w111rihutinn 

rcvcalcd that only sdf-cstccm tll.580) signil'ica111Jy inrluc11ccd acccp1a111.:c of fcmalc 

cxcn11ivcs i11111ak drnninatcd job,. Scli'-c1Tic,1cy tll.014), rccogniti,m tl.l.111) and 

supponiw 111,111agc.:mc111 (jl.llXJ) did 1101 slu1w sig11ifica111 indcpcndcnl con1nhu1inns. 

h thL·n means that sclf-1.!sleem .is an important f:.1chir influencing femah:'s pcn.:l!ivcd 

acccplanc.: in male.: dominated work cnvironm.:nt. 

Similarly. r,1r the 111ak c.\crntivc,, rc,uil nh1ai11cd n.:vc.Jlcd 1J1al thc.:rc wa, a 

,ignii'icanl joint inrluc111:c.: ur ,c11·-cs1cc.:111. ,clf-cfficacy rcrngnition ,llld ,upp,1nivc 

111a11agc111cnt un thcir pcrccil'cd acc.:cpta11cc (K: = .16, F (4,67) = 3.29. I'< .01). 

J11dcpcndc11t prcdiction rcvc.:alcd thal sclf-c,Lcc.:111 (jl =.387) and ,upponivc 

111anagc111cnt t jl = -.284) hc,t in lh1cnccd pcrcc.:ivcd acccpl,111ce. This 111can, that 

,dl'-cs1cc111 and suppnnivc 111a11age1nc11L wcrc i111pona11L fac.:Lnr, i11lh1c11ci11g 

pc.:rccivcd m:cq11a11t:c or 111ak cxcrntivc, in n,aic dn111111a1cd ncCllJJali1111,. These.: 
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results indicated that the hypothesis was partially conJ'in11ed. As predicted all the 

i nde pc11tkn 1 , ari ahles .i oi nt I y inn uenccd acceptance !'or the exccut i vc,. 

The SL'cond hypothesi, pr,•dktcd seli'-L'stc,·111, sdJ'-efficacy l'L'CO!,!llitio11 and 

,up111>rtivc 111a11;1gc111e111 wmlld jointly and indqicmlently. co111rihutcs llllsitively 

TalJJ c_J :~l ulti11l c_!( ,., • n· ,si.iuL,\ ual i:.;h.'11U1riui,:. imk u eud 1·11Lau d. juit1L l!!:L'.llie Ii \lll .u L r~ r~ e ir~d 
tirmrlh li,r lhLI..UtaLsum11h: I' 1 · mali:.. . .u1d..hlak.I::xeculi i:c.d1ullil lc..tlominaled UL'.L'.11 llil tium;, 
femalUXL'.l.'.utiu.s.iu.Ji:lllllk.aml.se:uu:1111·aLuu1111aliun>, 

I{ I{· I! [3 p· 

S1..·IJ-,:~h:c111 .13'.' . I'm -. I.W ·.13'! ·.2~ I <.05 
lal Si..•I I' l'ffi1..·11L')' '1.1JX .1148 .X2X N, 
lk· Rl.!t..:11gnitiun 1.17 .. 1117 .'111:l <.OIJI 

Supp1ll'ti,·l· 1mm.i!!c111l.'111. . )riJ .::!.::!.5 4.-15 <.001 

,k 
Sl'lf-csh:'-•m .5X7 .344 •. I IX -.107 • l.112 N, ,tllivcs in 
Self 1..'niL'.ll.'}' l.:W .II I I .II I I Ns 

natcd i{c..:11~1\J Ii, Ill 2. IJ6 .534 6.14.1 <.1111 I 

patilm:-. 
Supp,,ni,·\.· 111;.m;1:= ... ·11h:n1. Ahl . 17X 1.952 <.05 

[tah: Sdl-~:-.11.·t.:11l .380 .144 -. I I h -.1411 -. lJ:!X 11.S 

•Ull\"C:'1 ill S"·II' ,.:flii.:;11.·'}1 1111.X .11611 .3X7 11.S 

,Ii.· R'-'1.'l ll,! nil iun I. i 'J(l .2X5 2.:IXII <.115 

[HHlll!J Sup11'11 l1n: ma11a~r:111r:111. ,.\,1-1 . I ~4 1..1.1,\ 11.S 

p,11i,m:-. 
Scll'-r::-.tr:r:111 570 .. \25 -.11111) -. I 112 -.S'1X 11.S 

d,1li\'1!S S'"•lf i..:l'lkacy 11114 .113 I .2(17 n.s 

' 
Rr:\.·1 ll!lliti1111 ,8,1~ .24•1 1.550 <.Ill 

'ill Sup1h•rli\'',! m:111.1!,!'-'llh.'nt. l..~flh .-121, 4.,14') <.II I 

rnm 1011:-. 

•llli\'i::-. in S'"• I f-..::-.1t .. ·c111 .52 I .'2.12 .I'·' .228 I .II I ·I n.s 
sr:1r 1.·rnl'.:1Ly h. I h .1107 21X 11.:0. 

lfrl·11gn11i1111 ..l I:\ .2117 11.7(,/, 11.S 
,Ui.111.'d 

Su, 1m11\'1.: m:111;1\!c.:ll11.."11t. .4 I \ .311(1 I .h I ~ 11.S 
p.11h111:-. 
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pe1\:eived grnw1h nr the 1n1al ,ample 1R: = .l'J. I'. 1'1 • .150) = 20A7. I'< .Olli). For 

1h:i1. 1\·cng11i1i1111 iii= .31 ). ,11pponivc 111an.1gc111,·111 (jl = .2hi . .i11d ,c:lf-e,1,·e111 ill= 

. I-Ii wcr,· ,ig11ifica111 predit:1nr,. Scll"-cffit:acy iJl =. 05J did 11111 ,h11w· any 

,ignil"icalll indi, idual inrlucn,·e. 

jllilll prc:diclillll. (R: = .J-1'1. I' l-i'.'17 l = 12.73, I'< .llO I). Thi, 111c,111, 1ha1 i'11r l'c-111ak 

L'XCCLllivcs pcrcc'iwd growth wa, jointly inrlucnccd hy scll"-cslcc111. ,cll"-dficacy. 

rccog11i1io11 and supponivc 111a11agc1nc111. Individual co111ribu1io11 nr the i11dcpt:11dc111 

variahll!s indicalcd Lhat n:cog.ni1iu11 lf3.5JJ, followed by supportiVL' rna11agl!11lclll 

ill.= 17) signii'ica111ly prcdic1cd perceived grow1h. while sell" e,1ccn1 (jl =-. I 6) and 

self-efficacy 1=.0I) did lllll show any sig11il"ica111 individual rn111rih111io11. This 

i111plics 1ha1 r,·c11g1111in11 and ,upplll'l were i111pona111 rac1ors dc1cr111i11i11g grnwlh ror 

i"c1nak CXL'CllliVc'S. 

individual ,111d j,1i111 variable- dfccts on perceived gruwlh (R: = .27. F (-1.671 = 1.46, 

I'= 11s1. These results rcv.:alcd 1ha1 hypo1hcsis 1wo was also panially supp,,ncd. So 

i'ar !he anal)si, ha, exa111i11cd nialcs and rcnwlc, in 111alc do111i11a1cd ocrnpalion,. 
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;\ho in 1hi, ,1udy. 1·e111all' executive, 111 k111.ill' do111in.11ed ;111d ,e., 11eu1ral 

uccupa1io11, WL't'e 111cl11ded '" revealed in hypuillL·,es tllree and 1'011r. T.ihle 2 am! 

three pres..:nl 1lw result,. 

Fur k111ak exeL'ulil'e,; 111 J'c111all' dn111i11a1ed occupalill11s. perceived 

acL'l:(llallcL' w,1, signii'ica111ly i11rlue11ced hy ,ell' es1ee111 (13 =.271 I and career sell' 

efficacy ll3 = . .l5-I). Recng11i1io11 and ,uppunive 111anage111e111 did 11<11 l!xert any 

sig11ii'ican1 inf'lue11ce toward perceived acccp1a11ce. Joi111 predictiun lli' variables 

rcveabl a sig11ii'irn111 result (R2 =. J-llJ, I' (6.75) =6.6'). <. 001). Perceived growth 

was signii'icanlly i111'1uenced by rerngnilion (13 = .285) foilll i11rlue11ce .,r variabl<:s 

did 1101 indicate a signii'ica111 predic1in11 (R'=. 1-1-1, F(6,75J =2.104. I'= 11.,). 

On the other hand. acceptance t't,r kmak executives in ,e~ 11eu1ral 

llccupa1io11s was signii'ica111ly inrtuenced by seli'-e,1e<:111 lj} =. 5181 and recog11i1iu11 

(jl "'· 251 ), while career ,eli'-L'ilie.icy and supportive nia11age111clll did 1101 indicate 

,ignii'irn111 ini'lue11cc 011 aL'L·ep1a11cc. Joi111 prediction or depc11de111 variables 

rcvc akd a sign i t'il:a111 L' ffccl (I{'= . .11 ·1.F ( h, 83) (d I <J. I'<. () I ). Si 111 i I arty, per<.:e i V<:u 

growth was sig11it'ican1ly jui111ly i11rlue11ced by all 1l1e 111dependc111 variables (R2=. 

3251 F 16.831= 6.(151. P<.001 I. Individually, rcrngni1io11 (13 =. 2-1-11 and ,uppunive 

111.inag<:mL·nt tll =.-126) ,ig11ii'iL'an1ly 'predietcd grnwlh. 
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i..'1..'Jll~\lli..'i..' 

·owth 

I 00 

Hypnthcsi, five p1-.·dic1<.:d that ,ex, educa1in11al qualifica1iu11 and 111c111or 

will ,ig11ifica111ly and JlllSitively predict acccp1,111cc and growth fnr 111.1ks and 

fc111ale, in 111ak do111i11a1ed jllhs. 

Tauk ~ :_.Swmuan Tabk J.uwLil)11LlJ1c.kui,nc.knU~.ri,<liqiu1utl'...ill:.cc11uwcc ;u1<1 J.;nnuh h.i; 
llcmu!!n1Uhk ~:arhildc:i.Jur_fcm~1Jc .E~c~'.ulin':i, 

~------ ---- ---·---· --- . - ---.,-- - -· -·--··- -· ---·-- ·-- -·-··--.. 
\':1ri.1hli..•:,,. R R· B \Jl --·---- 'I' 

I' --------.i.--- _______ .._ _________ 

.M-l .44 I .. ----·-~- -l---------c- ----------· s .... , -1.2X-l 303 -L:\~h <.llll I 
:\!.!i.' :1 .. 171) .034 .418 11.S 

M. S1.1111s .-l 1Jh .051 .757 n.s ----
l!du\.':1th11ml 1.1ualilka1i1111 -.:!'JJ -.1177 . I. 1.\0 11.S 

t\l:ma!.!c1111.:111 l~l'\'l'I ,(l,\5 .114 I 5711 11.S 

TilllL' ur nl'L'SL.'111 i1,1si1iu11 51.1 .158 1.220 11.S 

Nu ... 11' pn1ni111ion .15-l .1142 559 11.S 

l . .i!'II 1m111u,ti1111 -.-105 -. I I 3 -.86-l n.s 

f\kntor ,{115 .059 .H3 I n.s 
.-17 (, .~:n 

Sc:\ . I 211 .0% .II I II 11.S 
f...-- ------------ • --

:\gl' 1.1178 .092 1.157 .n.s 

f\l. S1:11us • (..j l'7 -.076 -JNJ ll.S 

l:dul'atu1m1l l1ualilkati1111 . 7 5-l . I (,4 .2.11-14 <.05 
(\ I 011\i.l !.!L.' I IIL.' 11 l Li..·vd .J-HJ .1184 .5511 11.S 

Time ur prcs1..•111~:,,.itiun -AlJS -. I 1.1 -1.,c,o 11.S 

N .. 1. ofr,rn111,1ti1111 -.X70 -2111 - I. :me, 11.:-. 

l.,bl r n111101i,m 1.271 .1110 1.2117 11.S 
-+-· 

t\kntur · lt,H -.173 -1. lJII.\ <.115 
-----·· .L. ••·--·- -

Multiple regression analy,is showed a ,ignilkanl joint prcdictio11 or 

acceptance and growth or relllak executive, by all the above 1nc111io11cd variable, 

R: = .441. F I I 3.134 l = 8.123. I'<. 00 I tacceplancL' I R i = .227. F l JJ. 134) = 3.020. 

I'<. 00 I (growth). 
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Individual c.:on1rihu1ion ur all variable-, revealed thal sex 1Jl =J03) 

,ignific.:a111ly c.:llnlrihulcd lo \ll'rc.:ciwd ;1c.:c.:ep1an..:c f11r fcniak excnllivc,. Thi, l\\can 

11 l1eihl·r lll\C b ac.:c.:qllcd in 1nak dllllli1w1cd jobs ur 11u1. Rcsulis 011 pen.:eivcd 

g1-.,11·1h rl'Vcakd 1ha1 two va11ahlc, ,ignil'ic.:a1Hly w111ribu1cd lo grl>lvil1 fur l'enialc 

c.xcc.:u1ivc,. Th" i, cduca1io11al qualiricatiun tJl =.164) and 1111.:111ori11g (jl"-. 173). 

This implies thal cduc.:alillnal qualil'icalilln and n1cmuri11g arc signil'icanl 

determinants of growth in male dominated wurk rnviro111ne111. 

For the rnak cxcl'lllivc,, there wa, 1111 sig11i(ic.:a1\I joi111 pn.:diction for 

' ac.:..:qitancc R '= .2:\4. F ( 13.h I)= 1.593, I' n., and growth R- = .24-1. F ( 13.61 J = 

1.518. P 11.s. Individual contribution or variables n:vealcd that for perceived 

growth. educational qualii'icaiion (j3 = .365) had a ,ignilicant co111ribu1ion. 
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,·1·11t;lllt.'I..' 

(in1wth 

I 02 

Iu lJJL'_.5.:....Summa r\ ·1·;.LW.~_shu.\Ullg_llu:_Juilll_.;u1tlludl' .l}L'ullw_l J:n;,Ll.ktiuµyf :\ l'.l.'.l'll li1JJ1.'l'. uuU 
G ru.1r.llLb i;.llimu1:mu hk_ L,riahl c, fur ~ lulc...Excrn lh e, 

---- -····--- _'f ____ ·------ ----··-- .. , -- -· 
Variahk:-. I( I( IJ J} 'I' I' 

·-f--· -- ·- --· 
.h5') AJ-1 

-~ ---------- ···--·------ ···--·-····---· ------ --··---- -----···- -· ...... ---. s ... ,, 1.218 .173 I .ri:\lJ II~ 

- -----·-- ·--·------ --- ·-----··-- ------· ··-·------------1---- --
.-\!!1.' :U17 .115-1 .-11 '1 ll~ -·--·--·-···--· -------- - . .... ·--·· ------- - .... --------1----- - ·-·- __:___ ---
~I. S1a11is . I 711 111 lJ . 17.1 11~ ----· ------------ ----
I ~dlh,::11 i, 1m1i l1ual i 1i .. ·a1 i1m •J.7611 .0:!.(1 . I 'JI II~ 

M:111:1!.!!.!rrn:nl l.1.·\·i.:I -.X-11, -052 ~,;:r ns -- -
Ti111c or rm.::-.cnl n11siti11n '.!. 17X .(,5-1 _(ll)-1 lb ··--
No. of nru111,11ion 1).1511 .02-1 .2011 ns -
l.:1:,,,1 rm111101iun -2.()(15 .c, 111 ·.65-1 ns 
t\lc11111r U.16 .125 I. 1-12 I\S 

.-1')-1 .'.!4-1 

- --·------------
Sl!~ . l 28 .111 ..: 7.17 II~ 

t\.!.!l.' 1.-1 XII '1-1•; 1.-1-17 II~ -
~ I. s "" "' 1.571, . .1(ii 2 . .15 I IU, 

1:du1.:ati1111al qualifo.·,ui,111 · 2.-1 SlJ • ' 1:15 -1.ILW <.115 
i\ lolll~l!!l.'llll.'11( I .l'Vd .l.H'J-1 1.11'.!X .')-15- lb 

Timi.: or lll"CSL'lll 1111sitio11 -.1.858 -.IIO•J -CH,-1 lb 

No. of prn111111ion --UXX -1. 140 -1.05 1) lb 

L:i~t pr11mo1i1111 1.81.1 .1'12 1.27(> lb 

t\kntur -.2~5 -.240 -1.7 :\J n, . --

The sixlh hypoth.:sis llwl stated 1ha1 l'c111ail: exeeu1ivc, would rcpun lower 

at:ccpta11<:L' and growih than 111,lh: L'.XC<:utivcs in 111uk tlominatcd occup,niun:-i was 

,111alyscd using 1-1csl for indep.:11dcn1 sa111ple,. CODESRIA
 - L
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I 0.1 

- - _Ex..:.l.'..11 lirl'. on .:\.nL'l>li.llH.'1:. and_<.; ruwth. ·--
Variable N ._ _ _x_ __ SD SE ur -------------- ---··- ----·-

I p 
-------- ----

iVi.d C I 13 35.3') 6.74 .7'J 172 :i.800 <.00 I 
Fe111all' 102 .JO. 7 I 5.3-l .53 

·- ~ -

!'vial<: I 13 .j ') .4-l 7 .20 .85 ,n 
--··-· 

Fc111ak I 02 -18.').j 8.5:i .85 ~--- ._ _______ 
1.- ••••• ----~- ·- -- •.• ------

Rcsul1 in table 6 above indicated that tllcrc was a signil°il:a111 difference i11 

their percciwd acceptance (t ( I 7'.!) = - 5.800. I'< .00 I) while ihcrc wa, no 

,ig11 i i"i<;,1111 di !Terence in pcrcci wd gruwth ( I ( 1721 = .407, P = 11.sJ. Ol1,erva1io11 or 

111cans a, re\'l'alcd in tabk six above indicated th,11 female cxccu1ivc, i11 111alc 

dominat~d m:cupa1ions perceived lower accep1a11cc (X = 35 . .l'JJ ihan 111alc 

executives (X = 40.711. In 1his regard hypothesis seven wa, parlially ,·011i"in11cd. 
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I 0-1 

Hypnthcsis ,cw11 Cllllljl,ll'Cd li:111alc cxc,·u1ivc, i111nalc dll111i11atcd. i'c111.dc 

dominated and :-il.!X llL't1lral llL'L·up.itio11s rn1 tl1L'ir Jh.'J\.:civcd ;.1CCL'Jll:.111cL' and ,:,!l'U\vlh 

using. l>llc-way analysi~ or vari~111cc. 

'fo IJ k..2 laJ.:....litllC - _lULL, \tllli.1'.Sh .U f~ar ioU11:.i,.Jk,ul LliiJ U.\riug lhi,_ lliffITL'.ill.1:. lk llu:.c lLl' CIUak 
Exec u ti n,,._.iu__:) lalLUumiua1.1:J), ,.f rnm)i:. .D.umi11a lc1L au<l..1i1:.,...Nrnm1l Ju),, . Ul/ .. l'ci:nhnl 
• \CCC U lillli:r . .audJ; l'.IJ.ll l h., 

------· 
Variabh..·~ SS di' MS F p 

-· 
lh.·twl.!t:11 !.!rllllP 15(,AX<, 2 7X.:!.J.1 2 . .JIH> .. n.:-. 

