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ABSTRACT

‘Women are very actively involved in education in the province of Newfoundland
and Labrador. They hold more teaching positions than men do, but significantly fewer
administrative positions. This pattern is even more apparent in high schools. The purpose
of this study was to research reasons for this phenomenon, specifically to revisit the
concept of the glass ceiling (Morrison, White and Van Velsor. 1987). namely the
invisible barrier that keeps capable women from attaining the administrative positions to
which they aspire. The study examined whether this glass ceiling still exists. and if so.
how it manifests itself for female high school vice-principals in Newfoundland.

In 1999. eight female vice-principals in high schools from across Newfoundland
were involved in this phenomenological interview study to establish their perceptions
with respect to opportunities and concerns for women in administrative positions in high
schools in Newfoundland. Based on the data collected and on available statistics several
conclusions were drawn.

There are factors that influence women’s opportunities in high school
administration in either negative or positive ways. Each negative factor represents a pane
of glass in the glass ceiling and the positive influences tend to offset to some degree some
of the negative factors. Some of these originate from sources that are external to women.
while others come from within the women themselves. Not all panes of the glass ceiling
are imposed upon women from external sources. Several of the layers of glass are created
and constructed by women, and in this way women limit their own career opportunities.

The glass ceiling is very complex and is comprised of multiple panes. As each

pane is broken women are in a more advantageous position to advance professionally. It



is the internal, female-created panes of the glass ceiling that appear to be the most

persistent, the most difficult for women to break through.
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CHAPTER [
Introduction

Several years ago. as a graduate course assignment. | made a presentation on the
topic of the role of women in educational administration. I had always seen myself as a
quiet feminist and was interested to discover what other women in education were doing.
The professor suggested that | interview a female elementary school principal in front of
the class as part of my presentation. Through this activity and the readings associated
with it. I became intrigued by the subject of women's role in education. and in particular.
the reasons for the scarcity of women in educational administration.

The following year [ had my first real experience as a teacher of working with a
woman administrator. | was curious to see how she would accomplish tasks and how
others would react to her. I found that I liked the way she performed her duties. She had a
very relaxed and welcoming presence and always made herself available to discuss
concemns with the staff. The office was a comfortable place to visit in the school. I think
other women on staff. for the most part, came to appreciate her presence as well. [ began
1o think that some day I. too. might consider such a role. but I wanted to learn more about
it first. This thesis has become more than a study that will add to the body of knowledge
about this subject. It has taken on a very personal purpose in my life. to help prepare me
for administrative positions.

This thesis is an interview study of eight women high school vice-principals.
Vice-principals are also regarded as assistant principals. I hoped to gather information

pertaining to their experiences as teachers, the process of becoming a vice-principal, their

as vi incij and their aspirations for the future. The purpose of this



study is to further the knowledge of feminist research, in particular with respect to

women's i within i inistration at the high school level. |

intended to investigate several phenomena: the barriers and opportunities that exist for

women as they become high school vi inci the ities for
beyond this position, and the obstacles which might prevent advancement to the
principal’s position. In short. I intended to investigate the glass ceiling as it exists for

women in high school i inistration in d. [ wished to

determine if this glass ceiling was similar to that i and
presented in the research literature (Morrison. White and Van Velsor, 1987: Stith. 1998).
This chapter explains the purpose and the significance of studying the barriers and

for women in i inistration within As well. it

provides information pertaining to the current state of affairs for women who work in the

public education sector in Newfoundland and Labrador.

Background to the [ssue
Historically, women have always had a significant role to play in the field of
education. They have dominated the teaching force in numbers in Newfoundland
(Education Statistics. 1995-2000), in Canada, (Statistics Canada. 1996: Reynolds and
Young, 1995), and elsewhere, (Shakeshaft, 1989) for a very long time. The same can not

be said for their role in i inistrati rding to ion Statistics

(1995-2000), although more than 60% of teachers in Newfoundland are women. women
make up less than 25% of the school and school board administrators. The school board

is a district-wide central office that creates policy for the schools within that district and



engages in hiring practices for the schools. In Canada, according to the National Census
of 1996. 60% of the teachers are women. while females hold only 40% of the
administrative positions. All the formal administrative positions are dominated.
statistically. by men, from the Director’s position at the school board level to that of
department head within a given school.

It is interesting to note that many of the women who have attained positions in
school administration are employed in the primary and elementary school systems. or
have become program specialists. Of the 82 female vice-principals in this province
approximately only 10% work in schools that accommodate adolescent children only.
that is to say, junior, senior. or central high schools. This is not uncommon (Shakeshaft.
1989: Reynolds and Young, 1995). It seems that women have success in gaining
administrative positions generally if they work with very young children or if they
become curriculum specialists. Women are possibly still being perceived as fulfilling a

role 1989). L the position of principal of an

elementary or primary school appears to be a dead-end position since very few people go
on from there to work at the school board level (Shakeshaft. 1989).

Recently it appears that the number of women in administrative positions at the
high school and school board levels is increasing (Educational Statistics, 1995-2000).
although their numbers are still far below those of their male counterparts (Reynolds and
Young. 1995). I have noticed the same phenomenon in my own school board. For years [
was unaware of any female administrators at the high school level. Then, about ten years

ago, three women were hired as vice-principals in the same year. More have been hired



since. My interest was in interviewing some of these women to see what their
experiences have been.

School board administrators in this province are almost entirely comprised of
men. According to the Education System Directory of Newfoundland and Labrador
(1997-1998) there were only four female school board administrators in the province at
that time. Since there is a tendency to hire people who are much like oneself (Reynolds
and Young, 1995), there is a real danger that a higher proportion of men will continue to

be hired for administrative positions in high schools. School board personnel need to be

supplied with the research data on the i of women ini The

research in this thesis could help that happen.

Purpose of the Study
For years the research on inistration was ic. that is,

based on the experience of men (Shakeshaft. 1989; Adler, Laney, and Packer, 1993;
Reinharz, 1992). Since almost all of the administrators in the past were male it was
assumed that the experiences of these male administrators were those of all
administrators. Therefore women who managed to attain formal administrative positions
were thought to encounter similar experiences and to exhibit similar behaviours as men.
In the feminist studies completed to date this has turned out to not be the case (Adler.
Laney and Packer, 1993).

Research has been conducted on the obstacles that keep women from attaining
administration positions in the school system, particularly in schools which teach

adolescent children (Shakeshaft, 1989). Many of the men who aspire to these same



positions do not encounter some of these same obstacles. A woman's experience appears
to be affected by her gender. Clearly there is a need for more feminist research on this
topic in order to discover more about the feminine experience and perspective. Therefore
this study includes the experiences and perceptions of women only.

Very simply. to do feminist research is to put gender at the center of one’s

inquiry....The overt ideological goal of feminist research in the human

sciences is to correct both the invisibility and distortion of female
experience in ways relevant to ending women's unequal social position.

(Lather, 1991, p. 71)

The reasons offered by the literature for the shortage of women in such positions
are varied. Both women and men view women as inappropriate for managerial roles
(Gill. 1995). Blount (1994) found that women were never viewed as appropriate for
administration and that women and leaders were seen as “two mutually exclusive
categories™ (p. 52). Other reasons range from lowered aspirations on the part of women.
fewer women being academically prepared for these positions. problems of role conflict
with family commitments, to a lack of role models and sexual discrimination (Shakeshaft.
1989; Dardaine-Ragguet. Russo. and Harris, 1994). All of these reasons reflect the effect
of gender.

Nonetheless, things are changing. According to Guppy, Blason, and Vellutini
(1987) more women are completing undergraduate, graduate and Ph.D. programs and are
therefore more qualified than they have been. More are applying for administrative
positions as well. so clearly their level of aspiration is increasing. According to Reynolds

and Young (1995), as many women as men are applying for these positions but their



applications are being excluded before the interview process begins. As well. more
husbands and partners are helping out at home and encouraging women to pursue these
positions (Taylor. 1995).

There is evidence to suggest that women and men have very different. yet equally
effective. styles of management (Helgesen, 1990). Some researchers even conclude that
women make better managers (Adler, Laney and Packer, 1993). If this is so why are there
still so few women in these positions? There is a concern of the glass ceiling keeping
women from attaining these positions (Reynolds and Young. 1995; Adler. Laney and
Packer, 1993). Morrison. White and Van Velsor (1987) first introduced the concept of the
glass ceiling:

Many women have paid their dues, even a premium, for a chance at a top

position, only to find a glass ceiling between them and their goal. The

glass ceiling is not simply a barrier for an individual, based on a person’s

inability to handle a higher-level job. Rather, the glass ceiling applies to

‘women as a group who are kept from advancing higher because they are

women. (p. 13)

Morrison et al (1987) describe this glass ceiling as a single “transparent barrier”
(p-13) which keeps women from attaining certain management positions. Stith (1998)
reports similar views:

The glass ceiling provides minorities and women with a constant view of

what they will never achieve because of their race, nationality or sex. This

is a painful and humiliating experience. The glass ceiling creates

inequities in hiring practices, compensation, levels of support. and



opportunities which are mandatory for successful careers and personal

satisfaction. Its activities impede or prevent its victims from progressing

into entry, middle, and senior level positions. This ideology is currently

supported and practised by many companies and institutions who publicly

state they are equal opportunity employers. (p. 65)

The research traditionally presents the glass ceiling as constructed by forces that
are external to women, and imposed by those same forces with the purpose of keeping
women who have proven their abilities from attaining positions of increasing status. This
barrier is applied to women as a group, rather than to individual women. It has also been
viewed as a single layer of glass that, once broken, may allow women to attain various
administrative positions within organisations.

In this study I interviewed eight women who have managed to amtain vice-
principal positions at the high school level. an area that has remained dominated by men
for quite some time (Taylor, 1995). Only about 30% of school administrators in

are female, (| i Statistics. 1995-2000), and I found through

telephone research that only about 10% of these women administrators work in schools
which instruct high school aged children exclusively.

The women who participated in this study appear to have broken through at least
an initial layer of this glass ceiling since they have managed to obtain a vice-principal
position at the administrative level. This position would be considerably less autonomous
than that of principal, but nonetheless it is an entry-level administrative position. [

assumed that the experiences of the women in this study, as vice-principals, would be



fairly recent, and therefore more current than those who have already gone on to the
principal’s position.
This study intended to investigate how they managed to attain their current

position. and to examine the form of the glass ceiling they may have encountered in

doing so. This study ined their percei level of and the degree to

which they their value as ini upon initiation into their first

administrative position. This study not only investigated how others reacted to these
women, but as well how these women felt about becoming administrators, their level of
self-confidence with respect to their administrative profession. and how this may or may
not have changed since the initial acceptance of their first position. They were in a
position to report if being a woman had any effect on their experiences and to better
describe the glass ceiling and how it serves to keep women from attaining their goals.

This study explored the reality of how women administrators maintain a
professional and family life. This study examined whether high school administration is
feasible for only a select group of women or whether others would be able to successfully
find the time and energy to devote to it.

In summary. I investigated the obstacles they encountered in order to arrive at
their current position, the obstacles they felt would continue to exist if they wished to
advance their careers even further, and as well any new obstacles or barriers that might
occur at this juncture in their career. | also looked at opportunities that they encountered,
as these might be indications that certain layers of the glass ceiling are beginning to

disappear.



Significance of the Study

Very few studies of this nature. ing women
have taken place in Newfoundland. In 1988. Guy sent a questionnaire to 300 female
educational administrators in all positions and grade levels. The study I proposed. while
still on the same general topic as that of Guy, was different. I targeted a very specific
group of women, high school vice-principals. As well, my study involved qualitative
interview research methods as opposed to quantitative research methods. Through an
interview process I was able to expand on some of her findings. to build on or alter her
theory. to determine if the barriers and opportunities she found to exist have changed. My
study was conducted in a different manner and took place eleven years later.

The sample group for this study was specific. This study examined only women
who have successfully gained vice-principal administrative positions in high schools, and
were employed in these positions at the time of this study. There were only nine women
in Newfoundland employed as high school vice-principals during the school year 1998-
1999 when the data for this study were collected. These women were employed in
various regions of the island portion of this province. some rural. and some urban.
Contact with eight of those nine women was made, and all eight agreed to participate in
this study. As the experiences of only eight women are included in this study the results
may be limited in generalizability.

These successful women were researched and written about so that they will exist
for many readers, particularly female Master of Education candidates. These women. and
their experiences, need to be made more visible to those who are in a position to promote

women in this area of employment, and to those women who might consider such a



career move for themselves. One of the reasons I chose to study women in the vice-
principal position was to offer women who aspire to administration positions the benefit
of others’ experience. This study gives insight into the opportunities for women in this
field. and as well as into the career concens of these women.

Few studies have investigated first time female administrators to see if their
experiences were positive enough to encourage them to move on. This study. through its
investigation of vice-principals only, hoped to sample first time administrators. Six out of
eight of the participants were. in fact. employed in their first position as an administrator

when they were interviewed for this study. This study advances the knowledge of the

career path of female high school ini: in and

whether gender has a positive, negative, or neutral effect. It adds to the knowledge of the

effect of gender on ion in i inistration in

This study explored the glass ceiling with respect to further advancements to
which these women vice-principals might aspire. This study contributes to the body of
knowledge that exists on women in administrative positions and in doing so. better
describes the glass ceiling. Through the research conducted for this thesis [ have found
that the glass ceiling exists in a different form for women in educational administration in
Newfoundland than traditionally portrayed in the literature. Rather than consisting of a
single transparent layer of glass it appears to consist of several layers of glass. As each is
broken women are admitted to the next level of administrative positions. Some of the
barriers facing women do not seem to immediately disappear once a woman has been

successful, even though there is a growing recognition of women's ability to lead.



As well, I have found that the giass ceiling is not only comprised of layers that are
created by forces that are external 10 women as was presented in the literature (Stith.
1998). According to my research women themselves. have internalised this glass ceiling.
and therefore help to maintain it. This significant finding, that sources either external or
internal to women, can impact women's career options has changed the focus of this

study. This finding will be elaborated in detail later in the analysis of the data.



CHAPTER I
Review of the Literature
This chapter reviews the current research to present the reasons why there are so

few women ini in education and the traditi view of the glass ceiling with

respect to the barriers and the opportunities that exist for women in this field. This
chapter also investigates the leadership skills of women and what has been done in order
to promote women in the area of educational administration. It also suggests. from the
literature. actions that could be taken by the various stakeholders within education.
including women themselves. in order to create more opportunities for women in

administration.

The Und: ion of Women in inistrative Positions in Schools

In education. although the majority of people who enter into the field as teachers
are women. the percentage of women decreases at the administrative level. and continues
to further decrease as the status of the administration position increases (Education
Statistics. 1995-2000: Shakeshaft. 1989). In Canada in 1988, 12% of principals were
women and 17% of vice-principals were women (Rees, 1991). In the United States in
1999 only 35% of the principals were female, while 73% of the teachers were women

(US Dx of ion, 1999). In for the years 1997-2000. about

30% of the vice-principals and principals were women, 20-30%of the Associate Directors
of school boards were women. and there were no female Directors (Education Statistics.

1997-2000).



Most women who do achieve administrative positions in schools tend to do so
within the elementary system, and this tends to be a dead-end position with little

for ( 1989; Dardaine-Ragguet, Russo and Harris.

1994). Shakeshaft (1989) also reports a “conspiracy of silence” (p. 21). where statistics
on female representation are not always readily available. Often. when education
statistics are reported there is no distinction made between elementary and high school
administrators. This is true of the official statistics in education compiled in

and Labrador (Education Statistics, 1995-2000). Therefore. I was obliged

to contact the school boards by telephone in order to obtain numbers of women high
school vice-principals within the province. This telephone research revealed that in 1998-
1999 only 10% of the female principals and vice-principals in Newfoundland work in
high schools.

Meanwhile, among the population of teachers who have perhaps the most difficult
and trying jobs of all. those who deal with challenging needs children, about 85% to 90%
are women (Educational Statistics, 1996-2000). “School teaching has thus been presented
as a classic case of the sexual division of labour. In general, women have held the lower
paying jobs at the bottom of the educational ladder and men have been favoured at the
top” (Danylewycz. Light and Prentice, 1987, p. 34). Other researchers have noted the
same phenomenon. According to Adler, Laney and Packer (1993):

....women predominate in the areas of teaching with lower status. where

skills are perceived to be akin to caring and mothering.... Despite the

large number of women in primary schools — four times the number of



‘male teachers - men are disproportionately represented at the head teacher

level. (p. 19)

The research presented in this chapter explores several phenomena related to
women in educational administration within schools. Firstly. the barriers that keep
women from attaining or even aspiring to positions within educational administration are
explored. Secondly. a2 woman's ability to perform the role of school administrator is

Finally. the ities that exist for women are discussed. and as well

some ions for i ing these ities are offered.

