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- | ABSTRACT . L -
The status of female s in 5 land and

v_»' ’ hbra_dgr was established for >the school’ ye\a; 1986-87.
. Proportions of female educatbrs Hex"s cuteqor‘zed by
denominational system and suhqroup in the educational

"’*h;erarchy. Admini:s;racxon of " the "Fella].e Adndnlstrator s

. ) Questionnaxre“ to the enr.u'e population of the 300 female
: adm;rkktratnrs 'Xn the pruvl.m:e prov;c}ed data to examine .

their career aspirations and the factors in 1uenoing these

oo aspirétions. IncludaH 4in ths processinq \pg analysis of

data were. trequéncy tabulaticns,: percen ages and

statistical testing,’ along with ,SOIH? canAideraQnon being

- " given to--the 'ritten commants ,Levxded by the 225

z respondents OV A

Based en the 'ﬁnaings of study, the following

conclusxons were put t‘orth-

<t 1. While :emﬁqs occupy the grpaf:est—ﬂrdpurtxon of

’ the taachinq fqrce in Newfdundland and L\abrador,
there exists an imbalance in disfavour of women’

. . at all administrative levels in the hierarchy.
As the level of administrative resp‘onsib/i;ityl
increases, the number of tem.ales decreases until

3 they become néngxiste’nt‘at the supezintendency

level.

A large proportion .of female administrators in

the province aspire to' increased administrative




\
duties at all levels in the hierarchy,

the superintendency.

- Age, marital status,

professional credentials,

sex-

“and

involvement

including

role ideology,

in

certain 'i:spects}f The Newfoundland Teachers’

Association® are- significantly related to career .

aspirations.

4. Family bacquaund,

fnmily

obhgations #

and

encouragement are not 'significantly related ‘to

career aspirations.

their career aspirations,

< professional . credentials

) * . these female administrators as

while acquisition of
= -t

is

perceived

. . = ~
facilitator of careger aspirations.

6. Satisfaction with their career

. g
5 Lack of professional credentials is perceived By

a barrier to

a

is the prime-

¢

/S ¥
reasonf for wanting . to

remain in cuxrent

administrative positions, while the desire for-a

challenge is the

prime’

reason for. wanting

g . ' ¥
greater administrative responsibilities.

Recommendations of they reseérche}. includ_e actions to

be taken by various groups to correct the imbalance of the

sexes. in educational administratioh at all levels of the

hierarchy. Further reseéarch

might

satisfaction of female administrators,

superlntenéents in relation

to

the

include career

career paths of

implici‘tﬁiqns 3

for




aspiring  female administrators,  and 'the attjtudes of-
7 = 7

spouses toward female administrators’ career aspirations.
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CHAPTER I
INTRODUCTION

Although the teaching profession as a whole is
predominantly female, women still hold very few positions -
of leadership within the educational system. Biklen and
Brannigan sumiarize the extent of the situation thusly:

One of the most interesting and deviant aspects

of the careers of educational leaders (compared

with other occupations) has been the -dominance

of women in the pool from which 1leaders

traditionally emerge and the absence of women at
the top of the hierarchy.l

Stafistics from botn ‘Canada and the United States
indicate that the greatest proportién of female edL’lcators
Cluster at the classroom level and the proportions of
female administrators decrease as the Tevel of
responsibility in the ‘hierarchy increases. One survey
revealed that although 67% of all American teachers were
female, they accounted for only 14% of all pr,:lncipals}
For the 1981-82 school year, findings indicate that women

constituted less than 2% of all American superintendents.?

1s'K. Biklen and M.B. Brannigan, Women _and
a ership (Massachusetts: Lexington Books,
1980), p. 2. -

2Ibid., p. 5. N
a v
JE.J. Jdnes and X.P. Montenegro, "Factors Predicting
Women’s Upward Carser Mobility in school. Administration,"
o adership 3 (1983):
233.




Statistics Canada figures show that for the school year
1983-84, 54% of all full-time teachers in the country were
female, but they held only 14% of all pr_incipalships, a
decline from 17% ten (10) years earlier. The proportion
of women in vice-principalships has increased from 15% in
1972-73 to 18% in 1983-84.4
With respect to the status of women in education in
Newfoundland and Labrador, Statistics Canada data reveal
that for the school year 1983-84, females cqmprised 52% of
the total teaching population, 69% of the elementary
teachers and 27% of the secondary teachers. Females
accounted for 22% of the total number of principals, 26%
of the elementary' principals, and 12% ;/f ‘the secondary
principals.®  Between 1972 and 1980, the only area in
. which the percentage of women hired in administrative
positions was greater than that. of their male colleagues'
was in the support positions of supervisor/prcéram
coordifiator.6 More recent figures quoted by Lewis attest _
to the growing gender gap in educatioh:

In Newfoundland in 1972-73, twenty-six percent
of all principals were women. In 1985-86, that

4statistics canada, lifications
Teachers in Public ementary and Secol ry/Schoo 83-
4 (Ottawa: ®Supply and Services Canada, 1985), p. 12.

51bid., p. 22. / -
. b ow
6a.P. Ponder and' M.J. Fagan, “Dtyés a Principal’s
Gender or Leadership Style Influence Her/His Rating?" The
Canadian School Executive 4 (1984): 8.

//
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figure has plummeted to eighteen percent. We

have yet to see a woman district superintendent

in this province, .and at the assistant

superintendent level, a meager seven percent of

the positions are filled by females.’

As evidenced from the cited statistics, women enter
the educational system in great numbers as teachers. One

v

would expect the dominance of women on the first rung of
the career’ ladder to be a positive feature for their
career advancement in the educationalhierarchy. Instead,
there has emerged a division of labour in the educational
system whereby women instruct and men administer. The
largest number of female administrators occupy less
powerful support p\e\sitions, are in the lowest
administrative cateqorie\Js, and virtually disappear at
higher levels. /

The pattern is clear. Though , women are the

majority of employees in education they are the

minority of administrators at all 1levels of

education, and their numbers decrease with each

step up the hierarchical _ladder to near non-

representation at the 'mp.g

Explanatidhs for women’s underrepresentation in

v

educational administration focus on two major themes: the
nature of women’s career aspirations and. sexual

discrimination in hiring. Stockard and Kempner state:

\
7B. Lewis, "Womén in Education--the Growing Gender
Gap," NTA Bulletin 29 (1986): 7.
" 85.E. Estler, "Women as Leaders in Public Education,"
1 i _in Culture and Society (1975):
364.




It - is suggested that women fail to aspire to
administration and especially the most
prestigious :jobs. It is also suggested that
those who hold the power to hire women do not
believe women should be admlnistrators and are
reluctant to hire them, . . .

The. former explanation implies an internal barrier to
upward mobility, while the latter implies ‘an external
barrier operating in society. For other writers,
responsibility for the lack of female administrators rests
with female educators themselves in their passive
acceptance of the situation. Schmuck contends:
For whatever reasons, women have not aspired to
be administrators and have not actively sought
management positions. Women are part of the
reason there isn‘t a greater equalization of the
. sexes in educational management.l0
Gosse concluded in her study of female educators® in
Newfoundland: ’
"In the teaching profession, women appear to be
following role patterns which have been dictated
to. them by the traditional social order. . .
Women do not perceive themselves as

administrators and are, therefore, not .
suf ficiently competitive.ll

93. stockard and K. Kempner, "Women’s Representation
in school Administration:  Recent Trends," Educatjonal

Administration Quarterly 17 (1981): 82.

10p A, Schmuck, "The Spirit of Title IX," 0SSC
Bulletin 20 (1976): 12.

11s .M. Gosse, "The .Status of Women in Educational
Administration: A Compq;ative Analysis by Sex and by
Rank" (Unpublished M.Ed. “Thesis, Memorial University of
Newfoundland, 1975), p. 140.,



Howe emphatically writes: "The crucial issue in women’s
education, therefore, is aspiratiomt"12 o

For those females in Newfoundland and Labrador who
already hold administrative positions in the educational .
system, wha}: are their career aspiraticns‘? Do they aspire
to positiens involving greater administrative B
raspnnslbllities?‘ Do they aspire to support or line
positions or are they content to r¥main where they are?
Are they interested in, preparing themselves for, and
actively seeking upward mobility? What factors opérating
in their personal and professional lives influence their
career aspirations? This study focussed on the career .
aspirations ¢f these %women and examined factors
influencing these aspirations. ’ g "

STATEMENT OF THE PROBLEM

The major purpose of this\ study was to ascertain the
present status of women in education, examine the career
aspirations of female administrators in the province of

Newfoundland and Labrador, and determine factors

influericing these aspirations. More specifically, this

((\’

1. What is the present status of women in education

P
/

study attempted t‘q,ensw'er the following questions:

in Newfoundland and Labrador aé evidenced from an analysis

12F, Howe, "Sexism and the Aspxratxons of Women," Phi
60 (1873): 100.




of the proportions of female Ceachers,‘ female school
adninistrators, and female district office pers:nnél? )

2. What are the career aspirations of female
adninistrators in Newfoundland and Labrador as evidenced
fron an analysis 6f their desire to:

(a) remain in administrative positions presently held for
the duratign of their careers? -
ib) attain administrative positions involving greater

responsibiiities? .

3. To what extent are the career aspirations of
female administrators in Newfoundland and Labrador
influenced by demographic characteristics, fanily
background, sex-role ideology, family obligations,
professional credentials, professional involvement, and
encouragement from others?

4. What factors are “perceived by female
administratdrs in Newfoundland ‘and Labrador as barriers to
and facilitators of th’eﬁ career aspirations?

5. What reasons are given by female administrators

if Newgoundland and Labrador f£or their carssr saplNtions?
THEORETICAL FRAMEWORK
In an attempt to provide a conceptual framework for
the caYeer aspirations of female administrators, it is
_=
necessary to examine the various aspects of women’s career.
dévelopment and interrelated factors affecting it. Most




studies have focussed on \:he nature of men’s career
aspixations with the assumptlun that their career. goals
and development provide the norm by which women’s careers
are measured. Career development theory has been defined
in terms of conceptual systems which identify, describe
and i;n:errelata factors affecting human involvement with
work.13  wWhat all the approaches seem to share is the
assumption that there ig, something systematic atggut the
development of people’s careers.

Careers as o;)pcsed to "jobs"™ signify "consistent
attachment to an occupation wusually. resuitinq in
increasing responsibilities and rewards"l4 and career
developpent has been defined as "the process of preparing
for, entering, adapting to, and moving from one position
to another du}ing,the course of-the work life."15  Both
definitions imply that merely holding a position in an
organization does not constitute a career and that to have
a career, the jobs\one hol.ds over a/period of time must
follow a logical ‘and orderly sequence. According to these

definitions, there is a sex dimension to careers in

13p.g. Srebalus, R.P. Marinelli and J.K. Messing,

(california:  Brooks/Cole Publishing

Company, 1982), p. 15. ’ A
“A M. vonalem, The Careers of Professional Women:
ict (New York: , Allanheld Osmun and

company Publishers, Inc., 1979), p. rés.

15mme Internationai Encyclopedia of Education, 1st

ed,, s.v, "career development".

=



education whereby woten hold the majority of "jobs" as’
classroom teachers and it is primaril men who have
"careers" as they move logically and orderly from
classroom teaching through various levels as
administrators. .

i

These“definitions are limiting in that they exclude

much of the female population because they do not account
for all aspects of a person’s experience. ﬁyrna suggests
that when one considers the careet dévelopment of women,
one should not generalize about women and men. Rather,
one should examine functional status differences among
women. "The( diffe'rences bétween married and single women,
women with and without dependents is more influential than
betveen men and vomen."16

Mishler describes Senesh and Osipow’sl? paradigm for
the development of a career which provides a base for a
woman’s career development. . They state that career
decisions  are influenced by two sets of factors:
individual and social. Individual factors include
personal attribuceé, a‘bilities, interests and knowledge of *
opportunity. Social factors include those political,

economic and social aspects of a person’s life.

16g.M. Byrne, Women and Education (London: Tavistock
Publishers Ltd., 1978), p. 234.

175 A, Mishl®r;—Barriers to the Career Development
of Women," in S.H. Osipow, Emerging Woman: Career

Analysis and Outlook (Ohio: Charles E. Merrill Co.,
1976), pp. 117-18. =



. Mishler,18 inspired by their paradigm; developed a char::q»)‘
deploting ‘dspects of women's Sareer development. As
illustrated in Figure 1, she shows how women’s careers are
influenced by “tHesd . e e of factors. The social
variables are caffegorized as those which delimit or
restrict the range of expression of the individual factors
in career decision-making. These social factors create
potential roadblocks to women’s aspirations, career
commitment and thus, career development. It is believed
that most of the negatively influencing factors seem to
haveé a societal antecede‘nt which create internal barriers
to women’s abilities, interests and attitudes toward

— themselves. Sex-role stereotypes and occupational
stereotypes are manifested in ,role conflict, rol&
overload, fear of success and discrinination.

v}‘ogarty et al. point out:

The job .sequences in a career tend to form a
meaningful whole and there is a sense -of high
involvement and motivation (commitment) and
progression towards valued goeals or
achievement. -

. These two factors, commitment and goal setting, would be
considered by Mishler as individual factors mediated by j
soctal ‘factors. The underrepresentation of females in

—
educational administration has been attributed by some

= 181bid., p. 5.

19. p. Foanty et al., sex, Career and _Famjily
(London:  George Allen and Unwin Ltd. 1971) , p. 189.
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. . 11

th‘aar*sts to the lack of career commitment and goal
setting on the part of women themselves. Theorists and
researchers; in attempting to explain the perpetuation of
this underrepresentation, have espoused as one of the
irtertwined processes diverting women from leadership
positions in educatio, the nature of female ‘career
@_sm and their view of —1 general. Laws
‘defines asplrat%ons,ﬂ’s "involving goal bsettbing, effortful
'striving."20 It has been contended that the salience of a
‘person’s aspirations. is. dependent upon the kind of
‘achievements that an individual 'feels are = important.
These internal values and motivation then govern the
‘direction in which me pérson will expend effort to. reach
his/her desired goals. Hennig and Jardul\21 report that
women’ see career develupment dlfferently from men. Women
Viey it in terms of self-improvement and fulfillment,
while men visualize.a career as a series of jobs or
organizational advancements.  .Ashburn cités data
suppofting the general’ findings that women have wider

interests than men, and tend to be less motivated to reach

' the uppermost levels of power and money. Their
aspirations  tend’ to be ‘“horizontal" instead of
2 203.L. Laws, "Work Aspiration of Women: False Leads
and New Starts," of Women in Cultur.
Society 3-(1976): 33. P

~

° ¥ o
21M, Hennig and A. Jardlm, ms_nannseziu_mu (Hew

York: Pocket Books, 1977), p. 33.
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"vertical".22  paddock, in her study on male and female

career paths in school administration, presents findings
which indicate that women who are already administrators
do not aspire to attain what is customarily thought of as
the dominant rewards of a career, such as greater status
‘and greater administrative responsibility. Instead, the
women administrators in her study considered job

characteristics more important than position title. The

concept of a career as a timely, orderly, vertical

progression of positions was met with antipathy from some
-

women.  "Women’s definitions of the key to success were

good working relationships and ‘doing a job which is
: «
3

interesting and challenging.+"?2 i
These sex differences in career'aspirations have been

suggested as a constant internal barrier that affects the

achievement of-women in educational‘administration.24 1In’

attempting to explain why women’s aspirations are
different from men’s, theorists and researchers again
A

point to the influence of the socialization process which

32E.A. Ashburn,  Motivation, Personality and Work-
lated Characteristics Wone i le-Doninat.
Professions (Washington: NAWDAC, 1977), p. 19.

23s.c. Paddock, "Male and Female Career Paths in

School Administration," in P.A. Schmuck, W.W. Charters,
Jr. and R.O. Carlson, eds., a i
Management (New York:. -Academic Press, 1981), p. 196.°

24p.M. Picker, "Female Educational Administrators:
coping in a Basically Male Environment,"
Horizons 58 (1980): 147.
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can produce a psychological barrier preventing Tfemales

from desiring and/or’ actively pursuing non-traditional
roles.

Angrist and Almquist write that this socialization

process from childhood on works to limit women’s career

aspirations in that it shapes a female’s personality,
attitudes, beliefs and preferences.®5 vVery early in 1ife,
children learn appropriate sex-role behaviors in the
social structure and acquire "gender 'identity"--what it
weans to ba male or female in terms of appropriate role
performance. One element of that "status-set typing" is
the sex-typing of occupations such = that certain
occupations are deemed as suitable for either ‘males or

females, not both. - Epstein26 contends that the sex-typing

of certain ions has for entry to them
and performance- within them by persons who are of the
"wrong Eex"', Occupations defined as "male" provide an
uncomfortable social context *for women. The female
professions, such as primary and elementary teac'nyt;, have
developed as extensions of the traditional female role
functions requiring nurturing, socializing and hglping.

Females who show, qualities of dominance and striving
25s.s. - Angrist and E.M. Almquist;- Careers ‘&nd
i (New York: Dunallen, 1975); p. 27.

Sc.F. Epstein, "Enccunter;nq the Male Establzshman:
Sex-stntus Limits on Nomen s Careers in the Professxohg
in A, heodore, a
(Massachusetts: Schenkman Pub. Co., Inc., 1971) » P- 53 .
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engage in sex-inappropriate behavior and those who seek
entry to male-dominated professions are subject to, role
ambiguity and role conflict. Adkison succinctly
summarizes the effects of the socialization prccess on
females’ career aspirations:

Women’s absence from leadership positions often

is attributed to the effects of sex-role

stereotyping and socialization. sex-role

socialization creates internal barriers for *

individuals who accept cultural prescriptions

for appropriate behavior. As'a result, they do

not even aspire to'male-dominated professions.2’

Estler28 proposed three explanatory models for the
explanation of females’ limited aspiration. - The "woman’s
place” model supports  the assumption of different
$ncializatiun of males and females that results in their
selection of roles and occupations defined as appropriate
for one sex or the other. Since leadership roles have
stereotypes placed limitations on females’ career
aspirations. » : »

The "discrimination" model assumes that institutional
patterns ‘systematically exclude women from administrative
positions. As a result, women adjust their aspirations to

y i
that which is possible--teaching. Consequently, Estler
. .

273.a. Adkison, "Strategies to Promote Women’s
‘Careers in School Admlnistration, Administrator’s
ugtegook 29 (1980 81) :,

-

zsssue:, op. cit., pp. 368-369.

traditionally been assigned- to men, cultural isex-




~
’ .

propoges, women narrow their aspirations as a resL‘llt‘. of
limited opportunity. N )

i The "meritocracy” model implies that men are selected
© for administ:ative pﬁsitions' ‘because they ?re more
com;;etent. Frasher and Frasher2? point out that research
lends credibility: to the fi\.rst two models, but does not .
support the third. According to them,"studies summarized
by Fishel and Pottker30 indicate that fewer women than men
express administrative. career aspirations and prepare
, themselves by pursuing graduate studies in educational
aéministrution. .

Horner3l cl“aimed socialization )}asj produced a
psycholcglcal barrier that’ is .internalized early in a’
woman’s life px’eventmg her \from aspinng to and actively
‘seekan success. Her research -dealt with women’s
motivation to avoid success which she describes as a
dispc;sitioﬁ to anxiety over success brought on by the

expectation of negative. consequences such as social

rejection and/or loss of femininity. Horner claims this

PR

297.M. Frasher 'and R.S. Frasher, "Educational
Adm: nistrgtibn: ' A Feminine Profession," Educational
inis i uarts 15 (1979): 4. P

301pid., p. 4. .