·- ·-· 
\\'11lli11 !.!roun 7X05.51.J :!·111 .'\2S2J 

··-
"J\11al .J.17K.70ll 2-!2 ---- --- ---

lklWt:t:11 !.!l'OUJ) .Jl5.77'J 1 2117.KKlJ .l.1 'J(i <.05 ·-i-=-------- f-
\V11hin !.!nnui 15/,.18 . .178 2.JII (15.160 --- ---- . 
Toial I (1115.J. I 5<1 2-C! -· --

011e-way analysis or varianc,· result in Table 7 revealed 1ha1 there wa, a ,ig11ii'ica111 

difference in their percc-ived grllwih, (F \2,2-10) = 3.llJ, I'<. 05), 1herc wa, no 

,igniricant difference in their perceived acceptance \F (2,240) = 2.-11. I'< 11.s). 

Pnst hnc analysis resul1 (Schelle 111dhod) revealed that significant 

difference occ111Tcd hctwccn l'c1n,1lcs in l'c111ale dll1ninatcd (X = 47.76) and 1110,e in 

,ex neutral occupation, (;(= 51.1 J 1. Th!lsc in ,ex 11eutr,d oc.:cupa1u1n, perceived 

n1orc growth ,,pponunitie, 1han tl1use in J'e111alc do111inatcd occupations. Thus, 

ltypDthcsb seven was panially ,upponcd. 
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TahlL· 7h;Posl-hm• lksull 

r-- ----- --··---------i·--------Group,__ N Mean Mak l'c111ak SL'X IIL'lllral 
--- dllllllllalcu d,>111i11,11cd ------ --- - --- ------ - --------···------··- ·---

f--'--+-'-'M!~_L_' ----+-1_0~-- -18.9-l - -1.18 -2. i <J 
1 Fc111ak 7ll -17.7(1 - -.1 . .17 1• 

3 --S-e~~~~-,~.1-_·,_1-1_-~7_1 ___ __ 5 I. I:; __________ _[ _ - ______ __ - __ _ 

,'\1,.'f..'l.'pt:11ll..:I.: 

LL·1·L'I l)r ,ig11ific'a11ce 1'(.ll I). 

Table 8 bclD\\' presents results ror the dilkrcnl levels of sdi'-es1cc111, seli'­

cfficacy. in relation Ill acceptance. Analysis or \'ariam:c (2x2 ANOVAJ was u,cu 

l<l test hypothesis eight which stated that fe111alc executives in 111ale do111i11a1eu 

Dccupations with high ,cir esteem ,111d ,cir cffirncy will score higher Dn perceived 

,11:,:cp1anec !han female executives with low sclJ'-c,1ec111 and efficacy. 

Iahle.Jill! I· 1 , 1 -\nal ysis of...Y.llri.a11C1c.Ke.s.ul.L'ib.u.,rll!1,; . .l.ulllLmuLlu.1.crarti.uJ.LElli:r1s _uLltlr, 
l.'.UC..Clli, Sl'!f Fflkill'Y on At·u,u.La1u·t· for i'L-1rn1k Esl'ru~~ 

-s.s di' MS F p 
Sell' esteem -143.263 442.263 24.467 <.00 I 
Sell' efficacy IONJX 10.6')8 .5'J I 11.S 

I nkrnclion (AXB) 371.55 371.5 20.508 <. 001 
Error I 775.-16 ')8 18.177 - -
Total I 71 Xl>8.()()0 102 - - ---

Result, in Table 10 imlicatcd that sclr-e,1cc111 had a sig11ifica111 ,1a1i,1ical 

111ai11 effect llll accc1H,111cc, (I' (3.'J8J = 24.47 I' <.Olli J. Self-efficacy did llDI have a 

s1g11ifica111 effect 011 acccp1a11L'c. (I' (3,98) = .5'! I <n,J. II was ,d,D ,how11 1l1al sell' 
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,·st..:<.:111 and self ..:fficaL·y had statistical significant interaction effects 011 accq1ta11c1.: 

a, l'L'\Takd i 11 t h<.: r<.:su h ( F ( J. 'JH J = :W.5 I I' <.OU I J • Tile m<.:an di l'krenc<.: llL'I w..:cn 

iliL' \'ariahk, and ih<.: i111<.:raL·ti<111 ar,· s/Jow11 i11 1/J..: 'J'ahl<.: I Oh and figure I lwlow. 

Ta Ilk. lill:. Suummn .... uLme:u~0 re.,ull .>Uull'illl: .. ll1i:_i11 lli!l,'.,u,e .. uL::iclL.E,1ccm a,111Ll. Carn r_Sdl' 
Ellki!!=.r JHLl,,el!liU!l;i;, 

( ·,uwr Sell' Effi,:acy 

Hi '!11 Low Total 
Se11· Low 35.93 
Esteem High -15.00 

---.--~~.-:-~c-----rl--1-1...,.0-o ___ l :n .2<,-----i 
41.-10 _ 42.75 _,_J 

Total H0. 93 82.40 

Figun· 2. Showing till' i111c1·m·lio11 l'i'fl'l'ls of sl'II' c-Sll'l'lll and l'an.'cr sl'IJ' l'ITkan·· on pt·rl'l'i\'t·d 

at'l'l' 1•1 a llt'l'. 

45 
.l11,•l1..,,•II,•~ 

-10 r--===::::===---c::::::::=:=--. __ 
35 
.10 
1. 
_) 

20 
15 
I 0 

5.'---~-~~~~~~~~~~~~~~~~~-

LllW 

Efficacy 
High 
EITi<.:.iL'}' 
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Specil.ically. the: analy,i, or i111erac·1io11 c:l'i<·L'I between selr-e,tec:111 ,111tl ,e1r­

c·ffic·:1c·y ,llll\\ed that under Cll11di1io11 "r 1ml' L':1rec:r selr-e!Ticac·y perceived 

accq11a11ce wa, l1igh with high selr-estcem. Si111il:irly. perceived acc·cp1,111cc wa, 

hi)!hc:r when high career sdl'-L'ffiL'ac·y i111erac1ed with illw sdl'-cs1crn1. This ri11di11g 

L'k-arly showed the· s1rn11g i11flue11ce or i111eraelill11 or selr-es1ec111 and carccr selr­

effic·acy i11 i11fluc11c·i11g pcrcl'i1·cd ac·,·c·1J1a11ce. 

Hypothesis 9 whil'i1 stated that kmak- excrntiws 111 male dorni11a1ed 

uL·cupalions wiLh high 1\:t:og.11ition and supporlive 111a1wg.cmi:n1 would score higher 

,m perceived acecp1a11ce 1ha11 rcrnale cxccu1ives with low recllg11i1ion and 

:-.upponive managc111c111. Ri:sull~ revealed Lhat r~L·og11ilio11 had a 111ai11 ,ig11ificanL 

statistic·al effcc1 011 pen:c:i,wd aeccp1a11ce 1F l.i.'!8) = 15.17. p < .001). Thus, 

remales with lngh reeog11itill11 pc1·ceivcd higher acccpta11ce 1ha11 tllllse with low 

rerng11i1io11. Supportive nuuwgc111e111 did nut shllw a ,ig11irica111 ellcct tF (3,98)= 

1.30. p= 11.s) a11d tlwre was llll sig11irica111 i111crac1iu11 cllcci ul' a11y or the 

i11dcpe11dcn1 variables on acceptance (F (3,98) = 1 .. ,0, p=11.s). Thus llyp,llliesis 11i11c 

"a' partially c·,,ni'irnwd. 
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IalJ I~ :...:!xU n al,Dhi!LY.arimu:r .R csu!L':iliillri.u;: .1\.!Ji in.a 11 <I. iu L l.'.1-a~tiim.Elk c Ls.u[ Ji c.!.'u ;:nil i uu 
au tl Su u uurth:.c. :i lanagc mc.11.LUn .L\ l'.i.'..l' Ulilnl.'ill.r .. &umll'....Exi.:.1.:u Lin.:!.!. 

--·---------------·---- ------- ---- ---- ·---·-·---· ··---
SS ur MS F I' 

Rec·ug11itio11 (:\) .156.\JOX .15(1. 908 I 5. I 71J <.IJO I 
Supportive M :111age111.:11 t.t B I .10.(>55 30.655 1.303 ll. ~ 
Interact iun ( A., B) .l0.(i55 .,0.655 1.30.l JI.~. 
Ernir 2.105.662 'JX 15.097 

I Tllt:il ----- -----------·-----·---- 171888.0()() 1112 
--· 

Hypllthcsis ten which stated that re111alc executive, with high self cstcc111 and career 

,cir efficacy would score higher 011 perceived gruwth 111:111 fe111alc executives with 

low self esteem and low L·:1recr self dTicacy was not co11firn1ed. Rc,ults arc 

prese111ed iii Tahle I O.Thcrc \\'a, 1io signi ricant cffc-c1' or scl r esteem and career sd r 

efficacy 011 pcn.:civcd growth tF (.1.'!8) =.115 p=nsJ, (F(3.98J=.057p=ns). 

Tullk 10: "x., ·\nalysis ilf...Y...aria11c1· lic.s.u..l.L..Sl111wilw EH:1:tl_JJL!idf Fsh·t·m ,uu.LJ...:rn.r... .. S.1:lf 
lillkm·y on Grnu:J.h...fucl•\•1rn1h· Fs.c..i.:..u.l.ir..c.s. 

di" ~1~~--~- I' 
ll.(117 .155 11.S 
-Ll04 .057 11.S 

Variables SS 

Sdrcstcc111 (Al 11.617 
Self efficacy (ill -l . .10-1 
11111:rac·tion (Axil) 17.217 17.217 .n9 11.S 
Errnr 7.1(1(1.8.1.1 ')8 75.1 (15 
Tnt::.:.:d ________ ,._c:.1_:,_-170-1.00 I O:! 

Hypllthesis I I predicted that fc111alc cxerntivcs 111 male dominated 

!lccupations with high recognition and supportive management would score higher 

u11 grnwth than 1i.:1nalc i.:xc·cutives with luw scores un recognition and ,upportivc 

111a11agcn1cnt. Although, rcl'llg11itiu11 had a significant 111ai11 cffccL 011 gruwth (F 
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I OlJ 

(3.lJXi 18.50. p<. Olli). supp11nivc n1a11agc1m:111 did 1101 show any ,ig11il'ica111 n1a111 

cffc.:1 (F (3.lJX) .OOO. p=11,1. Rc,ult in Table 11 ab,> ,huwcd Ill> ,igniri.:a11t 

i 111crac1 illll dfrct, bet wee ll rc.:og11 it ion suppllri Iv,· 111anagc11,cn t on pcrcei vcd 

growth (r (3.lJX I. 328. p=11sl. 

Ia!Jldl: · ~x.2 .... Au i ~l' !>h ... u f \'. arhuu.: c.. n::mJ Liliuwiuh.:dl'c l: L u.f..H c tol!.lli liuu .m u.l .Su .m.1u 1:tiu: 
:) lll ml~·J n~n UJ 11 _ (; r.o.1\:lhJ'u1·...Ec mul c...E:\.c L' lllh L':i 

-
Variables SS or MS F l' 
Rc.:0~11ition ( i\) I 14lJ.9'.!I I 14lJ.921 18.504 <.00 I 
Supponiw 2.347 2.347 .001 II.~ 

Mana~c,111.:nt. ( 8) -- --
l11tcr:1ctio11 (AxB) 20.28'.) I :W.38') .328 J]_,S, __ - . -
Error 60lJO. 2 I 8 lJ8 62.145 - --
T,nal , 51704.000 102 - - . 

Hypothesis 12 ,tatcd that i'c111ak executive, i11 n1alc dominated oecupatio11s with 

lung tc11ure would report higher aeccp1ance and grnwth than those with ,hon 

tenure. Results arc reported in Table 12. 

Tu!Jk--12.:.lli:sLmulL!ihuwinr _uilie=.i:.s_llci.1=n..E.~1."Culin,.ulULliliuru11HLLuu1:Jluratiuu 
on Ai,:ceutauce mul.Gruwth, 

- -- --
Vamhk Tenure N X SD Std di' t p 

!.!1'1'01' 

A.:.:q1t:111e·c Short 54 3lJ.lJ3 4.lJO .67 I 00 - <.05 -
L1)1l!! 48 -l 1.58 5.72 .X:l I. lJ2-l 

Growth Shon 54 50. I lJ 7.30 , l)l) 2.005 <.05 

'--
Ltlll!.! 
~ 

48 47.54 lJ.66 I .JlJ I 00 
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Rc,u/1 in T,,hk 12 rel'L'akd 1/1:11 iliL:rc wa, a ,ig11ii'ic,1111 difference be1wcc11 Je111alc­

L'.\L'L'lllive., un pcr\:civcd aceepwnec II= ( 1001 -I .'12-l I'<. 0.'iJ. Mearr, .,core, reveal 

1ha1 lhu,e who lr.1d stayed lunrn IX = .J 1.58) repuncd higher accq,1,111L·e 1l1a11 1110,e 

<lll ,l1<1rler 1e1111rl' IX=' ."l.'!31. Si111ilarly. a sig11ii'il'a111 dillerc11ec cxi,1cd hctll'ccn 

l°L'rn:ik cxcculivcs who had slaycd for a longer pcrirnl than ilw,c wl1<1 had ,t:<)cd i'or 

a ,honer period (I = t 100) 2.005: p < .05J 011 pcr\:civcd grnw1l1. Uh,erl'.it1u11 oi' 

rnean, indicated thal lhnsc 011 shorter duration (X=:'iO. I lJ J pcrecivcd higher growth 

than those on longer duration IX= -17.50). 
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-1. 2: l{csults l'rnm (J11alilalil'te lfrscarch. 

Twc111y i'olll 1·i:111ales par1icipa1cd in Ilic i11-dcp1/J interview and i'<>cu, gr<>up 

dbn1:--sions. The'ir ages r~1ngl' ht.:twt:cn 40 and 58. and they arl' ~e11in1· 111:111agl'l11c1ll 

c:;..c, . .-utives wlu,~c 01.:cupalions include: 

LJ 11 i wr, i I y Ad 111 i II is1 r;11.,r, 

1 3 i\kdil'al Direc1ors/Co11su\1a111s 

3 

-I I l11sura11cc Colllpa11y Director 

s 

(l 

7 

4 Tcac\wrs 

-I I-lead, Dr GDvcn1111c111 l'aras1a1.ds 

'.2 Aecou11ta11ts 

5 

-I 

.1 

2 

Twu J"orns grn11ps a11d six 111 depth interview, were co11duc1cd. There wa, 110 

l,yputhc,i, u11,kr 1/Jis ,ec1iu11 bui a list or 1-1 qucs1io11, w,1s dr.iw11 lo ,erve as a 

guidL' !'or data gathering J'ro111 i11c par1ieipa11ts (Sec appendix). 

Classilkalion of occupalions. 

111 rcspu11di11g 10 the question 011 whether 1/Jcre arc occupati,ll" cD11sidcred 

a, mak dumi11atcd. female du111i11atcd a11d sex neutral oecupatio11s. rc,po11dc111, !'or 

buth FGD and IDI agreed th,11 u11ly occupation, 111 w/Jich there b !"ewer 11u111ber or 

km,1ks co111parcd lo 111:ilcs arc ,onsidcrcd mak du111i11:1tcd oc,upatio11s. Exa111ples 
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or 1Jwse arc i'vkdicin,:. Engi11ecring. i'liysio11icrapy. Law. Archi1ec1ure. l1"ura11ce. 

and Ilic Arn1.:d furc·es. The)' c·a1e~urizc:d Nursin~. Tcachin~. Social wuri._ '" i'e111ak 
~ ~ ~· 

do111in:11ed. bu1 calegorized J<1urnalis111. Uanking. Sak,/Marke1i11g, 1\d111ini,1ra1ion 

a:-. ;-..e:,. nculral on.:upalio11:-.. Co11J°innalio11 of llil' l'.at1.;gorics wa:-i cai·riL'd out tu 

ascen:1in 1he k•1el or :1grcen1c·111 11 ith calegurie,. Majuri1y of 1J1c resp,111dcn1.s agreed 

wllh the class1i'ica1io11. Furtl1c·n11ure, 1hcy agreed 1ha1 1nany occupations :11:c-11ow 

absorbing nrnrc won1en con1p:1red lo whal used lo ,,peralc in ihe past when 1hc ra1io 

ut' males eo111pared 10 l'emales was higher. I luwewr. all the respondents were or the 

view ihal their position is nwlc dominated and all l>ul one ot' the respondcnls in the 

imkplh interview happened lo be the first fe1mde I<> occupy lhc position or the head 

in their organizations. 

Factors inlluencing ch1ssilkatio11 of occupational categories. 

For 1he in-depth interview parlicipanls. ihe key faclOr de1ennining whether 

a profession is classified as 111,ile do1nl\laled is the ra1i;, ur 111ak/le1nak. One 

:-,,lf'i~i11g fl•atu1\: emanating rn1111 l'ucus gruup p~1rt1cipa11ts was that i11 addi1iu11 to 

111aldfe111alc ratio. 1hey crni.si,krcd the type of 1asi._ or duties carried <>UI 111 

describing whether thl! occupa1in11:-. arc pcn..:civcd as male do1ni11a1ed. J'e111alc 

dumina1ed or s,·x neulral. Exa111pks or ,uch 1asb include assig1n11e111, 011 ihc· oil 

shores :111d fixing dcclrieal or c,m,1ruc1io11 111a1eriah. 
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A, indic:lled by sonic rc·spo11dcn1s (a banker .111d medical doclor). ihc rc,1,011 

f<1r whii:h ihcr,· arc 111mc male·, 1han k111alc, in <1CL'Lljlalio11s idcn1iricd a, 111,ilc 

du111ina1cd SIL'nl mainly J'ro111 iii,· sociali1.,11i,>n prllccs, 1!1a1 prepare 111.ilc, I<> race 

chalkngc, co111parcd 10 i'c111:dc, u11d lhi, l1as 111ad,· lii'c di1Tic.ul1 r<>r wu111c:n i11 ihc 

11·n1tplacc. This supp,1ncd 1hc views or Yc1n l I <JlJ2) 1ha1 rcpuncd early 

~1H:ializatin11 a.-.. rL'sponsihle l"ur umkr repres..:11ta1iu11 or women in e11gi11et..:ri11g. This 

pcrspeclive is illuslraicd in ihc cxccrpl below. 

"The prol)lelll i, 1lw1 !here is male prcrerence in 
,·ducalion. J>copk send boys I<> sch,><11 and make the girl 
d11ld Ill slay al 11<>111,·. 1ha1's why mosl while-collar jul>s 
ar,· mak do111ina1cd. One ur Ilic cxccp1iu11al cases i., 1l1e 
111arkc1 area where you have more J'cnrnlcs lh,lll maks 
,elling and buying and lhi, wa, 1hc inilial orien1u1ion" 
(/o\c,•r1n I: A -II ,1·,,,,,..1· old 1/l(•c/irnl ,·1111.rnlw,11 11·11rki11g 
i11 the• citr 11/' Jl"'dt111 FGIJ J. 