Why there are Few Women Administrators in Schools: The Glass Ceiling

There are some popularly held assumptions to explain why women do not become
administrators in schools; for example. it is believed that few women are either qualified

for or i in inistrative positions. i ire County Council (1989, cited

in Adler. Laney and Packer. 1993). discovered through an interview study. however. that
these assumptions are false. They concluded that women are both qualified and interested
in furthering their careers. that women are not content to remain in their positions as
teachers, and that mothers do have the time to devote the extra hours required of an
administrative position. Therefore family needs do not take priority over work
commitments.

Dardaine-Ragguet, Russo. and Harris (1994) have theorised a glass ceiling which
continues to keep qualified women. especially minority women, from assuming

leadership roles and gaining administrative positions. Morrison, White and Van Velsor
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(1987) claim the glass ceiling is applied to entire groups of people because of their race
or gender. and not just individuals.

Adler, Laney and Packer (1993) suggest that:

For those women in education who do decide that they want to move up.

there is the so - called "glass ceiling", the invisible barrier to achievement:

the point at which women watch younger men in grey suits gain positions

of power. (p. 22)

This glass ceiling enables women to see the positions they would like to attain.
but works as a barrier that is not immediately evident to all people involved (Stith. 1998).
Stith suggests that even employers who claim to support employment equity engage in
practices that reinforce the glass ceiling.

In summary the glass ceiling is a key factor explaining why there are few women
in educational administration. This glass ceiling represents an invisible barrier to success.
and is generally imposed upon groups of minorities, such as women. rather than upon
individuals. It is precisely its invisibility that makes it so difficult to combat. Employers
who support the glass ceiling often deny its existence. As some aspects of the glass

ceiling are external to women. women have limited control over them.

Gender Discrimination
Gender discrimination is a large part of the glass ceiling. It. too, exists. even if
some people feel it does not. Shakeshaft (1989) found that “women often experience, but
deny. sex discrimination™ (p. 106). This is sometimes a means of avoidance. If one does

not acknowledge it exists, one does not have to deal with it. It does, in fact. exist at all



levels of the education hierarchy. and is exhibited by members of all categories of
stakeholders, from students to the school board (Shakeshaft. 1989).

Women are not always viewed as appropriate for positions in educational
administration. Martin (1993) found that the general population sees women and
administrators as different groups with little in common. People feel that females do not
exhibit the qualities that one would associate with an administrator. Blount (1994) found
that women and leaders were seen as “two mutually exclusive categories™ (p. 52).
According to the research of Andrews and Basom (1990) society has a “double standard™
even when describing female characteristics. Where men might be considered planners.
women are seen as schemers: men are sensitive. but women are emotional (p. 40). The
masculine descriptor is more positive whereas the female descriptor is negative.

Researchers have found gender bias in hiring practices. The data of Dardaine-
Ragguet, Russo and Harris (1994) and of Martin and Grant (1990) supports the idea that
qualified women do not get administrative positions because of sex-role stereotyping and
employers’ negative attitudes toward women. This is a situation where employers have
certain negative assumptions about women in general and apply these to job criteria.

Blount (1994) blames the composition of professional staff in school boards, as
one of the reasons for the disparity of women in administrative positions. “School board
members have tended to choose people most like themselves: white males amenable to

the needs of the affluent and i ial members of the ity” (p. 56). Marietti and

Stout (1994) studied school boards to look at the numbers of women being hired by them
as superintendents in the United States and found the number of women superintendents

to be on the rise. On close investigation they found that school boards that hired women
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superintendents were more likely to be female majority in comparison to those school
boards that hired male superintendents. This corroborates Blount's findings. Marietti and
Stout also found that these schools boards are more cosmopolitan, more consultative,
more likely to govern in elementary districts, and more likely to have high numbers of
females in administrative positions in the district.

As well, Martin and Grant (1990) found that this was compounded by the absence
of women who can serve as advocates and mentors. Mentors are important as they
encourage people to apply for positions, and to feel they are qualified to apply for
positions. They sometimes play a role in promoting women to people in a hiring position.
Simply the existence of women in administrative positions as role models can be
encouraging, and conversely the lack of them can be discouraging. Swiderski (1988)
found the same negative attitudes towards women in administration as well as a lack of
female role models.

Dardaine-Ragguet. Russo and Harris (1994) concluded that sex discrimination
occurs throughout the hiring process from application. to screening. to interview, and
selection. Martin and Grant (1990) presented some specific examples of discriminatory
practices within the hiring process. They found that women were not made aware of
positions in time to apply for them. Some openings were not advertised at all and were
instead passed along the old boys™ network, from which women applicants would have

been excluded. They also found that some positions required qualifications which had

litle bearing on job but which ively elimi most female

applicants. Those women who did manage to get interviews experienced discrimination



as well. as they were confronted with discriminatory questions and situations during the
interview process (p. 40).

Rees (1991) in her study of school boards found there is a perception that women
do not hold the appropriate qualifications to apply for school management positions. She

found they have the paper qualifications, but other qualifications may be perceived to be

missing, such as previous i ibilities or self- She feels work
has to be done to change two perceptions: the school boards’ perception that women lack
a “leadership image”, and women's perception that they lack the appropriate
qualifications.

Even women who appear to break through the glass ceiling and attain an
administrative position continue to experience gender discrimination. These women
continue to have to prove they are capable of performing their duties and are worthy of
promotion. Swiderski (1988) found that women who attain administrative positions have
to deal with preconceived notions on the part of both male and female teachers about the
abilities of female administrators. She aiso found that when women seek even higher
promotions they are faced with the dilemma of even fewer available sponsors. and that
makes promotion more difficult still. Again, the lack of mentors is a problem at all stages
of the process.

Mertz and McNeely (1994) investigated another way in which new female

might find in discrimi y situati They on
the tradition in education of placing newcomers in difficult positions, those positions
which others do not want. It might be “easier and less risky” to place a woman in this

type of position. Then if she fails it would not be seen as the system'’s fault. It would be
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an indictment of that woman's abilities. or of the abilities of all women. Conversely if she
succeeds, she will be seen as a uniquely capable woman. Women do have to face unfair.
discriminatory, hiring practices in order to obtain administrative positions. Even those
women who do get hired find they encounter negative, preconceived notions about their
abilities in this field of work.

These factors can not only make it difficult for women to attain promotion to
other administrative positions, but can also contribute to difficulties with respect to the
retention of women administrators. Tallerico, Poole and Burstyn (1994) studied four
women superintendents who decided not to return to their positions, or whose positions
were not renewed. While women's reasons for their decisions were different, this study
emphasises the need not only to recruit more women into these types of leadership
positions, but also to find ways of retaining them once they are successful. In a larger
study from which these four women were drawn. they found that 70% of the women who
left their positions were in their first superintendency. Without attention being paid to the
retention of women they fear the system does little more than create a “revolving door™.
“With such long standing, disproportionate participation of white males in educational
leadership. the loss of even a few women and members of underrepresented groups can
be significant” (Tallerico et al., 1994, p. 452).

Gender bias can serve to discourage women from even entertaining the possibility
of pursuing an administrative career. Ross Epp (1994) surveyed 123 graduate students in
Educational Administration Programs in Canadian universities to see if much had
changed in the previous twenty years with respect to the “chilly climate™ for women

students, a climate where women were made to feel unaccepted or unwanted. Although
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there were some positive changes. most of what she found indicated that little had
improved. She found that there were few gains in course modification. Therefore
women's issues were not being addressed in the curriculum. There were too few women
professors serving as role models and advisors. In fact some male and female students.
and even some male professors continued to devalue women professors. Sexist language
continued to discourage or isolate female students, and women in classes continued to be

ignored, insulted or even penalised because of their gender. Women were actually

out of administration and into curri (p. 66).

In the following year, 1995, Ross Epp studied 151 graduate students in
educational administration across Canada. She found in this study that women had some
positive experiences. They were able to take women’s studies courses as options, had
opportunities to study qualitative research methods. and had positive experiences with
female professors. As in her previous study, there were also some negative findings.
which she refers to as “insidious deterrents™. These were a male oriented competitive
culture; gender bias in texts, materials. and traditions; and unequal distribution of
financial resources and home related responsibilities. These would have contributed to a
feeling of discomfort for the women, and possibly kept them from their studies because
of financial and time restrictions. “The women students in this survey spoke of an
entrenched anti-female attitude which discouraged female teachers from seeking
administrative training” (p. 30).

Guppy, Balsom and Vellutini (1987) found that women are beginning to dominate
some degree programs, and have increased their numbers dramatically in Ph.D.

programs. Unfortunately, women still occupy few of the senior positions on the faculties



of universities, and are generally paid less than their male counterparts. This would have
a negative effect for the promotion of women's issues. and would give the unspoken
message to female students that it is difficult to achieve equitable employment status,
even if one is well educated.

Schneider and Wallich (1994) studied male and female assessment center

participants to see whether gender affected their pursuit of administrative careers. These

centers provide sil ion exercises to ine which i possess
the skills and qualities necessary for future administrative positions and promotions. The
participants in this study, for the most part, held teaching or administrative positions at
that time. Although their demographic profiles indicated that both groups were very
similar, they found that men receive preferential treatment in terms of administrative
promotion regardless of their skill level over women and that the recruitment efforts may

be ing the i ion of men as more appropriate secondary

administrators (p. 235).
These findings show that even women who aspire to administrative positions and
are following an educational path to prepare them for such positions encounter gender

discrimination. They can encounter this layer of the glass ceiling in very unlikely places.

such as their university classes within i inistration programs.

This gender discrimination and negative sex role stereotyping can affect women's
self-esteem and can lead women to become an obstacle to their own success. Swiderski
(1998) found that women have negative self-perceptions and lack confidence in their
qualifications and experience. Albino (1992) feels that few women apply for these

positions because they fear success. For them, achievement is incompatible with
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femininity, and they do not want to be perceived as not feminine. Conversely. Albino
also believes that women fear risk. She feels that men see risk as an opportunity for
success or failure, whereas women see it primarily as an opportunity for failure.

The sexism of society blocks recognition of women's abilities. and women. as
well as men, undervalue women. Collinson (1989) found that women become vice-
principals and principals later in life and this limits their time for opportunities for further
advancement. As well, Collinson found that women do not plan their careers the way
men do, and when they do they are quiet about it, and therefore limit the number of
people who could help them. This decreases the chances of attaining an administrative
position in the first place, as women do not take advantage of networks that might be able
to help them.

Collinson (1989) also found that women have a tendency to continue the
superwoman myth and do not take advantage of services that could help free up more
time to dedicate towards their work. This helps to perpetuate the idea that women have
too many responsibilities to be able to successfully complete the roles of an

It also i i§ to other women just how difficult this

position can be, and can discourage them from applying for such positions.

Possibly a person’s attitude towards gender discrimination is important. Thrasher
McGrath (1992) found that successful women are aware of sex discrimination but they
don’t get “hung up” on gender. Maybe as individuals women need to learn to place less
emphasis on the fact that they are female and to rely more on their abilities as

professionals.
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In summary, women can encounter examples of gender discrimination in their
professional, social or educational lives. For many women this gender discrimination can

constitute a major barrier to promotion. Because of sex-role stereotyping women are not

always viewed as iate for inistrati ities that discrimi against
women exist at various stages in the hiring process. Successful women applicants
continue to face gender bias in their new positions and there is a tendency to view them
as uniquely capable, thus fostering the belief that women, in general, are not suited for
such positions.

‘Women encounter this negative view of their abilities even at university, while

preparing to become administrators. Women are on times discouraged as Masters of

and can be out of administration into other areas. such
as curriculum.

The gender bias that women encounter leads them to behave in ways that are
detrimental to their own careers. Gender discrimination can lower their self-esteem, and
the fear of failure can cause them to wait until later in life before applying for
administrative positions. This effectively limits the degree to which they can advance
themselves professionally.

There is evidence that successful women can have a positive effect on potential
candidates. As mentors they can encourage others to follow similar career paths.

Unfortunately, the number of women in a position to act in this way is still very low.

How Women Lead
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Blackmore (1989) sought to study why qualified women do not apply for
positions of leadership within schools as principals and found that leadership has been

ly viewed as a i istic. For a long while it was believed that

aggressiveness was essential in various management skills such as tackling challenges.

setting achievable goals, planning and ing. Leadership was i with a high

level of self-esteem and self-confidence, and many believed that women lacked these
traits, and that while women could leamn them, they were innate in men. Women were

and subjective. She refuted the above reasons.

perceived as too

which she referred to as “myths”, as to why women would be unsuitable in this position.

She found that women did isti ate for
administration.

Since men were seen as appropriate for leadership positions, whereas women
were not. it is hardly surprising that women who wanted to succeed in the male

world of were to behave, and even dress like men.

This was only mildly successful (Adler, Laney, and Packer, 1993). Shakeshaft (1989)
concluded “thus to counsel women to act like men may not be in the best interests of
either women or schooling” (p. 210). Blount (1994) agreed that those women who
"dressed for success™ probably compromised their self-respect to do so (p. 47).

In studies of leadership style, there appears to be many differences between the
methods used by men and women to administer. Adler, Laney and Packer (1993) noted
that women's concept of power is different from that of men, and that women do not
always see power as desirable. A male model of power is based on autonomy and

separateness, while a female model is centered on connectedness and community. With



respect to decision-making, Shakeshaft (1989) found that women are preferred over men
because they are perceived as being more democratic and participatory. Women tend to
ask the people who will be affected by decisions for their input. With respect to conflict
resolution school staffs have evaluated women as more effective than men in using
conflict reduction techniques. They are more likely to use collaborative strategies rather

more often (:

than enter into conflict, whereas men use
1989).

Hammett (1996) believes in a feminist post-modem view of leadership. which
allows for individual differences. It is unfair to say all women perform in the same way.
Her view is that everybody in the school would share leadership responsibilities and that
“collaborating groups would set goals for the school and determine its vision™ (p. 18). all
facilitated by the school principal. Leadership would not be something held by only one
or two people. Hammett believes in empowerment, a shared power versus power over
others.

Another difference between how women and men lead is women appear to spend
less time at the desk and more time with people during their workday. Shakeshaft (1989)
found women spend more time at home on administration and schoolwork, and during
the work day they spend more time communicating, and touring buildings. visiting
classrooms and teachers, and caring for the physical environment. In short, they spend
more time caring for the school and the needs of the people who occupy it. She also
found that women principals pay more attention to the social, emotional, and academic

development of the children in their schools. Through these activities women become
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more about the i and value more the productivity of their

teachers.
Schneider and Wallich (1994) found that women would bring a strong knowledge

base in the areas of curri and i ion to inistrative role, thus improving the

image of school administrators as instructional leaders. Andrews and Basom (1990) also
found that women principals make better instructional leaders. They found that this might
be because they tend to teach for longer periods of time prior to becoming principals.
Andrews and Basom (1990) and Shakeshaft (1989) noted that women principals
observe teachers considerably more often than male principals do, are more concerned
about the academic achievement of students, and are more knowledgeable about the

They value the p ivity of their teachers more than male principals do.

and demonstrate greater concern for individual differences, developmental problems, and
social/emotioral development of their students than male principals do. They are also
likely to be of assistance to new teachers.

Women's ways of communicating differ from those of men. Shakeshaft (1989)

found that both oral and written ication are essential to inistration. and that
women tend to use language that encourages community building. This indicates more
consideration and concern. They also listen more and speak less, interrupt less in
conversation, and use fewer hostile verbs. Women joke less often and when they do they

tend to make fun of 1 These ication skills all a high level

of concemn for the other person.
Glass and Sclafani (1988) in their study of educational administrators found that

women possess the skills that the male superintendents see themselves as needing to
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improve upon. These skills include ication skills, i ion of new

systems, i and teacher ion. Clearly women

have advantages to bring to the administrative positions within schools.

Women who are not managers also use skills that are conducive to an effective
working environment. Lambert (1989) found they are good at working with a team.
listening, empathizing, making decisions which influence others, managing stress. time.
and conflict. establishing priorities. combating racism and sexism. and motivating others
(p. 106)

Bolman and Deal (1992) found that women score slightly higher than men on
some measures of leadership and managerial behaviour, yet they have more difficulty
getting credit for their performance. “Under representation of women in school
administration is not a function of their ability to do the job" (p. 328).

In summary, women are able to perform the role of administrator in a high school
setting. They have particular qualities and experiences that can be very useful as
instructional leaders. Some of these are qualities that male administrators admit they lack.
This could represent an opportunity for women. However, as women have difficulty
getting recognition for their abilities they are still under represented in this field even
though they are capable.