.S. Horner, "Toward an, Understanding -of
Achievement-ka!ated canflicts in wWomen," Jou;nal of Social
Imgg 28 (1972): 157-59.

; . s B S
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motivé is acquired early in lifé as a female learns sex-
role standards and sex-role occupations. She states:
3 - < \
The expectancy that success in achievement-
related situations will be followed by negative
consequences arouses fear ‘of success in
otherwise achievement-motivated women which then
inhibits their perfarmance and levels ' of
aspirations.32
Her argument concerning the adjustment of career
aspirations to those acceptable by society as "female-
oriented" is. in agreement with Estler’s model of "woman'’s

place". In her research, Horner made a careful analysis

of the tendency of women to avoid success in non-

traditional roles by setting their career aspirations

modestly low. B . -

Chcn;, citing Ashburn, attribytes the nature of
females’ career aspirations to othe,ir "affiliation motive"
which causes them to succumb to external societal demands
and seek esteem by supporting others.  Women lack an

’ ";chievement motive" which would allow them to set, their

\

own internal goals and attain them33.

%\'* _ :

32Ibid.bp. 157
33¢c, .chony, "Women in Educational Administration:
12

Alices in a Male Wonderland,"
(1982): 15.
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.Asper’s34 study of female teachers in Manitoba
indicated that these women had a poor self-concept and did
not aspire ¢o administrative positions. .Those who did
aspire to administrative positions saw themselves in
supportive staff positions rather than powerful 1line
positions. '

The extent to. which demographic characteristicg,

family background,, sex-role ideology; family obligations,

pr innn'(‘ ials, professional Xnvclvement ‘and
encoqr/agement influence career aspirations were examined
in this study through analysis of the’ conceytual Jnodel
‘illustrated in Figure 2.

The outlined model contends that each of the seven
factors is composed of observable independent ,variables
which influence- the dependent variable,” career
aspirations. In: the model, tné demographic
characteristics factor is represented by age (X; AGE),
maritnl‘status_ (X2 MARITAL), and number of dependent
Achildren\(x; CHILDREN) . \'Thz family background factpr is
represented .by parental education (%g PARED)‘, ocin-
economic status (Xs SES), birth order (Xg BIROR), hometown
setting (X7 iiOHETOWN), and parents’ occ_upacion '(x5
PAROCC). The sex-role ideologir factor is represented by a

list of ‘stavf.e_ments to be rated along a continuum labelled

34,8, Aspez‘, "Factors Affecting the Entry of Women
Tedchers into Administrative Positions of the  Manitoba
Public School System" (Unpublished Master’s Thesis,
University of Manitoba, 1974), p. 149.

~



FIGURE 2. Conceptual Model of Factors Influencing Career Aspirations
of Female Administrators.
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"traditional" (Xg "TRAD") to "liberated" (Xjo "LIB"). The
family obligations factor is represented by household
Chores (X;; HOUSEHOLD), child-care duties (X,; CHILDCARE)
and qeog;:aphica immobility (X33 GEOG).' The professional
crédent‘ials factor is represented by level of education
(X14 CERT) and teaching/administrative experience (X;5
EXP) . The professional/community involvement factor is
represented by participation in professional
organizations, special interests grnupsﬂ school board
committees and community groups (Xjg pRox‘v'mv)A The
encouragement factor is represented by support and
encouragement from family, friends, colleagues  and
superiors (X;7 ENC). The dependent varidiies are dssire
to attain an administrative position involving greater
responsibilities (Y; ATTAIN) and desire to remain in

administrative position presently held (¥, REMAIN).

SIGNIFICANCE OF THE STUDY

It is intended that the data gathered in this study
will contribute to the growing attention being given to
the career aspirations of female administrators and the
factors influencing those aspirations. Hopefully, it will
ensure that c?pable aspiring female administrators will
receive éncouragement to apply for positions they de;ire.

This inquiry should be of value to female teachers

who aspire to administrative positions. By identifying




influential factors, these women may be better able .:o
plan their careers in a manner most conducive to career
mobility.

Up-to-date figures of the status of women in
educational administration in this province are being
provided. By comparing these figures to those gleaned
from previous studies, on‘e can ascertain in whiz:h'

direction that representation is moving.

LIMITATIONS

The results, cong_l\usionsl, and recommendations of t‘his
study should be considered in light of the following
linitations:

1. Data pertinent to career aspirations were
obtained directly from the subjects and are valid',,tc the
extent that respondents ‘were able and willing to provide
accurate information. € -

* 2. This study was depehdent on the return of mailed
questionnaires.

3w Some respondents might have encountered
difficulties in interpreting and responding to‘!ome or ény‘
of the items on the questionnaire. !

4. Any biases held by the researcher. o B2

I




DEFINITIONS

sitjon: A position in;olving the
performance of major duties in organizing, managing or
supervising duties which calls for the execution of
certain responsibilit‘ies in the direction, control or
management of an educational institution.35

Administrator: A person responsible for the
administration of an educational establishment or system
or an administrative unit of that syst’.em.:’6 In this study
the teﬁ\ refers to school department chairpersons, vice-'
principals, principals, district supervisors or curriculum.
consultants, district associate and assistant
superintendents and diitricr_ superintendents.

Career aspirations: Ti® desires which individuals
have to attain some future goal in a career.3? In this
study, the term refers to’ the desire a female
administrator has to attain an administrative position
involving greater adminj(stranve responsxbuxtles——the

desire for upward mdbility in the educational hierarchy.
]

35¢.v. Good, Dictionary of *Education (New York:
McGraw-Hill Book Co., 1973), p. 15. °

361bid. N

~. 37a. Glaze, "Factors Which Influence Career Choice

and Future Orientations of Females: Implications for
Career Education" (Doctoral dissertation, University of
Toronto, 1979), p. 50.
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Curriculum and instruction coordinator/supervisor: A
person responsible for the coordination and administration
of district-wide curriculum. .

Department chairperson: A person in a school
responsible for working with other teachers in planning,
coordinating and administrating a particular subject area.

Principal: A person who is the chief administrator
and professional leader of a school.38

scho stem: In this study, a school system is one
of the four legally recognized denominations for’
educational purposes.

staff and line positions: Staff positions refer to
those positions in the educjonal hierarchy-that are
supportive in nature and possess little real®power.3? 1In
this study, they refer to department chairpersons, vice-
principals and coordinators/supervisors. ' Line positions
refer to those having actual®power in the hierarchy.4? 1In
this study they refer to principals, assistant

superintendents and superintendents.

-
38Good, op. cit., p. 437.

e

398.M. Kamted, Men and Women of the Corporation (New
York: Basic Books, 1977), pp. 186-87.

401pig. .




Superintendent: A person

administrator of a school district.4l

who

is

the

chief
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CHAPTER II -

REVIEW OF RELATED LITERATURE

INTRODUCTION

This cl_’xapte.r focusses on three areas in the
literatyre relative to the study of career aspirations of
female educational administrators. The first section
reviews literature concerned with .women’s role, in the
education system, emphasizing how: it relates to their
career aspi;rations.‘ The second section reviews empirical
research that has examined - “the extent of the career
aspirations of female '/educatnrs in comparison to their
male counterparts. The third section examines literature
pertaining to the socio-demographic factors examined in

thfs study.

WO}"IgI’S ROLE IN EDUCATION

Within the work force, education is one field in

which women have atways played a prominent role.  In

Canada, as elsewhere, historically fémales have comprised
and still comprise the majority of- gi‘elentary teachers._
That distribution of females in the education system has
often been viewed as a 'reflection of women’s responses to
the different roles which society assigns to women and
men. The consolidation of schools which createdyaﬁ,sc\pool'
system with separate grades gave rise to thé predominance

)
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of f‘emale teachers working with younger children.
Traditionally, womén were not encouraged to work outside
their homes; however, teaching young children was seen as
an extension of a woman’s natural capacity to nurture and
care for the young. It became common consensus that the
maternal instincts of a female complemented the role of
primary/elementary teacher, so ‘that she was most_ often
charged with'the handling and teaching of the young. The
justification fox the hierarchical pattern was that
taact;ilnq youvng children was a?sier, lacked tough
discipline problems, required less training ang suited the .
Mfev_st,__}_/le of “female teachex;s with their own families.42
Teaching was viewed not as a lifetime career, but as an
antecedent to marriage. - That scenario of the role of
women in éducation, created by history, has prevailed
vu—tuauy unchanged into present times.

Fox and Hesse-B;ber, in defining sociallzatlon as "a
process of learni:ng the gxpactaticns appropriate for the
various social positions we occupy and the groups to which
e belong,"43 contend that successful socialization means
1nternanz1ng those learned attitudes and expectations and

responding to them through overt behavior. The manner in

42y, Rich, "Cartographxes of Silence," in R. Farrell
et al re; ti
(Ontatio' OSSTF, 1981), p. 4. \

" =%9M.F. Fox and s. Hesge-Biber, ﬂqmgn_ag_wg_z_g (Boston:
Mayt“]eld Publishing Companyg 1984), p. 41. ° - .
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which a female educator responds to societal expectations
and prescriptions for behavior has implications for " her
career aspirations. Estler claims:

In our culture with its clearly defined sex

roles, bright women -are caught in a‘double bind

between the desire for social acceptance and
intellectual achievement. This double bind
results in patterns of education and career
choice for most women that are limited and
acceptable tq society’s expectations of
appropriate) roles for women. The result is
limited aspirations....

How a woman responds to the traditional sex roles &na
sex-tybed occupations that have been developed and defined
by society determines the thrust of her career aspirations
in the education system, since prescribed roles require
certain patterns of gcceptable behiavior. Female educators
who extend the traditional role of caring for young
children from the home into their professional role have
been socialized to experience satisfaction from,

- A
functioning in Ta supportive capacity. Leadership
position's in the field of education have been

E '
traditionally viewel by society as being incompatible with
the female role as nurturer and as being more suitable for
males. 45 . .
%
Female educators who reject the traditional-

prescribéd rcle’of caring for younger children Va_nd who

44Estler, op. cit., p. 366. .

45M;B. Weber et al., ."Why Women Are Underrepresented
if Bducational Administration," pducational Leadership 3
(1981): 320.
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aspire to the non-traditional role of leadership may
indeed have to resolve role conflicts before attajning
their career goals. Ashburn suggests that females who
aspire to the non-traditional role of administrator have
rejected—the traditional: sex-role prescriptions and sex-
typed occupation of teaching. She writes:
The psychological-emotional conflicts which
result from the clash between the stereotyped
female personality and the personality type and
behavior norms thought to be required from one
with serious commitment to a profession
¢ dominated by males would seem to be great enough
to have kept all but the most extraordinary
_women from a male-dominated arena.46
Thus, the behavior exhibited by fémale educators in their
role as teachers of young children reflects their response
and the response of the education. system to societal
expectations. Their acceptance or rejection of societal
or institutional expectations is then translated into
their career aspirations. ) - ,
Russelll and Fitzgibbons,47 in writing about career
choices of females, contend that role definitions created
in society are 1limiting in that they require certain
patterns of behavior and restrict an individual from
developing to his/her full potential. These roles act as
barriers for both sexes when one feels obligated to follow
46ashburn, op. cit., p. 6.
»

47a. Russell and P. Fitzgibbons, Career and Conflict:

's i t aki -Life Choices (New Jersey:
Prentice-Hall, Inc., 1982), p. 5.
. &

\,
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society. For female educators, the tendency was and still

is to choose careers that would be convenient to marriage’
and motherhood. Careers in teaching allow females to

combine their female role with theyr career aspirations.

The role as teacher of young children is compatible with

feminine identification as defined by society.

‘ortiz48 claims that when women enter the education
system in ‘the role of teacher, the general expectation is
that they will !e‘main there. She attributes that
expectation to three features: the prominence’ of women at
the -elementary level, the perception that women arek’

appropriate for teaching children, and the restraints

Simposed on those women who express desires for

administrative positions.

Weber et al.%? summarize the role of females in
education as the result of traditional patterns {n
society, compound‘ed with existing myths and attitudes.

These appear to have created an atmgsphere in which few

female educators aspire to administrative positions.

48p.1.7 ortiz, fggggx Patterns in Education
(Massachusetts: J.F. Bergen Publishers, In 1982), p.

58.
)
494, Weber et al., "A Study of Factors Affecting
career Aspirations’ of Women Teachers and Educational

Administrators." (Unpublished paper presented AERA,
Boston, 1980), p. 3. .




ASPIRATIONS FOR ADMINISTRATIVE POSITIONS -
GENDER DIFFERENCES
One of the intertwined processes espoused in
literature as diverting women from leadership roles. in
education has been the extent of their career aspirations.
Much research has been undertaken to examine the
differences b%ween the career éspira;ions of female
educators and their male counterparts in an effort to
understand gender differences in these occupational goals.
. Gross and Trask in a,  study of male and female
-
elementary principals found that women principals had
lower career aspirations for career advancement. Their
data revealed thatv the proportion of men who expressed
interest in top level positions was considerably greater
than women. As the level of responsibility in the
hierarchy increased women were less likely to aspire to
those leadership roles. The researchers report:
4 out of 5 of the women, in comparison to 2 out
of every 5 men expressed no interest in becoming
an assistant .superintendent . . . And 9 out of
N 10 women, in comparison to 6 out of 10 men,-
stated that they had no desire to obtain. a
sghool superintendency.
Silver compared 219 females with 430 males and found:

while the females more often were seeking
elementary principalships and program diregtor-

50N, Gross and A.E. Trask,

ok
(New York: Jphn Wiley and Sons,

1976) , p. 213.-




ships, the males more frequently sought supar-
intendencies,and assistant superintendencies.5!

Barter quotes these figures from a study of female
and male teachers: X

Approximately 46% of the men but only 7.8% of

the women teachers were definitely interested in

the elementary principalship as a career.

Picker’s study of 100 female and 100 male educatior\al
administrators shows different findings:

The female administrators, in contrast to the

men who participated in the study, generally
aspired beyond the principal as their ultimate

goal . women showed greater desire to
advance more than one step up the organxzatxonal
ladder. 53

Colombutos, reporting on a study of teachers, found

that only 2% of the females aspired to an a'dministrative
position, while almost 50% of the men expressed a desire’
to become" school administrators.54

] Johnston,\' Yeakey and Moore found that 54.9% ‘of r:he
female administrators as opposed to 71.8% of the r:lale
administrators in their study had applied for
administrative posts. The hypothesis -that pfoportionately

5lp.F. Silver,, "Are Women Underqualified for
Leadership?" Phi Delta Kappan 39 (1977): 207.

525, ‘Barter, "The Status of Women in Educational
Administration," The Ed! cation Digest 25 (1959): 41.

53picker, op. cit., p. 147A

545 Colombutos, Sources of Professionalism: A Study
of h s (Washington: U.S. Government
Printind office, 1962), p. 68. :




fewer wopen than men seek administrative posts was found
to be significant at the .01 level.55

Gosse in her study -of Newfoundland educators found
that a greater proportion of male teachers (26.8%) than
female teachers (9.6’&] “eret;:iVEIy seeking and had

ons. Such results led

applied for administrative posT
her to conclude that females in the education field in
Newfoundland are not sufficiently competitive.56 '

It appears from the research cited, with the
exception of Picker’s study", that women come into the
profession withl)ut a desire or plan for. an _administrative
pcsiticn.‘ It is little wonder that one of the reasons
often touted by' superiors, and colleagues for vthe.
underrepresentation of women in educational
administration, especially top\ echelon positions, is the

level and nature of females’ career aspirations! .

FACTORS INFLUENCING FEMALES’ CAREER ASPIRATIONS

Fagan et al. point out that what may appear on the
surface as a lack of career aspiration and a lack of
interest' in .career advancement on the part of female

7 d &

55g.s. Johnston, C.C. Yeakey and S.E. Moore, "An
Analysis of the Employment of Women in Professional

Administrative Positions in Public Education," Planning
and Chanaging 11 (1980): 124.

%». 56Gosse, op. cit., p. 138.
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educators can actually be traced to external pressures
operating in society that discourage women fgom being
successful. They state:

Women’s decisions as a result are not alway® a

matter of free choice, but a forced choice made

as a resu of external factors.

Theodore went_so far as to suggest that the choice of
teaching for females may be the path of least resistance,
rather than a real career commitment, a choice which is
socially acceptable.5® What thése writers are alluding to
is tha® females do not work‘ in a vacuum, but in a society
where various factors interact with their worklife. In
this study, the factors being exal;dned as influences on
the career aspirations of female adninistrators were
categorized as follows: demographic characteristics,
family background, sex role ideology, family obligations,
professiqgal credentials, professional involvement, and

encouragement . -

e a eristics
.
These characteristics include age, marital status,
and number of dependent children. The literature confirms

that female administrators acquire their positions at’ a

57L.p. Fagan et al., "Declining m{ouments:
Implications for Women Teachers," (Paper prepared at the

request of Ministerial Advisory Committee on Women’s
Issues in Education, St. John’'s, 1981), p. 9.

5eThea_dorS, op. cit., p. 5.



later age than males. Picker®? found that overall, female
adminifitrators were older than male administrators at the
time of their f‘irst agministrative appointment, but " that
younger women who entdr administration are not waiting as
long for ‘their administrative appointments as did their

older female colleagues.

Gross and Trask’s study of 189 elementary principals ~

reported that the most striking difference in the
demographic characteristicé of men and women concerned
their age and marital status. They reported: "Female
« Principals tend "o be older than male and are
‘px:edamina’ntly single, whi}e almost all the males are
‘married”.6% Furthermore, research attests to demographics
being barriers to career advancement for femiles.
" Paddock states that her: subjects indicated the
ldivided role of homemaker and professional was a barrier
to their career advancenmert.6l
Schm\vlck reported that of the thirty (30) femvale>
administrators in her study, four (4) had never BeEH
married, and six (6) v'dere currently not married. She

concluded: "For women in administration, and in education

SgPi,eker, op. cit., p. 146.

60N, Gross and A.E. Trask, Men and Women as
inci s (Boston: Harvard University,
1962), p. 6. ;

61s. paddock, ration:

n_Educatjol dminis
? (ERIC ED 149 468), p. 5.



34

generally, marriage has been detrimental rather than
instrumental for upward mobility."62

Whalen-Way,®3 in studying Newfoundland female
teachers, found.age, marital status and the number of
dependent children to be factors negatively influencing

their aspirations for administrative positions.

Family Backaround
v
This factor includes parental education, socio-
economic status of parental family, birth order, hometown,

and parental occupation. -

Parsons®4 suggested that: children , first develop
social roles through their interac"tion within \':he family
which defines the expected behavior for individuals in a
gﬁ:(rj status or position. That childhood socializatdon
prepares an individual for aduit roles. Parental
influences )affect. the values and attitudes each person
brings to his/her’adultr role. Children learn appropriate

roles through modeling parental bshavior.

- 62p.a. schmuck, Sex Differentiation in Public Schools
(ERIC ED 126 593), p. 25.