Experience of ucceplunce in mule dominated occupations. 

In con,iJcring ihe kvd of accxplancc e>.pL·ne11ccr.J hy n1.11L:., and i'c111ak,, 

Ilic rcsponuc111s were or Ille ,,pinion 1ha1 male, i11 male don1i11a1cll 1>ccupa1iu1is arc 

more :1cccr1cll 1l1un rcmalcs. Funhennorc. 1hey 111cntioncr.J 1ha1 111ak acccplancc or 

wo111,·n dep,·nd, so 111uch u11 raL·1urs such as hard work, dcdicalion. se1isc or 

n1111pdcnec or self dfirncy. high self concepl and perseverance in 1h,· face or 

oppn,i11on. This n1e;111s some cx1r:1 cffon is needed ror won1en 10 survive and excel 

in such si1u.11io11s. However. all respondents bui unc for (FGD and !DI) reported an 
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o\-crwhcl111ing influence l)r holh subtle and uvcn tlL'g.ative praclil'es luwanl IL·111alc:-i 

in mak du111i11.1Led oci..:upations which arL' reveakd i11 1l1e n.!la11u11:-il1ip 1h1.11 L'Xi:-.t i11 

l'.\prc,scd hy \\<llllell a11d lad, "r ;1pproval 1·<1r c·1111larki11g <lll pn1gra1m 1Jia1 c1>t1ld 

e11ha11c·c· wo111cn's capahili1ic,. 

While 111a11y participants believed 1ha1 l;,l'I, or acccp1a11cc ,1c111, l'rulll the 

i11rlt1cncc or s1>cializa1iun, ;1 !'cw (FGDJ panic·ipa111, expres,ed 11,c view that 

i'c1naks' inability to succes,1·ully prove 1hdr rn111pe1e11ce, other, argued 1ha1 it is 

the nature or t;isk done which may have 11c·ga1ivc lwallh i111plica1iun that 

ncccssi1a1cs the creation or harrier by 111e11. For exalllplc, 40 years old relllale 

Engi11eer worki11g in a11 au10111a1ed. lla11ery industry revealed that certain cquip111en1 

and substance used may incrca,c work haz;1rd rur wun1c11. 

Socialization processes prn1notc 1hc tkvdnp111ent or certain prec,rnceivcd 

IHllions. which arc :-.omctime:-. rcvcakd in the aui1udc of 111e11 toward women. 

l:\c,•r1i1 2 higl,/igh1s 1/1<• l'i1•1<·s 11(11 F,•11111/e l:'11gi11,·,·r i11 1/11• F(il) gm111i: 

"!\.kn have nol hee11 able 10 ,epara1c· a wo1H1111·, rnk 111 
the: do111es1ic sc·lup rn,111 her 1uk i11 11,e wor~i11g 
envirnmncnl. Thc·y n:latc a ,1·,1111;111 in !he office wl,u is 

a· colleague 10 a wife who shot1ld be sul>urdi11a1c tu 
them". 

The vi<:w, expressed ;1hovc rcvcaktl th;,1, n1cn s1ill treal !heir kmalc 

c11lleagucs first as women (Iha! arc expected t11 ,tay al l1<1111cJ hdurc they arc 1rca1cd 
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:" ll'lll'kc·rs. One FGD and 1wo ID! rc,po11dcn1.s. wh,> ,peeirically 11:1rra1etl 1hc:1r 

cxp~ric.:ni..:es. rL·,·c.:akd i11 Lheir rl!:'\pon~es that their L'.xp..:rie11a.:c~ \VL'n.: 1101 plt.:a:-.a1ll. 

These arc their opi11io11s: 

Exeerpl l A .JO Y<'lll'.I' olcl F<'ll111/c A<T"'""'"" IJt1.H·cl i11 Lugo., 

.. I rind it difficull. it i, as ii°, you know, they jusl red 
you arc 1101 011c or them and you arc treated as a11 
outsider' 

Erc,•n11 ./: 55 .\'<'ill'.\' Ft'11Wi<' Feclernl /Jarm1,11a/'.1 Dir<'l'I/JI' 111 
I/Jw/m1 I//)/) . 

.. There exists a11 u11derlyi11g eurrc111 ui' resi,.lanec which 
is wry subtle. Ii is very eo111plex, h,,wevcr: wu1nc11 in 
sud1 situations h:1w 110 ch,>ice bu1 10 nwinl.iin their 
stand." 

E.1cer1115: Fe11wle Mt'dic:al C/J11.rn/1w11 i11 l/11ulw1 (//)/)." 

"Al lower levels these practices arc 1101 highly pn:vale11l. 
but at lhL' top \Ve an..: very few a11d dbcriminatio11 i:-i 

there. 

Lack or aceept,111<.:e 1s 1hus perceived rro111 unwanted reac1io11s u11d 

co111111cnls directed al fe111ail's. According lo the female executives. slcrcotypic 

views about women 1:onstitule hi11dra1u.:e!-i to female act.:epta1tl'l!' Ill male 

1>ccupa1io11s. Spcc:ii'ically in this study, stereotypic views uboul lhc· ,talus or 

ll'OlllCll inllucncc men's acccplance of women i11 111:ile jobs. 

To most men. according lo the participants. "l>eing too strict and rigid is 

unwrn11,111ly". sn when wnn1c·n arc found lo cxhil1i1 such traits, they cxposc them 
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·sdves io re:il'tions that L'o11stilull' obst:.u.:ks lP thL'ir acccpta11L"e. Suell \\·u1rn:11, 

:u.:rording Lo thL'SL' rL'sponde111:,,; arc ·seen a:-. suu1TL'"i or chalh:ngc and uppu:-.ilio11'. 

l.11 addili<>ll ihl'y rcp<>ncd 1lw1 ">mc1i111cs ,1, c1,u1ill'r reac1iu11. vic·w, :i/lll <>piuiu11s 

e1.11r,·,, hy lhl',L' k111aks a1\· 1101 co11,i,krcd. 'I'll,· rl'sul1,1111 L'i'kc1, ac·,·<>nli11g Ill ihe 

panicipa111s ,11v i'rus1ra1i<>11 a11d lac:~ or ,u1i,fac1io11 i11 1hc· job. 111 <>rdc:r 10 ,urvive. ii 

hcL'<>IIIL', :1pp,11c111 ih:il Ilic k111ak, wlw occupy ,c11iur 11ia11age111c111 po,ilill11, had 

I<> ,,·,,rk harder a11d lie resolved lu comi11uc w,uli11g in these work c11viro11111cllls. 

!favi11g to work extra hard a11d being dcdica1ed ,cc111 to bc i111port,1111 for 

rL'i.:ognitinn and eventual acccptarn:c. One FUD parlicipa111 :i11d two IOI 

rcspo11dcllls s1ro11gly poi11tc·d ou1 tlwt lrnrd w<>rk. dcdic,uion :i11d high self 

c·,mi'idc11cc 011 lhc pan ,>f wo111rn have posed su111c challenges to 111c11, a si1uatio11 

111c11 find difficult to tolcrnlc. 

"When you arc there, you have 10 work extra hard a11d 
this crcalcs further problems. (t.'.rcer,,1 (J; A 4() U11ivn.l'ity 

,\d111i11istrot"r '"'·""" i11 /hada11.IDI ). 

··Sometimes when it is time lo have :1 111ccting the head 
of dcpartmcnl will say, do11'1 call her. she is a radic:il. 
This is lJL·causc l speak out.! id I thc1111ltings 
1hc,y do llwt are, 1101 right"(/:'.rcnpi 7:A 41 _\'<'ar.,· old 
i\frdirn/ C()11.\'/t/t<111111·orki11g i11 lh,ul,111 F(;O) 

Allothcr IOI rc•spo11dc111 e.,prcsscd her view 111 Ilic followi11g 

11 Hiil llL' I". 

"111 this c11viro11111cn1 when you arc J)l'ogrcssi11g. 111ak, 
i"cd slighted bu1 i11 111y ow11 c,Lsc. my per,011ali1y has 
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helped 111c. This is s.> because I pul whal they say 
bel1ind me and cominue .. (Excerp1 K: 57 _\'t'llr.,·-Fe111,,I,, 
Fecll'ml l'am.,·1,1111/'s /Jirc'c/or i11 //,11c/e111 //)/) 

Participants generally belie\'ed Llrnl in 1he long n111. hard work, high sell'-

males and make 1hen1 recugnizc kn1ales' al>ilily and wunh. Su111c ol' 1he 

respondcllls l'unher added Lhal when 1hey an; apprecia1ed and cu111111c11tled they 

kd 11101ivated and encouraged cD1lli11uing. 

··Being recognized, praised· and apprccia1cd arc factors 
thal lead 10 high 111Dliva1ion in knmlcs and rnay 
inllucnci: !heir perceplilln or acceptance"( Excerpt 9: -15 
y,·,,rs olcl F/'11111/,, l:11gi11c'<'I' \\'/Jl'ki11g i11 L11gos). 

ll was assumed that 1hese expressions indicated tlrnl !'or wun1en ·i,1 top 

positions and llllfl-traditional occupations the a111m~phen.; might be unwch.:omi11g. lL 

then 111eans. knowing how 10 adapt is crucial LO their acceptance and dcvelnplllent. 

Thus, gaining ihc conridcnCL', 1n1s1 and rcspccl ol' 1heir 111alc coun1crpan in 111ale 

do111ina1cd ocL"L1pa1ion would require srn11e work ,>11 ihe sell' in order 10 111ect up 

wi1h 1he d1allc11ges they l'acL' and Ill break 1he re,islance and oppmilion l'rn111 the 

111ale cm,nlerpans. 

Issues constituting hindrnncc lo .icccpl:111cc. 

lt is interesting 10 11<>1c tl1at lhere i,. a11 overlap Ill so111e ul' thL· l'aclnrs 

identilkd as hilllkrin~ and cnha11ci11~ acce11ta11ce. - -
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h>r c>.ct111pk. 1·a,tors such as ··nut c11111pro1lllsillg··. ··views alld 11p11llUlls 

. 1.'.'0ll'.'lidcred'" .. were seen t,1 bl! :,,ignifiL'alll f;11.:1ur:-i c11IH11H.:ing a11d i11hihiti11g 

,1cccp1ance or 1·c111ale execu1iws. This was round 10 he pani<.:ularly i111p11na111 rur 

the JJ)J rcspo11de111s. To 1he111. Whl'll k111aks 111,11111ai11 their slam! c•vc11 wl1c·11 their 

vic·ws ,1r,· 1101 ,·onsidered. ihc·y e>.perie11c·c· a 101 11/" a11,1,-k 1ha1 su111e11111c., result into 

,>pen cu11fli<.:1 111ay 111uu111 up the pressure cxpcnc11ccd at work. If in the end they 

do 1101 give up. they are perceived as being tough ta masculine characteristics 

usuctlly associated with men) and capable <>f weathering the storrn. In the same 

vein. lack 01· 1h,n may indicate low level or acceplallee. 

Experience of growth in male domi11alcd occupalions. 

Two major fi11d111gs e111crgeu i'ro111 the a1wlysis 011 growth. l'irstly. 111.tjuri1y 

or the respu11dc111s were or the view ihal opp11nullitics for grnwth and actual 

growlh rate or adva11..:c11h!lll Cur women arc not lilt.: saml! as tha1 1..,r llh.!11. thereby 

condudillg that men nH>Vl' fastc•r than k111alcs. thcr<:by li111iti11g the 11u111l1cr of 

women in 111a11age111e11t. Thi., is 1nai11ly because k111al<-s have not psydwlogically 

developed thc111s<:lvcs well enough ror the tasb and challc:ngcs that exist in 111ctlc 

do111i11a1ed o,cup.11iu11s in order 10 ,111ai11 1l1e s.1111c status as 111c11. This highlights 

the fact that k111alcs psyd1ologi<.:ally rind it diff1c·,d1 lo cope. As c.,plaincd by all 

1hc respo11de111s 1m1s1 fe111aks are IHI! (iedieated and f11cuscd, they all11w 1narnagc 
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and family responsibilities lu stand in their way, and these hinder progrc" ,dung 

lilL'ir can.:~r path!\. Tin.: l'nllowing l.'.\l'l'rpt:-. c>.pre!->!'- lhi:-. view. 

·· ... ~\ Wllman will so1w:Li1111.:s nut do certain thi11gs such 
a, rcloca1i11g bccau,c or her fa111ily ... "'( fa·cC'rJJI JO: 
Fl'))/(1/1• A,n,11111,1111 /!)/ J. 

~'la.1un1y of !he re,po11dc111, \\'ho decided 10 rrn1a111 in 1heir jobs cl.ii111ed 1ha1 1hey 

h,1vc had things difficult. 011,· ur !he respD11tk111s puls ii this way. 

''You sec, you will rind J"cwer wo111e11 here and lhc:re ... 
happen 10 be ihc rirs1 re111ak physio1hcrapis1. You don·1 
find fe111ales here because, ihcy 1hi11k abnu1 the lwzard 
and ii is difficul1 10 gel 111ovi11g. Bui 1he 1rue si1ua1io11 is 
this; I rind ii very difficuli working wi1h 111ales ( Eret'tJJI 
/ /: A ./5 years 11/d /vfrc/irn/ f),w111r i11 1/w c:ily o( l/)(u/011 
FGDJ. 

Secondly. 11ia11agc1ne111 practices and pulicic:s arc solely responsible for 1hc 

di,parilics 1h,11 exist be1wec11 1he grmvlh level and opponu11i1ies fur growth open 

lo 111alcs and klllalcs. Affording 10 1hc rcspunde111s, 111os1 w,1111c11 i11 nialc 

do111ina1cd jobs experience rrus1ra1ion and discuuragc:lllelll. This ;,. because uf 

L'Crlain pr,1c1iccs c111bcdded i11 the policies wi1l1i11 wurk c11virn11111e111 1ha1 l1ave led 

lllany wn111e11 10 leave !heir job,. Excerpt 12: 

··)· c:-, th...:y are nut moving up. 111a11y arc Ubt:ouraged. 
You find so111c wo111c11 now in business. they arc 1101 
praclicing n,ll because they do IH>I lwve their profcssiun" 
bu1 because or discri111i11,11ion"(/\11 /\cco11111w11 in 11 
/J/·il•a1e Orgw1is111i11n F(;IJJ. 
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Sn111e other l'CiD panicipanh were or the upi11io11 1ha1 what dc1enni11c., ,!r<Jwlh is a 

Lhing lli' the 111ind. ,is lung .,s females arc prcp,11ul. Ilic OJJJH>rillllllics arc always 

1hcre J'or gn,wlh. Excerpt I): 

"Ii is her ability and dc1,·nn111allll11 1ha1 wmild spea" t'ur 
her ... she Wlluld be given sa111e upponuni1ics ( .//) .1·1·ur.l' 
old f'<'lllllic- 'Ji,11,·l,,•r 11·orki11g i11 ,1,,. ,·ity o/' llwt!<111 ). 

For 1he IOI rcspondc111,. Lhc problc111 lie, with the organiza1io11s 111 which 

Wlllllell work. Ern'rJJ/ /4:Fl'llwle /iw,k<'I' 

Managen1e111 legislation evide111 in e111ploy111c111 
practices and Jllllicics affcc1 the number or J'c111ale, 
ab.,orbcd and prn111l11ed within 1he organiza1iu11 
especially within the upper echelon. 

A1101l1er'respo11de111 had Lhis Lo say, Excerpi 15: 

·• I am an engineer hu1 I do 1101 praciicc iL, not becau~e I 
,1111 not qualiricd. 1his is jus1 111y experience. Any Li111c I 
applkd ror a job or a1tc11dcd a11 in1ervicw and I 
in1roduccd mysclt' as a "Mrs". I en,lcd 1101 being 
.:111ploycd. On a panicular ucca,iun I decitlcd 1101 lo 
include the "Mrs" i11 my applicatinn, a11d I was called 
i'nr an inLervicw, bui I was told in 1hc end 11la1 I was lllll 
goi11g Lo he en1ployed because I happe11 In he a i'c111alc" 
(·l·l ye<1r.1· old Ji•11111i<' /:i1gi111•1•r FGI>). 

The ahllw revealed 1ha1 the prohlc111s raced by wo111c11 in the workplace and 

particularly in 111alc don1i11a1ed lJc·cupa1io11s ,1c1n, 11<\I llnly J'ro111 wo111c11 bu1 also 
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.111 i111cr,u:1io1i",; and praclic'c, wi1hi11 lhc <>rga11iza1io11,. These higldi1_!l11 1hc 

gl'mh.:n.:d 1ia1u1\: ur Ille workplace ~111t.l lhl· larger :-.ucii:Ly. 

Issues constilutiug hi11drn111.:c to growth. 

l·lowevc,·. lhc fe111ak- rcspo11dc111s gc11crally rcspo11Llcd 1ha1 a ,ig11irica1ll 

faclor 1ha1 hin,ler, grow1h i, 1\Ja1 wo111e11 arc 11<11 alway, given 1he opponu11i1y 10 

111axi111izc 1h,·ir po1cmi,ds bul lho,c given equal oppunu11i1ic, as 111c11 haw been 

found 10 progress alnng 1hcir career pa1h ,ucn·ssi"ully. The rcspo1u.h:111s concluded 

1ha1 even whc11 1hc opponu11i1ic, an: 1101 1hcre. 1hosc who 1!1uugh. J'ru,1ra1cd s1ood 

1hcir ground progressed. Acccp1a11cc, abili1y anti cduca1ional qualifica1i,m were 

the most signilicam rac1or:,,. i11rluend11g growth. Other foctors i11dude being 

J'ornscd and ohjcc1ivc ,1pprais:d by 1hc orga11iza1io11. 

In responding to the qucslion un whe1hcr 1hcy had 111c111or, and whclhcr 

1hcy considered 1hcn1 sclvc, as role 111odcls. all !DI rc,pondcrlls agreed 1-ha1 1hcy 

have had J'c111ale or male role 111udcls who so i'ar had po,itivciy inJ'luc11ccd 1hcir 

a11i1udc. This wa, d,rnc 1lm1ugh co111111c111, a11d ac1i,,11, lhal had assisted 1hc111 al 

one 1i111c or 1hc n1hcr in building 1hcir career. The rcspondcnls spoke almu1 1he 

po,ilivc cffccl or 1hc role 111ndcls c111husias1ically, Those who had rnale rnodcls 

rcponcd 1ha1 i"cwcr J'c111alc 111,idd, existed lhcn. especially al L11c early ,1agcs ur 

1heir career. 
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The inl'lucncc of mcntoring/prolcgc relationship on ,1•0111c11 's cxpci-ic11t·c 111 

malt• occupalions. 

Majorily ,,r !he par1i,·ipa111s reported 1hcy had 111e111or, 111ai11ly because 

i'c-111.de 111c111ors were 1101 readily available whc11 !hey slancd !heir career. Their 

cxp,·rienccs relkc:1ed Iha! 110 l'orn1al 111c111on11g pn,gra111 wa, pul in place by !heir 

,,rga1li!.a1io11s a11d ih:ll 1he llll'l1iuri11g/pro1.:g.: rcla1io11,hip tkvclopcd i11lon11ally. 