The research literature revealed that women lead in a manner that is different
from that of men. They view power differently, and some find power undesirable.
Women tend to share power with others. and to value the empowerment of others. They
are viewed as collaborative and participatory in nature, bearing in mind the opinions of

others when making decisions. They appear to have good communication skills and they
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tend to use language to concern and i ion for others in the school.

They tend to spend more of their workday outside of their office and make more contacts
with the various people who comprise the school population.

As they tend to begin their administrative careers later in life than men do. they
have spent more time in the classroom, and therefore tend to be more knowledgeable
about curriculum matters. They are strong instructional leaders, and highly value the
evaluation and performance of both the students and the teachers. Women tend not to
seek credit for their accomplishments, however. and this can help explain how their

accomplishments and abilities can go unnoticed.

Factors Which Help Women Attain Admi

Some women comment on the importance of the role of a mentor in encouraging
them to seek their first position in educational administration. Thrasher McGrath (1992)
found that men can help women gain successful positions. “Relationships are critical to
advancement. and being recognised as a “member of the club’ is as important as hard
work and competence™ (Thrasher McGrath, p. 63). Unfortunately, according to Adler.
Laney and Packer (1993):

Men are frequently in a position to be mentors. Unfortunately for women.

mentors tend to choose proteges who are like themselves, so choose men.

Furthermore. when men create networks, these often exclude women - the

"locker - room syndrome' ". (p. 32)

With few women in administrative positions, and the tendency for male

administrators to mentor other men, there is a serious lack of sponsors/mentors for female



aspirants. Levine (1987) suggests that women educators in middle management positions
can have a positive effect themselves, if they begin to develop opportunities for peer
support. Her experience is that she and her colleagues have helped each other fill job
openings and develop collaborative projects. Women need to develop these networks.
and women who are in a position to mentor others need to do so. As it could take some
time before the numbers of women in administration are sufficient to establish such a
network, a lack of mentors or role models is a layer of the glass ceiling, as it keeps
women from being encouraged to apply for certain positions.

Governments have passed legislation aimed at making administrative positions
more accessible to women. Dardaine-Ragguet, Russo and Harris (1994) studied the effect
of Title IX of the Civil Rights Act in 1972, the Glass Ceiling Act of 1991, and the Sexual
Harassment Free Schools Act of 1992 in the United States. Meriz and McNeely (1994)
also looked at the effect Title IX has had on !.he numbers of women in educational
administration. They have found that in the twenty years since this legislation was
passed, the number of women holding line administrative positions has increased. and the
number of women officeholders increased in every position.

This improved situation is reflected in an increase in women in the secondary
school positions of principal and assistant principal. These “positions have traditionally
and resistantly been held by males and have served as ‘gates’ to advancement in school

" (Mertz and , p- 366). Having women in these positions can

therefore help to encourage even more women to apply and attain similar positions. Their
data also showed that despite downsizing in these positions women have maintained their

numbers. This might suggest that their gains are not temporary.
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Rees (1991) recommends that school boards revisit the role they play. She
suggests that quite a better understanding is necessary on women'’s issues with respect to
employment equity. She suggests that officials who have an impact on hiring policies and
practices should be made aware of gender issues, and institutions should analyse and
identify the gender distribution for all of its work force. Employers should engage in
employment equity and they should consider giving preferential treatment to women in
hiring and promoting female candidates for positions of added responsibility.

Dardaine-Ragguet, Russo, and Harris (1994) recommend similar suggestions.

They would like to see the implementation of a system of scrupulous record keeping for

accountability relative to hiring, salary, ion, retention, and i Schools,

colleges, and of education should the i of
and females into educational administration by providing career counselling, mentoring,
and financial aide for graduate preparation, and to make the hiring of these individuals a
priority in both word and deed. School boards have a responsibility to eradicate sexism
and racism within their ranks and to develop curricular materials and instructional
methods to do so. To that end school boards should provide professional education on an
on-going and consistent basis to correct sex-role stereotyping among men and women,
but also among administrators, teachers, and staff.

Adler, Laney and Packer (1993) make suggestions for changes that might improve
the status and position of women in education. They suggest an implementation of equal

opportunities policies, including equal access to management training and equal

ing. They also proper itoring of selection

procedures and policies, training of gatekeepers, and positive action in recruiting possibly
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through the use of a quota system. As well, they would like to see mentoring for women.
better child care, maternity and patemnity rights. networking and women's support groups.

Schneider and Wallich (1994) found that women are not as inclined as men to
leave their current school district to pursue an administrative career. Therefore. attention
and care still needs to focus on affirmative action policies which promote hiring women
administrators.

Collinson (1989) recommends changes that. although long term, could help
encourage women from the time they are little children. Her recommendations deal more
with how people in institutions should treat girls and women so that they will develop
appropriate self-perceptions as leaders. Parents could be encouraged to develop strategies
that create appropriate values and attitudes at home. Teachers could encourage girls to
take risks and speak out. University professors could be made aware of appropriate
reactions to female students and professors. Principals could give women teachers more

responsibility, such as leaving them in charge when the principal is away. Female

teachers could be to attend

It appears that there is much that can be done to help women break through the
glass ceiling. School boards. universities, and current school administrators could
implement policies and practices to increase the awareness of this issue, and to give
'women opportunities to prove themselves.

Rees (1991) has counsel for prospective female administrators. She feels that they
should get appropriate classroom experience and then the appropriate administrative
certification. They should develop a long-range strategy to attain a prospective position,

and articulate their career aspirations to others. They should make appropriate contacts by
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joining professional organisations, becoming part of networks, particularly those that
support other women, and seeking out and using sponsors/mentors. They should acquire
visible leadership experience, either within the school or the community at large. become

more mobile, become and with the i iewing process. take

chances and view these chances as opportunities.

Swiderski (1988) has some suggestions for current women administrators who
aspire to top positions: maintain good contacts with other principals and with the district
office, identify the web of the informal network and use it, and serve on formal
committees. Begin with small jobs and increase participation as the situation allows, and
enrol in formal leadership training programs. Women administrators should participate in
and support groups that promote women in administration. They should develop open
artitudes to women who may be looking to them as a model and work to remove barriers
to the appointment of other skilled and capable women. This would suggest that even
women who have attained entry-level positions in administration must be actively
involved in self-promotion if they wish to advance further.

Albino (1992) has compiled a list of “secrets of success™ she identified in women
who have managed to attain positions in administration. They have a strong sense of self
and the ability to give away credit for their accomplishments. They work long hours to
combat the perception that men are able to do a better job due to a lack of family
commitments. These women have good interpersonal skills and they seek and find
mentors, both male and female. In this way, they demonstrate the ability to strategize.

For others, this is too simple a solution. Morgan, (1986) feels that organisations

are i by i values and and that this must change if women
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are to be appreciated as equals within these organisations. This is not an easy task to be
accomplished.

In summary, the research that

equity and

action policies have helped increase the number of women in administrative positions.
These women are then in a position to help mentor and encourage still others. Employers
need to be better informed about gender issues so that they will become aware of
inequities and of the need to eradicate them. School boards must do their part to rid
schools of racism and sexism through the development and implementation of
appropriate curriculum materials and learning strategies. Teachers, parents. and
university professors need to be aware of gender issues and to help develop positive self-
perceptions amongst females.

The research in this chapter demonstrates clearly that women remain under-

d in high school inistration. The glass ceiling theory posits that even
qualified women do not attain positions of status precisely because they are women.
Gender discrimination exists and serves to keep capable women from advancing in their
careers. Sex-role stereotyping and a lack of encouragement through successful role
models contribute to this phenomenon. At times gender discrimination serves to decrease
women's self-confidence and it effectively becomes a barrier that keeps women from
aspiring to administrative positions.

‘Women can be very capable administrators and can exhibit strong and appropriate
leadership styles. There is research to indicate that women can possess leadership

abilities that men claim to lack, such as positive communication and collaborative
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decision-making skills. An obstacle is that women seem to have difficulty getting or
seeking recognition for their abilities and accomplishments.

The promotion of women is an important issue. Government. school boards. and
current high school administrators should implement policies and practices to promote
women. Women have to become responsible. in part, for their own success. [t appears
that prospective female administrators have to leam to strategize. Mentors can have a

positive effect towards ing women to seek inistrative positions, but there

appear to be few female mentors. Although men can mentor women. most often they
mentor other men: therefore, women have to find ways of promoting themselves and
supporting each other. They have to attain the appropriate accreditation, take on
leadership roles within their school. and improve networks. These are essential to
building women's self-confidence and to helping women gain the necessary recognition
for professional advancement.

This research seems to suggest that although women appear to be capable leaders
their numbers are still low in educational administration because they encounter a glass
ceiling. There is a growing recognition of the value of women in administration but
nonetheless women are going to have to take an active role in breaking through this glass

ceiling.



CHAPTER III
Research Methodology

This chapter includes a rationale for this study and explains the research methods

used for studying the barriers and ities for women in
As well there is a detailed description of the process followed. This includes a description

of the research participants, the interview guidelines, limitations of the study, member

checking d the inistration of the data collection, and finally, a d

of how these data have been analysed.

Rationale for a Phenomenological Interview Study
This is a feminist research project, one in which a woman is studying other
women to gain insight into women'’s experiences. The purpose is to see if the process of

a high school vice-principal. the role of the vice-principal, and the process for

promotion beyond this position are affected by gender. Does being female make any
difference?

Oakley (1981) finds that feminist theory is not gender-neutral. It is important for
women to investigate the lives of other women in administration to help bring about
change. Adler, Laney and Packer (1993) write:

Feminist methodology begins with the view that women are oppressed and

is as such politically committed to changing the position of women. The

process of researching and investigating, as well as the product, has

importance. Like many others, we regard feminist research as essentially

political, concerned not only with exposure, but also with change. We



focused on the experience of women managers because we believe that the

female i in education is qualitati different from the male

experience. (p. 57)
Guy (1988) has already studied female administrators in Newfoundland and

Labrador. Guy investigated 300 female school administrators from all positions of

administration. This current study i ig: in depth the i and

of eight female high school vi inci The vi inci ip is generally the entry
point for administration, and high schools represent a school setting where fewer women

are employed in administrative positions. The participants in this study have all

y entered an area traditi i by men.
Guy's investigation was a quantitative research study in the form of a
questionnaire, while I have chosen to do qualitative research based on a semi-structured
interview process (Strauss and Corbin, 1990). All things are not measurable and

questionnaires can be limited. Interviewing gathers different and more in depth

on the partici| i and provides for expansion, clarification and

discussion on the topic (Reinharz, 1992). The interview process is also more personal in
nature. In an interview there is room for some give and take on the part of the
interviewer, and it is through this feeling of closeness which develops between
interviewees and interviewers that some of the pertinent information is gathered
(Reinharz; Kvale, 1996).

According to Adler, Laney and Packer (1993):

A feminist research process may include emotion and involvement as a

central factor in locating and describing women's experiences. Feminists



from a range of theoretical perspectives have struggled to find alternatives
to the androcentric method of social science. using more intuitive and
phenomenological approaches. (p. 62)

This is a i study. A i interview study is

appropriate for listening to women's voices as they discuss their life world (Reinharz,
1992: Kvale, 1996). The goal of this study is to discover their perceptions. in their own
words, of working in this male dominated environment. According to Kvale:
A phenomenological perspective includes a focus on the life world. an
openness to the experiences of the subjects, a primacy of precise
descriptions, attempts to bracket foreknowledge, and a search for invariant
essential meanings in the descriptions. (p. 38)
Guba and Lincoln (1985) see many advantages to the interview process as a
means of data gathering as well.
[A]mong its strengths is that there is less chance of misunderstanding

between the inquirer and the than in other

Questions can be tailored to fit the respondents’ knowledge, degree of
involvement, and status. The interviewer is likely to receive more accurate
responses on sensitive issues, and the interview itself is likely to provide a
more complete and in-depth picture than other forms of inquiry. The
interview format is more flexible than other approaches to data gathering
and provides wide latitude within which the respondent's responses can be
explored and fruitful leads exploited. The technique provides for

and ion of i ion by the inquirer,




allowing him to redirect, probe, and summarise. Unstructured interviews

in particular provide a picture of the event or thing in question in the

respondent's own words and terms, his "natural language." (p. 186)

The semi-structured interview process is appropriate for pursuing a grounded
theory technique of analysis of the data (Strauss. 1987). According to Strauss the
grounded theory approach to qualitative research is not really a specific method or
technique to data sampling. It is:

[Tlhe development of theory, without any particular commitment to

specific kinds of data. lines of research, or theoretical interests. ... It is a

style of doing qualitative analysis that includes a number of distinct

features, such as theoretical sampling, ... the making of constant

comparisons and the use of a coding paradigm, to ensure conceptual

development and density. (p. 5)

Through grounded theory the researcher attempts to keep an open mind about the
data and the conclusions to be drawn from it. The researcher constantly analyses the data
as he or she is collecting and organising them. It is therefore not unusual for a researcher
to find that the original question may change as a result of the data collected (Osborne,
1990).

This has indeed been the case with this research. Originally I was interested in

investigating the barriers and ities for women ini: with a view to

determining changes that might occur for women once they have achieved their first
administrative position. Curiously, [ found that the participants frequently did not view an

obstacle that they had managed to overcome as a barrier. Because of this I found that the
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term “barrier” was too definitive, too final a term to use when referring to these concerns.
Therefore I refer to these concerns as “negative influences affecting the opportunities for
women in administration™ in the analysis of the data. This more subtle expression seems
more in accordance with how the participants in this study view these concems. The
participants also frequently attributed their success to good fortune.

These two findings caused me to decide to investigate further how professional
experiences have affected women's self-perceptions, and how women help to maintain
some of the layers of the glass ceiling. Although other people can either positively or
negatively affect the opportunities available to women in educational administration. it
appears that women themselves play a large role in determining what opportunities are
available to them. Therefore the original question of the barriers and opportunities for
women administrators evolved into an investigation of the internal and external forces

which affect ities for women in i inistration. This has become the

most important finding in this research, and it will be analysed in subsequent chapters.

Process
Description of the Population
The focus of this research is the experiences of women in school administration
who deal with students in the senior high system, since this appears to be the field in
which it is most difficult for women to attain administrative positions. I originally wanted
to interview only senior high administrators (grades 10-12). Lists were not readily
available to establish how many women in the province were vice-principals at schools

that dealt only with teenaged children, and in which schools they worked. This
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phenomenon, which Shakeshaft (1989) calls a “conspiracy of silence™ (p. 21), is not
uncommon. | contacted by telephone all of the school boards on the island of
Newfoundland to get a list of all the female high school administrators for each board. I
was not able to include Labrador in my sample because of distance and cost to conduct
interviews there.

1 found that there were only three female vice-principals in senior high schools
(grades 10-12). Lacking sufficient numbers for the study I expanded my research to the
central high schools (grades 7-12) and junior high schools (grades 7-9). There were three
more female vice-principals in each. I succeeded therefore in finding only nine female
vice-principals of high schools for the entire island of Newfoundland. This is significant

since it demonstrates that very few women are employed in this male dominated domain.

These low numbers are not really ising ( 1989: D ycz, Light and
Prentice, 1987).

I was able to make contact with eight of the female high school vice-principals
and all eight agreed to participate in this study. The eight women I interviewed were
employed as vice-principals in the high school system, that is, working in either junior
high, central high, or senior high schools. during the year 1998-1999 in Newfoundland.
Each had at least ten years teaching experience before becoming vice-principals and five
had had experience as department heads previous to becoming vice-principals. Four of
them had completed Masters degrees before seeking a position as vice-principal. One is
currently working towards such a degree and two have not yet begun that process. All
were heavily involved in volunteer work, either within the schools where they work, or

within the community, or both. Three have since gone on to a position as principal, and
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one other has filled that position on a temporary basis in the past. One woman began her
administrative career as a principal and has only recently taken on the responsibility of
vice-principal. One woman has gone back to teaching, but still would like to pursue a

career in administration.

Protection of the Participants

All participants signed a letter of consent (see Appendix II), which guaranteed
their anonymity. No names of people, schools, school boards or communities were used
in this study. When reporting the analysis of the data the names chosen to refer to
individual participants are fictional. During the interview itself any participant could have
refused to answer any question she wished and could have stopped the interview at any
time. If, at any time before the completion of this thesis a participant wished to withdraw
from the study, she could have done so (Kvale, 1996). Upon request, each participant

could have a copy of the thesis upon its completion.