1

63a. Whalen-Way, "The Determinants of the Probability
of Women Teachers Expressing an Interest in Educational
Administration," (Unpublished Master’s Thesis, Memorial
University of Newfoundland, 1978), p. 16. . .
§ 5
647, parsons, famil ociali
Process (New York: Free Press, 1955), p. 56.
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Hennig’s65 research with 25 highly successful women *
in nontraditional occgpations found such background
cl}aracteri;r.ics as: all being first born or the only
ci’xild; all were from "upwardly asgiring" middle class
families; most had mothers who were housewives with
educational backgrounds eq\;_al\{o or superior to t‘he
father’s; and the women were most influenced as children
“by their fathers."

Chusmir states that Gréenfield found similar results
“in a ‘study undertaken with employed women. As with Hennig
and Jardim, Greenfield ‘found wvomen in nontraditional
occupa:i;:ms came from one-child families and had fathers
who were well-educated.66

Although Henniq and Jardim found successful women to
be influenced by their fathers, Tangri’s study showed
"women in male-dominated jobs to be strongly influenced by
highly educated mothers, especially those lwho worked in
male-dominated occupations."67

65Hennig and Jardim, op. cit., pp. 99-100.

JH. Chusmir, "Characteristics and Predictive
Dimensiohs of Women Who Make Nontraditional Vocational

Choices," The Personnel and Guidance Journal 62 (1983):
46.
]

675.5. Tangri, ‘“Determinants or Occupauonal Role
Innovation Among College Women,"
28 (1972): 177 cited by Chusmir, Ib d., p. 46.
\




' The results of Frasher, Frasher and Hardwick’s®®
study of eighty-two (82) female superintendents were also

interpreted in the light of Hennig and Jardim’s study of

female business executives. Howevér, superintendents
reflected a more traditional family back nd and
childhood. The superintendents were divided fairly

equally on birthorder, while parental backgfound varied
widely.

Lemkau, 69 in her study of females in nontraditional
professions found as she had predicted that the females in
atypical professions (As), which included educational
administrators, were more likely than those females in
sex-typical professions (Ss), which included elementary
teaching, to have had mothers who were employed after
marriage, andlto mention different influences on their
careers, specifically the positive influence of
significant males in their lives. Lemkau reports:
"Fifty-six percent of the As as compared to only 38% of
the Ss were the only or “eldest children in their

families.”0

68R. Frasher, J.M. Frasher and K. Hardwick, "The
Female Superintendent," Jourpal of NAWDAC 45 (1982): 37.

693.p. Lemkau, "Women in Male-Dominated Professions:
Distinguishing Personality and Background

Characteristics," Psychology of Women Quarterly 8 (1983):

144,

701bid., p. 152.
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Bakef,“ in studying the occupational aspirations of

adolescent females in Ontario, reported that all females

who aspired to non-traditional professions came from well- .

educated or profetsional parents and all had mothers who
worked outside of the home. She ilso found that the
nother was an important role model in shaping these
females’ occupational c_ho.ices. In terms of socio-economic
status, Baker’s study indicated that these adolescents
tended to choose occupations in keeping with ‘those held by
their parents or other family ‘member/s". she states:
"Dabghters of professional working mothers were more
likely than other girls to expect to take on professional

work..."72

Sex“Role Ideo
This factor inyolves a system of sex-role beliefs
consisting of prescriptive beliefs specifying norms of
behaviors and characteristics for men and women. It forms
a dimenﬂon with a "traditional" and a "liberated" pole.
People at the end of the continuum iabelled "liberated"
prefer a high degre‘e of Sn::erchangaability of roles and

low degree of gender role differentiation. Those ‘at th

714, Baker, 0: ing?. ..A Study.
(Ottawa: Canadian
Advisory Council on Status of Women, 1985), p. 85.

721bid., p. 101. ’

o}
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other end labelled "traditional® indicate preferences for
role ditferentiation.??

Scarzoni contends that sex-role preferences are an._
indicator of career orientation. Those females who are
more gender-role egalitarian are more likely to be career-
_oriented and express career aspirations for non-
traditional roles.’* .

Thomas contends that there are still widespread
stereotypes concerning the proper role of men and women
operating in society. Furthermore, he states: "Those
stereotypes are held by women themselves as much as
men."75

Grambs contends that the sex-role stereotyp_eé which
abound in our culture have produced generations of males
and females who operate within limitations of the
socialization process. In terms of the teaching force,
this contention transla‘tes into a situatisén whereby most
women who enter the profession do so at the elementary
level and appear to be uninterested in line positions.
Traditional socialization for a female would inhibit her

from setting career goals beyond the classroom since an
73Glaze, op. cit., p. 11.

743, scarzoni, Sex Roles, Women’s Work and Marital
Conflict (Massachusetts: D.C. Heath and Co., 1978), p.
35. .

D. Thomas, "Why Aren’t Women Adninistering oOur
NASSP Bulletin

&
Schools?" 69 (1986): 91.
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administrative role is traditionally incompatible with a
woman’s role in our culture.’6

In 1959, Mason conducted a study using females who
were beginning their career. A large percentage intended
to leave teaching for homemaking which indicaf:hhat for
them their sex role was dominant over their occupational
role.”?

Twenty years later, Glaze, jn her study of 1167
ontario high school girls, found that sex-role ideology
was one variable which contributed significantly to career
aspirations. Traditional ideology resulted in traditional
career aspirations.’8 The results of a similar study by
Gaskel concurred with Glaze’s findings. She concluded:
"Sex role ideology is cgnsistently related to aspirations
and can be seen as an ipportant variable intervening
between other background factors,..."79
What is interesting to note about sex-role ideology

is that originally sex-roles were merely" a cultural

763.p. Grambs, "Women and Administration:

Confrontation or Accommodation?" Theory into Practice 15
(1976): 295. =

77w.s. Mason et al.; "Sex Role and reer
Harvard Educational

(1959): 382.

78A. Glaze, Ibid., p. vii.

793. Gaskel, "Sex-role Ideology and Aspirations of
High School Girls," Interchange 8 (1977-78): 53.

S
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accommodation to a biological reality. Ultimately, these
roles have becShe a cultural reality which have‘acq\mrad
status in their own riqht‘ Lee observes: “Sex role, then(
poses a double threat éo\ the full development of human
resources..."80 These stereotypes “onsequently place
limitations on women’s social expectations and self-

aspirations.

ami Oob ations

These are the day-to-day housekeeping chores and
childcare duties’ to be performed at home in addition to
administrative responsibilities. These obligations often
operate to make females geographically immobile. Epstein
contends: .

The woman’s duties as a mother override most

other role obligations, her duties as a wife are

second, and other status obligations are usually

a poor third.
Competing role demands frequently prevent women from
dedicating sufficient energy to their professional
careers. A woman who has the primary responsibility of
housekeeping tasks and childcare at home may be réluctant
to aspire to administrative positions involving greater
respcn'sibilit)es. conflicting demands o¥~ incompatible

P C. Lee, "A Cultural Analysis of Sex Role in the
School, ournal of Teacher Education 26 (1978): 335.

8lc.F. Epstein, Woman’s Place (California:
University of California Press, 1970), p. 98
=
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multiple roles may result in inter—wle conflicts and role
overload.

+Hal1’s82 hypothetical model of the roles of a married
wéman, illustrated in Figure 3, suggests that each fole
competes for i.r.s share 7of a woman’s total role. He
proposed that bec&use’ women often must bear primary
responsibilities for children, they are more likely to
face the demands of competing roles simultaneously: the
resultr being inter-role conflict and role overload, twa
aspects also referred to by Mishler in Figure 1.

Female administrators who are married and are

delegated most of the tf/childcare r ibilities
often struggle with an internal confli‘ég which has its
roots in socialization and with an eTtefnal conflict from
family demands.83 In families where women have the

primary r ibilities for 1d chores and child

care, an aspiring upwardly mobile woman finds herself
faced with a problem of conflicting demands. A female
administrator who fears she will bq unable to balance the
family role and an administrative position with greater

responsibilities would limit her career aspirations.84

82p.7, Hall,” "A Model of Coping with Role Conflicts:
The Role Behavior of College Educated Women,"
Administrative Scijence ‘Quarterly 17 (1972): 471-472.

83y, 1. Erickson, "Conflict and the Female Principal,"
66 (1985): 288. o

84chony, op. cit., p. 15.
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Figure 3. Hypothetical Model of th? Roles of a Married

D.T. Hall, "A Model of Coping with Rolt Conflicts: The
Role Behavior of College Educated Women," Administrative
Science Quarterly 17 (1972): 472.
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Much research has bee/\ undertaken to examine the
influence of family obliqat‘ions on the career aspirations
of female administzator%. éome studies reve‘al that family
commitments make having a career more difficult. Other
researchers report that family obligations have« not,
interfered with females applying. for administrative
positions.

Epstein85 reported that among those women who rose to
the top management positions,,the incidence of unmarried
“women was greater. Fogarty et al. reported that among the
women they studied, ". ‘w‘ . those with children s\hew lowest
levels of a‘spiration."sé

Picker studied 100 malé and 100 female
administrators. She ;‘eported, "the women who reared
children whlle" continuing to work stated that both their
career and their family life became more difficult."87

Reich and LaFountaine, in studying Ontario teachers,
found that differences in career aspirations of men and
women were partly due to diffeienqgs in family
responsibilities. Th’e amount of time spent on household
tasks and the extent, to which family responsibilities

interfered with professional 1life, operated to limit
85Epstein, op. cit., p. 100. .
vy
86Fogarty et al., op. cit., p. 198.

87picker, op. cit., p. 147.
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women’s aspirations for administrative positions. Reich
and LaFountaine reported that 33.9% of the desien teachers
as opposed to 23.3% of the men teachers wished to remain
in classroom teaching.88

Gosse, however, in her study of female educators
Soncluded that 'fmarriaqe and family are not creditable
deterrents to women managing administrative positions."89
It is interesting to note that Gosse concludes that
although marriage and family responsibilities appear not
to be deterrents to those women already holding
‘administrative positions, the family situation might be
made a barrier to women seeking )administrative
positions.90 )

Research yielding findings where fqmily
responsibilities do npot interfere with career commitment

% h

)

and 'aspirations indicates that spousal, support is present
in the relationship. A study of female principals by
Erickson indicated that those women whose partners

supported their careers and shared the family

88c, Reich and H. LaFountaine, The Effect of Sexism
e. - (Ontariox OSSTF,
89Gosse, op. cit., p. 141.

901bid.



responsibilities were most content in administrative
positions.91

Nixon, in her study of female educators in Alberta,
found that the relationship between marital status and
wiiliingndss to mpply for administrative pesitions was
not sustained ‘in the testing of related hypotheses. She
concluded that family responsibilities did not preclude
women teachers from applying for administrative
positions.92

Asper, studying female educators in Manitoba, found:

The women as a whole in the study were willing

to cope with family and teaching but they ,would

not take the other step, trying the role of

homemaker and administrator.93

Ih~a study of 82 female superintendents, Frasher, s
Frgsher and Hardwick reported that half of the women had
married, but only after the age of 35, when they had
established themselves as successful ir their careers.
Al!‘_of the married female super‘intendents indicated that
their husbands were highly supportive of their careers.
Many 1‘isted family support as a primary factor

contributing to their success as administrators. Fewer
- - - & /-
91grickson, op. cit., p. 291.

92M. Nixon, "Focus on Alberta: Women in
Administration," Challenge 19 (1980): 24.

93L.B. Asper, "Recruiting Women inffo Administration,"

(Unpublished paper, Canadian Teachers’ Federation,
Challenge ’76, Sexism in the Schools, 1976), p. 74.
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than one-third (27%) of the married, widowed or divorced
women indicated that family responsibilities had inhibited
their careers.%4

carlson®5 differentiates between two groups of
people: those who are '"career bound" and those who are
"place bound". A "career-bound" person is one who
actively pursues his/her career objectives and puts career

’ above place. A “place-b'ound" person, on the other hand, ,
is one who waits, simply continues work in the home school
system ' until " he/she attains a position higher in the
hierarchy. Female educators who are "place-bound" develop
career aspiration later in life due to family obligations
and geographical immobility. They-’are either unable or
unwilling to actively seek a higher administrative
position. ‘

Schmuck found that one-half t;f the women she
linterviewad had not actively sought their positions,
instead, they were persuaded to take them and that all of
the women were geographically "place-bound".9%6

Krchni;k tabulated similar results. Only 7% of the

female educators were willing to relocate homes in order

94Frasher, Frasher and Hardwick, op. cit., pp. 39-40.¢
95R.0. carlson, Schoo e

School Superintendent’ Careers and
Performance (Ohio: Charles E. Merrill Pub. Co., 1972),
p. 40.

96schmuck, op. cit., p. 34.



to obtain administrative positions. over 70% of his

sample were either unwilling to travel at all or might

,
\_ consider commuting short distances.%’ .

Lange contends that mobility is a factor that hinders
“women more than men.  She states that a study of
occupational—mobility indicated that men change jobs more
frequently than women. They search for career
advancement, whereas women advance slowly becauss they
choose to stay in one school system.98 vl

A New zealand‘stud'y confirmed that female educators
were predominimtly committed to their  family £irst and
career second. The researchers state: "This commitment
m;ant that they generally moved to follow their partners’
careers, not to pursue their own by applying for and
gaining promotion."99

The "family obligations" factor as it affects the

career plans of females and determines their mobility is

°75.P. Krchniak, Variables Associated With Low

ce Schoo. dm is on: Toward
al Understandings (ERIC ED 150 719), p. 8.
98, Lange, "Women in School Administration:

Problems and Possibilities," The High School Journal 66
(1983): 88. ¢

New Zealand Educational Institute, 1932), p. 100

997eacher cafeer and Promotion Study, (Wellington:
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summari-d..{l‘lason.' He states "for most women, teaching

is 'a contingent role rather than a dominant one".100

Professional Credentials !

These refer to éducational qualifications and years
of experience as an educator. Simpson and Simpson posit
that length of teacher education increases commitment to
the profession.10l Nixon and Gue found that professional
preparation encourages professional commitment and thus
influences , career mobility.102 Whalen-Way found '"the
strongest éeteminant of women teachers’ desire for
administrative' positions in education was years of
training."103 She goes on to conclude that equal
educational opportunity for both genders is important in
influencing career orientation and aspirations.

Kanter supports the connection between aspirations

and work experience in her concepts of "moving" and

"stuck She contends that females’ (or males’)

100Mason, op. cit., p. 375.

.

101gp. 1. simpson and I. Simpson, "Women and
Bureaucracy," i¥n The Semi-Professions _and their
Organization (New York: Free Press, 1959),’2164

102

Nixon and L.R. Gue, "professional Role
)ijf Women Teachers," s r

Orientat
15 (1975

103yhalen-Way, op. cit., p. 93.




aspirations are not necessarily low to start with, but
they may be restricted when individuals encounter
difficulties in acquiring desired promotions. Female
administrators who consider‘the attainment of  higher
hieralfchical positions less 1likely 'bet;ause they are
"stuck" in a particular pf)sition, e.g., elementary
principalship, may eventually evaluate them as less
desirable. Kanter states, "there is much eviéence that
people have low aspirations when they think their changas
for mobility are low."104

Prolman reported that expectations for advancement in
educational administration were related to :h’e”lengm of
time‘ one remains a teacher. Forty percent of male
administrators as opposed to eighteen percent of their
female counterparts indicated they expected to move up the
hierarchy when they entered teaching. Those who entered
teaching with the expectation of remaining in the
classroom taught an average of eight years, while those
who expected to advance taught an average of. f‘ive and a

half years.l105

104Kanter, op. cit., p. 140.

1055, prolman, "“Gender, Career Paths, and
Administrative Perceptions," inis ’s Notebook 30
(1982): 3. .
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Angrist and Almquistl06 state - that while overall
aspirations for advanced education increase for both sexes
during college, it appears that men are more likely to
choose fields requiring further education and to
anticipate graduate study./ Furthermore, married or
"attached" females are less likely than single women to
plan and pursue advanced education. N

+Rometo describes LaBarthe’s research which found that
females often dismisvs educational administration as a
traditionally ma'sculine field and as a result do not ’fven
attempt to acquire the necessary credentials for a
position.107  Nixon and Gue concluded that professional
preparation encourages professional commitment.108

Schmuck cites five reasons why there are fewer women
than men running schools, two of which point to lack of
professional credentials. She states that women typically
obtain lower levels of advanced university training than
men and do not Ahobtain the credentials required for
administrative positions. Secondly, women typically show
less professional perseverance than men in gaining

experience within the field of education. Schmuck sees
106angrist and Almquist, op. cit., p. 33.

-
1071, K. Rometo, "Women Administrators in Public
Schools - Overcoming Barriers to Recruitment and
. Promotion," (Ph.D. dissertation, Temple University, 1983),
. p. 52.

108Nixon and Gue, op. cit., p. 4.
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'
these two reasons as formidable barriers to women’s entry

E and upward mobility in the educational hierarchy.l09
Chonyl10 writes that the underrepresentation of
females in educational a:rlznistratiun is made worse by, the
fact that few women are’ encouraged to qualify themselves
for adminiktrative positions. She further points out that
those who are motivated to upgrade their qualifications
are encouraged s 45 6 ih the area of curriculum,
preparing themselves io: less powerful support positions.
Her advice to womeh is to take the initiative to acquire

qualifications that will lead to administrative positions.

Professional .Involvement
This factor pertains to involvement in professional
activities in addition to administrative responsibilities.
Membership and active participation in special interest
groups, professiohal committees, school board committees
and community affiliations provide visibility in ' the
profession and an opportunity to avail of "networking".

-

109schmuck, op. cit., p. 66.

110chony, op. cit., p. 17.
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McIntoshlll argues that women who apply for promotion
tend to be involved in professional and leadership
activities both within the education systém and the
community-(at—larqe. Such ipvolvement provides them with
opportunities to meet people at differenc'lgvels of the
educational hierarchy and become more confident in their
abxlitrto fill additional roles. Such confidence and
support woulcl influence career aspirations.

A New zealand study of the career advancement of

" teachers recognized the important role that involvement in
teachers’ professional organizations plays in the
advancement of an individual’s career. This involvement
nat only gilves one a first-hand knowledge of the
organization, but also visibility in the profession. Data
gathered in study revealed that fewer women than men
belonged to the teachers’ professmnal organization; of
those who did belong, men were more heavily involved than
women, (’agd fewer women than men pergeive involvement in
teacheérs’ organizations as_ a ‘means of career

advancement. 112

' gl

111y.c. McIntpsh, "In Conflict with Tradition: Women
in Educational Administration," The Educational Courjer 45
(1974): 20.

1127eacher career and Promotion g;!_gx op. cit., pp.

80-81..
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Singer and collinl13 cite visibility as an important
praragiielts ®E PrORGEIsh. MR EREE Gne Tuust) Bavgeen @hd
judged capable of handling a range of responsibilities.
Choices for promotion are often made from a pool of known
talent, and women often lack the visibility required to be
xnown.

Involvement in professional organizations and other
community groups provides infomalwntaccs which
are important to visibility. -Women who are included in
such networks stand a better chance when promotion
decisions are be‘i,nq made sir;ce such c‘ontacts are bound to
have an influence. Whalen-Way found- professional
involvement to be a positive determinant of the career
aspirations of women teachers in Newfoundland.ll4

Chony claims that women hust also set up thele oun
network systems to gain information until they become part
of the already established networking system.l15

Feuersl16 concurs with Chony's recommendations to

women who wish to attain administrative positions. She
< 113G, singer and K. Collin, "Women's Issues in
Education," (Unpublished paper, Manitoba's Teachers'

Society, 1981), pp. 16-17.