Hmvcver. only 1wo or 1hc re,pomlcnts rcponcd Iha! !hey know they arc 111e111ors 10 

1111ler rc111ail's. This is hecausc !he rcla1io11ship is ,11s1ai11ed and in addi1i,ll1 1hey get 

reedbac.:k fro111 !he p1·01~ges. According 10 1he111, 11e1worki11g with 111e111or, and 

01hcr re111aics was scc11 as a good way 10 lcam 10 lalk wilh olhcrs in !heir !'icld and 

have their qucs1iu11s answered. Thi, they considered as an i111pona111 rc,mvcc rur 

!hem. Ii wu, observed ·,ha! tl1c rela1io11ship served bolh p,yci111,oc.:i:d :111d career 

·rum:tions as rclkcted in the rcsponse or one oi' Ille rcsp1111de111s. Exc.:crp1 16: 

·My 111c111or is a male. While I wa, coming up 111y 
carccr ladder, I realized 1ha1 hi, hard work, l'irm11ess, 
self confidence assisted me in 111ovi11g 011 dcspile 
prnbicms 1ha1 came 111y way' (A 43 years old Fe11wl,· 
Hunker 1rnrki11g in //,(l(/a11). 

Additiorml t1nclings. 

Otlwr i'indings from !his s1udy include ihc following. Firstly, the n.:,pundc111s were 

,>I' !he vic1v !hat "politics" whicl1 involves "power play" wi1hi11 the org:111il:llillll 

ha, had sig11irica111 11cga1ivc ini'lucncc 011 1hc exper11.:11cc, ,,r re111alc, in 1hc work 
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place. Krei1ne1 & Kinicki ( l''i'/8J described urgallit,miDnal pnli1ic, a, an a1111"ying 

rea1ure .. r 11u1dcrn work lik. According 10 1he re,pondenls, 1hl' prl'valencl' DI° 

urganizational politics on SL·ver~ll occa:-.ion .... hit:-. g.~ncratcd imo conflict a1Jd has 

111ade 1111: Wl11·f. envirnn111e111 u11cundueive for full e.,prc"io11 or hidden po1en1ials. 

Ferri,. Frink. llhawuk, Zhou & C.iil111ore ( I ')961. in !heir s1udy repDned 1ha1 men 

had a grealer unders1andi11g ur organi1.a1iunal pol11ic, 1han wo111e11 and 1his 111ay 

panly explain wo111en·s nega1ivc experiem;e. He runher sugges1ed 1he prae1ice or 

using 111e111or, 10 hdp wu111en develop !heir pDli1ical skills. However, lhe 

panicipants acknuwblged 1he racl 1h:11 in cenain ,i1ua1ion cri,is has kd 10 

changes thal pusi1iwly affee1c,d individuals and ,1rganiza1ions. 

Scrn11dly, and intc·re,1ingly 100. all Jl)J panicipa111s expressctl Ilic ~1cw 

1ha1 l'cmal.: hP,scs shm11l1 he caring, fair, and n1 .. ,1 i1nporlan1ly 11101hcrly. They 

have adopted and advoeaied panicipa1ory approad1es ill !heir leadership in urder 

tD experienec .1e,cp1ance and Joh ,a1i,fac1ion. The rcscard1er ,ibserved 1ha1, 1he 

,cspl>ndenls whD hapJ>L'llcd to Ill' 1he rir,1 female execu1ive, in 1hcir orga11iza1ions 

adop1cd this approach. Thirdly. onc or ihe,e excculivc, lidicved 111.11: 

"i\lak dn111inancc i, :1 di,ea,c 1ha1 grip, women fro1n the 
in,ide. and thi, had nrnde 1he111 lu delibera1dy rind 
Mlllll'lhing lo ,0111ribulc whc11 in po,i1io11, of leadership 
he.::1u,e we ,;1111101 :1fford lo be lei down" (A 50 _l"('{lrS 

olcl S1,11,· /)ir,•c1or i11 //,,u/w1 ). 
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Finally. lhL' IJL·,·d l'ur wo111c11 lo persevere in IIIL' i'acc or oppo,i1iu11 he u11yiL'ldi11g, 

1·ucu,cd, and rin11 and lo go cx1ra 111ilc, 10 prove 1hc111,clvc, in ortkr 10 ,uccccJ in 

1hcsc jubs wa, cmphasi1.ed in 1his s1udy. Thc,c quali1ic, were bL'liu,·ctl 10 

inl'lucncc accq11a11ce ,u1tl. gruw1h especially i'ur i'c111alc, wlH> arc cun,itlcrcd 

rcprcse111a1ivcs or fc111alc r<>lk in their posi1io11, anti occupations. 

Sununary ol' findiugs. 

The ri11di11gs of lhc quali1a1iw rc,carch can be ,u111111arizcd as l'olluw,: 

''The classification or the occupational ca1cgorics into male do111i11a1ed, l'e111ale 

tlo111i11a1ed and sex 1wu1ral is based on 111alc/l'c11wlc ratio ,111d lhc type or tasks and 

du1ic, in c,uTkd out in the diffcrc111 occupalions. 

'''Acceptance and growth or l'c111alcs in male d<>111ina1cd m:cupalion, arc 11cga1ivcly 

i111'1uc11ccd by 

'·' W n111c11' s psycho I og ical unprcparctlncss. 

''The policies anti pnu.:ticcs in 1hc system in which women work 

::'ThL" sodalb.alh.111 prrn.:csse:-. women go lhrough i11 li!'1.;. 

'''The sw.:ccs, or wo111e11 i11 111,tlc ucl'llpa1io11s w1,uld depend 011 nc1working with 

oth.:r \Vomi.:11. d~ti.:rm11wlil>ll hL·i11g i'ocussed and c11gagi11g i11 capacity huildi11g and 

01her sclf-dcvelnp1m:111 progra111s. 

··' C,111flic1 thal ari,es because of tlillerc11ccs which 111ay so111c1i111c, lead tu change 

thal hcnct'ib bnlh individual, a11tl urga11isa1io11s. 

CODESRIA
 - L

IB
RARY



5. l. 

1:25 

CHAPTER FIVE 

DISCUSSIONS AND CONCLUSION. 

The ri11ui11g, and i111plic.11io11 or this re,earch arc discus,ed i11 1hi, cl1.1p1cr 

with rl'krencL' 1,1 the hypoihe,c, IL'Sted and c1111clu,1011s were 111ade. Over the year,. 

re,L·archers have panirnlar a11entio11 to both persu11 a11d situation specific variables 

dl:'lL'flllilllllg d1ffert. .. 'IICl'!-o in Wllfk t:~periL'llCL' or 111.tlL' i.llld r...:111ak i11 lllllll&lgt:UlL'lll. 

FL'wer rl',e,1rdws havl' fm:u"L'd 011 the experiences of executive l'c111alcs who had 

rb.:11 abow th.: glass ceiling lo ad1iew parity with their male cou111crpans. The 

dearth or re,carch in particular on J'c111alc cxccutiv<!s in 111alc dominated 

occupatio11s neccssiwtcd a study such as thi,. Thu,. the ai111 or thi, ,1udy was to 

examine remale l!.\crntivcs· perceived accept,111ce and grnwth in 111.de do111i11ated 

(h.:cupations. h also cxan1111i.:d l"i.:male cxe...:ulivcs' perceived acct!pl;.111t..:c..: and growLh 

and compared these with those or their male counterparts in male do111i11ateu 

,h.:eupa1io11s. ihcir fomale L'Olllllcrpans in re111alc drn11ina1ed a11d ,ex 11eu1ral 

occupa1io11,. Specifie,illy, Ille i11flue11cc of ,clf-c,tcc111, career ,cir-efficacy, 

n.:c\Jg11ilio11 and ~llJ)(llll'Livc 111;.u1ag1..·mi.:nl w..:n: exa111i11ed 011 pcn..:civcd accL'ptancc 

and gro\vth. 

Twelve hypotheses were 1cs1ed, three were fully co11rin11cd, eight were 

p,1nially ,upportL·d and llllL' was 1101 eoni'inned. 1\ surwy was cu11duc1cd a111tmg 

male, and fc11i.11e, working i11 111ale do111i11ated occ:upaliu11s. Focu, group discussion 
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and i11~dq,th interviews were L'llnduc1cd with i'c111aks Wllrking in nwlc dll1nina1ed: 
> L 

k·1naic\lt11nina1,:d and ,ex nc·utral llccupa1it1ns. Tl1c llCL'llpalio11s in 1!1,·sc calcgllrics 

w...:re Law, J\1...:dicine. EnginL'l.!ring. Ar1111.:d Fun.:c~. An.:hiLL"ctu1\:. Nur~ing, 

Journalism. Banking, Teaching, Social Wnrks. iv!,1r~c1i11g/Sales. 
' . ' 

\\'L'l'C grner:dly ct1nsis1enl l(•i1l1 SlllllC 01· iht1sc• llli.,erved i11 previous studies. The 

present J'indings indicated 1ha1 male and fcn1ale executive,· perception of 

:ll:cq1tancc :111d growth in male dominated wurk enviru111ne111 i, 111ea11ingfully 

related 10 both lhe personality. ihc sllcial s1ruc1urc ,111d 1he relalillllships w11l1 ulh<.!rs 

within the worl: selling. The l'irsl lwo hypt11hesc·s. which predicted a siguii'ica111 

joint and individual inJ'lu.:nce of indq1cndcn1 variables and lhc third 1ha1 pr.;dic1ed 

a significant in!luencl! or demographic variables 011 rcmalc and mail: executives'. 

perceived acceptance and growth indicated varying degrees or variabk effects. 

The l'i r,1 hyp,ll hesis slated thal sel J'-es1crn1, scl !'-efficacy, rccogni lion and 

suppt1nive n1anage1nc111 would signil'icanlly joi111ly allLI individually predict fc111ak 

and 111:ilc executives' percciwd acceptance. Fru111 the results, all Ilic i11dependen1 

variables signific:,111ly and jointly i11rlue11ccd ac·cep1a11ce for bo1h i'c111aks and 

111:iks. l·l,1wewr. results funhcr rcvcakd 1ha1, ,p,:cil'it:ally, for fclllak excc111ivcs, 

111ily ,e11·-es1ee111 inJ'lucnced pereeiwd accepia11L:c. while !'Ill' the 1nales seli'-estec111 

and supportive management inlh1cm:cd perceived accep1a11cc. Pan t1f this J'i11ding 
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confini1cd the i111pllnancc lli' ,di'-e,1cc111 111 ,eli'-cv:dualion and ii i, co11,iste111 wi1h . . . 

ll1c i'indings Ill' Wl1i1c ( I %.l ). whic-h staled 111.11 sel r eslec111 is an evaluati vc 111ea,ure 

wl1ich l'lllllrib111c, Ill Ille e1·alua1i,ll1 individual wmke1 n1,1ke, ahmu hi.,/her Wllrk 

,i1ualilln. and al,o dc1-·n11inc, 111,w 1he wo1lcr rL"aL·t, Ill 1hc .,11ua1io11. 

l'llr hllth 1·e111alc and 111alc exerntives, pu.,11ive scl!'-cvalu,11illn rda1c, 10 

pe1n:ived accep1a11ce. In lillL' wilh thi,, Judge. L"cke and Durha111 Ii 'J<J71. argued 

1ha1 an appraisal or the external world is inl'luenced by the deepest assumption 

people hllld abuu1 1he111sdves. ThL'Y ,lcvelupcd Ille w11ccp1 oi' cme evaluation, 

which rcl'crs 1,, ru11da111en1,i1 ,ul1<:u11,ci1,u, cu11clu,iu11, individuals 111ake about 

sclve,, others and !he world. Thc,e re,eard1ers p,·opo,cd 1ha1 pellplc whu co11,ider 

1hc111,dves tu he ·110 good' will reael differently 011 their jobs and 10 ,i1ua1i,111, than 

lilllsi: \Vhl) consider thl.:'lllsdvi.:s lo h1.: good. Judged al's co11ci.:p1 ul' core evaluaLion 

i, rda!cd 10 Cantor ( I l)<J01 cognitive 111echan"n1, 1ha1 penain lo midrange 

personality trails 1ha1 govern how people in1erpre1 their envirn11111e111. 

This cognitive strncture allcels how PL'oplc process in!'onnalion about 

1he111,elws, the world and lww they interpret reali1y. In ,tddi1inn, survey finding, 

were ,upponed by the qualitative result, which highlighted other variables that 

cnuld inrluenc,· perceived acceptance for female executive,. The qualitative 

fillllill!.!S SLH.!!.!C~1ed that senSl' or com1)!.!h:nn:. which is tile l'eeli11g~ a11d conridenL·e .. ..... .. 
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abm11 abilities i11111,1stcri11g the· Wllrk selling and work it,clr(l3aballlla ( 1998). hard 

11ork. dcdicati<>11. and pcr,evci.111<.:c multi c·ontn(1111c lll perceived accqit:111cc. 

According t,> Go!l111:lll·s t 1959) dr:una1urgical analy,i, or sclr presc111a1ion 

and Dryhurgh·, ( J<J<)<J1 c.xplanalion "r ihc ·w"rk hard' culiurc nr engineering, 

Lullul'L' i:,, an ordeal that n.:quirc~ wo1111.:n to de111u11strate co11ridL·111.:e in thC" (uce or. 

,1rc1111,>u, challc11ge, and an.,ic1y. This 111akc, 1,•,rn1cn hccDmc Clln1pc1i1ivc and 

runher emphasized the contextual nature or WD111en\ experiences. Ii i1nplies that 

tlmugh the atmosphere may k "chilly", or u11l'ric11Llly, high sclr-c,tcc111/c011ccp1, 

hard work, dcdicalion on 'the pan or 1·cmalc cxccu1ivcs could 111akc tl1c111 10 be 

rcrngnizcd by their 111ak colleagues :111d 1hi, 111ay inrlucncc pcrn:ption or 

acceptance. This is s11pponcd by 1he rindings or Tobias ( I 'NO), whicl1 rm1nd 1hat 

wo111cn·s lack or selr conridencc, ,cir doubl, and tear or l'ailurc have ilcrn rcla1ed 10 

pen:eption or unfriendly masculine culture and lack or success. These rinding, or 

1his research SL1ggest ihat fcn1ak executives panicularly need to gel invlllvcd in self 

devcl,>pmenl programs 1ha1 wm1ld runher enhance 1lwir sense or self wunh, sell' 

efficacy. be 111ore dedicmed '" 1hcse arc rac1m, ·1hat arc likely tu inrlucncc 1hcir 

acccptanec in male do111i11a1cd llCcup:nion,. 

For tlw male exccu1ive,, in addi1i1>n lll .,clr-estec111, the lcvel or support 

derived rron1 c,illeagues signiricanlly inrluenccd their perceived acceptance. To 

them ,uppunive 111,111agen1cn1 i, a !'actor 1ha1 1, crucial ror the expcric11ce or 
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;,ccep1a11cc. As expected tile L·a111;1radcric or lca111 ,pirit wi1hi11 Ilic 111:ile group arc 

,1ro11g-i11dica101s ,,r .icccp1a11,·c. This rn11rin11cd c;irlicr ,1udic, ((l" Leary. 1974; 

Tcrhmg 1971) whid1 revealed that 11\alc 111anager, reported belier rela1i1111, wi1h 

..;lllh:agues a11J .;upervisors a11d l"L'Lnrd mnn: approvld for lhcir ,vorh, a~ eu111parcd 

lo k111ak 111anagers in 111alc d1l111i11;11cd jobs. TIie 11011L' sig11ii'ica11ce oi' result 1111 the 

in1h1c11cc or supportive n1,111age111e111 ,rn accq1t.111cc rur k111ak executive, is at 

variance with thc rindlllgs ur 1\mlriso11 ( I '!78) who rcpuncd Lhat there i, cvidc11cc 

111 suppon the crn11e111ion that women arc more concerned with associa1c, and 

J"riends, which means they arc i111erdepc11den1 a11d more interested in people than 

lhings. 

111 situations 111 whid1 rcmales arc expected 10 exhibit 111a,culine 

d1arac1eristics and tlwy reel rejected, i~ it pussiblc that the experience nr suppurt is 

1101 dilforen1ia1ed enough fm 1hen1 to report perceived acceptance. Fu1urc research 

is needed i11 thi, area. Surprisingly, while survey ri11di11gs did 1101 indicate a 

~ig11irical1l inrJLH.!llC~ l)I" recog11ilio1l and Sllj)J)Orli\c 11\i.llli.lg,Clllelll 011 ai..:ceplallCI.! l"ur 

L'Xccutive fc111aks, qualitative results and 1l1c Ji11ding of Marshal ( 1')99) and 

Hargreuves ( 19%) 1-..:vealcd that rccog11i1iun i, related to perceived ;1ecep1ance. 

These differences further suggest that a wurld or difference exist !'or wo111cn in 

111alc do111in,11cd work envirn11111e111. 
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Tile SL'C1>11d hypoihc·.,i, predicicd ill.Ii ,dr-c,iee111, ca,cer ,c·lr-c·ffic·acy, 

rccllg11i111>11 and supp,>nivc 111a11agc111c11i would s1g11irican1ly·a11d ju1111ly i11lhll'11cc 

~r,1wlh for fcn1alc and 111alL' L',\1.TuLivc:-.. For rL'111alt.: L'Xccu1ive:-., :-.urvl'y rc!'IU!l:'-1 

l\.'VL'ak·d that pL'n..:i.:ivL'd n:cug111tiu11 a11d supporiive 111a11agc1nc1ll i11Jh11.:11ct.:d gruwth, 

whilc 11011c or 1hc variable, i11lh1c11ccd pcrccivcd g1l>Wlh r"r 111alc c·xccu1ive,. For 

fcmalL' cxcc:uli\l!S. n.:cog11·ilh111 (which i11voiVL':-. appn.:i..:iati11g and appruvi11g their 

cffon). am! 1he level or ,11ppon 1hey received sig11irican1ly i11lh1e11ccd 1heir 

pcrcdvcd grow1h. As cxpl,1incd by Dcaux \ 1979), !his sugges1s 1ha1 cx1crn,1I 

ractllrs such as attiludc or colleagues which rcvcals 1he lcvd or rccog11i1io11 and 

,uppmt males accmd female, may be i111pona111 10 iheir perccivcd ,uccc,, or 

gniwth than typically used factor, such a, owrrnming task tlillicultic, ;,1:d luck, 

panicularly in traditional male occupations. 

Although O'Leary. ( 1974): Tcrborg, i 1977) reported 1hat pcrron11a11ce 

cvaluatio11 may he influc11ccd by ,table (ability "r ca11dida1e a11J percep1io11 or 

1lhscrvcr) and 'unstable chara,·icrisiic, (efflln). tl1c ri11di11gs or this s1udy also ,uggcsl 

that issues such as ~uppnrt a11d 1\:cog11i1io11 an: crn1sidcrcd by fe111alc cxccu1ivcs i.l~ 

l'aluablc co11tribu1ors tu their perceived growth. Thc,c fi11di11gs co11J'in11cd 1hc rcsul1 

nf Wuli' a11d Fligs1cin ( I 1!79) who reported 1ha1 behaviour aml policies or 

c·111pluycr, and colleagues arc more i111pona111 cau.,~s or wo111~11·, lac~ or au1ilori1y 
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;ind i11lh1c11cc and ,ul>scquc111 progress 1ha11 arc ;i11i111des and hch;il'iour or W<>111c11 

in the workplace. 