Description and Design of the Interview Gui

The interviews were semi-structured in the sense that only general topics of
discussion were prepared in advance (see Appendix I). As each person's experience is
different, the exact same questions were not necessarily asked in the exact same order
each time (Reinharz, 1992). The discussion topics covered included family and
educational background, work history, volunteer work, decision to move into

as an ini: view of ities and concerns for

women in inistration, and future aspirati One ic wanted to read the
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interview guidelines beforehand, but the others were satisfied to conduct the interview
without first seeing the questions.

Previous to the interview each participant was contacted by telephone. informed
of the purpose of the study, and asked to participate. Then an interview time convenient
for each participant was arranged. One interview took place in my home. one took place
in a participant’s home, and the other six were conducted in their offices in various
communities throughout the province. All of the interviews took place from July 1999 to
October 1999.

Each interview took approximately fifty to sixty minutes. With the participants'
permission I taped the interviews. Note taking during interviews often leads to omission

and misi ion of data, and di on the part of the interviewees (Kvale.

1996). [ attempted to put the participants at ease during the interview process to elicit as
much information from them as possible (Reinharz, 1992). I established a comfortable

with all of the ici and, since the interview, all have confirmed my

initial interpretations of their comments.

I later transcribed each interview in full and these women's stories were presented
in a descriptive form. I did about 85% of the transcription myself. and I reviewed the
transcriptions I had delegated to another person to ensure that there were no omissions or

misinterpretations.

Pilot Interview
Previous to interviewing any of the participants I used my initial guidelines to

interview the principal in the school in which I teach. From this pilot study I decided that
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1 wanted to change the order of some of the questions I asked. I felt uncomfortable
starting the interview with questions about home life. as it seemed too personal and off
putting to set a relaxed tone. I decided to let the interview run its course and. if pertinent
information about these more personal areas of discussion did not naturally emerge
during the process. I would ask about them toward the end of the interview. I discovered
that I had to probe a little more deeply at various points in the interview in order to get
the information that I needed as is appropriate in a semi-structured interview. This pilot
interview was valuable as it helped me to alter my interview techniques to gain the

needed information.

tions of the Study
Sample Restraints

Some might argue that as this study looked at the experiences of only a few
administrators it is not possible to generalise their experiences to those of all female
administrators. According to Kvale (1996) it is better to spend more time on the
preparation and analysis of a few interviews than to try to interview many subjects. [ did
manage to interview eight of the nine existing female high school vice-principals for the

school year 1998-1999.

Observer Effect
The interviewee may be tempted to alter somewhat her responses to give what she
perceives as the desired response on the part of the researcher. The researcher has to be

aware of this possibility (Van Manen, 1990). The researcher must take care not to lead



the participant to answer in any particular way. [ had to be aware of this phenomenon so
that [ would not influence the interviewees’ responses.

One of the difficulties with interview research is it takes time to train a person to
interview properly. The interviewer has to be a very good listener and be able to pick up
on cues, which will provide areas that might be probed a little further. At the same time
the interviewee must be made to feel comfortable at all times (Reinharz, 1992).

I felt competent to conduct these interviews appropriately as [ have some
experience in this field. [n my position as a high school French teacher I interview
students every year and have received training from the Department of Education for
such interviews. In fact, I have participated as a facilitator at a training session for other
teachers. Although this interview experience was different in nature from the research
interviews I conducted for this thesis, my past interview experience was nonetheless
useful in helping me with appropriate warm up, closure and probing techniques. and with
putting the interviewees at ease throughout the interviews.

As well, in order to prepare myself sufficiently to give these interviews |
familiarised myself with the research literature on interviewing techniques as a
qualitative research method (Reinharz. 1992; Kvale, 1996; Osborne. 1990). Finally,

before interviewing any of the participants in the study, | conducted a pilot interview to

field-test my interviewing techniques and the interview guidelines that I had prepared.

Observer Bias
‘When reporting data in grounded theory research, the researcher has to avoid

interpreting the data in such a way as to fit preconceived notions. Personal views are not
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necessarily corroborated in any study (Kvale, 1996; Osborne, 1990). Osbome suggests
“bracketing”, a form of “rigorous self-reflection™ (p. 81) as a means of avoiding this.
Being aware of one’s views is very important in being able to avoid depending on them
when interpreting the data (Osbomne, 1990).

In order to comply with this criterion I remained open to new phenomena. | was
aware of what my views on the subject were, having read so much of the research
literature. Throughout the process of collecting, coding and analysing the data. I
constantly questioned my findings and took care to assure that the findings were rooted in
the data. Throughout the coding process I read and reread the data. to assure that the
themes that had emerged had. in fact, originated from the women's words. The analysis
of the data corroborated findings from previous research. However, one significant. new
finding did emerge. There are issues internal to women that help keep the glass ceiling in
place. Finally, once a draft of the findings had been prepared, | used a member checking
technique discussed on pages 48-49 to allow the participants to view the findings. This
assured me that | had correctly interpreted their intentions, and that [ was not influencing

the analysis in a biased fashion.

Data is
Each participant shared her own opinions and experiences. In data analysis the
researcher hopes that certain patterns will emerge (Kvale, 1996). Kvale prescribes the use
of several different methods to derive meaning from and to interpret interview data. The

various methods used in this thesis were coding and categorising of the data according to
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the reoccurring themes, member checking to verify that the themes found and presented
were those of the participants, and triangulation with the current literature and statistics.

According to Strauss (1987), the selection of a core category is crucial in a
grounded theory approach. A core category can account for variations in behaviour
within a study. He provides several criteria for judging which category would best serve
as a core category:

1. It must be central. that is, related to as many other categories and

their properties as is possible.

2. The core category must appear frequently in the data.

3. The core category relates easily to other categories.

4. A core category in a substantive study has clear implications for a

more general theory.

5. As the details of a core category are worked out analytically, the

theory moves forward appreciably.

6. The core category allows for building in the maximum variation to

the analysis, since the researcher is coding in terms of its dimensions.

properties, conditions. consequences, strategies, and so on. (p. 36)

Results are analysed inductively, and theory emerges from data. “Theory
developed in this way emerges from the bottom up,...from many disparate pieces of
collected evidence that are interconnected. It is called grounded theory” (Bogdan and
Biklen, 1992, p. 31).

1 used Ethnograph 4.0, a computer program designed to help code and categorise

data from qualitative research. Ethnograph 4.0 helped me to familiarise myself with the
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various ies of i ion that were notil in many of the interviews.

h 4.0 requires the her to visit the data several times in the search of
themes, and to extract data and code it according to those themes.
Ethnograph 4.0 revealed the following categories of information. The women
demonstrated several concerns, such as the discrimination they had encountered. and the
heavy workload involved with the position of vice-principal. They described what they

liked or disliked about being ini! and the di ies of maintaining a busy

professional life along with a comfortable home life. This was particularly a concern for
the mothers. They discussed the qualifications they held or lacked, and how these had
influenced career decisions. They discussed their apprehensions upon accepting their first
administrative position. As well, they indicated ways that they may have unintentionally
limited their own career options. The opportunities they spoke of were related to the
people who had been influential in helping them attain their first administrative position,
their leadership styles, how they came to be appreciated as administrators and how their
experience as administrators has reassured them of their abilities and value.

Although these were all valid categories of information to be presented in the
analysis of the data, there still seemed to be something missing. Upon further analysis of
the themes, again through rereading the data, re-examining the coding I had completed
with Ethnograph 4.0, and rewriting the analysis multiple times, it became evident that
these categories of information originated generally from one of two sources. Some of
these categories were applied to women from external sources, whereas others appeared

to come from within the women themselves. This, then, the difference between external
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and internal sources of influence on the opportunities for these women. became the

central and defining theme of the analysis of the data.

Member Checking

In order to confirm my interpretations of the phenomenon I used member
checking (Reinharz, 1992). Member checking is an important qualitative feminist method
to acknowledge in more detail a participant’s intended message. It adds credence to the
study. Because of the nature of interview research, data have to be examined in close
detail and visited several times; this also reduces the possibility of misinterpretations
(Kvale, 1996). Member checking serves a number of functions:

It allows the evaluator to assess the intent of a given action. It gives the

respondent the chance to correct errors of fact or errors of interpretation. It

provides interviewees the chance to offer additional information. It puts

the respondent ‘on record’ as having said certain things and as having

agreed that the interviewer "got it right’. It allows a chance for the inquirer

to summarise, not only for the respondent but also as a first step toward

analysis of a given interview. It gives the respondent a chance to judge

overall adequacy of the interview itself in addition to providing the

opportunity to confirm individual data items. (Guba and Lincoln, 1989, p.

239)

In order to comply with this criterion [ sent a summary of each participant’s

comments and a draft of my i i 1o each ici| The ici| were

given an opportunity 10 react to the findings and their opinions have been integrated in
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this report. in both the final analysis of the data and in the conclusions. In fact. there was

little disagreement with my original interpretation of the data. This for me that
I had und their i ions and had i their
Triangulation

According to Guba and Lincoln (1989), triangulation, comparing data derived
from different sources. is an appropriate method of validation for a research study. Webb.
Campbell, Schwartz, and Sechrest (1966) find that triangulation is an effective means of
making data credible since if two or more different measurements confirm an

the ibility of its misi ion s de d. Li ith, Strauss.

and Denzin (1975) describe triangulation as the use of various types of data that point to
the same conclusions. Some appropriate types of data they suggest for an interview study
are: the words a participant uses, the body language a participant unwittingly uses. a
participant’s behaviour and life story. Denzin (1970) identifies four types of triangulation:

1. Theoretical triangulation involves the use of several different

perspectives in the analysis of the same set of data.

Z Data triangulation attempts to gather observation with multiple

sampling strategies...(Its) use insures that a theory is tested in more than

one way, increasing the likelihood that negative cases will be uncovered.

3. Investigator triangulation is the use of more than one observer in

the field situation.

4. Methodological triangulation (involves the use of multiple

methods). (p. 472)
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According to Guba and Lincoln (1989) "This is the single most crucial technique
for establishing credibility ... This process occurs continuously, both during the data
collection and analysis stage, and again, when a narrative case study is prepared” (p.
239). Guba and Lincoln state that "member-checking processes ought to be dedicated to
verifying that the constructions are those that have been offered by the respondents, while
triangulation should be thought of as referring to cross-checking specific data items of a
factual nature” (p. 241).

To validate my analysis I used triangulated my findings with the current literature
on this topic, current statistics available, and through member checking (Kvale, 1996).
During the interviews I frequently checked to make sure I had properly understood the

of the given by the during the interview itself. As well,

I contacted each of the participants | had interviewed once my initial report of my
findings had been written to see if their views concurred with those of my research.
Subsequent to the triangulation and the member checking there was still further analysis

for the preparation of the final written document contained in this thesis.



CHAPTER IV
Analysis of the Data
In this chapter there is a brief profile of each of the eight women interviewed to
familiarise the reader with the participants involved in this study. This is followed by an
analysis of the data gathered from the interviews and the member checking. This analysis

gives insight into the perceptions of these female vice-principals regarding their position

as vi incij the process of ing a woman vice-principal, and their future
aspirations. On different occasions their gender has worked to their advantage or to their

disadvantage. It appears true that being women has had an effect on their experiences.

The analysis is organised ing to the ies of i ion that emerged
from the data collected through the coding procedures facilitated by Ethnograph 4.0. As
was previously indicated my original question to the participants examined the barriers
and the opportunities that exist for women who achieve administrative positions. While
analysing the data it became apparent that the term “barrier” did not appropriately reflect

the participants’ view of the obstacles they encountered, as the participants have

found ways of ing them. Therefore I decided to rename these
categories as negative and positive influences affecting the opportunities for women in
educational administration.

Upon still further analysis it became clear that these influences, either negative or
positive, came from one of two sources; sources that were external to the participants. or
sources that came from within the women themselves. Therefore the data are divided into
two core categories based on the factors that influenced administrative careers for the

women in this study. Those main categories that emerged during the analysis are the
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external and the internal sources that affect the opportunities for women in

People or factors external to the participants’ sphere of control have influenced
the career decisions of the participants in this study. These influences are coded and
categorised as originating from external sources. as they are external to the participants.
The participants, as well, have influenced their own career paths and the opportunities
available to them., and these are listed as internal factors, as they come from within the
participants themselves.

For each of these sources, either external or internal. there are several

subcategories of data presented, and these ies are i ing to

whether they exerted a negative or a positive influence on the administrative career

for the partici The negative i are presented first under each

of the respective core categories.

Profiles: The Women's Stories

All eight of the participants in this study were female high school vice-principals
in Newfoundland during the school year 1998-1999. They are all experienced teachers
and worked in that capacity for at least ten years before accepting their first position as
high school administrator. The names used to represent individual participants are
fictional in order to protect their identity.

Abbey is married and does not have any children. She works in a rural setting and
is vice-principal of the school she attended as a child. She has been teaching for more

than ten years, and became department head before accepting the responsibilities of vice-
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principal. She was accepted for the position of principal for September 1999. She has
completed a Masters in Education.

Beth is a married mother of three young children. She has been teaching for more
than ten years, and has been department head for several years. She has completed a

I position in

Masters in Education and filled in as vice-principal in 1999 in a
the school in which she was teaching. She did not continue in the position the following
year, and went back to a position as teacher and department head. She works in an urban
setting.

Cathy has been teaching for about twenty years. She has been department head
and several years ago became vice-principal. She was a single mother of three children
but has recently remarried. She works in a rural setting and has been accepted for the
position of principal for the following year. She is working towards the completion of a
Masters degree in Education.

Dora is a married mother of two young children. She has been teaching for more
than ten years. When she first became vice-principal. she had not yet completed her
Masters in Education but has since done so. She is interested in pursuing a position as
principal in the near future. She works in a school with a large student population in a
rural community.

Edna is married with six children. She has been teaching for more than twenty-
five years, and can retire very soon. She works in a rural setting, in the same community
in which she grew up. When she began teaching she had not completed her

undergraduate degrees. She has since done so but has not pursued a Masters degree.
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Frieda has been teaching for more than ten years. She is married and has no
children. She has completed a Masters degree and is currently the vice-principal of an
urban school. She has not decided what career path she will follow in the near future.

Greta has been teaching for more than ten years. She has been department head.
and has held several positions as vice-principal and as interim principal in two schools
within the same rural community. She has not pursued her Masters but is considering
doing so. She is married with one small child.

Hanna has been teaching for more than twenty-five years. When she began
teaching she had not completed her undergraduate degrees. She has since done so and

a Masters in ion as well. She d her graduate work while filling

the role of principal. her first administrative position. She has filled several positions as
principal and recently has taken on the role of vice-principal in a rural community. She

has not married and has no children.

Presentation and Analysis of the Data

Extemal Factors ing the Of ities for Women in A

The data indicated two major concemns voiced by the women in this study that
originate from sources external to the participants. One category of concems relates to the
heavy workload required of the position of high school vice-principal and how this heavy

workload impacts the demands of one’s home life. The second concern relates to explicit

gender discriminati by the ici where they have been led to feel

that others view them as inadequate and inappropriate for certain roles. specifically
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because they are female. Both of these concems are strongly related to gender
expectations.

There are instances as well when other people played a very positive role in these
women'’s administrative careers. Here, two subcategories of data are explored. Firstly.
there is strong evidence that other people, often men, have recognised and encouraged
these women to become involved with administration. Secondly, since becoming
administrators, these women have noticed a growing appreciation for their presence in
the school and the work that they do. They feel that although gender discrimination

continues to exist, it is b i by this of women high

school administrators. The people with whom they work as administrators have come to

recognise their strengths and value to the school.

External negati fluence 1: Demands of the position.

The data indicated that the greatest concern expressed by the participants in this
study was the heavy workload required of the position of vice-principal. This increased
the demands on their time in order to complete the various duties inherent to the position.
All eight of the participants commented on workload issue. The six women who work in
rural areas of Newfoundland continue to teach along with fulfilling their other duties.
Nonetheless, the participants have found ways of dealing with these demands.

Frieda feels there is a strong opinion that anyone would have to be “crazy”
(September 1999) to go into administration because of the added responsibilities
associated with it. She enjoys, however, the fast pace of this job even though she does

find the workload a bit “oppressive” in June.
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The data indicated gender as an important issue with respect to the increased
professional demands when one looks at how these requirements affect these women's

home lives. They need to rearrange their so that they can complete

both home and work-related tasks to their own, and to their family’s, satisfaction. The
women in this study, in particular the mothers, still accept primary responsibility for
home care and childcare. This leads to a "double day of work" (Danylewycz, Light, and
Prentice 1987). Dora's husband is the only one who voluntarily accepted more home
duties.