1l4yhalen-way, op. cit., p. 94.

115chony, op. cit., p. 19.

1165, Feuers, "Women in Management: Shortening the
0dds," Community and Junior College Journal 52 (1981):
10.
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arqués that women have to recognize that success emerges

from a whole network of associations with other people

‘whereby they develop contacts and access to information.

By participating actively in professionally affiliated
organizations they gain visibility and become known in
educational circles.

L 4
: Encouragement "

This'tactcr refers to encouragement from family,
colleagues and superiors to apply for the administrative
position presently held or positions involving greater
responsibilities. - There is research which indicates that -
encouragement is a critical factor in whether or not a
woman applies for- administration. It is important thft
colleagues, superiors, and especially family and friends
provid-e that encouragement. i
) Dodgsonll? contends that mentors are beneficial
throughout a career, but they are extremely important to
women at two points in their careers: in the progression
from teacher to the first administrative position, and at
the final §ppointment to‘ senior administrative positions.

Mentors -provide personal encouragement to capable women

‘who aspire to administrative positions, byt who lack self-

confidence or doubt their .abilities. A mentor who is part

- \
of the "old boys network" can introduce a less experienced

. 1177.podgson, "Do Women in Education Need Mentors?"
Education Capada 36 (1986): 30.
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protégé to influential people, make her highly visible,
and advise her on career advancement.

The administratjive women studied by Scriven and
Nunnery offered a variety of reasons for hecoming
thed in educational administraiion. The most
frequently mentioned reason was encouragement from other
administrators.118

Data from Picker's dissertation showed that female
educlational administrators had received. more sponsorship
than men who participated in the study.ll9 Interestingly,
females had r:igher career aspirations than males. Timmons
concluded that there is a relationship between
encouragement from superiors and. career aspiration levels,
arguing that encour.;qement might increase the number of
female administrators. 120

Vxllani's study conf}med that mentoring is a way for

women to overcome the internal barriers to heightened

118a,L. Scriven and M.Y. Nunnery, "Women® Central
office Administrators in Large Urban Districts:
Characteristics and Perceptions," Educational Hu;;zons 52
(1974): 140.

119pjcker, op. cit., p. 146.

1203, F, Timmons, "A Study of Attitudes Toward Women
S¢hool Administrators and the Aspirations of Women
Teachers for Administrative Positiéns in the State of
Indiana" (Ph.D. dissertation, Indiana University, 1973),
p. 132.
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career aspirations.121 Encouragement from family and
friends has been cited by female administrators as helping
them realize their career aspirations. Women in a North
Carolina study credited their success in administration to
encouragement and support of their families. A large
majority of them cited "husband's support" as awcrucial
factor in career development.l22 B
Erickson!23 in her twa-year study of administrators
in Montana, reported that females whose partners supported
them and shared equally in responsibilities received the
most satisfaction from their achievements: /
Nixon reported that the majority of fémale
adminidtrators she studied in Alberta, when asked what had
prompted them to apply for administrath{e positions,
replied that they had been encouraged by someone else.
Within that group, half of the subjects considered the
encc\uraqeme‘nt from some school board superior to be the
decisive factor in their decision to make an initial
application.124  Female superintendents in Contra Costa
121, villani, ";lentarinq and Sponsoring as Ways for
Women to Overcome Internal Barriers to Heightened Career

Aspirations and Achievement," (Doctoral dissertation,
Northeastern Un{verslty, Boston, 1983), p ;De

1221,.c. Woo, "Women Admnxstrators' Profiles of
Success," Phi Delta Kappan 67 (1985): 287-

123grjckson, op. cit.,”p. 291.

N}ixon, op. cit., p. 26.




County contended: "Encouragement from peers anf
supgrvisess has been a major boost".125 Tranborgy in her
Saskatchewan study, concluded that lack of mentors for
women in education is a contributing factor to the
imbalance of the sexes in administrative ranks.126
Chony criticizes women who have reached
administrative positions as not being sponsors or mentors
to other ambitious women. She contends that some of them
are so busy surviving in male-dominated administration
Tenat they cannot be bothered with helping other females.
Others, she argues, are so insecure that they isolate
themselves to avoid calling attention to thfnselves. A
third group, the véry successful female administrators,
sometimes identify more strongly with male colleagues and
less with other females and fall into what is called the

"Queen Bee Syndrome".127

125wopening Doors: Women Superintendents in Contra
Costa County," Thrust 12 (1983): 44.

1264,5. Tranborg, "Women in Education: A Rationale",
Unpublished papers, Saskatchewan Teachers' Federation,
1977, p. 9.

127¢hony, op. cit., p. 19.



- ? CHAPTER SUMMARY

This chapter has provided a review of mostly American
and canadian literature dating from the 1970's to the
present. Findings of two Newfoundland studies relative to
the status of female educators and their aspirations have
also been presented.

The first section presented lit‘erature concerned with
the role of women in the educational field, both
historically and currently, and how that role relates to
their career ‘aspiraticns. It emphasizes how different
societal roles and expectations are reflected in the
distribution of females in the educational hierarchy.

The secondl section reviewed research findings
relating to the difference in career aspirations for
female and male educators. Most of the studies cited
attest to the lack of desire and planning on the part of
female educators for administrative positions in contrast
to théir male counterparts.

The third section examined literature relative to the
factors whiclll influence female career aspirations that
were examined in this study. These included demographic
characteristics, family background, sex-role ideology,
family obligations, professional credentials, professional

involvement, and endouragement from others.
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CHAPTER III

RESEARCH METHODOLOGY

INTRODUCTION

This chapter is gesigned to provide a description of
the, research methodology used in this study, including
descriptions of the techniques used to collect and analyze
data. The population studied, sourges used in
ascertaining the status of women in educational
administration for this province, description and
development of -the instrument, the methodd and purpose of
the pilot study, as well as the method of statistfical
analysis applied to the data collected are disc\‘xssed.

POPULATION

The population for this study was comprised of all
recorded female educational administrators-in the province

of Newfoundland and Labrador employed for the school. year

C N
1986-87. Questionnair . Were sent L’o all females
designated as administirators. These included 35
\
department chairpersons, 81 vice-principals, 125

principals, and 59 central office personnel for a total

population of 300.
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EXAMINATION OF DIRECTORIES

To ascertain the status of women in education in
Newfoundland and Labrador for the school year 1986-87 two
sources were utilized: various school system directories
and information supplied by, the provincial Depa#tment of
Education. The directories which were examined included:

ewfoundland a or S sre =87,
issued by the Newfoundland and Labrador Department of
Education; The Education Directory for Newfoundland, 1986-
87, issued by the Integrated Education Council; The Roman
catholic Education Directory, 1986-87, issued by the Romana
C?tholic Eduf:ation Council; and The Directory for
Newfoundland ‘ang Labrador 1986-87, issued by ‘the
Pentecostal Education Council. From these directories the
following were calculated: the proportiéns of female
curriculum coordinators and female assistant/associate
superintendents for each school system and for the
provincé as a whole. Also, the proportion of fenmale
principals employed by the Roman Catholic system who were
members ‘of a religious order. was calculated from examining
the directory for that school system.

Upon request, ‘infomation‘ was supplied by the
provincial Department of Education which provided data to~~
tabulate other proportions. These incl_uded:‘ the
proportion of female teachers; the proportion of female
department chairpersons; the proportion of fema!’e vice-
principals; and the proportion of female principals.

=
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These were tabulated for' each school system and for the

]
province as a whole.

INSTRUMENT

No existing study could be found that provided a
suitable questionnaire which could be used to collect the
data required for assessing the influence of various
factors on career aspirations of female administrators in
Newfoundland and Labrador. Ther—e'.fore, it was necéssary to
develop a suitable questionnaire, reférred to in this
study as the "Female Administrator’s Questionnaire", a

copy of which appears in Appendix A.

DESCRIPTION OF .INSTRU‘MENT

The questionnaire is divided into four (4) separate

" i 2 3 i
sections. The first section is designed to examine career

" aspirations. Respondents were asked to indicate their

desire to remain in the administrative position presently
held or their desire to“i¥tain an administrative position
involving greater responsibilities. To further examine
career aspirations, respondents were asked to indicate
their current positfon and the highest position tﬁey wish
to attain during their career.

The second section is designed to provide information

from rgspondents regarding demographic characteristics, “~
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family background, professional credentjals, profebsional
involvement, encouragement from others, family
obligations, . and sex-role jdeology, thus allowing for
comparison among respondents. for each’ of these factors.

Question three (3) was included to determine the

representation of respondents. Demographic
characteristics include questions four (4) through seven

(7) inclusive, which refer to age, marital status, the
number of dependent children, and the age Of the youngest
child. Family background information is assessed through
questions eight (8) through twelve (12) inclusive, which
refer to parental education, parental c;ccupation, parental
family income, hometown population, and birth order.
Professional credentials, which. include total years of
. teaching/administrative experience cpr:t:med and teaching
certificate level, were assessed in questions thirteen
(13) and fourteen (14). Que’stion fifteen (15) refers to
professional involvement ‘defined as the office(s) or
position(s) of leadership held in professional and
community organizations. Encouragement from others is
referred to in questiunsl sixteen (16) through nineteen
(19) inclusive. Question twenty (20), parts (a) through
(h) inclusive, focusses on‘the family obligatjops factor.
It is designed‘to assess the extent to which household
choriﬁ\and/or childcare duties conflict with career
obligations. For each of the eight (8) .statements listed,
respondents were asked to circle one response out of four

. €
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which best describes their situation. The four responses

provided are rarely, occasionally, frequently, and always.
-

An arithmetic "value ranging from one (1) to four (4) is

assigned to each’ of the responses, respectively, as

follows:
Rarely Occasionally Frequently Always
3
1 2 3 4

Provided resp'cndents reacted to each statement, the total
score range for this factor was 8 - 32, 8 being the lowest
score a respondent could possibly receive, 32 being the
highes’t’:ﬁ:ss,skible score. However, it was possible to score
‘zero (0) if a"‘r‘espondent’é marital status, e.g., religious
order, made the b"fac,t_pr not applicable. Low scores
indicaied minimal family‘\‘ohléqacions - career conflict.
High scores indicated maximal confiict. Question twenty-
one (21), parts (a) throutjh (t) incl:sivre‘, i‘s devoted to
the sex-—role jggogog): factor. It utilizes a Likert
format, whereby twenty, (20) statements are listed and
respondents were asked to circle one responsevaut“ of five
which best‘describes’ their reaction to each statement.
The five responses provided are strongly disagree,
disagree, uncertain, ‘agree, and  strongly a’g:eq./ An
' arithmetic value ranging frof one (1) to five (5) was

assigned to' each of the responses, respectively, as

follows:
Stronaly Stronaly
Disagree Disagree Uncertain ree Agree

1 < 3 4 . s
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If respondents reacted to each of the twenty (20)
statements, the total score range for this factor was 20—
100, ‘the lowest possible score for an individual being
twenty (20) and the highest possible score being one
hundred (100). All of the statements were phrased in a
“traditiona}" direction. Low scores indicated a
"liberated" sex-role ideology, while high scores indicated
a "traditional" sex-role ideology. 'x;he scale was
categorically “divided into the following content areas:
household roles of women and.men, paréncal roles bf women

and men, special roles of women, relation:

s between men
and women, and career/job roles of men and women.

The third section is comprised of two (2) questions,
designed :c‘» examine t.he perceptions. of female
administratdrs regarding factors that have influenced
their career aspirations. The first question asked them
to rank the three (3) factors they felt have most hindered
their career aspirations - factors that have been barriers
to their career aspirations, assigning rank 1 to the most

hindering factor through to rank“3 for the least hindering

factor. The second question asked them to rank the three
factors that have contributed most to their career\
aspirations - factors that have been facilitators for

them, assigning rank 1 to the most contributing factor
through to rank 3 for the least contributing factor.
The fourth section consists of two (2) open-ended

questions. The first question was aimed at respondents

. 1Y
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who expressed an interest in attaining a position with
greater administrative—r\sponsibi‘lities. It asked them to
indicate the reasons fer their aspirations. The second
question was aimed at respondents who indicated " they
wished to remain in their current administrative
positions. It asked them to\ indicate their reasons for
pot being interested in attaining a positisén with greater

administrative respons}bilities.

«
DEVELOPMENT OF INSTRUMENT

In prepa;'ing the instrument f_or this study a revjew‘
was made Qf instruments used in the followingl studies:
B.W. Pope, "Factors Influencing Career Aspirations and
Career Development of wc;mgn Holding Administr,
Positions in Public Schools" (1982) ; C. Reicfl, "The ect
of a Teacher’s Sex on Career Development™ (1975); and LB
Asper, "Factors Affecting the Entry of Women Teachers into
AdministrativesPositions of the Manitoba Public Schools"
(1974).

From these instruments, items relevant to factors

being examined In this study were noced{ “adapted and
a ol

included in the first and second seéctions of the
instr‘ument for this lst:udy. The sex-role ideology_ scale in
the second section of the instrument is based on a
Canadian scale developed in ‘1978 by R. Ralin and P.J.

Tilby.
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TRUMENT VALIDATION

An initialegdraft of the questionnaire was submitted
to a group of graduate students at Memorial University of
Newfoundland for their consideration and reaction. In
add‘ition, the instrument was submitted to three (3)
faculty members in the Department of Educational
Administration at the same i;\titutlon. Modifications
were then made and the questionnaire was again presented
to a panel of faculty members and graduate students during
the proposal hea;ring. suggestions from these groups
resulted in further modifications,  additions, deletions

and structural changesoin the instrument. .

P;{'LDT STUDY
AV “

The instrument was piloted among a group of fourteen
(14) females in different administrative positions across
Canada. The participants of the pilot study were
requested to examine the questionnaire for clarity,
readability, format, and to note the time element in
completing the questionnaire. A‘ll fourteen (14)
adninisgrators responded and after careful assessment of
the results of the’ p}lot study, the necessary
mc]dificatiuns vere man‘gv to further refire the instrument.
A copy of the cover letter accompanying the questdonnaire
fuq:e pilot st;udy and a'list of the participants are

included in Appendix B.




i INSTRUMENT RELIABILITY

The reliability of the instrument was determined by
retesting the first twenty-five (25) respondents two weeks
after their initial return was received. Fifteen (15) of
these questionnaires were returned and included for the
reliabillty analysis. The PeaYson product-moment
corre]fation coefficient was calculated to Yonfirm the
rel‘iability of e’aéh item. Items in the questionnaire
pertaining to factual personal information were not
included in calculating the reliability qf the j'nstrument
as, their near pe‘rfect correlations would hjive unduly

inflated the final reliability coefficient. All other

questionnaire items “of a non-factual nature were included

in calculating the overall reliability of the instrument.

‘The correlatién coefficients of these non-factual items

are'providgd in Table 1. Items in the section on Career
As}iraéions, Qla to Q2f inclusive, and items on the factor
of Encouragement, Q17 to Q19 inclusive, scored relatively
high. on the remaining factors of Household
Chores/Childcare Duties, Q20a to Q20h inclusive, Sex-role
Ideology, Q21a t;o.Qzlt inclusive, and on Perception of
Factors, questions S3Q1F1 to s3Q2F3 inclusive, .there were
more items with lower correlations. Twe items, Q2lo and “
S3Q2F3, had correlations of .0227 and .0554, respectively.
The ,correlation coetticier:t: for item Q2a could not be
computegd because there were no xespondents to that item.
Likewise, the cc:rrelution coefficient ltor‘item Q20c could

A
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not be computed because all respondents circled the same
response to that item.

All items were then translated into Z-scores, using
Fisher’s 2 transformations. The mean Z-score was
calculated and transformed into a correlation coefficient
in th‘e same manner. In this case, a correlation of .76
was calculated for the instrument as a whélei omitting all
questionnaire items of a factual mature. Table 1 provides

statistical results of the process used.

ADMINISTRATION OF QUESTIONNAIRE

Prior to the distribution of questionnaires, a letter
was sent to all district superintendents with female
administrators -in their employ, informing them of the
study and requesting their . permission to sufvey femalg
ad‘lln.inistrators within their respective districts. Four
(4) school boards out of a total of thirty-five (35) did
not employ any female administrators, so letters were not
sent to tﬁese. "All thirty-one (31) superintendents gave

5 g —
their consent to have their female administrators

surveyed. A copy of corr C to superi s is
included in Appenfiix B. :

Letters of.i{ltent outlining the proposed study were
also sent to The Honourable Loyola Heurﬁ, Minister of
Educatiod for the province, and to each Executive Director

of the Denominational Education Councils for the province.



E . 69
Table 1
Reliability of Questionnaire Items
Item { r zr Item < Zr
1

Qla ..8750 1.354- Q2T ' L8803 1.376

' Q1b 1.0000 3.000 Q211 .5922 .678
Q2a not computed Q2 . .3889 .412
Q2b 6814 .829 Q213 .8710 1.333
Q2c 071 .887 Q21k .7859 1.058
Q2d 1.0000 3.000 Q211 .5395 .604
Qe 1.0000 3.000 Q21m .5556 . .626
Q2f L4231 .454 Q21n .2438 1 .250 o
Q17 19624 1.946 Q210 .0227 025
Q18 .9875 2.647 Q21p .2567 261
Q19 .5437 .611 Q21q .7010 .867
Q20a .4083 .436 021r .7045 .877
Q20b L9151 1.557 § Q21s .7209 .908
Qzoc not computed#* Q21t .2740 .282
Q20d .4951 .543 S3Q1F1 .4910 .536
Q20e L1132 .116 ! S3Q1F2 .1473 .151
Q20f .8230 14172 S3Q1F3 L5774 662
0209 # .6878 .848 2 $3Q2£1 L7334 T .940
Q20h 6455 .767 S3Q2F2 2575 .266
Q21a .5916 .678 S3Q2F3 . 0554 .055
Q21b .8527 1.172
Q21c .7588 .996
Q21d L9174 1.589 * -
Q21e .9295 1.658
Q21f .8539 1.274 )

Zy = L&y 42.701 = .9931
N 43
E ' 209931 = r 76
* The correlation coefficient for item Q2a could not be computed
. because there were né respondents to that item.

*k The correlation coefficient .for item Q20c. could not be computed -

rall 15 r circled the same response to that

) /item_. .

-~
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A copy of the correspondence is to be found in Appendix B.
Notification of the impending study was published in Women °
Speak, a newsletter of the Provincial Status of Women
Council, and in the Newfoundland Teachers’ Association
Bulletin.

Prior to mailing out,K the questionnaires, a mailing
list of all female administrators was ;ompiled.
Information for the mailing 1list was gathered from th‘e
variots school system ‘irectories and the provincial
Department of Education. In late March the questionn\aires
were mailed to female administrators, individually, at
their school address. A cover letter and an -addressed,
postage-paid return envelope were included with each

questionnaire. Each questiennaire was numerically coded

. to enable the researcher to identify nonrespcn'dents. As

each questionnaire was received the number was removed' to
protect corfidentiality of the respo{uﬂent and the
respondent’s name was crossed off the mailing list. About
mid-May, nonrespondents were again contacted in the same
tanner. .Copies of correspondence with administrators

appear in Appendix B.