The sig11irica111 vuri:1hlcs positively i11J'luL"11ci11g pt·rcL·ivL"d gnl\.vth as 

rl'lcall:d 111 11·,· quali1a1iw s1udy 011\' ,1cL·,,p1a11cc, ahili1y, :111d l'd11ca1ional 

qualificc11i<111. Other factor, :11"L' rc,pu1"ibili1y oulsi,k work, lad; or rocw, and 

111:111agc111ent pulil'ics and praL·licc,. These wcrL· ""oci:11ed wi1l1 wo111c11', i11ailili1y 

lo face 1hc challenge, or 111.tk occupation,. However. 1he rc,po11de111s n:poned 1h:11 

,·vc11 when wo111c11 p<•SSL'" 111,· ahility. cduc,11io1wl qualii"ication and <llhcr qualities 

11ccc"ary for grow1h 1hc oppm1u11i1ics arc 1101 1here ror 1hc111 lo progress. The 

i"inding, as suggcslc,d by Ilic survey resulis sho\\'ed 1ha1 rc111aks in mule 

occupa1i<>11s 111ay 1101 be recog11i,ed and supponed am! tthese racl<>rs are relaied to 

1he 11u111erous reasons ,onccptual li1era1urc c.g Naff t 19\J4): (Si111<>11 JlJ95J huve 

given for the lack of career progress ror wo111en. 

For example. Terborg ( 1977), reponcd 1ha1 rcn1alcs are given !"ewer 

<>pp<>rtunitics 111 displ:1y cn111pc1c11ce. arc n<>I supported and they arc ,11 a 

rn111parntivc dis,Klvantagc fnr pro11101ion. 111 ,uppon ur the ab<>ve, Taylor I 1989): 

Lewi, & Taylor ( J<)8')): Pinc, Johnson & Ry,111 ( llJ'J01 ,1rgued that hu111a11 capital 

factors alone cannot accornll r11r slow growth relic 11r won1c11 or career adva11ce111e11t 

sc.x diffcrcncL'S. They suggcs1cd that discri111in,11ion could 11<>t llc ruled out. 

C11nclusivdy. Ilic finding, or this s1udy indicated th:ll disparaic 1rcalmc111 1akes 
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place ur :-iuhjcclivi.: di:-.cri111ln:i1iu11 j:,. cxpcric11l.:ed in 111alc rnxupatiu11:-.. /\:-. lu11g ~1s 

this re111ain,. the work e11vini11111,·nt lllay no1 be rn11duciw ror rull expre"io11 or 

k111ak potentials. Thi, wonld have a negative psyd1olugical i111pact 011 111<1rak and 

p,·rronnancc nl Wllllle11 and subsequently. i11di1idual and llrga111.,atiw1al guals 

cannot be achieved. 

supponiv_e 111an.1gc1m·111 accou111ed ror '27',i· or the total variance. Thi, co11rir111ed 

the i111pur1ance or sclr estec111. career self L'ITicacy, n.:cognition ,upponiw 

111:111agemcnt and othl!r pcrso1rnlity a11d situation :-.pcdl'ic variahlL·:,. u11 pcn.:civcd 

grnwth as revealed in other studies (e.g Naff, I 9lJ.J ). 

For hypothesis three whid1 slated that all the dc111<1graphic vatiablcs 

significantly predict :1cccptam:e and growth, result revealed that ror ren1alcs in lllale 

do111inated worh. .:nviron1nent. the sex or the i11d1vidual had a significant i11lh1e11ce 

on whether the person working in 111ak job would red accqited or JH>t. As earlier 

revealed by the l"indi11gs i11 this study, behaviour and aLtiLLH.lc that derine 

lllasculinity and affirm its superiority are upheld 11·11hi11 the conri11L:s of 111ale group. 

Other variabll's Lh,11 could inlhience perceived acceptance as revealed by the 

qualitative rindings are hard work, persevcr.111ce. ,elJ-co11ccpt and ability. 

None or the 1ariable, influenced perceived acceptance for males. Perhaps 

there arc other \'ariables that 111ay likely predict ,1ccq>1ancc for 111ale, which were 
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Jllll co11sid.:retl i11 llii, ,1udy a, 1he,e groups or exccu1ive, were 1101 included i11 1he 

quali1a1ive se,sio11s. h i, 1hu, 11eccs.,;11")' ror fu1ure research lo i11vc,1iga1e Ille likely 

l'ariahlcs. Pcrc·civcd grow1h 1·or kmalc c.,ecu1ivc, wa, i11lh1c11ccd l>y ,·duca111>11al 

qualirica1io11. ( ll'hid1 wa, ,d,o 111c111io11,·d hy 111;1jori1y or !he quali1a1ivc ,urvcy 

respn11dcms) and 111cn1ori11g. Educa1ion a11m11g miler v,1riahks has been round 10 be 

an imponanl predic1or of ,1dva11crn1e111 1Naff l'J9-lJ. According 10 hi111. kvci. ,,r 

education is one i111pona111 reason why wo111e11 haw nol advanced rapidly as 111cn. 

The imponancc or cdu,a1io11 in prcdic1ing percciv<:d growth for hoth nwks 

anti l"cmaks funhcr ,1ffirms the ract that ir cduc:11io11al qu:1lilka1irn1 i, objectively 

rnnsidered, i1 cuuld rc·sult into pro111otio11 which translates to growth for executiv<:s. 

It i, 1mponan1 111 note tlmt even if 111cn ditl not ical'II rcc1uired skills while in ,cl1ool, 

men project c(l11ridc11ce in their ratinnal and clkc11v<: r<:aso11i11g skills which 

enahles them 10 he in charg<: :111d snlve problems in any area quickly and effieic11tly 

eo11trary to women. These characteristics within 1he masculine structure arc 

indicators of eo111pctc•11cc. which i11J"luc11ced growth. 011 the other 1ia11d. wo111c11 's 

pcrccp1ion or their peers' attitude (Houser and Garvey, l'.183) ,111d harriers versus 

opponunitics for participation i11 11n11 traditin11al nccupatio11s (Haring, !Jayard and 

Gray. 1983) haw on occasion had impact 011 their educational and occupatinnal 

lwha\'iour. Thc,e hav,: eonscque111ly i11J"luc11ccd thc·ir pcn:eived growth. 
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· Mc111ori11g a, shown in both survey and qualitative rc,ul1, po,itively 

i111'luc11ccd growth. This c:o11fin11cd the l'i11di11gs or l.awrc11cc ( llJ'/.'iJ a11d S1rokc11, 

Rigcr a11d Sulliva11 ( ll/l/5) whu rcpnncd that 111c111ori11g is critical lo wu111c11·, 

acccplalll:c and growth gc11crally in the workplace. With particular rd'crc11cc 10 

male ou:upali,ll1'. st1Hlic, sud1 as thusL' or Gutek ( llJ8lJJ and 10kura111c 2002) 

rn11rin11cd that for those i11 11u11-1radi1io11al johs. 111c111ori11g 1, i111porta111 J'or 

prnfcssio11al adva11ccrnc111 m carL·cr ,ucccss. Thi, is bccau,c 111e111or/protcgc 

rda1io11ship helps the prolcgL' 10 u11ders1a11d the culture or the workplace. gai11 11ew 

knowledge aud.prnblem sol1 i11g ,kills, and dt:vclops rn11fidc11cc in ,cl!' a11d ability 

10 succeed at the task. Thus a mentor racili1a1cs prntcge·s drea111 by playing the role 

of a 1cad1cr. spun,or. host, guide. cxcn1plar and cou11scllor. As illusinucd by so1m: 

i11-lkp1h intervi~w re,pnmlc111s. pro1cgc'.mc111ori11g relationships assisted 1ht:n1 in 

racing the tasks and cl1allenges ,1r 111alc occupation,. 

The rourth hypothesis, which slated that l'c11wlc executives would report 

lower a..:'-:cpta11..:c ~111<.I growth tlia11 male cxccu11vc~ in 111ak du111i11atcd work 

L'llvironn1c111. was ,upponcd. In thi, study, 111alc., pcrcl'ivcd higher acccp1a11cc and 

growth than fernalcs in male dominated ocrnpation,. Thi, result whid1 

cnrrohorate, thL' quali1a1ivL' findings was not u11cxpcc1cd bcc:au,e the work 

cnvironrncnt was bcliewd lo he 1radi1io11ally 111e:u\l !'or men and !'cw wo111cn that 

found 1hcrnscl1es there may be perceived a, "ln~rn,". Acc:ording 10 Kamer 
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t l<J77b). such wo111t:11 111:iy thc·1dore he treated a, such As rcponc.:d hy Kati la a11d 

ivk11Jai11e11 l i'l'llJ/. 111ale hll11di11;! i11 such a11 ,·111 in>11111c.:111 uccur,. and ,i111ilar 

int~n:sts by the pn:vailing clitL' comrihulc 10 a :-.lru11gcr ~l!11sc of 1.:u111111u11ity amung 

the 111e11 ll'hich is alie11 to wu111e11. 

Exa111plc- or such trc:11111e11t is 11otahk i11 l;irge cu111pa11ic.:s ,11ul organisation, 

whne wn111c11 l1ave achieved hi,!11-lcvcl 111a11age111e11t pnsitio11: they are usually 

restricted to those ,ireas considered less vital a11d strate~ic ln the or~a11isalio11 suc.:11 
~ -

a, hu11n111 resoun:c, and ad111i11istrn1io11 (Rc·skin ,111d Roos, I 990J. Muggai l 1991) 

funher argucJ that such a practice limit, the ability Ill functio11 '" clkctivc 

111a11ager, cve11 after years or experic.:11ce. Th-:y further argued that though majority 

or proi'cs,io11al Wllllle11 an: ha11dli11g d1allc11ges ye1 credit for their work goe~ to the 

top mak 111a11ager, who reward wo111-:11 in line \\'1111 prescribed tradi1io11al gender 

i,bilogy. Wi1hi11 this contcx't, according to Supcr"s ( 1980) voc.:atiun,d devclup111c11t 

theory. fulfi1111e11t nf individual v,ducs, which lead, to ,cil"-.u;1ualisatiu11 e,pecially 

thruugh his/her work role, 111:1y he hi11,k-rcd. 

Expericnces ,uch '" th,"e reviewed allu1 e may rc.:lkc.:l lack ur accc.:p1a11ce 

fur wo111c11 111 high-lcv.;1 111a11age111e111 posit ions a11d panicularly 111 rnale 

occupatinns. f'or wo111e11 tu ren1ai11 in such c.:11viru11111c.:111, Dryburgh ( l'J')')J llbscrwd 

that they have 1,1 adjust 10 th,· occupa1irn1al cul1u1e and 111asculi11ity of that culturc. 

They not only have to purtray lhe111sclvc, as c,>111pctc11l tn ll1c.:ir c:111ployc.:r, and 
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L'lil'llb hut abll lo lhl'ir 111all' n1IIL'agut:s. i\djus1111t:11l ill lhi, L'11vil'll11111t:1ll. 

Cirl'L'llll'<ll>d t l'H161 rL'VL'alL'd. ,·111ail, 1111t:n1,disi11g v,dlll's, 11<>r111s and .,y111hllls llr the 

prnfrssional cultun.:. This adju."illllL'lll, which involves so111l! llh.!aMirc or i1npn:~;.,io11 

111anagL'lllL'lll. can L'licil a ,ksirl'd rL'aclillll rro111 olhL'rs. L'spt:cially lhl' 111ak rlllk. For 

,·~;1111pll', /Vklhwl' ,lllll Rol>i11so11 ( I lJlJ1J. i'L'J1<11·tl'd lilal both 111.dL' ,111d k111ak 

l'llg111t:t:rs IL'al'II how lll ·111a11agl' L'lllployt:rs· i111prl'SSill11 or iht:111 as Jll'lll.t:ss101ials in 

onll'r Ill gai11 lhL·ir trust. rL'SJlL'l'l and Cll111'idc1a:..:. 

The rl'sull "r hypnlhc,is l'ivc which con,parcd re111alc cxl'cu1ive, 111 111alc 

dn111i11a1ed. rl'111alc do111i11ated and scx ncu1rnl wurk e11viro11111e111 llll perceived 

acL'L'plancL' and gruwth. n::v..:alL'd lhal dirkrl'ncc, exists bt:11vcc11 l'c111aks in r..:1nalc 

d,1111i11atL'd occupations and SL'X nL'ulral occupa1io11., in pcrcL'ivcd growth. Thcrl' was 

nll differe11cl' ill pL'rct:iv~d growth bclwCL'll thosL' in k111alc dt>111i11a1cd llCcupalions 

and SL'X lll'lllral m:cupations. 111 additinn, 110 dilkrt:11ce was round in pcn:L'ivcd 

,1CCL'Jll,11ll:c or thosL' in J'e111ak dlln1i11atcd occupa1io11s and sex 11eu1ral llL'<.:upa1inns. 

Funht:r analysis using Sheik 111c1hml llr 111ca11 ..:0111pariso11 was carri1.:d out 

and results rL'v.:alL'd 1ha1 k111all's in SL'X 11t:ulral occupa1io11s pcrc<:ivcd lhl')' had 

belier opponu11i1y ror growth 1ha11 1hosl' in kmak domi11a1cd ocrnpa1io11s. This 

cuuld lllL'an. and ,·11n1rmy 111 lilL'ra1ure (L'.g !lurk,· ,I.: /Vkkl'L'll ( i'i'l:'i: lkaux llJ7lJ; 

and Blau & Jasenius, I lJ7(1). and l!XJJL'<.:lalillll, 1l1a1 ,uhllL' a1111udinal harriers and 

pulicks hlllcking Wll111c11's <.:al'L'L'I' palh may Ill' c, idL'lll ur pr,1c1iscd in k1nalc 
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do111i11a1ed occupa1i,1r". 111 addi1i,,11. s1udic, such;" 1ha1 ur L'Heurcux-1:larrcll. and 

Barne,-Farrd \ I <J<J I). found 1l1a1 k111ales also ,l1ow bias a~ai11s1 l'c111ak 111a11:1~cr,. 
~ " 

,\, rcvcakd by ihe i11-dcp1h in1crvicw ri11tli11g, i11 1l1i, s1udy, l'ac1or, 1ha1 engender 

,uL'11 bias inclllliL' envy, pnli1icking which involv,:, poll'cr play. In panicular, ;111 in­

dcplh i111nview rcspondenl explained 1ha1 

·1=,:male colkagul's L'Xprcs:-i envy a11d rc:-.c111111c111 wlu..:11 
lh1.:y notice one i:-. progressing.' 

According to Tajrd', I I •J82) social idc111i1y 1hcory. si111ilari1ic, r,·sull i1110 

di:-.li11H.:ing. in '\illl1C group and Lhis may i11di..:alc lack ol' co-operation or 

encourageme111. which ,ire n1her l'ac1ors necessary 1,1 l'acililalc wo111c11's pr<l11101ion. 

Fe111i11is1 rcscard1crs haw described 1his si1ua1io11 as lwrizo11wl ho,1ili1y, ivhich 

invol\'l!S inrighLing or factiwwlism within wumcn's group (White and Langer 

199-+). 

011 •1~L·t.:pl;.111t.:c, llllll-significarn..:c or. rc:-.ult J'ur i'cmale cxc~utivcs i11 male 

duminalcd, fr111alc do111ina1cd and sex ncLilral uccupa1io11s is al variance wi1h ihc 

findings <>I' M<>ore ( I %5) and Burke and tvkkcen ( I 'J'J5), which revcakd 

signil'icanl difference in wor~ cxpL•ricnc~ ,uch a, job ,atisi'action l'or wor~crs in 

111,dc dn111ina1ed. l'cmale do111i11a1cd <>r ,..:x neutral ,,ccupalion,. However 1l1e result 

,,r 1hc quali1,11iw research curroboralcs the l'inding, or the ,urvey 1ha1 l'aclor, 

ass<>cia1cd wi1h acccp1a11cc snch as sdl'-c<>nccp1. crnnp..:icncc, apprccia1io11. hard 
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work. J1l'l'Scve1ance. stayin~ off politic~ wcn· essential ingn.:dicms 11..:cdec.l 

especially i11 111:1le occ11p:11io11,. These fi11di11gs have i111plicmio11 i'or the work place, 

and lhL·y suggL''il 1hal progn111111h.'s and sLralegi,.:s llia1 1argc1 the dcvelop111cn1 of 

pns,111al qualitic, and positive healthy rciaLiu11sl11ps a11Hmg wurkers slwuld be 

c11,u11ragcd. Thi, wnuld i11,Tca,e wu111c11·, cu11lidc11cc level and sk.ill and abu 

prepare cullcague, Ill be bias i'rL'e i11 their L'Val11a1iu11 and i111cractiu11. 

The ,ixth hypothesi, which ,tated that k111ak executives with high sell' 

esteem and high can.:cr ,ell' cilicacy would scure higher ,m acccpta11ce than thuse 

with lllw sell' ,·stcem and c:1reer ,cir efficacy was tested using :?.x:?. :uialysi, or 

-· ---c-• - -

variance. The hypothesis was partially confirmed a, ,cir esteem haJ a sig11ifica111 

111ai11 effect 011 accepla11cc. The result indicated a sig11il'ica111 difference bct,~een 

high SL'li"-cstL'elll ;,u1d low sclf-cstcc1n l'cmale cxt:cutivi.:s 011 acceptance. Oh!-icrvatit>ll 

oi' means rcvcakd th:JL women executives with high ,c11·-cstee111 rcrccivcd they haJ 

hi:;her a,-ccptance compared to those wiLh low scl 1·-esLce111. ~xpla11aLion 1·or Lhc 

,ignil'icanL clkcL or high sell' esLcem could be ba,ed u11 Lhc assu111pLion LhaL Ll1c way 

i11 whid1 peopk view Lhemselws is 111mc J'unda111c111al and Lu a large c.xLc11L, is Lhc 

source ,>i' the way in which peupk view uLl1er,, Lheir world and happening, around 

Lhc111 (.I udge.Locke and Durham 19')7 J. 

By i1nplic:uion it Lhcn 111ca11, LhaL pcopk whu rnn,ider themselves wurthy 

and able Lo cupc wiLh cx·igenL·ic, lli' life bring a "pll,itive i'ramc" Lo Lhc cvcn1, and 
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:-.itua1i,>11 ~hl'y elll"lllllllcr. wl'iL'IL'a:-. people wliu do nut :-.L't..' LIK~lllM.:lve:-. a:-. wurthy and 

able bring a 111.:'gati·ve l"ramc Lu the :-.aml! silllatiu11. Thi:-. view is :-.upporh.:d by u11c of 

1he respo11dcn1 i,1 i11-dep1h i,11,·rview: 

"'f\ly personali1y rn111e, i1110 pi")' here: in 111y job I 

iden1iry my,elr as ,0111cone who ea11 roughen 1he 
w1.:ath~r··. 