There is just no way in this world to be able to do this without my

husband, without the support of him. Child care, home things that need to

be done around home, that kind of fell into my lap, being Mom, that when

I began my Masters my husband started assuming those duties and has

continued ever since. (Dora, September 1999)

All six of the women who were married at the time they first became vice-
principals have indicated that their husbands are supportive of their career decisions, and
they are pleased with the level of support they receive. Their husbands "help out" (Edna,
September 1999) at home more than they did before their wives got involved with

Even as the icil recognise that they still do more at home than

their husband does, and some of them take the blame for this, there is a reluctance to
change. All participants indicated that their family understands their need to devote less
time to them, and more to work.

Five of these women are mothers, and all have found ways of balancing work and

home. This is not always an easy task. One participant was a single mother of three
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children when she accepted her first position as vice-principal. and another is a mother of
six children. Generally, they organise their week so that time is allocated in advance for
various duties. Greta is involved in activities on the weekends with her daughter. and
refuses to begin work in the evenings until her child has gone to sleep. Dora puts aside
one evening a week to do her extra schoolwork and her family is aware this is her “night
out” (September 1999). Instead of using her night away from family responsibilities to
relax, she uses it to complete work-related tasks.

Cathy, a single mother of three children, feels she was able to take on the role of
vice-principal with its added responsibilities only because her children were of an age
when they were independent, and able to help out more at home. This, combined with a
simple lifestyle. has enabled her to satisfy both needs:

I was past my child bearing years. my children were old enough when [

went in to administration to be independent. I don’t know that I would

have been able to handle it then, in another situation. I just think it would

have been too much. (Cathy, August 1999)

Two women employ housekeepers to take care of their houschold chores.
Interestingly, they are Abbey and Frieda. the two women who are both married and
childless. It would seem that a household with two adults and no children would require
less attention than one with children, and that this would be a way of giving those who
are mothers needed support. Yet, none of the mothers chose this option as a way of
freeing up extra time. Perhaps this is a financial issue; however, as this topic was not

dealt with in depth, the data were not collected to corroborate this conclusion.
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With respect to financial reward several participants did indicate that, if the salary
increase were more in line with the added responsibilities, they feel that more women and
more men would be interested in administration. One woman also indicated that people
might be willing to put more into their jobs if they were appropriately remunerated for it.
Salary is not an incentive to take on an administrative role, as the salary increase is
minimal. “You don't do it for the pay. The pay is no relation at all to the workload™

(Abbey. July 1999).

External negative influence 2: Gender bias against women.

Reynolds and Young (1995) describe gender discrimination as “comments and
incidents which make women feel uncomfortable and unwelcome™ (p. 22). The data
indicated that most of the women in this study feel that at some point in their career they
encountered some form of gender discrimination, in that a woman’s ability to perform
certain functions was questioned or her authority was undermined by another person.
Greta feels that in these instances the people involved are often not aware they are
behaving in a sexist manner. “It's an unconscious thing" (Greta, October 1999).

Gender discrimination views women as less capable than men either from a

physical, i i or i perspective. Most of the women in this

study cited examples of discriminatory beliefs and behaviours exhibited towards them by

various within the i and at various stages within their

careers as teachers and as administrators. Some feel they will have to face this
discrimination again if they wish to pursue other administrative positions. There were

instances of discrimination from the academic literature, school boards, principals, and
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staff. There were times when the women were made to feel uncomfortable or less valued
and there were times when their presence as an administrator seemed to contribute to
feelings of discomfort on the part of others.

Even as teachers, previous to becoming involved with administration. some
women encountered situations that made them feel uncomfortable. For Dora’s first six
years as a teacher she was referred to as “Junior” on a regular basis by her then vice-
principal, even over the public address system in the school. He persisted in this
behaviour even though she indicated to him on several occasions that she did not
appreciate it. She feels this behaviour was due in large part, but not exclusively. to the

fact that she was female.

Greta d many forms of discrimi 'y banter in the staff room. On one
occasion the discussion centered on a woman who received a job normally filled by a
man. “A lot of joking went on about that and it's normal. People do not accept a woman
in a position where normally a male should have the job” (Greta, October 1999).

Sometimes women's views were undervalued. Greta was present many times in
meetings when a woman's views went unnoticed until a man brought up the same idea:

I've been in meetings over the 21 years where women have made

suggestions and they're not even heard until some man says the exact

same thing. But if you stopped and said, "Excuse me, did you hear what

happened?" a lot of people wouldn't even have seen [noticed] it. (Greta,

October 1999)

The data indicated several instances where male staff members were initially

uncomfortable with these female administrators. Abbey's school, while she was vice-
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principal, amalgamated with another school of a different denominational background.
There were two male teachers who came to work in her school. Neither had worked with
2 woman administrator before. She felt that both men initially found it difficult to deal
with her as vice-principal. Eventually they came to accept her, and one even encouraged
her to try for the position of principal when it became available.

Dora finds it frustrating that staffs are sometimes not receptive to being told to do
something by a woman. As a new vice-principal she found that some of the male teachers
were initially reluctant to come to her when requesting leave, even though evaluating
leave requests was her responsibility. They would avoid her by going to other
administrators or having their wives call in sick for them.

Several participants commented on how others react to women's behaviour. Greta
finds that men deal more easily with women who are victims and do not like to see
women as a threat. For this reason she feels that some women alter their behaviour to fit
what is expected.

You will find a lot of times, there are certain types of male teachers who

believe that if you're a victim, if you can be perceived as a woman in

distress, a damsel in distress, a teacher who, you know, can come and cry

on their shoulder, then you're really accepted. And if you're the type of

person who is determined and strong and on your own, then you get to

become the bitch. So you draw a fine line when you're working with a

male dominated staff. (Greta, October 1999)

Conversely, when women employ an assertive approach there are also difficulties.

Some people may view i as a negative istic in women. Frieda has
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noticed that men sometimes do not know how to deal with assertive women. She has to
“deal consciously” (September 1999) with this response.

There are those who feel women are less able intellectually to perform the role of
school administrator. As a Masters student, Hanna found articles in educational journals
that stated that women are not appropriate for administration because they are
menopausal at that stage in their careers. These articles concluded for that reason that
women are unable to make good decisions. She remembers being shocked at the time and
quite concerned that educated people would believe and promote this idea.

Edna had an unpleasant experience with one of the male principals she worked
with as vice-principal. She felt he did not have confidence in her since she was a woman.
She found it very difficult to work with him. “[ always felt that my opinions didn’t count
because I was a woman, that everything could be done more quickly by a man™ (Edna.
September 1999). She thinks rural Newfoundland needs to see more women in positions
of authority as a way of counteracting this belief.

I think, especially in rural Newfoundland, that guys have to learn that we

are individuals and that a woman doing a job is just as important as a man

doing a job. The key is that the job is well done no matter who does it.

And [ think too, in rural Newfoundland. guys need a shake up. Maybe

some of the girls need a shake up too, to realise that yes, women can do

things. (Edna, September 1999)

So‘me of the women in this study feel that being a woman has had a negative
effect on hiring practices as they were asked questions during interviews that they feel

would not have been asked to a man. Greta was twice asked in job interviews for a vice-
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principal position if she thought, “as a mother™, that she would have the time to devote to
the position.

There is evidence that some people see women as physically inferior as well. In
1999 Dora’s principal did not want to hire a pregnant woman for a teaching position.
although he believed she was ideal for the job. He did not think about the long-term
benefits she would bring to the staff. He only considered the disruptions her matemity
leave would cause.

This gender discrimination can exist at each step in career advancement. Several
of the participants indicated that they felt that women are becoming accepted as
appropriate for the role of vice-principal, but not for other higher administrative
positions. Dora believes that the fact that she is female is a reason she did not get a
position as principal that she applied for. The position was given to a man who had been
a vice-principal for a longer period of time than she had been. She was told he had not
done anything during his career to warrant not getting this position, and that he was more
or less owed the position. She thinks school boards are still very traditional in nature, and
are not risk takers. They are unlikely to hire someone less conventional for the position of
principal.

1 still believe that the principal positions for high school are still narrowly

focused. i call it being a member of the boys’ club, and what I mean there

is that men are supposed to have the firmness and the stability to deal with

high school students. (Dora, September 1999)

Cathy is distressed about the low numbers of women in administration. She feels

that the school board, the government, and the trustees have a traditional view of the role
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of women in education. “I think in some instances it presents an opportunity and I think
in some instances it presents barriers because there is a traditionalist view held by some
people in administration as to the role of women” (Cathy, August 1999). This view. she
feels, is held by fewer and fewer people all the time, but nonetheless she feels there is
still a preference for men at the school board level.

As well, the data indicated several instances of the concen of reverse
discrimination. Some participants fear that others attribute a woman'’s success in attaining
an administrative position to the fact that she is female, and not because she is qualified.
There is the belief that school boards are under pressure to hire more women as a means
of balancing the numbers. Once. a male competitor for a vice-principal position told
Greta she would probably get the job over him because she was a woman. She did. in
fact, get that position.

Beth felt very differently about this topic than the other participants. There is
evidence that gender discrimination does not have to be exhibited by one sex towards
another. Women can doubt others women's abilities just as men can.

I cannot ever say that men have stood in my way. I found them supportive,

showed me respect. If there was the odd individual that was the odd

individual. I've probably had as many or more females that have been

difficult than males. (Beth. August 1999)

Although Beth stressed that she thought that both men and women were equally
competent, she was aware that the fact she was female might make a difference in the

way others, both male and female, perceived her. “But in part, too, I think one reason I
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wanted to go on and do some administrative work as a female, is I wanted. part of me
wanted to show that women can do it” (Beth, August 1999).

To summarise, most of the participants are very aware of discriminatory practices
and actively strive to decrease them. Others recognise that these practices exist but feel

they have not personally suffered from them.

External positive influence [: ition and

The data indicated that all of the women in this study held strong qualifications
for the position of vice-principal. They had each at least ten years of teaching experience
and had completed their undergraduate degrees. some while working full time. Several
had graduate degrees as well. Four participants held head of department positions before
accepting their first vice-principal position and thus had some leadership experience
within the school system. Several were involved with volunteer associations within their
school or community and held leadership roles within these organisations.

This preparation appeared to be crucial. as many of these women decided to seek
their initial administrative position only after first being recognised and encouraged by
others to do so. This encouragement came from various sources. Several women were

by other i to seek. i ive positions. Dora decided to begin

a Masters in Education with a view to seeking positions in administration at the
encouragement of both her principal and her husband.

Cathy was asked by her principal to apply for a head of department position even
though she had only been employed there for a couple of years. She was also one of only

two women on staff at that time. Because of this there was, at least initially, some
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resistance to her appointment by some staff members. As time passed she came to be
appreciated by the staff and was even encouraged by them and the administration to
apply for the vice-principal position. “I had no intention of being an administrator. I still
don’t have any intentions of being an administrator, but here [ am” (Cathy, August 1999).

Frieda applied for her first position at the suggestion of colleagues. They thought
she would find it enjoyable working with the principal in the school in which the vice-
principal position was advertised. They were correct in that assumption.

1 had zero intention of applying for an administration job, zero! Until [the

position] where 1 presently am opened [for application). And my

colleague, who is so well regarded, somebody spoke to me about this
position and said, ‘You know what? You should consider that." (Frieda.

September 1999)

Hanna did not even apply for her first position. She was approached and asked to
take a position as principal. Initially, she was tentative about accepting this position, and
stated so:

So I just said to them, "Look. under these conditions I will take it: that it

will be good for me, personally, good for the students, good for the staff.

And if at the end of that year even if it had been good for me but not good

for those [others], you know, I don’t see how one could have worked

without the other. (October, 1999)

It is clear that if some of these women had not first been recognised as valuable

and capable by other people they would never have sought a career in administration.
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As much as the women in this study feel that gender bias against women still
exists, they are confident there is a growing appreciation for women in administrative
positions and the data supports this. All eight of the participants were hired for the first
administrative position for which they applied. It appeared to participants that society is
changing in a way that is advantageous to women, and they feel that women should take
advantage of it. Cathy agrees with Beth that women have to create opportunities for
themselves and for other women. As evidence of their success, although some of the
women in this study initially encountered some discomfort with certain staff members. all
of them came to be appreciated very much.

Cathy refers to the leadership literature of the mid-nineties and how it is
“reflective of typical female thinking” (August 1999). She thinks boards are more
forward thinking now and are aware of this trend. The participants gave evidence that
central office staff, school staff, and students appreciate female vice-principals.

Dora does not think that telling someone to perform a task is the best way of
getting that person’s participation. She prefers a more collaborative approach, and it
turned out that the staff she worked with did as well. There seems to be a preference for
female administrators by some staff members. Dora spoke of how the staff. in particular
the women, appreciate having her there and tell her so:

I think that’s the most gratifying thing that I have experienced, is that

teachers have said to me time and time again, "You know, just having you

there”, especially other female teachers have said that to me. They feel

very, very positive about coming and approaching me about issues. The



females will use me, I guess more so than the males, but some of the

males do as well, to approach the principal. (Dora, September 1999)

Greta has noticed similar things and has often been called upon to diffuse
situations in the office. She seems to be better able to deal with some of the more
sensitive issues. She thinks women can build rapport more easily with others than men
can. Cathy thinks men are more apt to listen to women.

Hanna, too, has a very collaborative style. She respects those who work with her.
and when she was a principal the staff worked very much as a team. The staff also liked
the fact that she acted upon their needs. She felt it was an advantage in her first

The staff had i some problems with the principal before her.

When she arrived she responded by giving them all keys to the building, thus giving them
a sense of ownership and trust.

She also provided space for the vice-principal in her office and they really worked
as a team. Previously his desk was in the main office next to the secretary’s. She thinks
that sometimes vice-principals are not valued by the principal, and are almost seen as
tokens. Her decisions made people feel very good about working with her.

For Frieda, she and her principal have monthly planning sessions and she includes
her staff when she speaks of the team. Her language appears inclusive and collaborative.

Schools house both male and female students. The data indicated that most of the
participants are of the opinion that schools should therefore be managed by both males
and females. According to the participants, students, like staff, appreciate having a

woman in inistration. The dynamics of i ion with a female administrator appear

to differ from those with a male administrator.



I also think that being a woman has advantages inherently for students.
And [ think there’s a large pressure that comes from the student body to

have a woman in place in inistration, so that they have dy that

they can turn to and that there’s a woman’s view with regards to policies
that are established in the school. I think the entire student body because at
a level, especially around teenage boys, I found that there’s this male
macho image that has to be maintained, and sometimes that’s very much
challenged by a male administrator. It's easier for a boy to come in my
office and say ‘I'm feeling hurt, I'm feeling upset or I don't like what's
happening’, than it is for him to come in and say it to a male administrator
who would say ‘get your act together’ or “grow up'. (Cathy. August

1999)

Several of the women received from their ity or staff
since they began their administrative careers. This seems to be a strong indicator that
their work is appreciated. Abbey, Cathy and Greta were encouraged by the community to
apply for a principal position when it became available. Abbey was further encouraged
by the fact that three people from her staff applied to become the vice-principal to work
with her once she got the position as principal. The principal with whom Beth worked as
a vice-principal offered to give her a recommendation and to mentor her for future
administrative roles.

Three participants think the central office staff feels pressure to hire more women
to try to balance the numbers. Cathy feels being a woman can lead to advantages since

females are in the minority statistically so there is a lot of pressure for central office to
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hire more. “I think that the fact that I'm a woman, and statistically women are in the
minority, and the urge is to hire more women. I think that’s a distinct advantage™ (Cathy.
August 1999).

Dora believes that being a woman gave her an edge in getting the position she
currently holds. She thinks her employer was looking for a woman since men occupied
the other two administrative positions in her school. She thinks her school board wanted a
balance.

Greta recognises a danger in this practice. She fears that because women are so
few in number, and because school boards are under pressure to bring those numbers up.
that women may be hired as tokens. She fears some of these women may be less
qualified, do a poor job, and make it more difficult for other women in the long run. She
does not believe in a person getting a job based solely on gender, and fears that
perception is still very much alive.

I'm a person who believes totally in equality, but I don’t believe in women

getting positions that they are not qualified for. Sometimes that works

against women who are trying [to become employed] in a field that there’s

not as many women in, because sometimes people will look at it and say.

“Oh well, you're the token women. Or you're here because we have to

have a woman and ... we’ll tolerate you but we won’t accept you.” And

so sometimes women have got positions where they’ve done a very bad

job, and that becomes a blanket for every body. (Greta. October 1999)

Abbey's school board has a female Assistant Director whom she feels might want

to see the numbers of women in administration increased. That said, she would not like to
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think she got the job of vice-principal based on gender alone. She thinks her school board
would not be pressured to balance the numbers and would hire the best person for the job.
male or female.