ANALYSIS OF DATA

The-status of female educators for ‘each school system

and the province aj a whule was tabulated as frequencies

and per \from i ign made available by the
| !




71

questionnaire “With respect to the respondents’ career

-
\%:Sncial Department of Education. Data gathered from

aspirations were also tabulated as frequencies and
percentages. These data divided the respondents into
three groups: those who expressed a desire to REMAIN in
their present administrative positions, those who aspired
to ATTAIN. administrative pnsitions involving greéter
responsibilities, and-tflose who were UNDECIDED in their
career aspirations. S . E p

Using the three levels of aspiration as'the dependent
variable and the factors described in the'literature which
influence aspirations as independent variables,

relationships were determined between the level of

‘aséiration and each of, the demographic characteristics,

family background, sex-role ideology, family obligations,
professional credentials, profes’sional involvement, and
'‘encouragement. - To assess the statistical significance of
marital status, parental education, parental occupation,
parental family income, hometown populaticﬁ, birthorder,
teaching certificate, office(s) of leadership, and sources

of enqouragemer&t as influencing factors, the ghi-square

& *
(or X2) test was applied. A one-way analysis of variance

was used to assess the statistical significance of age,
experiencej] number of children, age of - children,
householq/childcare duties, and sex-role ideology as
influencing factors. The level of significance for all

testing was set at the .05 1eve1 ‘because the study was
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concerned with finding factors which infl\{ence career
aspirations and the >.01 level of siqnific}qce might
prevent identification of influencing factors.

pata for respondents' perceptions 6f factors
influencing their career aspirations were tabulated as
frequencies and percer:tagas. Reasons provicied sz
respondents for the nature of their careef .aspivratlons T
were also tabulate;i in frequencies and percentages and a

broad cross section of responses symmarized.

CHAPTER SUMMARY

Included in this chapter was a description of the
research methodology used in this study. Descriptions of
the techniques used to collect and analyze data we‘re
provided. Sources used ;:o ascertain the current status of
female educators in Newfoundland and Labrador and -the
population of female .administrators studied were
discussed. A description of the instrument entitled
"Feriale Administrator's Questionnaire':, .its method of
developmar;t, as well as- the method and purpo’ée of the
pilot study were also provided. Results of the instrument
reliability test-retest &nd the administration of the
questionnaire were also xncluded: Finally, the method of
statist_ical analysis applied to the «.iata collected was

d_iscussecxl . &
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ANALYSIS OF DATA g h ;

INTRODUCTION

This chapter presents findings in five main sections

- to answer each of the specific research questions bose;i in

this thesis. The first°section, outlining the status of
female educators in the province of Newfoundland and

Labrador, answers question one of this thesis. The second

® 3 .
section dealing with ~the career aspirations of femalw

adn;inistratcrs in Newfoundland and pabraéor, answers
que: on two. Section three of this chapter answers thé
third question of this thgsis which is- concerned with
factors influencing the career aspirations of these female
administrators. Section foqr presents the respondents’
perceptions of barriers to and facilitators of their
career aspirations, thus answering ‘quest‘lion four of this
thesis. The fifth and final sect“ion answers question five
by presenting written comments provided by respondents

regarding the reasons for their career aspirations. *




STATUS OF WOMEN EDUCATORS IN
NEWFOUNDLAND AND LABRADOR

What is the present is of women in education in
Newfoundland and Labrador as evidenced from an analysis of
the proportions of female teachers, female school
administrators, and female district office personnel?

Statistical data for question one were gathered in a
preliminary survey of the status of female educators
through examination of information rovided by the
provincial Department of Education. Twg sources were

utilized:  school system directories and information

© provided by Teachers’ Payroll Division, Department of

Education, Government of Newfoundland and Labrador.

Table 2
.
Distribution of Teachers in Each
School System by Sex

School .

System M % F 1 Total
Integrated 2512 “B1:3 2383 48.7 4,895
Roman Catholic 1208 1 36.9 2063 63.1 L 3,271
Pentecostal 217 50.8 210 49.2 3 427
Seventh Day .
Adventist_ . 15 50.0 .15 50.0 30
‘TQE'Bl 3952 45.8 ‘4"671 54.2 8,623
sourcd: Supervisor, Teachers’ Payroll Division,

Department of ' Education; Government of
Newfoundland and Labrador, July, 1987.




Teachers

As outlined in Table 2, 4671 (54.2 percent) of the

8,623 teachers employed in the province were women.

, fthe p varied with ‘different school
L systems. For example, 48.7 percent (2383) of the 4,895
1 - t. h in the I 2 syst;.en\ were women,, whereds -63.1 K
- ‘percent (2063) of the 3271 teachers emx;leygd by the Roman =
> ’ catholic System were women. The Pentecostal Systém

employed 210 (49.2 percent) women from a total of 427
teachers, while the Seventh Day Adventist System recorded
15 (50 percent) of 30 teachers employed ag female.

School Administrators P
The distinction of school administrators by sex and
by school syste is presented in Table ‘J. - This table
shows that of the 290 department chairpersons .in the’
'provin'ce, 35 (12.1 perceqt) were women. For the recorded
. 343 vice-principals, 81 (23.6 percent) were women; and.125

(20.9 ‘percent) of the 596 principals recorded for the

province were women. From a total of 1,229 school
" administrators, 241 (19.6 percent) were women.
p i - .
. - . - -
) I 5
] Department Chairpersons - ?

s 6 4 L .
The Integrated System employed 172 department

. 'chajrpersons, of which nine (9) (5.’2 percent) were women.

oy “

s

Fér Qhe‘ 103 dapartmer:t: chadrpersons employed by the- Roman
3 oo . o B 0 T 3

%o 5 i . -y
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catholic System, 25 (24.3 percent) were women. One (6.7
percént) ‘of the 15 department chairpersons employed by the
Pentecostal System was female. No department chairpersons

were recorded for the Seventh Day Adventist Systen. .
y

Vice-principals

The inceqraeed System employed 200 vice-principals,
6f which 31 (15.5 percent) were women, whereas the Roman
Catholic System employed 50 (39.4 percent) women from its
total of 127 vice-principals. The 16 vice-principals in
the Pentecostal System were men and no vice-principals

were recorded for the Seventh Day Adventist System.

">  statistics cited here include teaching principals in

. one-room sole-charge schools. The Integrated System had a

total of 358 principals, 36 (10.1 percent) of whom were
temale. Of the 188 recorded for the Roman Catholic
System, 84 (44.7 percent) were women. Three (6.7 percent)
of the recorded 45 principals 1n the Pentecostal System
were women. \The Seventh’ ‘Day Adventist System employed

five principals, two (40 percent) Gf whom were women.

“central office Personnel

The distinction of cCentral office personnel by sex

and school system is presented.in Table 4. It shows that
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.
of the 34 superintendents, women were not represented.

There were 62 assistant/associate superintendents for the
province. ‘roug (6.5 percent) were women. = Pifty~tive
(27.9 percent) of the 19;_ curriculum coordinators were
women. In summary, femaies comprised 59 (50.1 percent) o%
© the total 293 ean?tal office personnel.

From a total of 177 central office personnel, ‘the
Integrated System employed 25 (14.1 percent) women. The
Roman Catholic System employeds 106 centra.I office
pexsonnel; of whom 34 (32.1 pércent) were women, while th
nine central office personnel employed by‘ the Pentecos
Sya::pm were.men. The one person employed at the centr;l

office of the Seventh Day Adventist System was a man.

Assistant/Associate Superimtendents

The. Inteﬁrated System employed 39 assistant/associate
superintendents. One (2.6 percent) was female. Women
comprised three (39 (14.3 percent) of the 21
assistant/associate superintendents employed by the‘Roman
Cutr_uouc System. However, the. two assistant/associate
su;:erintendents employed by the Pentecostal Systeém were
men. No assistant/associate superintendent was recorded

for the Seventh Day Adventist System.




Curriculum Coordinators vl -

The Integrated System employed 118 curriculum

coordindtors, of whom 24 -(20.3 percent) were t‘ema}e. The -

Roman - Catholic System had-a total. of 73 " cdrriculum

coordinators.  Hergs women totalled 31 (427" percent)

The six curricul\im . coordinators - employed = by the.

Pentecostal System were men. ‘ No garriculum coordinators

: £
were recorded. for the Seventh Day Adventist System. s
f ; v
e .

_Table 5 o

Distribution of Female Principals in ‘the
Roman Catholic System

I
Principals . S
Status N % % o
Lay 5 2 39 . 46.4
Religious®rder 45 T53.6
>
Total 84 100.0

Source: The Newfoundland and Labrador Schools Directory

.

Since *the’ Roman Catholic System had a'n;u'ch higher
percentage of female principals in contrast to thé nan‘-
catholic Systems, the religious order  factor wa”s
con‘sider:!_,‘importgnt lnv this study. Table 5 s};ows" a

«4 breakdown in proportions of female primr:ipals in” the Roman




Catholic System by membership in a religious order. Women

in_ religious orders comprised 45 (53.6 percent). of the

-to{;al number of. 84 female principals employed.v Thirtf{-
nine (46.4 percent) were lay.women.

~
For each subgroup of female educators, proportions
vary. For example, 10.4 percent” (76) of the 730 school
admxn;strators employed by the Integrated System are

women, bfhlle the Roman Catholic System employed 159. (38.1

percent) women .out off its total. of 418 s,ctg:l,_
;administrators_ Women comprised four (5.3 percent) of the.

school - administrators employed by the Pentecostal:

System.” Two (40 percent) of the five employed by‘ the

,

Seventh Day Adventist were female. o
&9 Proportions of-central uffics: personnel likewise vary
with school‘ systems. While 25 ;(14.1 percent) of the 177'
central office personnel employéd by the Integrated System
are women, 34 (32.1 percent) of the-loé central OfflCE
;:ersonnel employed by the Roman Cathclxc System are

female. _ ’I‘he nine central office personnel employed by the

Pente:ostal ~Syst_em are men, as‘is the one person employed -

by the Seventh Day Aﬂdventist System.
Four (4) fschool boards.out. of a total of 35 did not
employ any women educational administrators. All 34

district syperintendents were men.




-,
RESPONDENTS X N

Statistical &at;a for the remaining four research
P "

v v
éues_tions dealing with}'care’ex' .dspirations of female

administrators were gathered through administration of an.'

instrument entitled "Fenmale Administrat(‘a’r’;

Questionnaire"."

The extent ta ;olhich research 'findings’ can be
generaljzed to the population being studied is affected by
ghe extent to which the respondents fepresgnt that
population.  In the’ pré;ent -st\;dy, questionpaires vere
sént to‘all 'female educational administrators,‘ odiiprising
a total ﬁopulaltion of 300. } . o ®
. As indicat J;y Tap‘l\e.s,“ }Woyﬁe women returned’
° completed q\':\esfionn;sires for inclusion ih the analysis ‘of
this study. ‘The appro)gmate wresponse fates for each
schoo} system were: Integrated, 73%; Roman Catholic, 76%;
Pentecostal, '100%; and Seventh' Day Adventist, 50%.

Table 7 shows a summary o‘f returns yith the
d.istfit;uciqn of respondents by subgroups. The approximate
response rates were: 4de‘partn\ent‘ chai’rpersons, 71%; Gicg-
principals, 84%; principals, 7;’;; and district ofi\i.ce
pers’onnel, 61%. § ’ . )

There ‘were  two (2) questionnaires returned
u{ica;np"leted because the respondenti felt ;the study did not
,3pPly -to their 1lifestyle, -or' present administrative
'pc;éition. - 0:3e other cjuestionn‘aire was ‘also returned




= \kuncompleted because the person did no‘t w1sh to participate .
*in the stndy for’ persnnal reasons. W )
' Table 6 - ¥ =
. . mstrxbutien of ‘Respohdent’g
N by School System
School ' * Number Number % -
. System’l‘ c . Sent . Returned Returned .
Integrated. @ oL~ .o 74 73.3 . - sk
Roman Catholic 193 . 146 75.6 . -
- Pentecostal - 4 " 4 100.0 - °
: -~'  seventh Day.Adventist~ = 2 % 50.0._
+ ¥ VT I A T 5 o
+ . Total | 300 225 75.0
= 5 . . 2 . .
T 3
o ' t - . Table 7 - -
* Distribution of Respondents =
by Subqroup N
5% Subgroup ‘ o Number Nutjber % - "
ey . ) E © Sent Returned ° Returned
Department Chairpersons L35 25 B TR B
=5 Vice-Principals’ < e 68 s{.s' =
Principats ' 125 96 76.8
.Central Office Personnel 59 _ 36 61.0 3
.- Total N 300 225 | ° 75.0




CAREER ASPIRATIONS ~
" R estjol '
L ‘ ) V;hat are i:he P e as ations of female
- = .. .administrators in Newfoundland and Labrador as evidenced

from an analysis of their desire to:

- (a) remain in administrative positions' presently

1 held for the duration of their careers? .

. (b) attain administrative positi_orlls invol@ing
N greatei- responsibilities?

statistical data for th:s question were acquxred by
asking partlclpants to respond to twb questxons in Sectxon
. % +X or the instrument,, . They were asked “to indlcate ‘their

desxre to either REMAIN 1n their -present administratlver

\\\positions or M‘TAIN a posxthn involvu\g greater.

adm‘rﬁstg@tive responsibilities. - A second question asked
them to 1nd1cate‘ their present position and the highest
. position desired. Tableé 8 and 9,show the flndmgs.

' Table 8 deplcts career aspxratlcns expressed by

respondents, distribu:ion by subqroup and desire

' . indicated. One ‘hundred and six (47.1‘per§:ent)\of ‘the 225
" respondenés expressed a ‘desire to REMAIN in tﬁeir‘ px;esent .
adminsstrative positions, while 95 (42.2 percent)
expressed a desire to ATTAIN admmistratlve pos:.tmnﬁ
involving greater responsibilities. A third- group of
respcndents, a total of 24 (10.7 percent) indicaged they
were UNbEpr};D in their career aspirat_ions by “writing on
the questionnaire that they were undecided or uncertair;
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e % 86

. nhout their des!re for increased -.adm}nis:rat‘ive T
responsibilities. : ’ )
Forty percent (10) 'o.t'the 25 department —chairpersor;s
indicated. a «desire to remain in 'tn"eir present
+ administrative positions. ~?we1ve (48" percen_l‘:) expressed A
" the cresir} to attain administ;ative .positions involving
qreatei';'esponsibllitles, while thé remaining three (3)
(12 percent) were undecided. . % ‘
_ y / In the Vi -principals’ subgroup, 42:6 percent (29)
indicated ‘a desiretto remain as vice-pnncipals, wlule 34 "t
(50. percent) of them exptessed a desxre ‘to attam greater ‘5

"v'»admimsgrative responsibilities. ’I‘he tindecided groupl
: 73 .

totaued s ¥ 4 parcent (é)

*Fx:om 3 total of 96 p“cipals{ 57.3 percent (55) X

indicated a " desire to remain in ‘that administrative

. positionr while 30.2 percent (29) expressed an interest in

e T e 4 a‘ttaining poéitions with greater arﬁimini”srtrva’tive
‘responsibilities than the principalship. Twelve (12.5
Vo .pex‘cent) were undecided 'in their carger aspirations.

In the fourth ,subgroup, 12 (36.4 percent) of * ¥

curriculum cooxdinators expressed a desire to rema1n at

that level, _while 51 5 percent (17) indicated a desire for. ;|

- . 'greater admini trative- ibilities. Four (12.1 ¥ .
- ' . percent) of curriculum cc‘ordinaters\uere undecided. All . . &
g X three aasis{::snt/aséoci‘ate superintendéents indicated they
: wished to attain .a s'ubei'il"ltendency, a position 1nvoIV1ng P
ol o grauter admin:sttative responsibili\:ies. . ‘,’*1‘%”}" '




. To E’urther dete):mi,ne the career aspiratiuns of

respondents, an analysis,was made of the highes/t pnsxeiuns

desired -by thos;j who wished "t\o ‘attain Agreatar
administrative responsibilities. Table 9 shows a
frez‘xpenéy. distribution of the responses anal?z‘ed./ The,
position’ oi‘ superintendency, involving th‘e4 greatest
adm}nist;rativ.e résponsibility in the system hierarchy, was
) indigated 28 (29.5 ;ércent)v t%mes as the highest position
’ ) 7 desired, while the position of curriculum coordinator was (
chcsérn‘z: (24.2 percent) times. as the highest desites '
‘ positi:on in/ the' hxerarchy. Nineteen \respogdents (zo
.perdent) “gspired to the posltion of assistant/associate ) g

supgiintendenh, and the position  .of principal was”

pr by 17 | ¢ {17.9 pe_;celnt) as therhighest o

s .
administrative position desired. Two (2.1 percent) of the

T . 4 : T .
. respondents who- wanti attain greater administrativé ’

r.espons-ibil‘itigs chegse the vice-principalship.. Although.
© si% others (6.3 percent) indicated an attain desire, they -
gave no indication of the highest position desired. "

’
in this study (47.1- °

A high per¢ je of

percent) indicated they wished to REMAIN —%rrent 4
administrative level. However, 42.2 percent Of- the .
B respondents did éxpress the "desire to ATPATN—egreater

admuustrative responsihili\:ies. - The’ hlqhest percentage
. (29 5 percent) of thosa in the ATTAIN qrouw to the




. .EACTORS INFLUENCING CAREER,ASPIRATIONS
. g T

. . stio

. P . ¥ s

¥ To what extent are the career aspirations of female’
administrators in W8wfoundland and Labrador influenced by
demographic characteristics,. family background, sex-role
ideology, family, obligations, professional' credentials,

professional involvement, and encouragement from others?

Statistical data for questinn three 'were gathered

from informatidn provided by respondents on their
N ' € £4 PRI

. 8 88
sup. nt_an'dency.‘ A third' group ’(10.‘7'— percent) of -
respondents were UNpECIDEq in.their career aspirations(l

Y . Tables
X o« L
F*eq‘uenc'y Distribution:- Highest Rosition -
/' -Desired for "ATTAIN" Aspiration
ny. A e
/ #
P = _ D 0 = S
Highéétf Position ' g Frequency " X
Desir?,d . (/ (F) _ Percent’
supefinténdent " 1 . T . 28 © 29.5%
< o, : .
urriculum Cogrdinator . . ; 23 - 24.2
- Assistant/Associate Superintendent 19 20.0
Principal - - - 17 - 7.9
‘vice-Principal . H 2.1
No indication - = 8 ‘% 6.3
i ~
Total ! ' ~ 95 100.0%




‘completed questionnaires.' Differences Amgn_q the ATTAIN,

REMAIN, and UNDECIDED respondehts were tested. /

c CI istics e

Aspiration &hd Age
As indicated in Table io, female’administrato‘rs who
their present'

expressed a ‘desire to REMAiN‘in

adnunlstratxve positions had a mean age of 45.2 years,

those"- who were UNDECIDED had a mean aqe of 39.2 years; and

the mean age for those. female administrators who wyished to

ATTAIN greater admxnlgtra}:xve responslbilities was 38.3
.

years. A one-way ahaiys}‘s of variance was applied to. test

whether a statistically significant difference ;xiated“'for

-’the means of the three groups of aspirants. It was found

that significant difference at the .05 level existed
betwee

REMAIN land. those who wished to ATTAIN, and between those

who wisHed to REMAIN and those who were UNDECIDED. .

the  mean ages of those females who wished to .