Thi, resull supported the work or Ly,on and Uruwn ( 1982 ) and Ym111g ( 1984) 

which revealed tha1 per,011ali1y v:1riabk., influe11c:e k111alc panieipaliun in 11011 

1radi1io11al job,. They 111ai111ai11ed Iha! wo111c11 wi1l1 nun-.1raditio11al sex role a11itudes 

haw tend,xl 10 ,ee 111:1lc d0t11ina1ed oec:up:11ion, a, wi1l11n 1he range ur !heir pussiblc 

d1oiees. This would auto111a1ic.:ally influc:111.:c !heir pcrecplion or accep1:111cc. The 

resull also emphasise, 1hc i111pon,n1c.:e or the ,e11-c.:s1ee111 111 inlh1encing sex role 

a11i1udcs in 1he work place. 

Al1Jmugh cart'er ,cli'-l'lliea9 did 1101 cxc·n a ,ignil'iea,11 111ain d°J'ecl 011 

ac1.:cplancc. there was a signifii:anl i11tcral'lio11 L'l°fl'\.'I or ,df-c:-.h:cm and i..:an.:cr self -

efficacy on acccp1:11wc. Under rn11di1ions or 1111,· c:;11,cr s.:Jr efficacy, acccplance 

was high wi1h high ,dr e,1,·en1, also a..:ceplan..:,· wa, high when l1igh career selr 

cffiem:y inkrm:it:d with higl1 ,etr c,1ee111. Th" ,upponed prior review le.g 

Marshall 1995). whi..:h revealed Iha! ,etr n,1h1,11i,111 inllucnce womcn·s career 

experience and bdiav,our. 
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The s,·1\:lllh hypoth,·.,i, predicted tlw,c i'e11wle excrntive, with .high 

recognilloll and ,upponivc 111:u1agc,111e11l would ,rnrc higher 011 ,1cccpla11cc than 

tl1t>se with lmv recng11itio11 a11d supportive 111a11ag,·111,·111. It was found that 1·ur these 

ll·111ak L'.\l.!l.'Utiv~~. n:,.:ogniti\111 had a :-.ig1111'ka11l 111.1111 cllcct on acccpta11c1..:. Thu:-.c 

ll'ith high lcv,·h or rccog11itio11 ,cored higher 011 p,·rceived accep1a11ce co111pared Ill 

Lht1,c who percciwd low kid, or recog11itio11. h1llowi11g Maslow·, t 19701 t1eed 

hierarchy proposition. i'or i'e111ak executives 11·11h high 11eed for rerng11i1ion, 

,,c,·eptancc 111 rnak occupatit111 " e"e111ial I'm pcr,.mal acco111plislm1e111. It is 

assumed that when.they feel ac:ccptc·d thc'y would he ntotivated lo put i11 Lhcir hesl. 

Hypothesis· eigl11 pre,i!~-1~il 1ha1 those with high sell~eslee111 and l~igh career 

self-efficacy w1>uld score higher 011 growth 1ha11 tho,e with low ,.,11·-c,1ec111 and 

career self-efficacy. Result did 1101 i11dica1c a sig11il'ica11l i11J'luenec or dependent 

variables nn pe1\.:i.:ivi.:d grnwth. 

Hypothesi, ni11e predicted that those with high recognition a11d supportive 

rn,111age1nc111 wm,ld score higher 011 growth 111.111 1ho,e with low recognition a11d 

,upp1>rtil'e n1:11tag,·111c11t. Result showed lhal rcrng11ilio11 had a ,ig11iric,1111 elkcl 011 

~1-.1w1h. El'ery individual has a 11ecd lo satisi'y a11d this is part ur whal individual 

brings to the organi,:illon. 111 this study, fo111ale cxecu1ives' need for approv,11 and 

pu'1tiw evalua1io11 was ,a1i,l'icd i11 their johs a, relkc1ed in their perception or 
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.'!ruwth. They ."ound 1\1eir c·11viro11111e111 10 prnl'1ck a sensL· u\' \'ul\'i\n1c111 that 

co·11scque111ly e11ha11ecd their pcrcepliun 01· grnw1\1. 

Thu~L' with low 11.!vel lll" rcc.:ugnitirn1 pL'rccivl.!d lo\\. acL"L:ptallL"l.! and 

,!l'llWlh because ihl' s11hjeclil'c· 1111erpre1a1io11 ll!' lhc1r situation did IH>I suggest they 

arc appreciated and we\cun,c. These differing rc,11\1 pallern, show el'idcucc u\' the 

i11J'luc11cc or pc:1,oualily and s<>cial variables 011 1vu111rn', percqi1iou u\' acccp1a11ce 

and grnwlh in 111.1k occupations. I lowevcr, it was rather ,urprisiug that supponivc 

management ha,I no ,ig11il'ic:a111 elTccl 011 pen.:eivcd acceptance and growth. This is 

because ii was assumed that some element o\' suppun is n.:la1e<l lo accept,uH:c and 

grnwlh a, wo1nc11 arc likely lo overco111e ubstacks and challenging upponunities 

through ,uppon \'rnm co\\ca.~ues and organisation t Oh\011 el,al \ 9'J4 J. 

11 could ihen mean that other factors such as hard work, pcrscvcrancc, 

cn111pe1encc and scll'-co11ccp1; being i'ocused: ability/ qualil'ica1io11 and dedica1iclll us 

revealed by c1ualit,11ive findings lend lo be strnngcr in inrlucncing perceived 

acceptance and growth n.:spl'ctivcly. The finding, ahuve e111pha,i,c the need J'or 

\'unher studies t,i exa111i11e these on accep1a11cc and gruw1h in 1nale occupa11011,. 

Result or the: analysis rewalcd that male cxcculivc, with high scli'-c,1ec111 

rcponed bellc'r acceptance but perceived nu dillcrcncc in their perceived 

opplll'lllllity \'or grnwth. Thi, 111ca11, 1\1.11 high ,cl\'-evalua1io11 i., peninclll lo the 

perc:ep1io11 of acceptance. Male executive, will1 ~ullll sell' wonh did uol perceive 
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1he111 selves as ,diens ,,r r~d isolated. this invariably eontributc.:d 10 their sa1is1·actiun 

in· the.sc diffc1\:nt o.:rnpa1io11s. Since !he self-rnneepl regulales feelings and 

1111,11va1io11. ii was 1101 unexpceted that 111.de executives wilh high ,eif-es1ee111 

reported belier ,11.:cep1,u1cc. This result rnnrinncd the ri11di11gs or Judge, Locke 

Durham ,llld Kruger ( 1998) that people with po,i1ive se1r-co11cep1 stand 011 a higl1cr 

pla1(<1nn compared with !hose. with negative seli'-,:s1ec111. Tl1ey ,cc !heir joll, n1ore .. 
positively bi:c,1use they possess the disposi1io11al makcup that allow, them lo do so. 

Hmvevt:r. the evaluation or growth lllay not be diilere1ll as revealed by result if the 

yardstick for measurement is considered Ulllliscri1ni11a1ing. 

Unexpectedly, 1.10 sig11il'ican1 dillere11ee was found bc1wcrn male 

executives wilh high and' low sclr-<!l'l'icacy 011 p,·rceived accep1a11c·e and growth. 

This means for 1he n1:1lc executives the bclid in !heir cap,1ci1y to suc·e.:cd within 

male work environment was 1101 different. Considering the fact tlwt the standard 

within these work sellings arc set-up by mak,. both groups or 111,ilc excrnLivc, 

believe they p,·rfornt adequately well. Co111pared 10 the.: J'e111alc exec.:111ives the 

different levels or recognition and supportive managcmclll did 1101 i11rlucnct: 

peredved aceeptance and growth or male el>.e.:u1ives. This also indieatcd that 

whether the male cxi:cutiw, received low or high recognition and ,upp<1n, the 

perception or accept,111ce, sa1isfac1io11 and growth renmins the sa111e. This runht:r 

c:onfirms !he view 1h,1t Lo M>111e cxlelll 111ak h,111di11g exists in male uccupalions 
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1K,11ner1977b; Marshall 199.'i). Si11cl' lhl' worl. cli111a1e results panly fr"111 values 
. . 

,111d llll!'lll, ,et hy lhl' do111inan1 group (lllaicJ, there 111ay lllll he diff<:re11<:<:., ill 

Jl~l'L'l!j>lio11 of i.lCCl!J)L~llh.:l!'. 

Result Di' the predil'1io11 made in l1ypn1hesis 1e11 revealed that i11 

l'll1bidi.::ri11g ll!lllln.::. ~1 sig11iJ'ka11t diffl!rt.!llcc occurred between l"c111ale executives 

prl',L'lll positio11 011 a,·ccptanc,· a11d gn>wth. Observation or nw.111, rcwabl that ror 

an:cp1ance. tho,e who had ,1aycd for a 1011g 1i111e 011 presc111 posi1io11 rcponed 

lower accep1ance than 1hose who had stayed l'or a shon period. ln1ere,1ingly Loo, 

1hey were Lhc executives 1ha1 advocate panicipa1ory approach or kader,hip in the 

qualitative rinding,. 

Specirically, those who had been in their present position ror 1uore than 

rive years reponed lower growth compared Lo those who had spen1 k" than J'iw 

years. This is co111rary to Lill' ri11dings or (Nall 1'1'!41 in his s1udy, which reveabl 

1hal J'emaks with close Lo Len year, 01· service reponcd greater 1n1mber or 

prm1101ion than those with l<:WL'r year,. 11 there!'or,· J'unhcr e111pha,i,cd 1he foci that 

!'or individuals Ill re,·! accepted in any job and po,i1io11 there has 10 he prumpl 

rn111me11sura1e reward in terms or promoliDII for hi.,/hcr input i1110 the orga11isa1ion. 

It means the approach adopted in leading a11d achievi11g objcclivc, i, very 

i111pllrla111 !'or acccplancc It i, cssc111ial lo 11<11c 1ha1 when there i, adequate feedback 
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,·,pcc1ally posilivc ll\k's, 1his could 111neasc \he \L'Vt·I o\ c111ploy1:c,· co111111i1111c1ll \ll 

\\Oil whi<.:h cve111ual\y hcw111es a pay oil J'or 1l1c: organisa1ion. Such a cy<.:lc 

pr1llllt>IC, \he Clllp\oyCL'S a11d Clliplo)'l!l'S \0 ihc poi11I or "cilit:VC\llC\ll. 

5.2. CONCLUSION. 

The issue ,,r acL·cp1a11<.:c appears Ill be saliL'lll rnr re111alc L'XL'Ctllives s1udicd 

111 b,1111 survey a11d qualilalivL· aspec\s or 1hi, research as rc\k<.:icd hy cilhcr panial 

or rull conrirn,a1io11 ,,r expcc1cd rc,ulis. Thi, is very ,ig11irica111 hcc.,u,c as carli<:r 

rcpllrieu. male dll111ina1ed oc<.:upa1ions were co11sidered male reserves a11d rc111ales 

\\'ere perceived as ou1siders i11 such c11vinH1111c111,. 11 1hcn becomes "JlJl"rcnl Iha\ 

i'cmaks i11 such c11viro11me111s had lo prove !heir wonh in ·order Ill ad,qll 10 Ilic 

prevailing 111a,ctili11e culiun:. or all the i11depe11dL·111 variahles 1es1ed. scl r-~s1ci:111 

wa, found lo he significan1ly rcla1ed 10 acccpl,111cc. This runhcr emphasized \he 

impnna11cl.! or sclf-evalualion nn adaptation and change suggesting that individual':,, 

disposiiimml 1c11de11cics al'\'ccl how he/she i111crpre1, the J'avourability or !he work 

allrihule ;md c11vironn11!111. 

Rccog11iLion and supponivc managc111c111 cXcrtl!d varying dcgn.;I.!~ or 

i11lh1c11ci: 011 ac-:cp1a11cc and grow1h rllr both male and i'c111alc c:x1:cu1iw,. but llllll'C 

salicnl for the J'ernaks. Oihcr variables Iha\ could sig11irica111Jy i11lh1c11cc boih 

acceptance and growlh such as hard wllrk, cll11111111111i:11t, dcdieatio11. per,cvera11c1:, 

:-.tc1\:lHypii.: views. 111a11agcu1i.:111 pracli<..:l!:-i. cu111JH:tc111..:c. being focu~1:d, lhJ11-wurk 
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ra1nily rcspo11,inili1ic, W<!I"<~ l1ighlighi<!d in the 111 the ,1uali1a1ive ri11di11g.,. Thc,c 

r<!,ulb indie,11,· 1ha1 sdJ'-es1,·e111. recognition. allll ,upponivc 111a11age111en1 are 

impnrialll variables Ill h<! considcr<!d in i1nprovi11g 1·e111alcs' accep1a11ee allll gruwlh. 

11 i111plks 1ha1 wha1c1·,·r raclur, ulllleriiL' these diffL"re11,·L's in JlL'rcep1iu11, their n,ere 

pr...::-.c1h.:c is a ~~lll:"IL' ror Clllll'L'l'll in organi:-.atio11 11!.11 ..:m.:ourag.c:-. an c11vinu11111,.:11l 

wher,· 1nc11 a11d ,vu111e11 have equal uppur1u11i1ie, Ill ,ucceetl. 

Th<! r<!pon or l,1ck ll!' accl!planec by lhe kmall!s 111 mak occupalillns 

c:oni'i,rned existing li1era1ure. whid1 sugges1c:d a hnslile cnvironmcnl 1·or J'en1ale 

cxern11ves. t\ddilionally the ,1udy did 11<11 rl!ve,tl a sig11il'ica1ll difference bciwccn 

J'emalc cxecu1i1es in male drn11ina1cd and J'c:111alc do1nina1ed and ,ex neutral 011 

pe1n:ived ,1cc.:ep1ancc. This calls 1·or J'unher s1udic, or 1he inrlucnce or variables 

such as nrgani1.a1ional poli1i<:s and con1111i1n1en1 011 perceived acc<!plancc and 

grnw1!1 or fl'n1ale cxcc:1J1ivcs in male do111in,11ed, rcmale do111i11a1eu and scx-nL"lliral 

oceupalions. l lmvcvcr. J'e111ale, in sex 11cu1ral ocrnpalinns perceived they have 

more growth oppllrlu11i1ies cu111pared Ill those i11 fe111ak do111i11aiL"d uccupa1io11s. 

Thi, 111can, be11er- oppur1u11i1ies exist in sex neutral occupa1io11, 1·or wu111e11 10 

p1\)grc:-.s ~lil>11g their can.:~r path. Thi:-. implic:-. a:-. urg:.111i~atio11:-i ;.1pproach gl.!1H.h.:r 

L'LjUily in 111alc do111i11.11ed and fe111ale do111ina1ed ucnqia1iu1", opponuni1ie, rur 

gn.Jwth increase .... 

CODESRIA
 - L

IB
RARY



As expe~1ed. resulls funhn reve:ikd 1ha1 _1,111i11r execu1ivcs reponcd lower 

:n:<.:L"Jllancc co111pared 10 seni11r 111:111age111c111 cxern1ive,. 011 1hc other h:111d. fc;111ak 

L'Xt.:1..:uliVL'!'I 011 1011!.!l!I" tenure l"t..'J1llfh.:d lowc1 !!,n1wth than lhusc u11 sliortL'r dur.11io11. - -
The finding of 1hi., rernl1 ,ug~c,1s 1h:ll wo111c11 slilluld he exposed 111 i>ellcr 1rai11i11g 

llJlJlllrlllllilics L>11cc 1h,:y c1ller n1ak oc:cupa1io11,. 111 addition, funl1cr ,1utl1cs slillllid 

l.' . .\a111i11c thL' i111plicatio11 \>I' long duration or rind uul what c>.pcrkncc!'I arter ,long 

tenure 1iro11101,·s growth 

Su111111arily. tile study illus1ra1cs tile Jll>le1111:d role or pcrsl>ll and crnllcxlual 

sL>cial vari:1hles in ini'luencing percqJ1io11 or a,:ceplance and grmv1h. Also, il 

provitlcs empirical evidence 1hal K:1111cr's ( i 'J77b) work ,rn 1oken wo111e11 

generalizes lo 1he experience or women 111inori1ks in 111:ilc do111i11a1ed ocrnp,,1io11s. 

Hnw 111i11,1ri1ies construe !heir si1ua1io11, which has Ill do wi1h their :«:ccp1:111ce and 

gr,1w1h. 111ay be :1fkc1ed by persL>11al aml' soci:tl L>r si1ualio11al rac1ors sud1 as selr­

es1ee111 and scll-efficrn:y recognition and suppon frn111 colleagues. Failure lo fintl 

significa111 ini'luence or sclr-eJTirnc:y 011 work cxpcri,·11ce did IIL>l rule 11u1 1hc 

p,1ssihili1y or i1s inllue11ee. This is because self-e!Tic:,cy rcl:,1cs 10 individual's c:orc 

evalu:uio11 1ha1 aff..:cls actual percq11io11 L>i' work allributes. G..:11erally. 1hc 

pcr~islcnci: ur gi:11der diffl'n.:1H.:L' in n:sulls suggt.:sl!'I a continuing pt>1c111ial fur 

l'h~111ge in mak· Lh>minatcd work 1:nvinrnmcnl!-1 ~1s 11n>l'L' woi11en c111cr thi:,, do111.1in. 
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Slli\11\IARY OF FINDINCS. 

The nli\i,>r findings in this study arc sut11111arised as folluws: 

Tl1111 self-cs1ce111. recug11iLiD11 a11d supportive 111u11agc111e111 are all i111puna111 for 

perceived acccp1a11cc for !'c111alc executives and 111alc ,·xcculives. Also, ii revealed 

1hat unly sclf-e:;1ce111 .,ig11irica111ly inrlucnccd an:cpta11cc of fe111alc executives in 

111alc dn111ina1cd jobs. Ii is an i111pona1ll l'aclm inlh1c11ci11g !'c1nales 0 perceived 

,1cccp1ancc in 111alc dn111i11,11cd ,iccupalions. 111 adtliti1111 recognition was round to 

signil'icantly alfrct p~rccived growth for fc111alc executives in 111111c do111i11a1cd, 

fc111alc do111in,1tcd and sex-neutral uccupaliuns. 

5.3.IMPLICATION AND l{ECOMMENDATION. 

The results of this study rnn1rib111e LO several li1era1urcs 011 lokcn stal\lS and 

panicularly Lo acceptance and grnwlh 01· fe111alc., i11 male do111111atctl oecupations. 

These results extend the work 011 the effecl of personal and social variables, and 

11u111cri<:al Loh·11 status un pcrccpliun of work experience. Until recently the 111ale 

fulk do111ina1cd 11111st profession anti women arc 11<1 lunger exception in these areas. 

However. the situation fnr the female 111ay be contrasted with tbat DI° n1alcs in these 

various occupalions. This is because DI° gn>up s1creo1ypes and !heir relatively low 

rcprcscnlation in tradi1io11al 111alc 11ccupatill11s. 