Edna feels that several women have proven themselves and are leading the way
for others. “Just looking at our own board they’ve been very. very good. We have quite a
few women principals and good women principals too. There's some very. very savvy
girls around the table™ (Edna. September 1999).

Greta. like Abbey, feels that retirements are on the rise. The time is right for
competent young women to apply and prove themselves. The principal is no longer the
person who hires. The central office staff makes this decision and they are beginning to
push for more women. She thinks that successful women have opened the eyes of those

in a position to hire women.

Internal Factors ing the O; ities for Women in A

These women played a role in their own career development as well. These
internal factors often deal with emotions regarding career and family life, and how these
feelings affect decision making. Some internal factors influence these women towards
creating career opportunities, and others influence them to limit their career
opportunities.

The data support three ies of i ion which the role that

the participants had in limiting their own career choices. The subcategories of factors

internal to the women in this study that exert a negative influence on their career path as
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administrators are role conflict, professional relational dilemmas, and a lack of self-
confidence.

Finally, there are two categories of internal factors presented which demonstrate
how women influence their career in administration in a positive direction. These are the
qualifications that these women have, and the self-assurance that they have gained
through their careers as administrators. They are very confident that they are effective

and reliable high school administrators.

Internal negative influence 1: Role conflict.
The demanding work schedule requires these women to rearrange their home

lives in order to date their i ibilities. The data indicates that

all of the participants have been able to accomplish this balance but some of them are not

entirely with the ions they have had to make. The women in this

study could be considered groundbreakers since they work in a male dominated field.
They still. however, have a tendency to view housework and childcare as primarily the

of women, parti so with childcare.

The reluctance to pass on childcare responsibilities was evident as it created
feelings of regret or guilt for some of the participants. Greta regrets the activities that she
cannot do with her child. Her husband does these for Greta, but she would ideally like to
have the time to do them herself with her child. She views these as “missed
opportunities” (October 1999). Dora wonders if the time she spent away at study in
preparation for an administrative career may have had an adverse effect on her daughter.

“We went through rough times. We still do. My daughter s nine years old and there are
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because of my not always being there” (Dora, September 1999).

The participants continue to see the man’s role as one of assistant, even when it
comes to menial housework chores. The women see the housework as their role and their
husbands as helpers. Several feel women create this perception, by trying to do too much
at home, and not letting their husband help out enough. This can lead to burnout. Edna, a
mother of six, feels that men would be willing to do more if they were asked. If this is so,
women are at least partly to blame for this obstacle.

He does a lot of things. But I always feel that maybe it's us as women, or

it's Newfoundland or whatever. There are still certain things that are kind

of yours. It’s not that they [men] won’t do them. It’s that it would never

occur to them to do it. But my husband has been very, very good because

he couldn’t boil water when we got married, so he’s come a long way,

believe me. Like. he’ll do the dishes. That kind of thing, right, and take

out something for supper but sometimes he’s not home to start. Usually

now we've got kind of an understanding who ever gets home first starts

supper. (Edna, September 1999)

Several of the participants are concerned about whether they are able to perform
both work related and home related tasks to their own, and to their husbands’ satisfaction.
Beth cautioned that today it is common for both partners in a marriage to have careers.
She praised modemn husbands and modern marriages and feels that men have helped
women in this respect. Although she feels women have more career opportunities than

ever, and credits men as instrumental in the creation of these opportunities for women,
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she thinks that women should plan their careers in advance and talk this over with their
partner early in the relationship. I coded this as a gendered view of a woman's career
development. Beth feels that women have to make sure that the home is taken care of
adequately before they can feel comfortable taking on additional work related duties.

Rather than looking at women having to make decisions do they want a

family or a career...] think you just have to work things out with your

mate in life. To say, ‘Look, [ want the most for you and you want the most

for me.” As long as men can recognise that they have a very responsible

home and children [sic], it's no more an obstacle for a woman to put

something into her job than for a man. (Beth, August 1999)

That said, Beth feels that women sometimes will work harder than men to make
sure that both roies are completed to their own satisfaction.

Some women administrators may sort of have to work harder than men,

and [ think you need patience to have a family. Because you have a lot of

responsibility at work and then you have to come home to a lot of

responsibility in your home. And women, by nature, they’re are going to

do both equally well. They're not going to let one slide for the other.

(Beth, August 1999)

Cathy, Hanna, and Beth find that because of family commitments, women may
wait longer than men to pursue career advancements. In Beth’s opinion men can put off
having a family and put more into their careers at an earlier age, and women cannot do

the same. Cathy, as well, feels that women want to wait until their children have reached
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time normally devoted to family.

Several of the women in this study commented that they believe having a family
has been an obstacle keeping other women from applying for administrative positions.
The women I interviewed are comfortable that their own home lives are manageable.
even though they may have some regrets related to time spent away from their children:
however, they question whether other women would be able to accept as much
responsibility. Abbey, who has no children, expressed this view: “[ think that part of the
reason that there are fewer female administrators is that they have so much other
responsibilities with children and things. I'm not sure how they could do it” (July 1999). [
interpret this dichotomy in two ways. These women either view their own home
situations as more favourable than those of other women, or they see other women as less
willing or able to accept such an increased workload. They possibly see themselves as
more fortunate or more able than the average woman.

It is clear, however, that the women in this study did have to make concessions to
their home life and seek out help from their husbands that under other circumstances they
might not have done. “I'm sure males, men do as well, but ... running a household and
the home work, those things tend to be, you know, sort of your duties as a woman™
(Greta, October 1999).

As for the married women who are not mothers, there is strong evidence of a
tendency to view housework as the role of a woman. Abbey and Frieda have

housekeepers to help free up their time for other activities. Abbey views her home
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situation as comparable to that of a married man who has his wife take care of all the
household responsibilities.

1 don’t have to do any of that and then during the week I eat with my mom

so I don’t even cook any meals. I don’t do anything. I've likened it to

being a man whose wife doesn’t work. And I looked at some of the

principals that [ had then (when [ was in school) and their wives stayed

home and looked after them, and took care of all of those other things.

And I see now how it was possible for them to put in the time because

they didn’t have any of these other responsibilities. (Abbey, July 1999)

Role conflict was evident in a more subtle and subconscious manner with respect
to career planning, or rather, the lack of career planning undertaken by the participants.
Most of these women were not involved in professional promotional activities at all.
Most of them indicated that they did not reject such a possibility but that family and
convenience were more important than pursuing a career in administration. They did not
consider this career move until the appropriate position became available to them in their
community or in their school and they were encouraged to take it. In this way there was
little disruption to their life, no need to change schools or communities. There seems to
be little desire on the part of most participants, in particular the mothers, to go hunting for
an administrative position that would require a move to another community. These
women limited their career choices to the number of positions that become available in
their town, and in rural Newfoundland those are few.

Six of these women work in or very near the community where they grew up.

Four are working in schools they attended as students, and administer staffs who were
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former teachers of theirs. Only three out of the total became administrators for the first
time in schools in which they were not teaching at that time. With four participants. the
vice-principal position came up in the school in which they were working. Otherwise
they might not have sought out a position. They found this situation helpful since they did
not have the added stress of going into a school they were unfamiliar with. They felt they
had already proven themselves as educators in these schools. Of these four. three had
been approached by the administration about applying for the job.

Beth is the only participant who has gone back to being a teacher. She was in a
non-permanent position that was filled through redundancies within her board. The
position was not advertised, and she had no opportunity to reapply for it. She indicated
she would have continued in this position if she had been given the opportunity but was
not interested in pursuing a career in administration enough to move to a different school
at that time. This is further evidence that some of the participants limit their own
opportunities by not applying for positions outside of their current school or district.

Four of the other women have since moved into other positions. sometimes in
other schools but within the same school district. They, however, had the advantage of
having maintained their first positions longer and moved by their own choice when they
were ready. These women have become more ambitious and career oriented since their
initial success in administration. Interestingly, two of these women have no children, and
the fourth is very interested in finding a position as principal, as long as it is still within
her current school district. The women who were mothers in this study moved to other

schools less often than those without children. .
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Hanna is the only woman who made no mention of the effect the added duties of
vice-principal had on her home life as a concern. She is also the only participant who is
neither married, nor has any children. Her home life is independent of others and of their
opinions. Throughout her entire career in education she has moved frequently to various
parts of the province. This leads me to conclude that at least a part of the concern the
other women experienced is based on limiting disruptions to the lives of their family
members.

The responsibilities required for the position of vice-principal represent a
significant concern. Women question whether they are capable of handling both their
home and work related duties to a level that would meet not only their satisfaction. but
also that of their partner and their children. Most married women with children feel they
have to ask their husbands to accept a larger role at home, and therefore should have his
blessing to take on this job. This can lead to feelings of guilt. They also appear reluctant
to move to seek employment in other communities as this may require even further

disruption to the family home.

Internal negative influence 2: Professional relational dilemmas.
Almost all of the women enjoyed the position of vice-principal, despite the

workload, and felt they were doing well. Nonetheless, the data indicated several

or qualities i with the vice-principal position that some of the

women found distasteful, and often these centred on interpersonal issues.
Effective teamwork with the principal is one of the areas all the women seemed to

feel was important. Cathy thinks the vice-principal position is an excellent preparation for
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the position as principal, especially if one works closely with the principal. Beth agrees
that the vice-principal position is a stepping stone to that of principal. Greta feels it is the
only way to know what the job entails as there does not seem to be any fixed job

description for either position.

All seven of the women who started their administrative careers as vice-princip
had excellent relationships with at least one principal. Frieda enjoys such a strong
working relationship with her current principal that it could impact on her career decision
a few years from now. She is aware that her principal will retire then and this is a factor
to be considered in determining whether she will continue to work in this school. and in
what capacity.

Conversely, working with a principal with whom these women do not get along is
stressful. The data indicated several instances of this. Hanna began her administrative
career as a principal, and this is her first assignment as a vice-principal. She finds the role
of vice-principal less appealing, since she feels her views are not always welcomed by
the principal with whom she works. Hanna enjoyed the “power” associated with the
position of principal. Edna worked with a man who felt she was less capable because she
was a woman, and their relationship deteriorated to directives on paper. Cathy, as well,
worked with a man who, because of a family illness, was not able to properly fulfil his
duties. This left her having to take on a larger role than she had expected. This was

difficult because she was handling the ibilities of both the vice-principal and the

principal during his absence. Interpersonal conflict with one’s closest colleague, the

principal, can create stress and tension.
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Several women mentioned the difficulty of dealing with so many stakeholders
within the school community and the community at large. As a teacher. one has a lot of
control as to the outcomes and activities on any given day. With the role of vice-principal
there is the potential for some difficult interpersonal situations and decisions. Frieda finds
there is a certain amount of mediating and “uncertainty of outcomes™ (September 1999)
with her role.

For a period of time Greta was employed as a vice-principal in a joint school. a
school that was in the process of amalgamating two denominations. During this time the
students of both denominations were combined in the one school building for the first
time in this community. In order to facilitate this process. administrators of each
denomination were hired to represent the needs of the their respective clientele. Although
her position was that of vice-principal. some members of the community, and in fact, her
school board, treated her as if she was the principal for the students from that school
board, and this caused some tension with the principal of that school.

Beth noted that the vice-principal’s office is often where parents and teachers
come to vent their frustrations. Edna finds it difficult when a teacher and a student are in
dispute, and she feels that the teacher is wrong. Cathy indicated her most difficult
moment was dealing with a hostile community organisation with respect to a school
policy. It appears these women dislike the potential interpersonal conflict arising from
this position.

There were also some specific duties that certain women do not like. Beth finds
the vice-principal position less enjoyable than that of department head. Some tasks make

her feel more a “facilitator of the process of education™ than an “educator” (August
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1999). She values very much the role of helping people develop and finds there is little
opportunity for assisting human development in her particular position. Conversely.
others, such as Dora, Edna, and Cathy, find the opposite to be true. They feel that there
are many opportunities to help teachers and students in this position. Edna and Frieda
find the constant phone calls at home disruptive to their private lives.

Frieda spoke of another negative emotional aspect of the position. She misses the
anonymity of being a teacher. She finds the position very isolating since she cannot
confide in any of the staff and she cannot be perceived to give preferential treatment to
any member of the staff. No matter how hectic it gets she must appear to be energetic and
resourceful.

There’s a sense of isolation when you move into administration...[ feel. no

matter how you dice it or slice it you can’t be a friend in the same way that

you can be a supportive friend when you're a teacher with a teacher. And

be always the sole of discretion and professional. The only person with

whom you can ever speak is your colleague. (Frieda, September 1999)

As vice-principal women may have to accept some roles that they would perceive
as undesirable, and in return for such will receive very little in financial compensation.
This, combined with a much increased workload, could make becoming a vice-principal a

challenge that some women would not want to accept.

Internal negative influence 3: Initial lack of self-confidence.
One effect of gender discrimination is that it can be internalised and can serve to

undermine the self-confidence of some women, leading them to believe they are



unsuitable for certain roles and leading them to question their own ability. As the women
in this study have now proven themselves to be effective administrators they are very
confident in their abilities. Initially. however, when accepting their first administrative
position, a couple of them wondered how others would perceive them in this role. and
this led them to be somewhat apprehensive.

Hanna did not seek her first position as an administrator. She was asked to take on
a position as principal. She was reluctant and agreed to take the position conditionally. If
after the first year of service as principal she felt that either she or the other stakeholders
were not satisfied with her work she would resign and return to teaching. She was
apprehensive even though she had about six months to prepare herself psychologically
for the role. She made sure that when she began she looked the part, and hoped the inside
would match the outside. She tried to look as confident as she could. and felt it was an act
that she put on. “I looked the part...new briefcase. I had a big smile on my face and I

remember saying. ‘Well you know, if I can pull it off I'm going to be good™ (Hanna,
October 1999).

Dora as well spoke of a process of assurance that she was “doing things right”
(Dora. September 1999) as a teacher. When she had been teaching for seven years she
was asked to attend a conference by her principal, and this conference confirmed for her
that she was using appropriate strategies in the classroom.

This incident reassured her as a teacher, but she still had reservations about how
she would be perceived as an administrator when she filled her first position as vice-
principal some years later. She wondered if others would perceive her as not having the

appropriate skills to be an effective leader. Dora prefers a more collaborative,
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approach to inistration, where other people’s views are valued. She had
found this skill to be lacking in many of the male administrators with whom she had
previously worked. Dora feared she would not be perceived as firm enough as an
administrator because of her leadership style, and that this. in turn, would create
difficulties for her:

So my fear was that I would be too easy, and not firm enough. That [

would be perceived as, yes, and that I would not be able to actually get

things done. (Dora, September 1999)

Greta thinks women are easily intimidated. She thinks that it is a man’s world.
and it takes women longer to get accustomed to the idea of being an administrator. In
rural Newfoundland, staffs appear to be male dominated. Greta has never known a staff
to have more than three women employed at any time. This. along with gender
discrimination, can explain why it seems to take women longer to view themselves as
appropriate for administrative roles:

In the high school. you have very few women teachers. So, I think you

kind of take a little while. Men don't really appreciate seeing women in

their workforce as a threat and [ think it takes a while for women in that

environment, you kind of feel your way around. And men are so used to

doing things a certain way, or there’s safety in numbers I suppose, that

you don’t see that much of [female] leadership, so it takes a while. (Greta,

October 1999)

Both Hanna and Greta feel that capable women do not apply because they lack

self-confidence and do not believe in their own abilities. Hanna told a story of a woman
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who thought she was not intelligent enough at the beginning of her career to teach high
school. Hanna convinced her that she was, and she went on to become a high school
teacher; subsequently, she has since gone into administration.

Several women feel that their first positions were opportune for any number of
reasons. “I was lucky. I think the right set of circumstances happened to me and I think it
was just the right thing at the time. All of the stars were in the right place™ (Cathy.
August 1999). They felt the time was right when the appropriate position appeared. and
many of them had been encouraged by an outsider to seek that first position. It seems
they do not want to take credit for their qualifications, to acknowledge the value they
were able to bring to their first administrative position.

Without the encouragement five of these women received they feel they would
never have taken the initiative to apply for their first administrative position. Some of
them indicated that the idea of getting involved with administration would never have
occurred to them on their own. They had not considered such a career move. They were
certainly qualified, and recognised as so by people who were in a position to promote
them. This encouragement was an integral first step for these women to break through the
glass ceiling as without it they might not have recognised their potential as administrators
on their own. This inability to see their potential is a negative factor.