Table 10
. s e
Career- Aspiration by Mean Age

T 0

Mean Career - . Differences' 40
Age Aspirations . . % Grolp Means

4502 . REMAIN . VT

39.2 UNDECIDED . : 1/5"

38,3 - - ATTAIN : e 4

1“NOTE: This column -shows  between which groups
significant differencés exist. -For example, 1/3
indicates - that the _mean age of group 1 is
significantly different from the mean age of

group 3. . v

* y4Significant at .05 level.
«

H By Ne
As Table 11 indicates, the highest proportion, 52.4
percent, of the female administrators who wished, to REMAIN

in their present administrative positions were married as

AN

e
was &h’e highest percentage (64.9 percent) of those females

who Wwished 'Ltu ATTAIN great‘er administrative
résponsib_iuties. Thgre was a slight difference for the
two, groups of .aspirants‘ w‘ich respect to the‘ single
c;tedory; 17- (18.1 pe nt) of the ATTAIN qroup were
singla while 18 (17. 1 percent) of ‘the REMAIN group were
single. . Twenty-four (22.9 percent) 1in the REMAIN group
weri meitbers of .religfous orders, while eight (8) v‘(8.5. A

g A4
percent) of the ATTAIN group were in that categdry. With .
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'S . "
respect to the category of éepara?ted/divorced/w{dowed,

eight (B) (7.6 percent) of those who wished to REMAIN as

compared to eight (8) (8.5 percent) of thgse who wished to

. ATTAIN were in that category.

A - »
Marital ., Rapain Attain Total
Status N %% N % N8
- — -
single 18 174 17 /18.1 8 34.8 43 19.4
; @ o : »
Married 55, 52.4 61  64.9 8 3.8 124¥ 559
Separated/ - -
Divorced/ 8 7.6 , 8 8.5 5 4.3 17 7.6
Widowed N Y
Religjous
Order 24 22.9 8 8.5 6 261 38 17.1
T . / ]
Total _ 7105 47.3 94 42.3 23 10.6‘0, 222 100.0

Chi square = 14.2, p

< .05

A chi ‘square test for independence 'of variables

resulted if a chi square value of 14.2, significant®at .05

level.

Oon the basis of 'this, one can conclude that

marita/l/ status and* career aspiration are signit‘icantly

related variaﬁles .

»

e

1




had a mean of 2.50, -while those females who
desire to REMAIN in their présent administrative positidns

had a mean number of children of 3.03. . The females who

were UNDECIDED in their ‘career aspira(ﬁuns had a mean of

5.0. : -
- *
Table'lz . y
4 Career Aspiration by Mean Number
of Children | .
Mean Number career Différences |
of Children ~Aspiration Ain Group Means
2.50 ° ATTAIN n.s.
3.03 i REMAIN ¢ T n.s.

5.00 " UNDECIDED : n.s.

l\ . . ° . N
" A une-way analysis 6f' vdriance was applied to “test
for sta:ist;cal}} significant differences f6r the mean
number of children  of the three groups of -female
adm')\lstratcrs. It was found that no s:aiistiz:_al

dit‘terence existed at the .05 level. .

i




Aspiration and Ade of Di children

The mean.age of dependené children for each group of

- female admihistrators was~ca1‘cu1‘qted. As Table 13 'shous,

B ¥ the mean{aqe of -dependent céhfldren for females who wanted
: to REMAIN in positions with the same: lovel of; .

administrative duties was .calculated to be 8.43 years.

' For .those females in the ATTAIN category, the mean gée of.

/ dependent children was 8.47 years,. and for those females

(' UNDECIDED in their career asp{rations r.ha mean . age was
F .
8. 43 years.
; ) v
- Tablé 13
: . Career Aspiratiun by Mean Age N
of Children
’ i
Mean Age of Career Differences in
Children 5 Aspiration Group Means
. ~ B . - N
8.47 E ATTAIN . n.s.
. 8.43 + REMAIN - n.s. ' \
8.43 ~UNDECIDED .1 n.s. 5
i B . . o 2
- ) - . v

~To test for statistical differences {n’the means for

9
the three groups a one-way analysis -of . variance was *

- N applied. At” the .05 _slgm’ﬁcance level there was no
" statistically significant difference. e
¢ . . e .
< - s
. . w
5 v "




co Eamllg Background
Aspiration and Mother’s Education
As indicated by Tablk 14, 61.5 percent of. the females

who- wished to: REMAIN in their current administrative

positions had mothers, who had less than a high school

“diploma. For those females who wished to ATTAIN greater

daninistrative responsibilities  60.2 percent of them fell
int6 that categoﬂ;. sixteen (17.2 percant)- respondents in
the ATTAIN group ha;i mothérs wr;o had qraduated from high
school, whila 23- (22.2 percent) in the REMAIN, group had
mnthers with a h1gh school dlploma.‘ A higher percentage
(19.4 percent) of the females in the ATTAIN group had

mcthex's with some post-secandary educat;on, as tompared to

percent of those whc wished to REMAIN in their

current administrative posltions. - /-




Table 14

Career Aspiration by Mother’s Education

Education Remain Attain Undecided Total -
Level N % N & N % N %
Less than 64  61.5 56 éO.Z 12 5.1 132 60.0
High School . . }
Diplama
High School 23 22,2 16 17.2 8 34.8 47 «21.4
Diplama g % E

.
Same Post- 13 12.5 - 18 19.4 3 13.1 34 15.5
Secarﬂ.?.zy s
Bducation
Post- 4, 3.8 3 . 3,2 0 - 7 3.1
Secondary
Graduate
Total 104 100.0 .93 . 100.0- 23 wo..o 220 100.0

Chi square = 5.462;. p > .05 "

A ch‘i square of 5.462 was calculated for Table 14
which falls below the .05 si’gnificanc'e level. Therefore,
the relationship between ca;‘e;er aspirat_it?n and level of
mother’s education j‘.s not statistically éignificﬁnt.

|
Aspiration and Father’s Education , .
" Table 15 “shows that eo.ﬂp'arcen:‘ (82) of the \fe_n'm:_es
who expressed a desire. to REMAIN in their .present
administrative posit.ions hagd fath;rs who had not received
a high Jschcol diploma .as compared to 65.2 percen‘t (.60) of




|the females who wanted to ATTAIN greater administrative
rgsponsibilities. .«For all other categories of education,
the females in the -ATTAIN group had higher 'p-roportions
- than the females inp the REMAIN group.

. . .

Table 15
" ‘career Aspiration by Father’s Bducation

»
Bducation Remain Attain ' Undecided Total
Level N 3 N % N % N %
. than 82 . 80.4 60 65.2 ¥ 667 156 72,6
High School *
Diplama roN
. High School 12 . 1.8 15 16.3 4 19.0 31 4.4
Diplama &
"
— Same Post- 5 4.9 0 109 2 9.5 17 7.9 .
Bducation
T Post- - 3 2.9 7 7.6 1 4.8 1 5.1 =
Secondary
Graduate ’ g
. - < L
—Total 102 100.0 92 100.0 21  100.0 215  100.0 ..

Chi square = 7.005; p > .05
v

A chi square of 7.005 with a probability greater than
©.05 -level indicates that there is no ‘significant
relationship between :career /aspirations and level of

- father’s education.

it
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- ' Table ‘16 présents information on career aspirations
and level of vp'ar.ental annu'al income. A greater percentage
(28.9 percent) of the females who wished to REMAIN ;t
their current administrative level than those who wished
to ATTAIN greater administrative re_sponsibiln:ies {17:2
pércent) indicated Fheir parental annual income was low.
For the tl:ateqories of medium and high, the respondents in
the ATTAIN group had higher percéntages than those in the
REMAIN group, with the more noticeable difference existing

in the medium category. Sixty-seven -(72.0 percent) of the

ATTAIN group indicated a medium parental' annual income,

while 60 (57.7 percerit) of the REMAIN group indicdted that
category. Eight (8.6 percent) of tm’z respondents in-.the
ATTAIN group indicated their parents had a high annual

‘income, while 7 (6.7 percent) of those in the REMAIN 'groﬁp.

welj]n that income category.

\




Table 16
Career Aspiration by Parental Annual Income

Parental Remain Attain Undecided Tetal
Anrual N % N . % N % N 3
Income
Low 30 28.9 16 17.2 8. 34.8 54 24.5
Medium 60 57.7 67 72.0 12 2.2 139 63.3
High 7 6.7 8 8.6 2 8.7 17 7.7
m 7 6.7 2 2.2 1 4.3 10 - 3.5
Total 104 100.0 93 100.0 23  100.0: 220 1000
Chi square = 8.422; p/> .05

dasa in

» The value oR the chi square .cbtaineﬂ on the

Table 16 is 8.422. - This value of the chi 'square does not

reach the significance level of

parental annual income is

career aspiration.

’

Aspiration and Birthorder

not

.05,

This indicates that

significantly related to

* Table 17 indicates that, a larger proportion of

females who wished to ATTAIN

.
greater admimistrative

responsibilities were first-born than those who expressed

a desire to REMAIN in their

positions, forty-one percent (39)

compared - to 29.8 percent (31) in

present administrative *
in the ATTAIN group as

the REMAIN group. The
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difference in the proportions between the two groups was
not as great for the second-born category. Nineteen (20.5

percent) of the ATTAIN.group and 20 (19.2 percent) of the

'REMAIN group were second-born children. In the other two

categories, third-born and fourth or more-born, there were
higher proportions in the REMAIN grou;;. Nineteen (18.3
percent) of the REMAIN group and 11 (11.8 percent) of the
ATTAIN group were third-born. In thée fourth or more-born
category, 34' (32.7 percent) of the REMAIN group and 24
(25.8 percent) of the ATTAIN group were in that category.
The hig‘vhest proparzioﬁ"of the ATTAIN group, 41.9 percent
(35)' were first-born children as compared to the highest
proportion, 32.7 percent (34) of the REMAIN grojp who .were
fourth or more-born ;:hildren= 5

Table 17
Career Aspiration by Birth Order -
-
Birth Order Remain Attain Undecided Total
. - N % N % N % | Y
‘ ]
First-born 31- 20.8 39 4L9 5 1.7/ 75 34.1
Foi
Second-born © 20  19.2 19  20.5 6 zs.:f[ 45 20.5
K \ 3 e
Third-born . 19 ° 18.3 1 .8 7 30. 37 16.8
Fourth or 34 32.7 24 25.8 5 2147 63 28.6
more-born ~
Total 104 ,100.0 93 100.0 23 220 100.0

Chi square = 8,983; p > .05




100

A chi square value of 8.983 was not significant at
the .05 level. This indicates there is no significant
relationship between birthorder and career aspiration.

Aspiration and Population

Table 18 shows an amalysis of cdreer aspirations by
the respondents’ hometown population. The largest
"x;raportion, 32.7 percent, of femalés in the‘REMAIN group
came from hometowns where the population Wwas less than
-500, as compared to the-largest percentage, 28.7 percent,
"of the females in the ATTAIN group comi‘ng f_i‘om hometowns
"with populations grea’t; ‘than 13,000. A larger percentage
of the REMAIN. group v(3 .7 percent) came from hometowns’
with p\opulatlons of less/than 500, than did the females in
the ATTAIN group (16.0 pércent)v. The same is observed for
hometown populations between 500 and 999 where 17.3
percent (18) oi the REMAIN group and 13.8 percent (13) of
Vthe ATTAIN group are in that category. .For homatownv
populations greater than 5,000, femalesfrom the ATTAIN

group comprised largest proportions. Twenty-two (23.4
<

;percent) in the ATTAIN group and 22 (21.2 ‘percent) in the

REMAIN group were -from hometowns with populations between
1000 ‘and 4999. Eleven (10.6 percent) of ‘the REMAIN group
and 17 (18.1 percent) of the ‘A’:[‘TAIN group grew up in
hometowns with populations between 5000 "and 12,999.
Twenty’-sevan (28.7 percent) of the females who aspired to

greater administrative responsibilities as compared to 19




(18.2 percent) of those who wished to remain at "their -+ _
current administrative level came from hometowns with
populations greater than 13,000.

. Table 18

Career Aﬁ:im;ion by Hometown Pcpﬁatim ]

Hametown Remain Attain Undecided Total
Population N $ N % N % N %
1
Less than 34 327 15 16.0 5 2277 54 24,6
500
500-999 18 17.3 0 13 138 4 182 3 159 .
1,000-4,999 22 212 .22 23.4 4 182 48 218
5,000-12,999 B s v wma 2 9.1 30 13.6
“¥Fore than’ 19+ 18.2 27 287 -+ 7 31.8° 53 241
13,000 ;
Total 104 100.0 94 100.0 22  100.0 220 100.0
Chi square = 11.641; p.> .05 ,

The chi square value of 11.641 indicates that there
is no ., statistically significant relationship, between
career aspiration and hometown " population. at the :05

level.

Aspi. ol ‘s Occu .
““rable 19 shows that the highest proportiops:of the

REMAINS and ATTAINS (75.5 pgfcant and 71.9 percent,




respectively) -had mothers whose primary occupation was

that of homemaker. Likewise, thered was very

little;,(‘*

difference between the proportions of the ATTAIN group and

REMAIN group with respect to the category of

non-

professional o’ccupations, 18.0 percent (16) for the ATTAIN

group and 18.6 percent (19) for the REMAIN group.

However, there was a Sifference ig};he propértiéns in the
't

category indicating their mo

ers” occupations " as

professional. Nine (10.1) percent of the females who

wished to ATTAIN greater administrative responsibilities

as compared to 6 (5.9 percent) of.the females in the»
" 'REMAIN gz;.oup\ reported’ that their mother. was a
professional. . - & . o . - F
. X »
- Table 19 \
; 0 3
Career Aspiration by Mother’s Ocdipation ~
Mother’s Remain Attain ‘ Undecided Total
Occupation N Y N % N .t % N 2
Hamenaker 77 75.5. 64 719 17 80l 158 74.5
Non- 19 *18.6 16 18.0 3 14.3 38 17,9
professional o~
Professional 6 5.9 9 10.1 1 s 16 7.6
E . .
Al . )
Total 102 100.0 89 100.0 21 100.0 212 100,0
i

*  chi square = 1.760; p > .05 ,

7@ o

(.

ik~




A chi square value of 1.760 was calculated for career

aspiration and mothér’s occupation which has a probu\buity

greater than the .05 level. Adopting a significance level

Qf .05, the evidence—indicates that mother’s occupation is

not related to career aspiration.

'er’s ccupa

As indicated i’g Table 20, the highegt percentages of
bgth the ‘AT‘I‘AI“N and REMAIN groups had fathers whose
occupatiofns were pri a::ily. manual/ labour. Fifty-four .
(5‘8.7 percent) of the ATTAIN group as compared to 68 (66.7\.
percent) of the REMAIN group were in that category. There
were more femalés inl the ATTAIN grnug}an in the .REMAIN
group whose fathers were/gnguged in professional or non-
professional occupations. Twenty-eight (30.4 percent) of
the ATTAIN group as_compared to 24 (23.5‘percent) of the
REMAIN group had fathers whosg . occupations were
nonprofessional. In E‘&E professional occupations
category, 10.9 percent (10) of the females in the ATTAIN
group and 9.8 percent (10) of those in the REMAIN ’(;pr

had .fathers in that particular category.
4 -

o : £ P




" - ° e

’ 104
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Table 20
Career Aspiration by Father’s Occupation

Father’s Remain Attain Undecided Total
Occpation N 3 N 3 N 3 N %
Non— % 2.5 28 30.4 8 34.8 60 ' 27.6
professional
Professjonal 10 9.8 10 10.9 2 8.7 22 10.2

Manual Iabour 68 66.7 54 ‘58.( XJ 56.5 135 62.2

Total 102 100.0 92 100.0 23  100.0 217 100.0

o square = 2.042; p> .05

The chi square value calculated for career aspiration
and father’s cccupitio} was 2.042. This indicates that at
- — >
the .05 level there is no relationship between these two

variables.

~role Ideo

Aspiration and Sex-role Ideology

Table 21 indicates the relationship between career
aspira.ticn and sex-role ideéology. A maan’scc;e on the
sex-role Iideol‘,ogy scale was ca.lculat‘ed for each group of
_qspirunts, ghc‘\ REMAIN group, che})ﬂuw qro\ip, and th’e
UNDECIDED group A one-way analysis of variance was used

to test the significance of the differences in the means

N




4
©

4

- ,
ok the thise groups. A ‘significant difference was found
at the .05 1level between the means on -the sax-rsle
ideology scale fo the REMAIN group (39.55) ay\d'tné ATTAIN
group (33.55). However, no stntistically\l significant

diffétence wagi-found between any other two groups of

-
4 N AN A
. . ‘ 2
L \ : ‘' Table 21
Career Aspirations by Mean Scores
. on Sex-role Ideolegy Scale
Mean Scores on Career Differences_in
Sex-role Ideology Aspiration Group Meansl
33.553 . TATTAIN . 1/2%
- 39.549 REMAIN
39.523 UNDECIDED

-1 Note: This column ~shows between which groups
significant difference exists. For example, 1/2
indicates that the mean score on the sex-role
ideology scale for group 1 is significantly-
different from the mean score for group.2.

/ ~
* Significant at the .05 level.
1

In addition to calculating the means for TOTAL scores

\
for each group, means were also calculated for each “item

on the scale. .These means were then subjected to a one-
* way analy\sis_ of variance test to ascertain significant
2 ' P .

‘differences. Tablé 77 dispIaPs the-findings for each item

on the sex-role ideology Scale.




Table 22 ’

Distribi®ion of Mean Scores Among Female
Respondents on Each Item on Sex-Role toe
Ideology Scale

L

Remain - attain Undecided  \Differences

(N = 106) (N = 95) (N = 24) in Group
- Means

1.580 1.950 .
1.414 1.619 1/2%
1.408 1.600 1/2%
1.576 1.809 X
2.223 | 2.666 1/2%
2.351 2.700 ta/2%
1.436 1.894 1/2%
1.468 1.714 1/2% N
1.244 1.476 1/2%
2.588 . 3.1‘4;}5 T ayex
1.404 1.650 1/2%
1.648 2.190 3/2%
1.630 1.714

_1.372 1.157 -

1.159 1.190 ’
1.648 2.300 1 372+
1.468 2.263 1 3/2%
1.978 2.750 1 3/2%
2.100 2.550

2.366 . 2.684 1/2%

| =

This column shows between which groups
significant difference exists. For example,.l/2
indicates that the mean score of group 1 on, an

item is significantly different from the fiean. '

score of group 2.

.~ *,Significant at the .05 level.
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- - Aspiration and Household/Childcare Duties =~ ' + e

Table 23 depicts the® mean scores  of female
administrators for household/childcare duties from a
possible range of eight (aj_ to thxﬁ.y—tuo (32), providéa
they responded to all statements. A mean of 12.i2 was
calculated for the group of females who wished to REMAIN
in their curfent positions, a mean of 12.64 for those whe!
wished to ATTAIN positions with increased administrative’
responsibfiities, and i mean,of 11.56 l_was deternined for
‘the group who were wundecided. ; A one-wa@analysis of.
variance in‘dic‘a‘:ed that no statiStically gignificant

differences existed for the means calculated. - 4

[Q
. ' Table 23

career’ Aspiration by Mean Scores for
Household/Childcare Duties

o

career pifference in
Aspiration Group Means

12.12 - ' . REMAIN - % n.s.