The i111plicatillll of this as revealed by ihc findings Ill° this Sludy is that 

k111alc c;1.ccu1ivcs feel less accepicd than !heir 111,dc CllUIILerpans. Such kcling of 
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.1cc·cp1ancc was grl'ally influl'llccd by lhl'ir sdr-e,1cc111. k:vcl or rl'cogni1io11 and 

,uppnn thc·y r,:cc'i\'l'd rronr ihc•ir 1nak colll'ag11,·,. Thu,. ii is irnpon:1111 ror 

organisation, 10 create gender sen,itivc cnviro11111e111. whil'h provide., opponuni1ic, 

for ,uccess and nther, I<! c:0111,· in. This resuli al"' ,uppml lilera11ir,· indiea1i11i; 1ha1 

cxpcril!nc~s nr !1er:-.011s with uhs ... ·1·vahlc ...:.g gcmiL-r a:-. oppn:-.cd 10 11011 uh:-.crvahk 

differences arc· subjec:1ivdy unique (1\lliliken and ivlanins, 19%). Thi, re,uli a!"' 

extend the worh 011 stere,>1ype threat which Steele ( 1997) dc.:scrilJL:d as a11 increase 

in the salience of ncga1ivl! stcrcutypic cxpc:clallt.:cs. 

Additionally. the l'indings oi' thi, study suggested that the c:xpc:ric:11ce or 

female executives might be alfrcted by percl'ived s1ereu1ype biases a11d rec:li11gs u/' 

vul11erabili1y. This may bring ,:111 a11ributill11al proble111 ror token wo111e11 i11 111alc 

UL:cupations. Thu,. when wo1ncn are unsatisried with their situation they may allow 

sex t,> become, thl' s:dien1 explanation rur it. As ,uch, l'cmalc.: in 111alc ucrnpatiuns 

may have a Llik~mm:.t in <lctcrmining whether they an: unaccepted. llLH prog.n.:ssing 

and dissatisfied becm1,c or dis1inc1iwness (ll1cir i111nrsion into 1radi1io11al 111ale 

ocrnpalion). or whc:ther their subjective interpretation based ,111 sel/'-cv,dua1iun or 

the situa1i,1n i, what is causi11g dilkrenti:d pcrceplillll nr acci:pta11cc a11d growtlr. 

Since this study looked al i11dividual anu joint inl'llrcncc or huth internal and 

ex1crn:d vari,1blcs. i'unhcr rc,earcil is ncc,kd tu pin Jlllllll lhl' causal dircclilln or 
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i11lh_1c11cc. !11 addi1io11 sludics ,illluld i11vcs1iga1c olhcr salic111 l'aclor, and cll111parc 

cxpcric11CL'S 01· r~111alc cxccu1i1·,·s ,1cnis, !he 1hrCL' ,1ccupa1io11al calcgork,. 

The rc,ull t'rllln 1his s1udy abo imlica1ed 1!Ja1 oul or 1he dcpc1alc1J1 variahles 

nt' illlL'resl. acc.:p1a11cc wa, qui1,· i111porta111 l<> !he i'c111ale cxcc111ivc,. and sell' 

eslL'et11. rl't.:ogniti~rn itnd :•a1ppl1rtiv1..· 1m1m1ge11ll!lll ~ig11i!"ic.11Hly i11rlue11ccd thi:-.. This 

.,uggc,1, 1ha1 wo111e11·., c111ry in 111alc 11L·cu11.111011, 111ay he diffirnll and 1hi, has 

implica1io11 for dcvclop111c1Jl in 1hc workplace. 111 1hc in dcplh imcrvicw co11duc1ed 

wi1h i'cmalc cxeclllivcs. cri1ical t'ac1ors pe1'l:civcd as hindering aeccp1a111:c were 

"'s1crco1ypic views aboul W<>111c11." "wo111c11's rci'u,al 10 ClllllJll"llllli,c", and lack or 

co11si,lcra1io11 for wo111c11's views. T!JcsL· 10 k111ale cxccu1ivc, do 1101 provide a 

pnsi1iw work c11viro11111e111. Co11scque111ly, for hlllh 111ak, and 1·c111alcs 10 work 

sut.:cesst'ully Logethcr. th!.! cn.::11io11 or g~11Uer !'air envir01l111c1lt that i:-. imponanl ror 

!he rclclllinn ot' wo111c11 in 1hc wllrk place especially i11 111ale domi11a1cd m:cupa1io11s 

is lll!t.:essary. Thus. in Ll1.!~igui11g programs for culture change i'i.iclor~ such as 

rccog11i1ion and suppnnivc 111a11agc111e111 Iha\ :11c cssc1Jlial rur wo111e11', perceived 

accep1a11cc should be 1akc11 i1110 co11sidcra1iu11. 

11 is i1npona1Jl lo 1101c \hat positive w<>rk c11viro11111c1J1 would greatly 

co11tribu1c 10 lh·~ i'ccli11g or rull'ilme111 and ,aci,t'ac1io11 experienced hy c111pluyccs. 

Suell po,itivc rra111c, would t'acilita1c recog11itill11 or co111plc111c111,11')' roles or 

different 111c111bcr, 1hat would lead 10 suc,n,ful t'u11c1io11111g .,r d11kn:111 
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llrga1.1isational aqn,. This is i111plll'l,111t. bccau,L' thL'rc is rarl'iy any wo1t activity 

that is carried ,JUI in solitud,·. Individual, work wi1J1 others who,c wi,hL', ,llld 

p..:rsonalitics llll'y ha\C to kar11 and understand. Thi~ means nrga11i:-.;.ltio11:-. havl.! lO 

L'IWl'I polkics. practices and progra111n1cs to co111ha1 problc111s or differential 

trL'at111c111 e~pcnL·nccu hy wn1nc11. h>r example. prugra111111cs tilat highligl11 v,dui11g 

dit't'crcnccs anti gcmlcr diversity in the worl.. place c,111 plll in place. Newslcllcrs a'nd 

staff 111cc1ins: arc ,ivcnucs throu,:h which the dc1111a~in\! effect, or 1111cn> i11c,1ui1ics ... .. .. .. 

c,111 lie passed ,1eriis, to workL·rs. This wnuld l>ring ahnut the awareness or the 

i111plica1ion or differential trea1111c1H J'nr hun,.111. ,1rgal1i,a1iomd and 11a1ional 

dcvdop111e1ll. Women's professional bodies should co111c together a, support 

grnups to share expericnc,, with others. 

On the personal· h.!v1.•.I. :-.cll'-1.!stcem wa~ 1wtcd as bd11g sig,11iri1.:alll in 

predicting acceptance J'or both J'e111alcs and males. This is signii'icant considering 

the fact that ·the seli'-estcc111 i, an i111pnr1,1111 persD11.1li1y crn11p,>11c111 i11i'Juencing 

bd1avio(1r and relationship,. Specii'ically J'or w,>111cn. the J'indings or 111.is ,urvcy 

revealed that they ha\'C a signii'icant n>le to play i11 i111provi11g their seli'-pcrceptio11 

and skills. It ll'as observed I hat ii' the social construct inn or won1en a, inco111pctcnt 

a11d lacking in ahilit1cs required i'or per!'ori11ance i11 cen,1in occupation were so 

sucL·cssi'ul that even females began to conceive this ,ts ,Ill ohjecttvc fact and begin 

to sec themselv-,, as such, then. this wm1ld pose prnhlc111. which has i1npl1ca1io11 i'l>r 
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g,-.," 1h. ThL' cl'L'lllllal re,ull i, lhal w,>111e11 111ay believe 1!1a1 they arc 1101 !'ii !'or 1\Je,c 

occupa1io11,. 1ha1 1\wy arL' ,lllll in COllil'lll and 1\Ji, Wllllld go a illll[! way 111 

i11llue11ci11g their peri'or111a11L'L', Ilic evalua1io11 .,r which would eou111 l<1ward 

pnll1H>1io11. Ii' 1\JesL' L·o111in11c 10 111a1erialisc. kwcr wo111rn would be cxpo,ed 10 

\ll\l\l\lllillllal ll\J\llll'ILllliliL'S. w\,ik ll\l iliL' 01hcr ha11d. IIICII w\Hl arc a\11ay, SCL'II '" 

co111pete1H would co111i11ue 10 gain in1pnrlalll expcric11ce and credential,. Thi,,\Jas 

implii:ation for training. and sugg.csts thal traini11g packages rur wn111t.!11 shoulU 

im:lude assL'ss111cnl or seli'-L'stce1n. recognition and ,upporl. 

Previou, research !'or cxa111plc, While am\ La11ger ( 19'!9) Tagkl and 

Turner ( 197')) ,·evea\ed thal 1\Jc value or 111i11ori1y lies i11 ii dis1i11c1iw11ess and 

111e111hership. findings or 1\Jis ,1ud) showed tha1.1hc 111i11ority wo111c11 ,a111p!c,I. did 

not value or appreciate their ,ituation. 111 or,kr 10 cope they sc1 up net works and 

assm:ia1io11s within and out,ide 1hcir work e11vinJ11111cn1. This relkcls Ll\u111er', 

t I ')5::i) grnup pnsi1iu11 lheury of prejudice ha,cd 011 pru1ec1i11g the i11-group po,i1io11 

!'rn111 ou1grnup 1hrea1. \1 wuuld be i111cres1i11g lo !'111d oul ii' their dis1i11c1ivc po,ilion 

and force a, a l\mly have po,itivcly i11rluc11ced their adap1a1io11 am\ accep1a11cc in 

1radi1io11a\ male nccupalions. Thu,. !'u1urL' rcsearcl1 ,huuld focus 011 i"ue, 1ha1 can 

111ake 1ni11,>ri1y 1uc111bcr, pen:eivcd 1he1r po,i1io11 '" bei11g u11iquL' ,1111! adapl l,a,ed 

011 this perccplio11. 
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5.-l. LIMITATION OF STUDY 

11 1., ,·vide111 rru111 the i'imling, ul' thi, study 1ha1 additional variabks 

other than ,di'-c,1cc1n. s<:1r-cll1cacy. recognition and suppurtivc 1nanage111em 

inlhr,·ncc lllak ;111d k111ale ,·,crn1ivcs' perceived ;1ccep1ance a11d growth i11 lllale 

do'111i11ated ll<.:c11pa1ion,. Tilus. ru1ure research should consider the imerplay 

betwcc11 organi,;atio11,tl politi,·s and procedures such as appraisals and prninotion 

cxer<:ise and other variables or 111casures, such as ern11lllit1nent, thut 111ay more 

directly tap into re111ale exc·cutivcs' perceptio11 111' acceptance. growth and job 

saLisfacLion. 
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l\·ars,m. Fl\'. < iallalwr, P.E. l t)<J~. YV0111L'II 111 SL'i.~l.(l' and Ell!..!111l'l'l'III!..!. ,\ p:ip1.·r 

prt.·:-.1...'lllL' I al th,.: I 'J'J-1 Morl'lll'ad Slilll' I l11ivt.·r:-.1ty \\'il111:1 I:. ( initt.' 

S ~ Ill p11 ,j ll 111 I\ lf t hl' .1\ d \' ~111 l"l: I lll:111 t) I' \V ()]I h:11. N \l \'l' 1 ll hi.: L 

PL'lt1 .. \\'.H. l lql)O). Can girl:-. + :-.rit..·nn; -· :-.IL'J\'lll)'JK' ==:. :-.ui..:l'.c:-.:-.·.1 • Till· Si..:ic11n· 

T,•acill'r. 57. 44-.)9. 

l\·t1.·r,. H. (::!OIJJ). Rbk. ll':-.l'llL' and ri!.!ll1L'ut1,1h::-.:-.. I low VV.01111..:n prcvcnl 

lhL'JllSL'h'c:-. l'nu11 Brl'aking 1hrnu!.!h 1111.:.· ( il:i:-.:,, l'eili11g. Hagberg Co11:-.ulti11g 

C,roup. 

Pliaffin. S. ~ ltJ8-)). \Vonll·n. S...:ic11n· ,1nd Tcch1wl11~y. A111cnca11 P:-.yi..:hnlu!.!i:,,,.t JlJ, 

1183-11%. 

l\rn·t.·11, Ci.N. t 1')88). Wollll'll and Mc:n in Man:u.!L'.IIIL'lll. Newbury J>:irk. C'A Sage 

Powney. t 1997 J. \Vrn111..~n-A~1
4
dL·111c: Two ~tcp~ For\\'ard. Two StL'I)"' l~:id,. l11tcrnc1 

silc hllp: ww11. Ap:i.llr,!. 

Rag.in~. 13.A. & Cl1lton. J. (.J lJlJ(1J. Tli~ influt.::ncc llJ' gender ra1ios in org,,111iza1ional 

;.11l11l1tk:-. und m1tco111l':,,. Poster SL'ssit111~ prc .... cnlL:d al till' I ] 111 Annual 

C'onli.!rcnc1.: 1'~1r the Socicly for Industrial and Organizaliunal P:-iychology 

San Dic·gn. C.A. CODESRIA
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' l-!l·Sk1n. LLF 1..~ Ro~s. t'.l: I 11.1\J)) !oh:-. . .it11l1ori11,.a11d L';.1rni11!.!!'> ;1111~111~ 111:i11a~L·r:-.: 

Thi! L'011ti11uinl.! sig11JJh:il.!l9,.'._n1' SL'~ In./.:\. J;u:ohs (l.:'.d), (ic11dt.:r i11L·quali1y 

"t wo1l 1pp. 127-15 ! ). Th<>u,"nd ""b, (':\: S"gc. 

Rid~l."way.C.L.. & lkrgL'l' .. H. \ lJ8(1. l.:.\[)L'L'ltllil1J1:-.. ll:gi1i111alL', ,md du11,1i11an! 

bl!ha\'ilHII' in task grou11s. 1\111criL'a11 S1lCil)l~1!.!ical RL'vicw, 51. 60J-(117. 

R11hL'rt Kn .. •itner l~ ;~11~i.:lo Kinicki ( l 'J1J~). Or!.!:111is:.11ional BL'llaviour 

lrwin/~frCiraw Hill. 

R<>g""· H. (1~84). YqUH,:! CXL'l."lltivc:,; \VOIIIL'II :td\'allt:L' rurthL'I'. fm,IL'r than 

pn.:dcc.:e:,.,sors. The \Vall S1r1..•1..:t Jou1'11al. ~I. 

Rogar. H. ( i'l84) 'fop Wrn11c11 faccutive, H"nl l'ath to l'owcr i, Strawu with 

Hurdles. The Wall Str,·ct .l<>urn"l.25, 35, .1,1. 

Rowe. M. ( JlJtJOJ .. Barrkrs ln Equulily: Th'-· Power of Suhtlc lJis1.:rirni11at\.! lo 

1'vlainlai11 lllH.:qual Opportu11ily". E111plo\L'l' Ri.:spu11sihilit1L' ..... and Ril..!lll:-. 

Journal .1. 2. pp 153-1 h~. 

Salovcy.l' aml May<"i".J I l'Nll1. Cited in G<1k111:m. I) 119')8), Wurki11g with 

E11101 i<> 11a I In td I i,!C 11cc. New Y ur,: lla11t .1111 ll <H 1ks, 3 I 7. 

' 
I· 

" 

't 

•/ 
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unpuhhshcd Tlll'sis. Virginia Polyll·drnk l11sti1u1c and St.ill'\ l11ivcr:,.i1y, 

,"ll·y111our.E t lt)1>..t1 in l\:.ir:-.1111, F& (iall;.1hl·r. J>.l·.ltJl)-L \VtHlll'II In Sril'lll'l' illHI 

\Vil nm I~ .. Grou.~ Sy111p,1siu111 fur 1he J\dva11n·11H!nl or Wo1m:11. November. 

Snyd,.:r. T .. & l-lul'r11rnn. :C. ( llJtJ:!L Di!.!t.'SI or l:~lth,.'alion Stati:-.lin,. Washington. 

D.C: U.S. Depal'lm~111 or Educalion, 27S-2%. 

Spangkr.M. G,<1'lk11 M.A. & l'ipkin R.M. i 197X,: Token Women: 1\11 En,pirical 

test or Kanlcr's Hy'p,>1111:si:-i. /\111ericn11 Journal or SOL0 illl0!..!)'. S.:\, 1(10-170. 

Strauss. A. & Corbin. J. ( ll)lJO). Basics or qu:11i1;u1vl' n.!sca1'l'i1. (inn111dcd Tlit.·ory 

Proccdtu·cs 0111d Tcch11iquL's. New Bury, C.i\: Suge 

S1ccrs. R. { I 1)1J I). l>cn.:cption and job -atlillldt·:-. \111n1drn.:tio11 w or!.!a11ba1io1wl 

IK·havim1r -+ 111 Ed H:.1rpl.'r Cullins. 

Stt.:\'l'llS, G.E. !. l'JX~ J. t\llitudL·:-. 10\Vilr<I' lllilrk" 111 iVli111ugc111l'lll arc l°li:illc!ing. 

Pcrsn1111d Admin. lhJ-171. 
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StoltL' - J·kiska,1c11. V. t Jl)<J I). I land maidL'n:-. o(JJ.!.L' ~11owk·d!.!L' L'la:-.s: wu111L'II 111 

\\'tmlL'II in srh:nl'c: T11l,e11 wo111cn or (ic1ull·r l'lJuaJity'! .(Jxlonl: Pcrg. 

com:L'pt or male.· :.11u1' k111ale umlcrgradu.11c..· i11 i11s1i1utio11~1\ 111a.1ur:-. . .luurnal 

Str,·111"· ('.I .. Elli111. R .. Manier. M .. Seo11. J. & ,\dar. R. (llJlJ3). Cho11,i11g :111d 

leav111!! ,ci~IK'l' in hit!hly :-.dceliVe i11s111u1iu11:-.: (_jL'lll'ntl l°ill.'lllfL':-. ;.111d lh~ 

lllh.:slion or ~L'JHler. RL'port to the Alfred P. Sl,1;111 Fm111da1uu1. 

Stroh. I.K. llr,·1, . .l.M and !{,·illy I\.H. (19'!211\11 11"· ri,:111 s1t1lf. A co111paris<JJl or 

Psvcholo!.!v 77. 251-::!(11). 

Strnkl.!s. J .• RiggL'r. S. Sulli\'all. l'vl. l 191.JSJ: Mc;.1:,,.11ri11g l'en.:eption of lhe \\·urking 

L'IIVirt>lllllL'UI for Wllllll'll i11 L'urporaic..· ,,,c..'11111,:!..... P:-.yL'l1ulogy_ of WOIIIL'll 

Sullu11. ('., & h1loure. K .. t l1J85): Execlnive:-. \\101111.:11 -· 20 yr:-. l.atc..·r. I larv:ml i 
' 

Swanson . .I. I... & Woukc..·. !'VI. Ii. ( l')'J7J. Thc..·ory inln prai..·ticc..· 111 i..·arcc..·r ;1S!\c..':,.s111L'III 1°111' 
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Tack .. M.W .. '" l',11i1u. C.I .. t 11J'J2J. bculJ..Y.__)ob Sa1isl'ac1i,>11: \Vo111c11 and 

T:,n. S.,\, ( I 1J7 l 1. Till- St:1111, ur Wu111c11 i11 ,.\,·adc1111c Libra1'JL's. Nonli ( ·arnlina 

T:1yl11r. f'. 1 ll/'/<JJ: ··111co1111· l11,·q11ali1y in tile 1:cdcral Uulik,111 G,>1•crn111c111s" 

A111L'ric-a11 Socinlngii:al Rc·vicw. 4-l. -168--17'.!. 