Hanna thinks men are more likely than women to apply for a position before they
are sure they are qualified. She feels that women wait until they are overqualified to

apply. The behaviour of some women in this study tends to support Hanna's theory.
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There is evidence that the two who had not begun a Masters degree let that deter
them from pursuing administrative positions. Edna put off applying for an administrative
position for some time as she assumed not having a Masters degree would discredit her.

Greta feels a Masters degree will be important, but not necessary. if she intends to

pursue a ion. She is well iated and ised for her abilities by both her

staff and her community, and she, herself, is confident in her own abilities. She thinks she
would get a job as principal without the degree, but is concerned that some people would
think she got the job of principal because she was a woman if she did not hold the proper
paper qualifications. This could very well happen if other candidates had their Masters
degree.

Beth, who has gone back to teaching, will continue in the meantime to seek
opportunities, such as committee work, to self improve. She believes strongly in personal
and professional development. In this way other people would not be able to say she got
the position because she was a woman. All three of these women were recognised by
their community or their principal as very capable leaders, but it seems they feel the need
to prepare themselves even better before applying for administrative positions.

The gender discrimination experienced by some of the participants in this study
appears to have been internalised causing some of these women to doubt their own
abilities. For these women these negative feelings disappeared once they achieved

success.

Internal positive influence
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These women are responsible for preparing themselves to such a degree that their
accomplishments and worth were recognisable to others. These women were very
qualified for the positions they filled, and no doubt, this was a determining factor in the
opportunities available to them. The data indicated however, that most of these women

were not pursuing i or i ifications with a view to a career in

administration. These women were instrumental in creating their own opportunity,
intentionally or not. They had varying combinations of work, educational. and volunteer
or committee experience. As well, when these women were recognised by others it
generated a feeling a pride and was the catalyst for a career change they all indicate they
have enjoyed.

As vice-principal, one deals extensively with the student body. Therefore, Abbey
and Frieda feel the best preparation one can have to become an effective administrator is
to be a motivated, capable and qualified teacher. With respect to work history. all eight of
these women were very experienced teachers at the time they first became vice-
principals, with at least ten years teaching experience. Four of these women, Abbey.
Beth. Cathy and Greta. were recognised as department heads before they became vice-
principals. In this respect they were lead teachers.

Previous to becoming administrators all of these women were very involved with
after school activities as volunteers. No doubt this work demonstrated their interest in
education and in the students. It may have also demonstrated some leadership qualities.
Some have chaired committees, some have worked with students with after school
groups, and some have been involved with committees at the school board or Department

of Education. Several of them have worked with School Improvement Committees and



86

obviously were interested in effecting change within their school. Cathy spoke of how
getting involved with “fundamental activities within the school invites you into a level of
administration” (August 1999).

Some are involved with organisations outside of the school as well, and would
therefore be considered concemed citizens by the community. Dora is involved at both
the regional and provincial level with a service organisation, and Edna was
Newfoundland’s representative to a national woman's association, as their president. She
thinks this work helped her get her administrative position in lieu of having a Masters
degree. Greta is involved with an organisation for children with special needs. Many of
these women have indicated they will continue to do this kind of work in the future.

All eight of these women have committed themselves to furthering their own
education since they became teachers. Cathy, Edna and Hanna began teaching before
they had completed their undergraduate degrees, but have since completed these degrees
while teaching. Five of them have completed a Masters degree, and one other is in the
process of doing so.

Of the eight participants, only Greta. Dora and Abbey actively sought their first
administrative position. Of those who have done their Masters, only Dora and Abbey did
so with the intention of seeking administrative positions. Both of these women are
ambitious and also aspire to be principals. Abbey began work in that capacity after her
participation in this study.

The other participants insist that very little of their experience was gained with the
intent to build their resumes for future administrative positions. They were simply

pursuing their own interests. In fact, several stated that they had no desire or intention to
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seek administrative positions, and therefore were not engaged in resume building with all

of their volunteer activities.
Internal positive influence 2: Self- through
Although some of the partici i some ion upon accepting

their first administrative position, through their experiences as vice-principal they have
come to view their own leadership styles as both appropriate and effective. All eight
participants are confident in their own abilities as administrators and in the abilities of
women in general.

Cathy and Greta believe women are more suited to educational administration
than men are. Cathy recognises her strengths, such as being an astute learner and having

the interpersonal skills necessary for effective leadership. She feels that the traditional

male style of ini ion is not iate for educati Cathy feels her “non
traditional, ameliorative™ style has served her well in difficult situations. “I also think that

style and |

the nature of women is more ive to a less
think that that's important in education and the amenities...that’s an advantage. Just the
fact that you are a woman” (Cathy. August 1999).

Dora learned from previous male administrators how she did not want to behave
as a vice-principal:

One of the things that I had observed in administrators over the years is

the people skills of admini An ini: in a school

has to have people do things a certain way at a certain time. I would

observe an administrator tell a person, “You have to do this, I don't care
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whether you really want to or not. It has to get done”. And I would look

back on that and say, “Well, that particular thing didn’t need to be dealt

with that way”. (Dora, September 1999)

She found that this type of leadership strategy served to antagonise the teacher.
She felt that other strategies, such demonstrating to the teacher the benefits to the school
if they complied and did as they were asked, would achieve better results.

Beth maintains that although there are differences between the sexes' style. one is
not better than the other is. She thinks women have a tendency to be more reflective
about decisions they have made. She feels this is a good thing in that they are always
looking for ways to improve upon situations or to treat a given situation better should it
arise again. She sees women as conscientious workers and some of them may have to
work harder than men do:

Because they [women] are usually fairly conscientious. Some women

administrators may sort of have to work harder than men, and I think you

need patience to have a family. Because you have a lot of responsibility at

work and then you have to come home to a lot of responsibility in your

home and | mean women by nature, that they're are going to do both

equally weil. They’re not going to let one slide for the other. So I think a

woman in an administrative position, I think personally, puts a lot more

energy into it as the better organizer. (Beth, July 1999)

Several of the women from rural Newfoundland spoke of how few women were
on their staff. These women are steeped in a male dominated environment and

surrounded by men’s ways of thinking and doing. It would take longer, as Greta says, for



women to realise that they could perform certain functions, such as administration. Greta
thinks women should network more and that this is a way of combatting the “Old Boys*
Club” mentality (October 1999), where men hire those who are similar to them: other
men.

Greta decided to get involved because she felt she was a strong woman. had had
good teaching experience, and thought it was time for a strong woman to get involved.

She had always taught on staffs where there had been very few women, but she felt she

was “one of the boys”. She had dt ped her self- i . and was ready
to become a change agent. Her staff and family had supported this decision. At the end of
the year she resigned this position to have a child. A year later she got back into
administration.

Seven of the women expressed a point of view that having an administration
where both sexes were represented would be an asset to any school. They feel that men
and women have different perspectives and it is preferable to have both of those
perspectives represented, to give a sense of balance. Hanna views this as
“complementary”, whereas Greta feels it gives a sense of “completeness™.

I would look at it as an advantage to the school to have a female

administrator, and [ think that any school that has women in

administration is a better school. Because you've got viewpoints from
different genders, different gender perspectives. If they have a male only
administration, then they don’t always see things. There are males. ['m

sure, who have broad views and can really see the overall picture and

things, but I think women really bring a different perspective and I looked



at that as an opportunity for the school as much as for me. (Abbey. July

1999)

Although few, if any of these women had mentors, they view role models and
mentors as very important to promoting and educating women about administrative
positions. Cathy and Frieda would like to see a formal mentoring system put in place for
'women, to mentor them into administrative positions. Few teachers really know what the
vice-principal’s position entails. They also feel that vice-principals need to be mentored
into principal positions for the same reason. The job descriptions of these two positions
appear to be vague.

Well, there’s no job description. And when I asked for that during the

interview, [there was a] nervous laugh by everybody, no there’s nothing. [

think the response was, ‘You and the principal negotiate this.” And this is

fine if you're dealing with somebody with whom you can negotiate and

who is fair, reasonable, rational, all those things. But you don’t know that.

(Frieda, September 1999)

Hanna feels that young women need to see other women in administrative roles.
This mentorship seems to be important. She thinks women see how men run the school
and know they would do it differently. They wonder if their style would be accepted.
Having a mentor or female role model would make these positions more attractive, since
it would give women a chance to see some of their philosophies in action.

The women in this study, in turn, feel they have become role models and mentors
for the females in their life. They represent to their children, students and staff, positive

role models of what women are capable of doing, and doing well. Edna feels she
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demonstrates to her children how in a relationship one person can lean on the other for
support and then those roles can switch.

Both Greta and Dora view themselves as role models for the women on staff.
Both the students and teachers need to see that women are capable of doing this.
especially the females. As Hanna put it,

Well [ think there’s definitely a role for women in administration

especially today with such an emphasis with women being involved in

engineering, in technology. You know, people holding their own in public

office and everything else. So [ think it's a very positive role model when

young women in school systems see women administrators, see role

modelling there. So I think it's very important. [ think though there’s still

a lot of that sense of in high schools that it has to be a man. that it’s a

man’s role, kind of thing. (Hanna, October 1999)

These women feel they are well placed as administrators in high schools. Not
only are they confident that they are performing the duties inherent to administration
effectively, but they also see themselves as role models to other women and girls with
whom they work.

Now that these women have had successful careers as vice-principals some of
them have become more ambitious. Abbey, Dora, Greta and Hanna have sought and
filled several different administrative positions, sometimes in different schools, and
sometimes in different capacities. Dora has gone from being a young teacher who found
reassurance at a conference that she was “doing things right”, to a woman who is actively

seeking her “own school” where she can implement ideas that are important to her.
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Already the board is approaching her about positions for next year. She aspires to
continue her education, possibly at the Doctorate level.

Two women have achieved positions as principal since I first approached them to
be interviewed for this study. The first time Abbey applied for a permanent position as
principal, one that she had previously filled the position on a contract basis, it was given
10 a man because of redundancies. She has since been appointed this position. She does
not foresee moving on to a school board position as this would require a lot of travel. and
this does not appeal to her.

Cathy has gone on to become a principal as well. She is not attracted to the school
board level because she does not think the kind of work central office staff does would
interest her. She fears she would have too little contact with the schools. With respect to
her current position as principal, she feels strongly that if the time comes when she does
not enjoy it any more. or if people are not happy with her work, she will simply step
down. It is not a power thing for me, and therefore I can let it go” (August 1999). She is
considering taking a year's break from her position next year. She thinks people need
time to rejuvenate and the system benefits from another person’s way of doing things.
Her first love in the school setting is teaching. She fears that t00 often people get in
administrative positions that they occupy for the remainder of their careers. For this

reason these positions do not open up very often.

In summary, the participants in this study come from a variety of backgrounds
and have many different life stories. Nonetheless there were quite a few common foci

that could be drawn from their interviews. Gender appears to be a determining factor in
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their views and experiences and they see recent years as a time when there are more
opportunities for women to get involved in administration. Other women have paved the
way and there is a growing appreciation for women's leadership styles. School boards.
teachers and students are beginning to recognise the value in having a woman as one of
the administrative team.

The major obstacles for these women appear to be self-created. While they have
come to see their value and the value of other women, some of these women were

initially ive about i inis and only did so at the

encouragement of others. There is still a tendency, even on the part of these women who

have i d success as admini to limit their own career. Women still tend to

accept more than half of the responsibilities at home, and they limit themselves to
positions that become available to them in their hometowns. Some of those without
children have been less reluctant to leave their current school to seek other administrative
positions.

The participants speculate on reasons why other women have not become
involved in administration and believe others lack either interest or self-confidence, or
both. Although they feel there are many opportunities available for women, concerns
such as female centred self-doubt, workload, and family responsibilities which they
continue to view as inherently the role of women, are reasons for the low numbers of

women in this field.



CHAPTER V
Conclusions and Recommendations
Conclusions

In this study I set out to explore the glass ceiling concept (Morrison, White and

Van Velsor, 1987) as it exists for female i ini in To
this end, I studied the experiences of eight female high school vice-principals. Through

with them I di that there are factors that are positive influences

and as such, help to provide favourable opportunities for women in this field.
Unfortunately there are also factors that have a negative impact on their opportunities and
experiences as administrators. These negative factors provide evidence of the existence of
the glass ceiling.

The glass ceiling still exists and obstacles are still in place for women who aspire
to administrative positions. The glass ceiling has been traditionally viewed as a single
layer of glass created in society and in the professional world that works as a transparent
barrier to keep women from artaining their goals, while still allowing them to see their
objectives. Its transparency keeps it invisible to many.

The research carried out for this thesis found that most of this definition is true for

women high school ini in with two i Firstly. the

glass ceiling appears to consist of many panes or layers of glass and it is therefore more
complex than originally thought. As one pane is broken there are still other panes that
work as obstacles to future success in subsequent administrative positions.

It is true that some panes in the glass ceiling are caused by society’s view towards

‘women in administrative positions and are applied to women from these external sources.
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There are two external negative influences: one is the increased workload of the position
of vice-principal and the second is gender discrimination. The increase in the amount of
time that must be devoted to work-related duties as a vice-principal, along with the view
of high school administration as a man’s job serve to discourage women from attaining or
even applying for administrative positions.

My second discovery is that there are layers of the glass ceiling created by forces
that are internal to women. There are panes of glass, obstacles to women’s advancement

that have been internalised by women and have, in fact, been created by women. These

internal negative influences relate to women’s ions of as

homemakers and mothers. Women suffer from role conflict where decisions they make to
accommodate their personal life impact negatively on their professional decisions.
Women also suffer from a lack of self-confidence and finally, they are uncomfortable
with some of the potential for interpersonal conflict that exists in administrative
positions. The ways in which women hinder or limit their own professional progress
demonstrate a female constructed glass ceiling.

Fortunately, for women who aspire to administrative positions, there are also
sources both external and internal to women that exert a positive influence on the
opportunities available to them. These positive influences counter act, at least partially,
the negative influences. They can help women break through certain panes of the glass
ceiling.

External sources can favourably impact the career opportunities for women. There

is a growing iation for women in inistrative positions. Other people, often a

male principal, encouraged the participants to apply for their first position. Once in an
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administrative role, these women are often approached by teachers or students and told
that they are effective leaders and are welcome in the school.

‘Women create their own positive influences and promote their own worth as well.
Women who aspire to administrative positions are highly qualified, and are effective
leaders. With experience, they begin to realise their value as administrators to a school.
and their self-confidence and ambition grow.

An analysis of how these various influences impact on each other reveals which

panes of glass remain intact and which are weakening.

Implications of Gender Di:

Gender discrimination represents several layers that many women must break
through. Some, even though they have attained their first administrative position. feel
that they must then break through yet another layer of glass if they wish to advance to the
next position. Some women feel they are accepted as vice-principals, but that school
boards are reluctant to hire women as principals or for positions at the school board.

Sometimes this discrimination keeps women from being chosen for administrative
positions. But the more damaging effect is that it causes women to doubt their own
abilities, and keeps them from even pursuing career advancement. This gender
discrimination represents a major obstacle to career advancement as it undermines the
self-confidence of women who might otherwise aspire to administrative positions and can
reduce a woman'’s initiative to become involved in administration. Although gender

discrimination is applied from external sources its most damaging effect is that it
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becomes internalised and creates in women a lack in self-confidence, an intemal layer of
the glass ceiling.

Women are unsure as to whether they will be accepted for these positions. and
therefore there is a large risk of encountering failure at the level of application. As well, if
they do receive a position, they are unsure as to how others will receive them. and how
well they will be able to perform their duties. They are concerned that others will not
appreciate their leadership style.

Some fear that others will believe they were chosen simply because they were
women and not because of their qualifications. They do not want to be perceived as
having received preferential treatment and some of them feel there is a real danger of this
as schools boards are feeling the pressure to balance the numbers by hiring more women
administrators. That said, there is no evidence that any of the women in this study are less
than qualified for their administrative positions. These internal panes can keep women
from reaching their objectives just as easily as the more obvious, external layers can.
These fears, these female created panes of the glass ceiling, hold women back.

For some women, those who have a strong sense of self-confidence, gender
discrimination can have a reverse effect. There are those who seek administrative

positions for the purpose of proving to other people women are indeed capable leaders.

of from Others

C ing the gender discrimination is a growing iation of the

leadership skills of women and the value of women in administrative positions. There is

strong evidence of this phenomenon. The leadership qualities of many of the women in
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this study were recognised by others first, usually a male principal, and these women
were in turn encouraged to apply for their first position. As well, since becoming vice-

principals these women have been very well received by the students, staff, and the

, and have been d by all three to either remain in their position or
seek advancement. In short, the obstacle of negative opinions regarding the ability of

women high school ini appears to be di ing. Still, there is a large

discrepancy in the province of Newfoundland between the numbers of women and men
who fill administrative positions in high schools.