12.64 i ATTAIN n.s.

11.56 . - UNDECIDED d n.s.

- .
2 5 P
.




fl‘he three 'qroups of females were compared as to the
‘extent to which family obliqations would prevent them from

accepting a position that would require relocation of |

‘family members, to ‘another community. Table 24 shows the

mean of their s to that ranging from 1
for rarely _to 4 for 'alvays.“ Female a’d\ninisr_rators who
wished "to REMAIN in cheir administrative positions
currently held had a mean of 1.70 while those who wished
to ATTAIN greater administra;iv; respon{sibilities had a
Iélegn ‘scoke of 1.9 The group of female administrators in
,'t_h" "UNDECIDED category had a mear score of 1.50. ' A one=
way  andlysis ‘of ivaria\ﬁce‘ indicated no statistically

.significdnt difference in the means.

o °
v - Table 24
_ Career Aspiration by Geographical Mobility

\

. .
Mean - k Careex.| , ° Difference in
Scores- . Aspiration - Group Means
1.70 . REMAIN n.s.
1.91 © 7 ATTAIN . n.s.
N
1.50° . iy UNDECIDED 7 n.s. ‘
. . s :
o
a &
E v [N
R - .




Aspiration and Certificate

As indicated in Table 25, a greater number of females
who wish to ATTAIN greater administrative responsibilities
as compared to those who wish to REMAIN in their current
administrative positions indicated that their university
education is beyond one undergraduate degree. . Eighty
(85.1 percent) of the females in the ATTAIN group have
certificate levels VI or VII, while 69 (66.3 percent) of
the REMAIN group, have that certificate level. A 7larger
proportion in the REMAIN group than in the ATTAIN group
have certificate. levels of IV or V. Thirty-two (30.8
percent) in the REMAIN group as compared to .13 (13.8

percent) in the ATTAIN group have certificate levels of IV

or V. # o
Table 25 -
Career Aspiration by Teaching Certificate Level
Teaching Remain Attain Undecided Total
Certificate » % N 3 N 3 N
I, II, III 3 2.9 i 1.2 - - 4 1,8
™, v 12 30.8 13 13.8 5 ) 50  22.6
VI, VII 69 66.3 80 . 85.1 18 78.3 167 75.6
R %

Total 104  100.0 94 100.0 23 100.0 221 100.0

. /
Chi square = 9.642; B < .05 ’




./ . 110
/

LT The chi square value of 9.642 was calculated for
Table, 25. It had a probability less than the -.05 level. ’ .
Therefore, evidence indicatek that level of teaching
“‘certificate and career aspiration are statistically

significant at the .05 level.

Aspiration and_Experience -
Table 26 indicates the mean years of
‘teaching/administrative experience for the 'three groups of
female aspirants.. A one-way analysis cfAVarian::e was ;
: abplicd to test the significance of the differences. in the
N . mean for the groups. It was found that the mean of the.
" REMAIN group (23.years) was significantly different from
the mean of the ATTAIN group (16.5 years) and ;_he mean of

«.the UNDE'(:Ii)‘ED group (16.2 years) at.the .05 level.
-

s Table 26
. A B : . ¥ .
Career Aspiration by Medn Years of Experience .
. Q. : ~ .
Mean Years of Career Differences_in
Experience - Aspiration Group Means! '
¢ =
23.9 & REMAIN 1/2, 3%
Bl ¥ —
e 16.5 ATTAIN
! . 16.2 : UNDECIDED ¥
1 Note: This . column 'shows between which. groups

= significant difference exists. . For example, 1/2

’ 3 indicates that the mean nuyfber of years

Y - \ N experience for group 1 is significantly
. R different from both means of group 2 and 3.

* Signiﬂcan_t, at the .05 level.

S ©e A
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Table 27 shows the relationship between career

aspiration and involvement in the N’ewfoundland Teachers'’

Association (N.T.A.) at the local branch level.

percentage of female administrators in the ATTAIN grqup

(39.4 percent)

percent) indicated that they 'were.invalved in.the N.T.A.

than ‘females in the REMAIN group

at the branch level.

Career Aspiration by N.T,A. Involvement at Branch Level

N.T.A. Remain
(Branch) . N 3
No - 78 T74.3
Yes 26 24.8
No Answer 1 9
100.0

Total 105

Chi square = 8.888; p > .05

'

- than the .05 level of significance. This indicates-that
there is no statistically significant relationship between

7 i . ’
career aspiration, and involvéhent in .the N.T.A. at the

\

A chi square value calculated to be, 8.888 was higher

-
local branch level.




volvement S éc est
! councils) - . e A

The proportions of female administrators 1nv‘alyed in
Sp§c£a1 Interest Councils o.f the Newiou\ndland ’I‘eac::ers‘
Association are outl\ined in Table 28. Forty-four (46.8
Peroent) -of the females who wish to ATTAIN positions with
increased administrative responsibilities wege involved in
;/arious Special Interest Councils, while 27 °(25.7 pe;cent)

of females in the REMAIN category were involved.

- fTeble2s,
. Career ir by-N.’I‘.A. v
- (Special Interest Councils)
£ I x
N.T.A, * Remain Attain Undecided Total
(Special N ) N 3 N 3 N %
I Vs
Councils)®
No ” 73.3 49  .52.1 16 69.6 142 64.0
fs 27 25.7 44 .46.8 7 30.4 78 35.1
No. Answer 1 1.0 1 1.1 3 % 2 -9
1
L ¢ -
Total 105 100.0 94  100.0 23 100.0 222 100.0

Chi square =10.293; p < .05 : .
. L '
To test the statistical significance of the

.relationship between career aspiration and involvement in

. Sbecial Interest cqxnalé of the N.T.A., a’ chi square




value was \calculated. A value of 10,293, was significant
at the .05 level. ’ )
S| at'p VO,

Table -29 indicates that females in the " ATTAIN
category had a higher perc;ntage than those in the REMAIN
category who were involved in the Newfoundland Teachers’
Association at the provincial level. Fifteen (16.0
percent) of the former group as compared to 3 (2.9
percent) of the latter group indicated they were active
participants at the provincial level of the N.T.A..

Table 29

Career Aspiration by N.T.A. Ihvolvement.
at Provincial Level

N.T.K. Remain Attain Undecided Total
(Provincial L 3 N % N ¥ | N %

)V .
No 101 v 96.2 ~78 83.0 23 100.0 ° 202" 91.0
Yes 3 15 16.0 - i » 18 8.1
No Ansver ok 1 10 - = 2 9
Total 105 100.0 94 100.0 23 100.0 222 100.0

Chi: square = 13.996; p < .05 . Z
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A chi square value of 13.996 with a significance
level of .007 indicates a strong statistically significant
rglutionship‘between career aspiration and involvement at
the provincial level of the N.T.A..

Aspiration and Involvement in Community Organizations

As Table 30 illustrates, for both the ATTAIN and
REMAIN groups, large /percentages (66.0 pércent and 61.9
percent, respegtively) were involved in community’
crganiiation‘s. However, a ~slightly larger propo‘;tion
(66.0. percent) of - the females in the ATTAIN group gs
compared to 51’.9 ‘percent of the REMAIN group were active

oo 3
in community  organizations.

~
- Table 30,
Career Aspiration by Involvement '
] in cqmmity Organizations
Involvement . Remain Attain Undecided Total
in Cammunity N % N % N % N %
Organizations - =
No 39 37.1 31 33.0 11 47.8 81 36.5
Yes 65 6.9 6 66.0 12 522 13 6.6
No Answer 3 1 1.0 1 1.0 - w42 )
Total’ 105 =100.0 94 ~100.0 23 100.0 ; 222 100.0

chi square = 1.954; p > .05

\ , L
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A chi square value of 1.954 was calculated for the
above Table. Its significance level, which was greater
than th.e .05 level adopted for this study, indicated no
relationship between career aspiration and involvement in

community organizations:

Aspiration and Involvement in School Board Committees . ,

Table 31 indicates the proportions of female
administrators involved in committees und‘er the
jurisdic/tion of t?;eir school rk‘\aards. Fox:xy—five (47‘.8
per’cg'nt) of the females interested in increasing their
administrative #sponsibilities as compared to forty-five
(42.9 percent) indicated that t}}ey mere . actively

participating in committees overseen by their school
-

boards.
. —
’ Table 31
Career Aspiration by Involvement
in school Board Committees .
<

School Board . Remain ©  Attain, Undecided Tota.
Comittees N % N % N % N %

' 5 65.2 /- ’;122 " 550
No - 59  56.1 48 51.1 1 2y .
Yes 45 42.9 45 47.8 8 34.8 98 - 44.1
No Answer 1 1.0 B o S - - 2 .9

Total 105 100.0 94 100.0 23 100.0 222 100.0

Chi square = 1.758; p > .05

\




To t/est for statistical ‘significance, a chi square
value was calculated for the above Table. A chi square
value of 1.758 indicated that career aspiration and
involvement !.nﬂ school board committees were not’

related.

mejﬂgmmmm . #

The- proportions of female administrators involved in
government héafd.s are ‘shown in Table 32. A larger
pgrcenr.age_ of females in the ATTAIN group* than those
fem.;les in the REMAIN group iqdicated they were involved
in X serving on qnvernmeni: boards. Twenty-two (2{:4
percent) of the ATTAIN group, while 17 (16.1 percent) of
the REMAIN group answerec.; "Yes" that they had served on

government boards. # -

P
Table 32
| 3
— Career Aspiration Involvement s
/ with Goverrment| Boards
. , »
|
bwith N 3 N % N % N3
Goverrment
Boards =
No 87  82.9 71 75.5 19 826 .177  79.7 :
Yes - 17 16.1. 22 23.4 4 17.4 43 19.4° “
No Answer | X .0 .1 11 - - 0 9"
Tatal 105 100.0 94 100.0 23 100.0 222 100.0

Chi square = 1.982; p > .05 ,
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A chi square value of 1.982, indicates that there is
no relationship between career aspiration and involvement

in government boards.

W‘mxﬂmmmw : >

Table 33 shows the proportions of fémale

administrators who held offices of leadership with other

those women who wished to

organizations. Once again

P
ATTAIN greater adi\hinistrative responsibilities’ had .a ”
higher percentage indicating "yes" than the group of

females who wished to REMAIN 4t their current

admlnxstratlve level. Ten (10.6 perceht) females-<in the
ATTATN category and 8. (7.6 percent) females in the REMAIN

other

category indicated “their involvement in
organizations. ' )
- Table 33
Career Aspiration by Involvement
in Other D:gamzatmns
-
-~

Involvement Remain Attain Undecided Total

in other * N, % N % N ¥ N %

Organizations

No 96. 91.4;. 83 88.3 20 87.0 199 89.6

Yes ’ 8 7.6 10 10.6 3 13.0 2\ /9 5

No Answer 1 107 1 11 - - 2 .9

Total 105 100.0 94 100.0 23 100.0 222 106.0

=Y

Chi square =/1.139; p > .05
’

7
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TG test for statistical significance of these two
variables, a'chi square value was again calculated. A chi
square value of 1.139 indicates that there is no

- relationship between career aspiration and involvement in

other organizations.

Encouragement
Aspiration and from Co-worker: s ;
The percentages of female administrators who had
received encouragement from their co-workers when applying
for &p administrative position are illustrated in -Table '
34. A -higher percentage of females in_ E;e ATTAIN- group
.(60.6 percent) than in the REMAIN group (55.2 percent)
indicated that they had r/eceived encouragement from their
co-workers. B h
‘ Ve
Table 34
e Career Aspiration by Encouragement from Co-workers .
“Remain y  Attain Undedided Total
from Co-workers N % N 3 N /% © N %
No 46 43.8 37 39.4 14 60.9 97 43.7
Yés 58 55.2 57 60.6 9 39.1 124 55.; 2
No Answer 1 10 - - - - 1 5
Total 105 100.0 94 100.0 23 100.0 222 ~ 100.0

/mx squam = 4.615; p > .05
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F
A chi square value of 4.615 indicates that there is

- no statistical significance in the relationship between
career aspiration and encou from co:
: spi.

ati -Encou
Table 35 shows a breakdown of those females who, when
applying for an adn(ini’sr.rar.ive position, had received -~
encuura.gement from friends. There was a higher'proportion
of women wanting to ATTAIN higher administrative positions
v 'w)lo had received encoura;{ement from friends than women who ~
wished to REMAIN at their present administrative level.

Fifty-eight (61.7 percentf of the females in the ATTAIN

éroup and 48 (45.7 percent). of .the Y emales in the REMAIN
group indicated they had received encouragemegt from
F

friends in a;{plying for an administrative position.

e e
Table 35 -

Career Aspiration by Encouragement from Friends

- Remain Attain Undecjded Total
Y from Friends N % N, % N T % No%
v N ~ -
- No 56 53.3 36 33 15  65.2. 107  48.2
vés 48 58 61.7 s s 14 G
No Answer 1 - - - - 1 5
Total . 105 100.0 94 1Q0.0 23 -300.0 222 .100.0

Chi square =81823; p > .05
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A chi square value calculated to be 8.823 had a
significance level of .06.  Therefore, a statistically
siq?ﬂﬂcant relationship between career aspiratiom- and

‘encouragement from friends was not established.
- -

t. u. eriors

The percentages of femal‘e aspirants who had received
encouragement from adr{inistrativa superiors when applying
fpr an administrative position are indicated in Table 36.-
In contrast to the findings’ on encouragement fr co

workers ahd friends, the females in the REMAIN ' category

~had-- a higher proportion receiving encouragement _ from

superiors than did females in the ATTAIN caéegory.

Seventy-five (71.4 ~percent) of the REMAIN. group as
: /

compared to 56 (59.6 percent) of the ATTAIN group

indicated they had received encouragement from their®

superiors when applying for an administrative position.

B

% .
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-
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Chi square = 7.51@: §> .05, oo

) £y 3
A chi square value v[7.518 indicated that no

statistical significance existed between career aspiration

and encouragement from superiors when. applying for an

administrative position. --

Aspiration and E from Family: Members ;

As indicated .in Tjble 37, a larger percentage of

females who expressed a desire to ATTAIN. increased

administrative responsibilitles had received encouragement
from family members than those females who were content to

+ Seventy-

REMAIN' at their current administrative

seven (81.9°percent) of tHe females in the. ATTAIN group,
n 3

while 50 (47.6 percent) of those .in the REMAIN group

indicated that when applying for an administ‘ra_t‘i‘ie

position they receéived ehcouragemené from family members\'

. . , 121
Bl ! Table 36 %y N
. . i

. . Career Aspiration by Encouragement from Superiars

» e .
Encouragement  Remain Attain Undecided - Total ~
from Superiors | N 3 N Y N B N %
No .29 ,27.6 ' 38 40.4 12 52,2 79 35.5
Yes © 75 714 56 .59.6 1 47.8 142 64.0
No Answer 1 1.0 - - - - 1 .5
Total . 105 © 100.0 94 100.0 237" 100.0 222 100.0




i . Table 37
Career Aspiration by Encouragement from Family Members

Remain * Attain Undecided Total
. from Family N % N % N % N %
- No 54 514 17 181 12 52,2 83  37.4
N Yes -50 47.6 77 81.9 1 - 47.8 138 62.1
z * : 5
No Ansver 1 1.0 - - - - 1 .5
! - Total & 105' 100.0 94 100.0 23 100.0 222 100.0

Chi square = 27.596; p< .05 4
- .
& ' A‘chi square ‘value of 27.596, with a significance
“level greater than the .05 -level adopted for :this study,
i.n(‘iicated a kelati&p&hii} bef.ileen ,?areé§ aspiration and

. ’ K encour by family .

Aspiration and E from Other Source:

Table 38 illustratesk the proportichs of female
qdministrat_ors who had received encouragement from others
when applying ‘for an administrative position. ihree (3.2
percent) of the females in the APTAIN group and 3 (2.8

*  percent) of the females in the REMAIN group indicatea that
they had Teceived encouragement f£rom people other than “cot
% " workers, friends, superiors, and family members. . i

P . .
e Y

b J
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Table 38
Career Aspiration by Encouragement from Other Sources

Encouragement ~ Remain Attain Undecided Total
fram Other N 3 N 3 N % N 3
Sources =
No 101 96.2 91 96.8 23 100.0 215, 96.8
Yes 3 2.8 3 3.2 * ol 6 2.7
No Answer 1 1.0 o B = ] 1 5
—r
Total 105  100.0 94  100.0 23 100.0 222 100.0

/

hi square = 1.856; p > .05 . -
. . . A
Setting the significdnce level for this study at .05,
a chi sﬁuare value calculated. to equal 1.856 for tl?e above
table indiéates that there is no st;atistical significance
between career aspiration and encburaqement from other'

. 2 . A
sourceés when applying for an administrative position.

.

Aspiration and from .

Table 3?;shows the proportions of married female
a;ministrac:;rs who had rebgived encouragement from their
husbands when ,a;‘:plying Eor‘ their currentk administrative
positions. Si)‘tty-one (92.5 percent) of the females in the
ATTAIN /éi‘oup and 53 (93.0 percent) of the females in the

REMAIN group indicated that they had been encopraged by
i

their husbands \when they applied for their current.’ ;

administrative positions.
.




Table 39
-Career »Aqairagiun by Encouragement from Husband ¥

Encouragement Remain Attain Undecided Total
from Husband N % N % N % N %
Strongly 53 93.0 61 92.5 8 "88.9 122 92.4
Encouraged .
No Opinion 4 7.0 2 3.0 o - 6 4.5
Discouraged/ - - 3 4.5 1 11.1 4 3.1
Stmrgly‘
Discouraged g

= g
Togal 57  100.0 66  100.0 9 100.0 132 100.0°

Chi .square = 5.689; p > .05

A chi square test resulted in a value of 5.689 which

_does not reach the .05 1level 'of significance set as

acceptable for this study. This indicates that there is
no relationkhip between career aspiration and
encouragement from husband when applying for ‘current

administrative positions.

d
\
Female aspirants who re married or had ever been

married were compared using the variable of their
husbands’ aktitude toward their career. Table 40
i.,'llustrates the proportions of the three groups of

”

females. The highest percentages of all three groups
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indicated that their husbands felt their wives’ careers "' ®
were aquall); as important as their own. Forty-two (71.2 ' -
percent) of those females in the REMAIN category and 50  *
(73.5 percent). of those in the ATTAIN category said that
their husbands considered their ui‘vas' cateer ‘aqua)ly as
important as their own. All nine (100 percent) of thosi~
females UNDECIDED about their career aspirations inditated

a similar response. )

R + Table 40
-
» Career Aspiration by Husband Attitude ¥
Remain * Attain Undecided Total .
attitude N ¢ % N % N T N:oo%
Less ‘s 8.5 7 10.3 - - 12 8.8
important - . o
Exally 42 71.2 S0 73.5 9 100.0 101 74,:$
- No opinion 2 3.4 - - - - 2 1.5
More 10 169 11 162 - =" A 1sa
important

Total | 59 100.0 68 . 100.0 9 . 100.0 - 136 "100.0

Chi square = '5.963; p-> .05 ¥

; * B .