Tcrhnrg . .I.R. l I '.!77 ). Self Ev.iluations or Male a11d l',·111ak, Managers. Sex roles. 

5. 5. 

Tho111a, D.A & Aldcri'cr. C.I' t I 'JX'J). Tl1,· h1i'l11,:.1\\'.s.PI° race 011 career dv11a111ics: 

Thcorv and re,c•arch 1111 111i11uri1y career c~r,cric11ccs. 111 M. Arthur. D. Hall 

and B. l.awre11..:c l Eds). l·la11db1111k or car,·cr tlicory C.1111bridgc. England. 

Cambridge Univcrsily Press. 

Tliomas. P. & Circchlcr, L. ( l<JX:1). Men and wu111c11 i11 ships: A11i1udc, ur crews 

after ,111,· 111 two wars ~,r i111c~rac1111n tNPl{DCTR) 84-6) San Dicgu: Navy 

Pcrsonnd Rcs·-·ari:11 D,,vclp1l111c111 Ccntr,·. / · r\ \1\lorm1111. 

·1· l. ' I J > \V . S . W . ' . I I I!. ,,-;~1"'1"~1'/ . o )),IS. s. ( l/' ( ). 01ncn ,111 . c1cncc. lllllCII 111 Sc1c11cc .. lllll'lla Ill~' l c~c '-!, , 

r 
/§/ .,, -:., " 

, It --1 ·r1¥r '·~ · , · , · , • ·"'-•-.~' I"".. 1 Snc11n·lcad11ng.21.27h-27X. \ :~. ,,~\"-,;,.· ),"' / 
;c \ (//··:.J.VI'! : 

,Q Y.·..;- i»,:.: 
'l'ob1a,. S. ( I 'J7l'>). Ovcrco111i11,• Mathc111a11cs A11x1,·1v. f\cw York Nonrni'.\. \:_>, ·' );;:1\/ 

,,.. ·o '- ..,;:,, ... 1'" :.r,r 
' ~-----....- ;:<,', > ~·,, .. ·.-,-(jf'Y, ,;,-· 

o ·" r~· .. ~,.;:,P 
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To111kl'ill'ia, J..>;: .-\d,:~c:1110. i>.T.1 l'J9.'i). i\ crC>S>·"'L'lio11al a11aly,i, or Ille a11i1udc, 

oi' Ni~l·r,~111:-. a11d 1\11h . .'rll'at1:,., luward Wllllll'll ~1s 111.inagcrs. J..!_i_un1~d ul Social 

Sc·il'llL'L' lkha1 io11r a11d_l.',:rsu11illi!.t,JJ1. I X'J-1 'JX. 

To,lhc·y. JU'. & WhillakL'I' . .l. J<J<JJ. L:11gi11L'l'l'i11~ Wo111L'n 1\ l'IL'II' lrurn ihl' 

workpla,:L'. fo11rnal .. r il·l,111al!L'lnl'lll ill E'lll!\lll'LTinl!. ').I. 

Trci11wn. D .. & Hartman, H.( I 'JX I). Won1L'n. Work a11tl Waues. Wasilinglon. D.C. 

National i\L'adcmy l'rl's,. 

lldq,!lw. I. ll. ( J <)<J7) lic·1Hll'r anti l .. c·atll'rship: 11!1.'.!~ a11d Re,d i I y J'acu 11 y or Ille 

Social S,:il'lll'L' LL'L'lllrc· Service, No. 9. l.lni1cr,i1y ,,r Jbada11. 

lidl'gbc, J.B. & Omare. 0. (i'J94) S11bnrdina1es· l'ereq>1io11 01· r:L·111alc M:11.111ger, 

<lll Male and h·111ak -- Do111i11a1c·d Oecupa1io11,. Wtll<IL'n's lll'havi1111ral Js.,11L's I. 

}, J11\y. 

Van V,:lsur. E .. & llu~ln::-.. M. \V. t l!Nlli. fiL'lldL'r ill!Jl·r1..'1K~,;-~.i11 the dc\'L"l11p111L'IJI ,1!' 

111.111.1~·,·r:-: ih1\\ w,1111l'll 111;maii1·r, ll·:irn fn1111 l'".p,T1l·11n·. TcvhniL'al RL'JH1n.( i1ci.:11:-h11ni, 

Nonh t';11\1li11a: t \:nli..·r for·( '1'l·a11w l.c.idl'r-.llip. 

Wager. M. ( J<J<)4). ro11s1ruc1io11> or Fc111inini1y !II /\cadl'lllil' WOllll'II l'ublic:11ion 

or FL',kr.uio11 n\' Finisl.1.Sc·ic·111ii'ie Sueil'til', . .lyua,kayla: Gu111111cn1S Kirjapa 

\Va,J,or-Lcihabt:r 119ii2) i11 Wurrl'I. J. a11d Rc111cr, I'. Fc111i11i,1 i'L'r,pL'clivc, in 

Thcr:1p) ( J<J7(11. An J\111p<>wrnm·111 JV\mil'I 1,11· Wo111rn. NL'w Yu1'k . .illllll 

\Viky a11d Sons. 
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Wdl,. l... & J,:1111i11g,. C.l.. 1 l'JXJJ. lllack ca1_,:,:L.:.J.\!yan.:e, and wilill' rcac:1io11. 

wcbh.:r .111d W.N. l',llh (cd,J. Sunrise· ,L"111i1i:11·, pp. 41-47 1\rli11g1011. VA: 

NTL l11,1i1u1c. 

C:ri 111 innlugy rnn re rrncc. First Aus1ral1an wo111cn pnlic:c c:0111'crc11c:e. 

Syd11ey. 29-J I. 

\V .:,I. C..<'•( Zi 1111\IL'\'111'111. I). H.\ I 'JX 7 I. Dn i 11 ~ ~e11d,· 1 . ( ic·11dc r & So,· i,· 1 v, I . 125- I 5 I . . . 

Whill', J.ll. & Langer. E .. 1. t l'J')')J. Hum.0111al llu,1ili1y: Rda11011sl1ip hc1cveen 

similar Minuri1y Grnups. Journal ot' Social ls,uc,s. I 55, 3. 5J7-5:i<J .. 

Wolman C .. ,\.! Frank, H. ( 1'!75). 'I'll<: Solo Wn11,.:11 In Prolc,ssional pc·cr (in,up. 

r\1111:riL',111 .lournal nt' (Jrihup.,yc:hi:11ry. 4:\ I (15-171. 

Wond, R.G. Cnrrnnan. M.li. & Cuuranl. R.N. t l'J'J3J Pay diffcre11ces a111011g 1he 

highly p.11d: The· 111,d,·-i'e111ak carn111gs ~ap 111 Lawyer,' ,alaric,. Journal ut' 

I .abuur I :cn11urnic,. I 1, .. 4 17-441. 

Ylln.K.llJX'J.llow 1hc nl'W ,chularship 011 wu111c11 and gender 1ra11,1·,>1·111s 1he 

rnlkgc ,urric:ulu111. i\111cri,·a111lehaviuural.~cicn1is1, 32, 6, h5X-6<i7. 

Yudcr. J.D. 11991 J. l~cthi11k111g 1ukc11ism: Loo,11,g beyond 111c111bcrs. _C,c11dcr a11d 

S"':ic·1v. ~17S-l'J'~. 
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<)l lESTJ< >N:-.:.\ IRI·. 

Ph.l l. D...:grL'L'. '!'his qucstio1111airl' i:,., mi.:a111 1u gatliL·r i111·un11atiu11 n111c1:r11illg your 

I. , 

~-

Sc·x 
Oc·rnpation 
J>rL'Sl'lll f>ositi,rn 

I low 1011!,! haw you hc·c·n i11 this p,bilio11'.' 

l .c:,;:,. than 5 ye~1rs. 

[k11v~~n JO and I :i y,·ars. 

lkl\\'L'c'll I :i and 20 year,. 

Your:-. 
railhl ul ly. 

(' Cl. Cl,ovwen 
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5. How 111;,ny 1i111es haw you been fm111101cd'.' 

l'ls. respond appropriately. 

SA= S1rnngly Agree A= i\~1-cc LI= lJmb:idcd I)= Dis;1grcc SD = S1rn11gly Disagree 

Scc1i,,n B --~----------·---·- ------·---·-- - ---· ----··-- -- . ---·- ------ -- --~-~ 
SA i\ U D SO 

>--+--------···- ----- ~----------- -------- ------1---·--l---+--I--, 
I have rnni'ickncc in 111Ebil~~· ~--·· ·---.. -·- . -· _,__ -~-----+--+---< 
There an: some lash required by 111y job 1hal I c~1rno1 do well · 2 

3 
.j 

When 111 1crronmmcc is pllor ii is due 10 my la,:k_·_n_r_:_il1_i_li_1)~'--->---+--i1--+---1---1 

I doubl ii' I Gill do 111y job wry W<:_11. ···------- ····---,--+---+---< 

5 I haw all lhe skills l!':cded_~~U1c1~i!.1:1!.1...!.1.1I.L'.'!2..:.~r.v_,:'.~.~I_. ______ .. _ ·-·-· _ ·--1--, 
6 Other ico lie can do 111y job belier limn.I do. 
7 I a111 ,111 ex 1en~-"-j,_1h __ 
X M ru1urc in 1'!_is job is li111i1ed because or my l,~·.k_· _o_r_s_k_i_ll_, ____ 

1 
__ -+---1---+---•--1 

9 I am roud or 111v job duties and ability -·-------- -·--<----1--+---+·--1 
10 I reel 1hrca1eno:d when lllhers watch me work 

Section C 

I 

~ 

3 
-I 
5 

6 
7 
8 
9 
I 0 

Women or1en foil Ill have lh c same l<:vel or 1ccl111ical compclcnce 
as men 

·-· ··-· 
Women hav<: a hard Ii 111 1.· !-oupervisi11g lhl' wu rk or male 
subordinates ----- -- ---------- ·-- - -
Ii is hid1 lime we have 111ore ----- i I ion --· _v._1(_~l:_'1_1 _i 1_1 ~-e_cl_ll_i ,~~ pos 
Women just make as ~ood 111 anagcrs as me11 _ 
W,1111en exec111iws should r C'l'L'ive Lhe !-.a1111.: n.·sp~cl , 111d ihrusl as 
their male cou 111erp1!_1·1 
Men lend 10 he lK'llcr suited than wo111e11 i'nr nu11wgcrial pusi1_i_u11~ 

su<.:L'!.!ed in ~1p kve~. ~~lill1 

)I" a rcmalc llli.llli.l!.!~r 

Women arc 100 c11101ional 10 agemenl 
I would prefer 110110 work r, - . 
Success as an exernlivc had l.!emlL"r ~---1101hin~ 10 do with llllL''s - -·----

1l'C.:al1Sl' or <.'OllllCL'lioll 

SA A 

·-

--· 

-- -

·- ---

---- ---
~ -· 

rvlany wo111cn ~c1 10_1he lopJ ---------- ---

u D SD 

-

-· 

~-

·-·-·--
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Scc1io11 E 
~-C.,.C:.C:..:.:C-Cc..::: ___ ---------·---------- -·--- --- ·- ---
~--+----------------------·--------

I i'vly effort alwciys produce pllor rcsull -----------
1 I always irv 10 lead ,111y gr~ind 1nysell' ______ _ 

I J In order lo gel ,dong and be liked. I lend 10 be wha1 pc 

Sr\ ,\ ll D SD --· --
---·-·· ---- --- ,_ 
--- ·-----tlJllc L'Xpl'Cl 

____ _1_1__1~-~12<,· ralh,·r lh.111 lo be 111y !rue sell' _________ _ 
-I I rely on Ill} J'riends. 01h,·rs lo advise 111,· 011 illl\\ 

-~1:,.__,,1wl proble111 ______ . _ _ ____ _ 
15 Wh,·11 i11 a ~rnup. I am unlikely 10 express my t1p111i" 
I rear ,llh..:rs 1n .. ~1hink we11 ,,r __ n_1c_· ___ _ 

6 I kc! inl'crior 10 some or mv rricnds 

_________ ,, ---T------- -
1 snlve 111y 

-- -,--
II bt.:l'.'i.lll!-.C I 

- ---- -
7 Ii' I hear 1ha1 someone expresses a poor opini"n nr me, I do bes! 10 

please him/1)'::_1' lhc 11..:xl 1inw I s..:e him/her 
tl I lhink I .u11 c,~~l cnoui:i1 ltl·~ak in a gro~~f' ·--
9 I reel sell' Ctll\seious when I an1 wilh people who ha 

posi1io1110 1ni11c al work 

·--·-1--- -

VI.! superior 

-------------
10 I stl111c1in1L's ('l'ilil'isc 1ny,clr aricrwards ror liavi11g ac ·1ed silly UI' 

inapprnpria1c in some si1ua1_i•.!~!_ ____________ _ 
11 I also bccn111~ panicky whL·n I 1hink or so111c1hi11g 

1--
I migliL dtl 

Wl'l)JH.!, ill rutlll'l! 
- --- t----------- - ---
ar or saying 

---~· 

I~ I don'! bcli,•v,· 11n11;h in ll2.t_abili.!2' ___ _ 
D When 1'111 in a f!l\lllp I usually dt111'1 say much l°llr re 

lhL
1 

Wrl>ll!.! thil!_g__ ··--------------
J-1 I liw loll 11\lll'h hv 01hcr people's s1,111dard 

--
lal I dll 1101 

- ~-

15 Allhou~h petlplc so111c1i111e, eon1ple1nenl Ille I kei 11 

l __ __r<:al I y ,icscrw.!!.!:_"...'!lllPI i n1~_1_11_. --··------ _____ _ 
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S,·,·1illn F ··--···---------------··-. ---------------- . ------------·····1··· --·i ··1· --- -------
SA I :\ U D SI) ··-·--- --·--------------------·-- --------------------- - ------------ -,- -··1 ·" -- ----

1_ 1 _l_.\'lr_hlls, i, l'lcsihk c,bmll hmv l_;1L'L'llll'l'li,h111y \i>huliec1ive, ____ _.I_ ..... ________ _ 

[ ~ ._. 1-:vl): !l!.:!!~~1:_1_'..c'l)['.I'.'~::: Ill' ~1.11:_ic_!eas ~!!l_L!._ ':'_ay, <>l~t!_L'.l_l_i~g__0~!":' _ 1----·-·· . _______ _ 
I ., ___ :-.·I:· l11>ss_l!iw,. IIIL' th~h>rl\111it~ Ill do !.!.l):_iih '" I SL'L' !'ii __ .. ______________ -~ 
: -I [ I ;1111 c;1rei'11I in tal,i11g rl',l'"n,ihility l>L·cau,,· 111y boss is lli'lrn 
1 i:ntical uf 111.:w ilka~. 17------------··· ..... ··-------------·· ·-·---------- ··---··-- ---- - ----
- :'i ___ L_I can trnst_n1~· bus, Ill bad,_ up 1111_ ,kcisillllS I rna,,· in the i'il'ld _________ _ 

Seel inn G 
SA A LJ D SD ---

- ---
I> ----·---· ·-----. 

..--+------------------------· ---· 
I rarclv i'cc·I 111y work is tak,·n I'm ,:ramcd f--+--~----'------------· ---- .. .---
~ u pc ri, 11~ l!" 11c r;1 llL!.1.12Jl.1:~.c·~~t.:·~!~::· •!_>'.._~~I<> __ 111y_j_,_>_ 1 

3 Thl· nrg;.rnisa1io11 rl!l'ogni:,,;l':-. the sig11ifil"a11i:1.· 11r co 111ributium, I 
111al,c -· --- ··--

Sl'Clin11 H i--- -·-·---------------·· ·---------- - sA -A ·u-~1-)~so 
r··1·. --· \'1;:·1 ;·~g~i~-;~[i;;~--L'll~~;ii;g·~.~ ·t1;;~~;~~J~l"S(I;~:;·\ i~iiat j Vt.: t)ll IJ~~-- --- ··- . 
I illb · 
"\ 2 Nly urga11isat1011 givi.:s g.rL'al rL'spo11sihility l'ur 11cw !.!1llnulls to ---- ·--- · 

,-·--- .. thm,~ \Vho ar~·- l.:apab_lc_· _o_f ~~:~_·c_·r_11w11a!..!,l:_'1_11_c~1_t _____ . ___________ --·--!--J--+---1 

i .1 I ha\'C opportunily for pcr,on;il )!l'llll'th and ,ic'vclop111cn1 on 1ny 

tI:-· -~I: iol> wi1l;~1;-;:,_!~~anis:1{E~~i, ~·cure_~==· · -======-- --+-+---1---
5 ~'IY organi~atm11 provides adL·quatc 1rai11i11g 1·,u.:ililics ror cvL·ry 

\\'lHlL'r ----- ·---------- ·-·----------------·--
6 iVl:llla!.!1,.'lllClll lake:-. illtCJ\.'~I i11y11:-.urirn.! \\'U\"kcr~_.~ar~-------l----l-.......;l--+--l---

7 Thcrl.! are con:,traints in the \~~~~van.1~~~-~~~IH.!. ahead . ___ -·-+--l--+--1 

X Dl'vclnpn1c111 or current c,1pahili1ie, i, ,·11couraged by 1ny 
, >n.!~lll isat i( Hl 

I -· - - -·"-----------·------------------·---- -------··--· ------- ---,---! 

F
') \ly nr)!ani,ati<>ll providl's an i11ll'gra1iw n1;111agcr l'ril'ndly 

)l°Ot..:L'S!-.1..':"I ....... _____ ------------- -------- ----- - ·-----------
:\ ,upponiv,· l'Ultull' and clearly ,1a1cd s1,111danl, oi' perl'ornwnl'C 

- - is_ i l\l~llrtanl_ lo L'llClllll'\~Yl_llr~ l'L'~ ----·-- ... ------------------. __ _._ - --+----!----< m_ Concl'~S and pri11c~l2!_cs ,,r career n1ana~c1ncnt_ ,Ill' l'llll>eddcd in 
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I. :\rl' 111<:1\· oc:n1pa1io11, l'()IJsid..:red a, k111.d,: du111i11a1.:d. 111,dc d"111i11a1cd 

;.111d :-.1..·., llL'lllral'.' 

., Hu,v wuuld you da:,,.:-.il'y )'lllll' OCL'UJ)i.lliu11'! 

3. ( '<>IIIJ'ari11g i'L-nwks :11al 111ak, i11 111ak d"111111a1cd ocrnpalilllis. du you 

11ii11~ 1l1cy havl'. !he "1111c grnw11i kwl al"11g 11icir care..:r pa11is'! 

), \Vhal l'aclOI'!-, hilldl!l" Ol' L'llhtlllCL' lhL' :.tL"L'l'jllill\CC or WOIIIL'/1 lo L',Xl'L"llli\'L' 

(>. Whal r.1c11,r, cnha11c,· 11ii, gr111v1h kvel'1 
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