This growing appreciation for women as leaders is, without doubt, a positive
external influence on the opportunities available for women. However, the fact that
women rely very heavily on the encouragement of others before feeling ready or

to apply for inistrative positions indicates a lack of self-confidence. or at

least an inability to see their own potential as leaders within the school. This is a strong
pane of an internal glass ceiling that remains in place until these women have

d some success as

‘Women do not tend to plan their careers in administration, and many of them do
not consider administration in a high school as an option for them even though they are
highly qualified. They have prepared themselves well and hold considerable work
experience as teachers and as volunteers with various organisations. As well, for the most
part, they hold the appropriate university degrees. Therefore, a lack of qualifications is no
longer an appropriate obstacle to applying for these positions. Nonetheless they tend to
wait until they are sure they will be viewed as qualified before they apply, and therefore

not having completed a Masters degree can deter them, even if they feel they might
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otherwise be qualified. Women do not appear to be risk takers in this regard. They are
often very well qualifisd, if not over-qualified, by the time they make their first
application. Again, this is a way in which women limit themselves.

The women in this study were all hired for the first administrative position for
which they applied. This is further evidence that they are highly regarded by others as
potential administrators. The difficulty is that because they do not plan a career in
administration many of them wait to be encouraged by an outsider, usually a male
principal, before they apply for their first position. This is not an intentional decision.
Often women simply do not see themselves as appropriate for these roles, even though
others do. There are few female role models, especially in rural areas. Women need to
visualise themselves in these positions, to see their intrinsic value, and to value the ability
of other women in administration. Because women wait until they are recognised by
others they also tend to see their first position as fortunate and do not credit their own
abilities and worth. These panes of glass are beginning to crumble but it is the internal,
negative influences that remain the most persistent layer of the glass ceiling.

A second difficulty with this reliance on the encouragement of others is that
capable women may not get this much-needed recognition, and may therefore never
come to see themselves as appropriate for these positions. Encouragement does not seem
1o be as large a factor for men, and they are in a position to receive encouragement more
readily, as other men hold most senior positions. Men tend to mentor men, but there is
strong evidence that men can mentor women as well.

There is a need for more mentors, especially for women. Although the number is

on the rise, there still appears to be few role models for women in educational
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administration in high schools, and fewer still at the school board. This is both an
external and an internal barrier. It is external because the lack of women role models is
something that women can not control. However, as more women attain these positions
the number of female role models increases. Capable women have proven and will
continue to prove that women can be very effective school leaders. The women
administrators in this study feel they are role models for female staff and students, and
their existence promotes the belief to people of both sexes that women are capable

leaders.

Implications of Increased Workload

The increased workload required of this position is an external negative force to

which all vice-principals must adjust. The women in this study have succeeded in

meeting their work-related exp ions by ing their personal lives. The demands
this position requires in terms of time devoted to work-related duties can be a concern for
some women, especially mothers. There are feelings of guilt associated with passing
some household responsibilities on to partners, especially when it comes to childcare.
Women with children really are reluctant to pass on these duties. Two of the childless
women engaged housekeepers, whereas none of the mothers considered this option. This
is an obstacle that is for the most part created by the women. Partners are more willing
than ever to help out, but women persist in the view that they are the primary care givers
in the home. This is so ingrained in some women that one participant suggested that
women should seek their husband’s blessing before pursuing an administrative career,

and reassure him and the children that the home will always be taken care of first.
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There is no evidence in this study however, that women vice-principals sacrifice

k-related duties and give to duties. They are simply reluctant to
pass over household and childcare duties to others, even though their husbands seem
willing to accept these duties. This can lead to a double day of work, and possibly stress
and burnout. They feel as well that this is a major reason why some women do not want
to become administrators. Nonetheless, all of the women in this study are successful
administrators, and they have busy home lives. One is the mother of six children and one
is a single mother of three. It is fair to assume that if they can manage the workload then
others would be able to as well.

The conflicting role of mother and administrator is a difficult pane in the glass
ceiling for some women to break though. Women from differing personal circumstances
have proven that they are capable of effectively combining family and work. but some of
the participants voiced the opinion that it is this increased workload along with the
retention of household responsibilities that keeps others from becoming interested in
administrative positions. Women need to learn where and how they can decrease their
home responsibilities, to delegate better and to better manage their time. They need to
learn to do so without feelings of guilt or remorse.

Women, especially mothers, are reluctant to make career decisions that will
impact negatively on their home life. Mothers deal with two constructs that impact on

and They consider what they believe

their view of
to be appropriate behaviour for both of these when making career moves and when
making decisions about their home. Few of the women in this study are willing to move

to new communities for the sake of finding a better position. The only participant who
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regularly moved was not married and had no children. If women wait until a particular
position becomes available within a given community, as most of the women in this
study did, then women limit the numbers of positions for which they will apply. As well,
women tend to begin applying for administrative positions later in their careers. once
children are older. The women in this study had at least ten years teaching experience
before applying for their first administrative position. One had been a teacher for twenty-
five years. Again, women limit themselves. When making these life decisions women
take into consideration more than wise career moves. They look at how such career
moves would impact on their personal and family life, and often sacrifice career for
family. This role conflict is a strong internal deterrent to administration.

Administrative positions do not pay well for the extra work required. Therefore,
either money is not an incentive to them, or if the salary increase were more equitable,
more women might consider applying for these positions. Given that women tend to see
themselves as the primary caregiver at home, and that administrative positions require
more time and energy than teaching positions with little supplementary pay, it is not
surprising that few women get involved in this role. One wonders how much an effect the
minimum salary increase has on the decision to become an administrator. It may not be
financially attractive to many women to assume the added responsibilities to an already

hectic home life.

of Success in an Administrative Position

Nothing succeeds like success. Female vice-principals who do exist perform the

various functions of the position very well, both in their own estimation and in the
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estimation of others. Women have particular skills that are conducive to effective

administration of schools. They tend to be i iorative, and

They value the input of other stakeholders and are effective at diffusing conflicts. There
are some duties related to the position of vice-principal that they do not enjoy, and these
are mostly regarding interpersonal relations and the potential for conflict. Vice-principals
have to deal daily with more stakeholders than do classroom teachers, and there are
frequently no set responses. It is this uncertainty of outcomes that women find
disconcerting. Nonetheless, they perform these duties very well.

This finding is based on positive feedback they receive from students, staff. and
the community at large. With time, with reassurance, they, too, begin to see their own

hensi when inning their inistrative career are

worth. Their initial app:
replaced with a growing self-assurance that they are valuable to the school and that they
are doing things right. They come to see a real need to have more women in
administrative roles within all schools.

The feelings of self-doubt from which some women suffer, appear to dissipate
once women experience success in their first position in administration. Some of them
then find the self-confidence and the desire to apply for more challenging positions. As
they believe in their own abilities, their ambition grows and there is evidence that once
this self-confidence occurs they are no longer halted by failure. There are two women
who continued to apply for positions as principal even though they were initially tuned
down.

The participants see value in men’s way of doing as well and for that reason they

think an ideal administration would have both a male and a female participant. Thus
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different perspectives would be and an inistrative team ised of
both male and female members would better understand and represent the needs of both

sexes in the school environment.

To summarize, many of the external barriers preventing women from applying

successfully for administrative positions are weakening and disappearing. Gender

discrimination is being replaced by an iation for women ini: This is
true even for people who originally doubted women'’s abilities, once they have had the
chance to work with a woman administrator. The heavy demands of the positions are
manageable for women, even for mothers, if they leam to relinquish more of the home-
related duties.

The greatest barriers to success in administrative careers exist within women
themselves. These are the most persistent panes of the glass ceiling, especially for women

who have not taken their first foray into administrative work. Women tend to not plan

their careers, and they tend to not view as iate for

positions. They also still look for ways to decrease the risk of not getting a position
before they apply. They tend to look for specific positions in specific schools, as they do
not want to move out of their community and upset their personal and family lives to find

work. These factors can seriously decrease the number of positions for which they are

willing to apply. They are reluctant to hand over home responsibilities to their partners,

who appear willing to accept them. This increases the demands on their time. This is a

very strong deterrent to taking on the ibility of ini! pecially when

one considers the lack of financial incentive.
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The strongest, most persistent and difficult panes of glass to break in the glass
ceiling are created by women, and for this reason it is women only who can break them.
Individual women have shown that it is possible. The first pane of glass is thick. and
difficult to break, but once that is done the other panes are easier to deal with. Once
women become involved in administrative activities they gain confidence, stop
questioning their decisions, and seek further promotion; as Cathy says (September 1999),

“Women have to create their own opportunities”.

Recommendations for Future Study
The following are suggested areas of future study with respect to understanding

why there are so few women administrators in high schools in Newfoundland.

1 Why do more women appear to be getting positions in high school
administration? Is it because more women are applying, or are they better
qualified than they have been in the past? Are there more positions available
because of increasing retirements? Are there not enough available and qualified
men to fill these positions? Or have school boards begun to see women as suitable
for these positions?

2. What is the situation for women who apply unsuccessfully for administrative
positions? Do they face barriers that are different from those faced and overcome
by women who successfully apply for these positions? A study of this nature
could shed more light on the perceptions of women who have hit the glass ceiling.

More could be learned about barriers to promotion.
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Many women do not aspire to administrative positions. Again, barriers to
promotion, incentives or the lack of incentives, lack of interest, and lack of self-
confidence could be studied in closer detail. Are their perceptions of
administrative positions realistic?

There is a need to study women in central office professional staff positions to
study the barriers they may have faced and to study how they might be, or have
been instrumental in helping other women attain promotions.

A study of attitudes by scheol board personnel towards women in administration
would gather evidence as to whether women are really viewed as equally
appropriate for administrative positions.

A study of attitudes of staff towards both male and female administrators would
help to demonstrate if women's ways of leading are appreciated and to what
degree.

A study of attitudes of students towards both male and female administrators
would be of use, again to determine to what degree women are appreciated as

administrators.

A comparison study of male high school vil incij in terms of ed
preparation, home responsibilities, feelings of guilt associated with demands on
their time, and their experiences with mentors would provide interesting

comparative data to the findings of this study.
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R ions for Future Changes

The following are a number of i to the icipation of

women in school administration and other positions of school leadership.

)

w

Opportunities to mentor and encourage women who exhibit leadership qualities
can be made available. either formally or informally. The women in this study see
this as essential. This could increase awareness of the possibility of attaining such
positions, and of understanding what these positions entail. Vice-principals can
also be mentored into principal positions.

District staff can consider offering workshops with a view to raising awareness
concerning women's issues such as gender discrimination. They can promote
women's ways of leadership, and encouraging women to get involved in
educational administration.

Serious consideration can be made for an increase in remuneration in proportion
to the increase in responsibility with an administrative position. If there was a
significant salary increase for administrators, more women and men might find
the positions attractive and worth pursuing.

The current policies for bumping within boards discriminate against women. The
more senior administrators retain their positions while the more junior
administrators are required to return to teaching positions. The more senior
administrators tend to be male, while women are newer to these roles. and are
therefore often the ones who must go back to teaching positions. There also

appears to be the perception that men who have been in the system for a longer
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period of time may be considered for a position before a woman for reasons of
seniority. School boards and the Newfoundland and Labrador Teachers’
Association need to revisit these policies.

Serious consideration can be given, where possible, to hire 2 man and a woman
for the two administrative positions within a school.

Consideration can be given, where possible, to hiring more women as teachers
within the high school system. In rural Newfoundland there are few women
teachers in high schools and this continues to propagate the gender imbalance at
the administrative level. Women are outnumbered, and men’s ways of doing
things dominate. It takes women longer to view themselves as capable and
appropriate for administrative roles.

More women can be given roles where they can develop their administrative skills
and confidence in their abilities. More can be given department head positions
and asked to help out in the office in the absence of one of the administrators.
More can be asked to chair committees within the school. These practices would
help women develop their self-esteem and recognise their own leadership
abilities.

Memorial University of Newfoundland can consider adding a course to highlight
women's issues within education, with the view to encouraging female education

students to view inistrative positions as ibilities in their career path.

Women have to find and accept ways of ing their home ibilities if
they wish to become involved in administrative positions. They have to accept

delegation of duties as a normal response for anyone who has increased work-
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related responsibilities. They need to adopt a more reasonable expectation of what
how much they time they can devote to home responsibilities if they want to

pursue career advances.
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APPENDICES

Interview guidelines

Interviewer’s note:

I intended to give very similar interviews to all of the participants. but

given the personal and individual nature of an interview there may have been

some variance in question order. As well, | may have spent more time on one

topic or another with certain participants. [ attempted, as much as possible. to

cover in depth all of the topics suggested below.

1. Background information / Career in Teaching

Can you tell me about your teaching career up to the point you first considered entering

into administration?
®  Number of years experience
o Grades taught
®  University degrees, when sought and why
e Work on i i volunteer izations, etc....
e Experience in leadership positions as a teacher

2. Career in administration

A

Can you tell me a little about your decision to pursue a career as an administrator?

®  When decided to move into administration

* Why decided to move into administration, what was appealing about it

o i i ittee work, ip roles)

. (family ibilities, lack of time

* Encouragement/ discouragement from others (family, spouse, friends.
colleagues)

© Mentors/role models in administration

Can you tell about your first attempt(s) at seeking employment as an
administrator?

® Positive / negative experiences
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Opportunities available
Obstacles to overcome
Attitudes of others
Apprehensions

Effect of being female, if any

c ‘What has it been like, being a high school vice-principal?

® Various responsibilities both inside and outside the school (public relations.
committee work...)

Positive / negative aspects

Perception of you by staff, students. ity, as a woman i -
change?

Role conflict (family responsibilities, time restraints, spousal support)

Coping mechanisms for stress

3. Future aspirations
Can you tell me about your plans for the future within educational administration?

e long term goals

e opportunities for advancement
*  barriers to advancement

e preparation before moving on

4. Conclusion

In general. how do you feel about your experiences as a female high school vice-
principal?
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Letter of Consent

Deanne Barrett.
99 Cabot Street,
St. John's, NF
AlC1Z7

Dear Participant,

I am a graduate student in the Faculty of Education at Memorial University of
Newfoundland. As indicated in our telephone conversation, I am conducting research into
the experiences of female high school vice-principals as part of my thesis. I am interested
in studying opportunities available to them in the profession, and any obstacles they
might have had to face in order to gain their first administrative position. I wish to
formally request your participation in this study.

Your participation will involve one interview of approximately sixty to ninety
minutes in length. You may feel free to refuse to answer any of the questions asked. and
you may withdraw your participation at any time. With your permission [ would like to
tape-record this interview so that I might better be able to interpret its results as data. A
transcript of your interview will be made available to you before its use as data if you
request it. The upes will be swr:d in a safe place and then destroyed when the thesis has
been Your will be No mention of your name, school.
school board or community will be made. If at any time you wish to withdraw from this
study you may do so. Upon your request, a copy of the thesis will be made available to
you.

I wish to study your perception of the experiences of women who have aspired to
administrative positions at the high school level. I would like to look at what you believe
to be the opportunities available for women in these positions, the obstacles. if any.
which you had to overcome, the preparation for such a position, and the attitudes of
others towards this decision. I would also like to look at future advances you might wish
to make in administrative positions, and any difficulties that might be posed.

This study has received the approval of the Faculty of Education's Ethics Review
Committee. It is under the supervision of Dr. Roberta Hammett and Dr. Alice Collins. Dr.
Hammett may be reached at hammett@morgan.ucs.mun or at (709) 737-7616. Dr.
Collins may be reached at alicec@morgan.ucs.mun or at (709) 737-2505. Dr. Bruce
Sheppard, who is not involved with this research in any way, can also be contacted if you
have any questions or concems. He may be reached at (709) 737-3402 or at
bsheppar@calvin.stemnet.nf.ca.

If you are in agreement with participation in this study please complete the
consent form attached to this letter. A copy of this letter has been made available for your
files. If you have any concerns please feel free to contact me collect at (709) 754-3422 or
at dbarrett@mps.k12.nf.ca. Thank you for your cooperation.

Yours truly,

Deanne Barrett
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Consent Form

1 . hereby consent to participate in an interview with Deanne Barrett as
a part of her study for her Master's Thesis on the experiences of women vice principals in
high schools. I understand that my participation is voluntary and that [ may withdraw at
any time. [ understand that I may refuse to answer any questions I do not wish to. [
understand that this interview will be tape-recorded and that the tapes will be destroyed at
the completion of the thesis. | am aware that a transcribed version of the interview may
be made available to me before its inclusion in the study if [ wish. [ am aware that my
identity will not be disclosed. nor the identity of my school, school board. or community.
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