A chi square value of 5.962 was calculated for Tubly

40 which does not redch the probability level of_.0S,

This indicates that husband’s attitude toward career is

not significantly related to career aspiration.
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Table 41 indicates percentages\) female
adninistrators whoge parents or children encouraéed _them
in advancing theif careers. Seventy-eight (91.8 percent)
of females in‘the REMAIN category and 84 (96.6 percent) of
females in the ATTAIN category indicated that the attitude
©of their parents or ‘children tdward their career

advancement was one of encouragement. . N

Table 41 .
Career Aspiration by Aktitude of Family Members

s / 2 126

Family Members’ Remain Attain Undecided Total ~
Attitude N T . N 3 N 3 N %
strongly .78 9.8 8¢ 9.6 18 94.7 180  94.2
No Opinion 6 71 .3 3.4 1 . 5.3 10 5.3
Discouraged/ 1 1.1 - T - © - 1 .5
Strongly -
Discouraged
Total 85 100.0 87 100.0 19  100.0 191 "100.0
Chi square =-2.422; p > .05

-




The resulting chi square of 2.422 for Tah;e 41 is Y
above the .05 level. * This indicates that there is no
statistically significant relationship between attitude of
family. members ‘toward career advanceflent and ca_re‘er

aspiration. A

Summary’
— Comparison of the chlree groups of female aspirants
was made for each independent variable through the use of

: tabulated fr ies and per L ana through means . -

for each group. The applicaf:ion of chi square and one-way

an'a'lysis of VYariance tested for statistical relationships

* of career aspirations to these selected factors. ~ A

4 probability: level of .05 was set as " the level of

~ggacceptance for statistical signif;cance.

Thé r.elg't}ollship between mean age and career -

. aspirdtion was statistically significant. Statistically
siénificant relaticnsh‘ips were also found between c’areax‘ ~

aspirations and marital status, sex-role ideoldgy,

professional credentials and involvement in the

N Newfoundland Teachers’ Associ_ation at the provincial level
and special interest counciis. .
Career aspiration was found to be not statis‘ticauy
related .to the age and number .of children, - family
backgroun'd», family ohligatiens‘, involvement in ' the
Newfoundland Teachers’ Association at the local branch
le;lgl and ‘o)her selected organizations, and gncouragement

from others. ~
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PERCEIVED BARRIERS AND FACILITATORS

; Question 4 )

128

What t“actors‘ are perceived by female administrators
in Newfoundland .and Labrador as barriers to and
facilitators of their career aspirations?

Scatistical data for anélyzlng the perceptions of.>
female administfators with respect to barriers tc; and
facilitators.pi their career aspirations were gathered by
aAsking respondents to rank those factors they felt had
hindered and helped t‘h‘eir ‘career aspirations. Tables 42
and 43 il'lustx‘rate the resulté. ; P &

gercéivag Barriers

Table 42 presents a percentage frequency‘distribution
of perceived barriers of female \admir;istrators to their
career aspirations. The factor most often ran‘ked as one
(1), the most hindering factor,’ was lack of professiohal
credentials. It was ranked most hindering factor 45 (27.9
percent‘;) times out' of the tote}l 161 résponses. Secor)a
place, was family cnnstraintg'aé most hindering, mentioned
43 (26.8 percent) times of the total responses. However,
family" constraints was listed most. often, 33 (32.5
percent) l\:imes as being least hindering factor to career

asph"at: ions.

|
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Table 42

Frequency Distribution: Factors ,
Hindering caxem- Aspirations i o -

Most Hindering Second Least Hindering
Factor (f) Percent (f) Percent (f) Percent
- as
Lack of credentials 45 27,9 30 4.2 18 17.6
Family constraints 43 26.8 20 16.2 33 32.5
Other .28 17.4 10 8.0 15 14.7
Employer’s Atggtude 24 14.9 22 17.7 8 7.8
. Traditional women’s 12 7.5 8 6.5 5 4.9
roles . : ,
Age 8 4.9 26~ 20.9 21 20.6
‘Parental 1 .6 8 . 65 2 1.9
Discouragement
=
Total 161 200.0 ~ 124 100.0 102 100.0
- «
Perceived Facilitators {

A frequency distribution of perceived facilitators,e

those .factors contributing to the career aspirations of

the female r , is pr in Tablwr43.  The
perceived facilitator most often mentloned as being the
most contributing factor was professional credentialgd’’ It
was ranked most son'xxs.bu&ing- 22.7 percent (50) of the

total responses. The factor most often ranked as being

e "least cortributipg was employer’s encourngement (21.2—-

percent) . ‘ i .
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Table 43
. Frequency Distribution: Factors Contributing
A °  to Career Aspirations
1 ; . i
. Most Contributing Second Least Contributing
. Factor “oo(f) Percent (£) Percent  (f) Percent
B . =
1 Professional 50 22.7 39, 17.6 37 18.2 \\
Credentials ¢ .
Parental 48 21.8 30 13.6 25 12,3 s o
Encouragement s
.y : '
Spouse’s ' 43 19.5 41 18.6 22 10.8
jement. ) I
’
o Others 24 W10.9 6 2.7 14 6.9
- ’
Employer’s 2™ 10.5 40 18.1 43 21.2
. ?mn;agema-n: o 5
Liberated 20 9.1 25 1.3 . 30 4.8
' Women’s: Roles
Professional/ 12 5.5 40 ,18.1 32 15.8
involvement - ,
Total 220 100.0 221 100.0 203 100.0
B
' . Summary A

Respondents were asked to indicate their perceptions
of barriers to and facilitators of their career 5
aspirations bf nnking selected factors. The factor most
often Indicated{ as ths most contributing was professional o
ST credentials, while employer s encouragement was most often
- given as being the mnnmng t‘ac\:or. 5

’ '




With respect to barriers to their career aspirations,

S o
_ respondents ranked lack of credentials as the most
. hindering factor. Family constraints was ranked most

often as the least hinderipg factor.

' REASONS FOR CAREER ASPIRATEONS

- - . Question 5

-
What reasons are’given by female admifistrators in
'Newfoundland}and Labra.cro{ for their ca_reeraspirations?ﬂ
Respondents were invited in an open-ended question in
Section IV of the questior;naire to'expra‘ss their reaéons.
for either wanting to REMAIN in a pnsi't‘inn with the same
administrative duties or for wanting to ATTAIN a position

which \(o‘uld involve greater administrative respons-

K ibilities. The reasons supplied by respondents were many
and ‘{azied. However, ’thsre were several reasons that were
given repeatedly. .Tables 44 and 45 show the reasons given
for éhE ATTAIN . aspirations and »REMAIN aspirations,
respectively.' Following e.yz{cabne is a broad sampling of

the written comments provided.by respondents.
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) : Table 44 4
N Frequency Distribution: Reasons for
'ATTAIN’ Aspirations
e o ,
- = ¢
Reason ¥ Frequency Percent
Provided (f)
Challenge ) 32 23.2%
5 self-satisfaction 26 . 18.8 7 ‘
N
’ Feel qualified 21 15.2 .
Input ihto decision making 20 1475
‘Opportunity for professional growth “ 10 9.2 ;
E En'j;y leadership roles ] 9 6.5
Need to increase number of female 9 6.5
administrators o
Increased salary
Provide role models for female
\ students
\ Less family constraints
Total’
o ]
As is evidenced from Table 44, the reason given most
< o
<often for wanting to ATTAIN greater administrative m

. , responsibilities was the)need to be challenged. It

comprised 32 (23.; percent) of the' responses.

s

: o : Y B




At each step in my career I learn the role and functions
at /each level. After a few years I an ready to move to a

new challenge.

The number_ of female superintendeni:s in tr/le hrov‘{nge is
"oW. T feel wohen have a contribution to bring to senior
decision-making within our school structures and I feel
qualified to bring a professional perspective to this
structure.

7 . L
Primarily, I have an interest in -working on improving-
edicational oppcrtumties for children and I feel that I
might more effect1vely do so throuqh having a position of
respensxbxlxty——one where there are opportunities for
decision-making. §
1 secretly feel a need to see women 1n more administrative
roles in such a male dominated soclebyA As well, I feel I
have a special gift which I would use in the facilitation

of positive and effective change. '

I feel I have- the .capabilities such.as ,organizational

abilities, good interpersonal relationships, good

decisicl{—maklnq ability, and a philosophy that

incorporates. high standards of education.
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I feel that more women are needed in upper echelon
positions be&ause the} have an untapped reso\:rce of
talen;s and skills not found among male administrators.
Role .models are needed for- female students.’

. :
Natural personal development leading &o a need for greater
responsibility/challenge and a willingness to make

increasing contributions té the profession as a whole.

v 2 .

.For the challenge that these positions wé}xdd offer and
Il .
personal and social advantages.. {

4
Mental stimulation, broader scopé, change of pace, more

1|;dependence, more money, less frustrating. “ P
Presently working on graduate program. Less family

@aints as children’grow older. Very much interested
in field of education. Feel that I have the capability
'for administgtiv’e positions,

I feel more women should be in positions of administrative
responsibility. I feel I- ha¥e much to offer personally
becau‘se of my experience. I want to utilize my abilities-
to t’heir limits. I feel with each advancement I learn so

much and I must learn as long as I can. .




° L ’ * 2 <, a3s

5 . N
X -

I would l1iKe to develop my potentials as much as possible.

I feel that I can be an art\ctive administrator. I feel I

)‘ _ can have a positive and motivating effect upon a staff.

I‘am not afraid of trying nev; things, of being wrong, of
\qe\leqatinq duties to those best able to handle‘ them and

think these qualities are impon:an:. to ndmxnlstntors.'
To get a better understanding of the overall educational
system, personal fulfillment and growth, professional
fulfillment and growth. & : 4
. I feel that being in” one position for too flonq can fave
negative effects on a persDn’s. att&tude‘s and effe;r:ive-
g )ness. “There should be opportunities for advancement to
encourage people to pursue new areas of knowledge,

methodologies, etc..
~

¢
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LN Table 45

Frequency Wistribution: Reasons for
’REMAIN’ Aspirations .

Reason Frequency .Percent
Provided . (£)
7 r.e/nt in current positi;an s 28.4% '
Nearing retirement age 23, 21.1
Prefer direct contact with students s ag Cs.6
Increased responsibilities too 13 11.9
stressful )
Lack of qualifications 12 ' 11.0
Family constraints - 10 9.2
Poor health E . X 3 2.8
Total . 5 Ny . “109 100.0 -
4 ]

As Table 45 illustrates, the reason diven most often
for wanting to._REMAIN in the present administrative
position was the feeling of contentment. .It comprised 31

(28.4 percent) of the responses.

tte) s - ations
b

. T -
.I feel perfectly fulti'lled in my present position. I am

¢ £
doing work I am highly qualified for and which I derive” N

< great satisfaction from.
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\

I\/alue the time spent ‘witlh ny child;en. Advancement

would mean giyinq up “this val_‘uable time.
Age--too near .retirement. N \.J
Family--not free to do so. S
Not sufficiently educated.

I am happy with my present responsibilities and I find my

job challenging enough:

Living very comfortably in a small community. Being there

when my husband and ehitd nesd me. Health reasons. J_
- < T e

I enjoy working with children and to aspire to a pbsition ’

in which' I am not directly involved with them would not be

satisfying to me.

At my age, I would not want to move away from home to
accept such a position.

I have been principal of a high school for the past twelve
years and I feel the workload has increased tremendously.

The administrative responsibilities would be too great and
o
too demanding.

~ -




The main reason at this point in, time is family

f

constraints.

I enjoy my work in the classroom. I am quite satisfied’
teaching the courses and looking after my department

responsibilities.

g
Too, too many ‘headaches’. I believe that I can help more

by being full-time in the classroom.

I prefer to be in direct service--more content-oriented,

etc., and more in touch with children. I 1like
. . R N

administration but I find the extra administ?ative stuff

boring.

At my age and after 28 years I do not need any more stress

in my life. ‘.

Summary

Various reasons for \the nature\ of thveir career
aspirations were prcvided by the female admiristratérs in
the study. ) However, respr;ndénts often cited:- common
reasons. :The desire for a challenge was the reason most
often provided by those gén;aies interested in ATTAIN’ING a ‘
position vin\;ulving greater administrative duties. vA
fedling of contentment/satisfaction was cited nost often
as t;he reason for wanting to REMAIN at th§ cutrent

administrative level in the hierarchy.




CHAPTER SUMMARY

+ This chapter of the study answers the five (5)
research que§tions outlined in the purpose of the stud;.
+ To facili\:a\‘te that end, information supplied by the

Department of Education and by female administrators on

the "Female Administrat®r’s ouesciunnaue/' was analyzed.

An attempt was made to establish the status of female

educators in Newfoundland and Labrador and to examine the
career aspirations of female administrators in the
prc{li‘nce. In addition, factors influencing these career
asp:ratxons were nscerta1ned, as well as the perceptions
e’f these female administrators regardin‘g barriers to and
facilitators ;f their career aspirations.; Finally, some
ccnsideration was given to reasons supplied by female

administrators for the nature o6f their career aspirations.




CHAPTER V

SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS

. o
’ \

= THE- PROBLEM -

The inajor purpose of this study was to ascertain the
present status of female educational administrators in the
province of Newfoundland and Labrador, examine their
career aspirations, and determine the factors influencing

these aspirations. The study lends itself to five main

categories of data designed to answer the folltowing ,

quéstians:
'

1. What is the present status of female educators
<

in land and L ? .
o
2. What are the career aspirations of female

admini in land and Labrador?

3. What factors are influencing the career

aspirations of female administrators in
Newfoundland and Labrador? c \
4. What are the perceptions \of(female
adninistrators in Newfoundland and Labrador with
~ - respect to barriers to and facilitators of their
career aspirations? ‘/ .
5. What * are reasons put forth by female

v ‘administrators in land and L: for

their ‘career aspirations?




v

Instrumentation and Methodology

To establish the status of female educators in
Newfoundland and Labrador for the school year 1986-87,a
preliminary survey . covering all denominational school
systems in the province was undertaken. Frequencies and
percentages were compi{led from informatfon supplied by the
provine¢ial Department of Education and through examination
of various directories.

The instrumentation used to gather data for analysis
cf career aspirations was a questmnnaire entitlad "Female
Admxnlstrator s Questionnaire". The development of the
xnstrument went through various phases beffre being
actually mailed to the entire population of female
admini'strator§ employgd in this province. The development

includgd pre-testing with a'qrou-p of graduate students, a

v1.:u:esem:at\un to a panel of professors and graduate

students during the thesis proposal stage, and testing in
.a pilot study with fcurteen (14) female administrators
a&‘oss Canada. 2

Data collection -was conducted during late. March,
April, May, and June of 1987. l-:requenci'es and percentages
were tabulated', means were calculated when necessary‘, and
chi-square tests, and one-way analysis of variance tests
were applied when appropriate.” A significance level of

.05 was set for this study.
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Questionnaires were mailed to a. total of 300 female

adm}nistrators in Newfoundland and Labrador which ’

constituted the‘ total population. However, not all .
questionnaires “were returned. The total number of
‘questionnaires included for analysis in this study was

225, 75 percent of the total mailed to the pnpuﬁatiom

SUMMARY' OF FINDINGS

= Y g The following findings were reported in the préceding
chapter. The first four items apply to the statis of

female edu@érs in tHe province of Newfoundland and

"
Labrador. The remaining items pertain’ to the career d
’ aspirations of female administrators in Newfoundland and
Labrador. " =

1. Approximately 54 percent ofvYthe 8,623 teachers in

the pravince recorded for July 1987 were females, while 46

percent wera,‘rn\ales. However, percentages varied with
/ .

different ld'enominational systems. For example, 48.7

_pertent of the 4,895 ) in the Int ted syagem

were women; 63.1 percent of the 3,271 teachers in the
l{o;nan Catholic System were women; 49.2 percent of the 427
. teachers with the Pentecostal System were women; and 50 °
percent af the 30 teachers employed by the‘ Seventh Day

\ Adventist System were wonen.
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2. The :}'istriﬁution of school administrators for
1986-87 was in favour of males. Two hundred and forty-one
(19.6 percent) of all the school administrators in the
province were female. This figure includes department
chairpersons, vice-principals, and principals. For the’
Integratéd System, 10.4 percent (76) of their 730 school
administrators were female; 38.1 percent (159) of the 418+
schicol, administrators in the Roman Catholic System were
female; the Pentecostal syster‘n employed 4 (5.3 percent)
female school administrators out of a total of 76; and 2
(40 percent) of the five school administrators in the
Seventh Day Adventist_ System were women.

3. There was an imbalance in distavour of femalvesras\
central office personnel for the 1986-87 school year. For
the province as a Hholz, 20.1 percent (59) of the 293
central office personnel were rémafe. This figure
includes assista’nt/asélociate supeiintendents and
curriculum coordinators. No system had a female
‘superintendent; 4 (6.5 percent) of the 62
assistant/associate superintendents were females, and 55
(27.9 percent) of the 197 curriculum coordinators were
females. The Integrated System emp}oyed 25 (14.1 percent)
female central office personnel fr;:m a total of 177; 34
(32.1 percent) females were employed by the Roman Catholic
System from a total-of 106; the Pentecostal and ‘Seventh
Day Adventist Systems did not employ any females at the

central office level of the education hierarchy.




4. In the Roman Catholic System, 53.6 percent (45)
of the 84’ female school principals were members of
-feligious orders. A total of 84 (44.7 percent) of the 188
pringipals in that system were females.

. One hundred and six (47.1 percent) of the 225
female administrators who responded to the "Female
Administrator‘s Questionnaire" expressed the desire .to
REMAIN at their current administrative level; 95 v(42.2
percent) l indicated a desire to ATTAIN greater
administrative responsibilities; and 10.7 percent (24)
were UNDECIDED.in their career aspirations. Twenty eight
(29.5 percent) of the 95 who aspired to gré;ter
5 dxinistrative responsibilities expressed an i_r)f:e;rest in
the §hpermtendency as the highest position desired.

. 6. ~ Female administrators who wished to REMAIN in
their current administrative positions v;ré older than
those who were UNDECIDED in their career aspirations.
Female admxmstrators who expressed an interest _in greater
administrative responsibilities were the youngest of the
‘three groups of aspirants. Mean ages for the REMAIN,
UNDECIDED, and ATTAIN groups were 45.2, 39.2, and 38.3
years respectively, statistically significant at the. .05

level.

7. Marital status was found to be related to career
aspirations at the .05 1level, contributing to this
relut_ionship was the higher percentage of the REMAIN

category in religious orders (22.9 percent), compared to




. 2 .
the percentWe ATTAIN category in religious orders
(8.5 percent).

a; The number of children for all three groups of
females was relatively small. No statistically
significant relationship was established between career
aspiration and the number of.children.

9. .The mean ages of dependent children for all three
groups of aspirants were approximately the same and were
not significantly related to career aspirations.

10. There was no stat'istically ‘significant
relationship between family background and career
aspirations. ° E

11. Female administrators who aspired to positions
ylith'/greater administrative 'responsibnities had a mean
score on the sex-role ideology scale that was lower and
more towards the "liberated" end of the continuum than did
the other two groups of aspirants. A statistically
significant relationship at the .05 level was established
between sex-role-ideology and career aspirations.

12. Family obligations were not siqnific‘aq;ly
related to career asgirationé.

13. Those females,in the ATTAIN group had a larger
percentage (85.1 percent) with certificate leveifor vI,
VII, than did the/uthe'r two groups. A statistically
significant relationship was establ/i‘shed between levgl of
certifi‘cate and career aspirations.
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14. Years of teaching/administrative experience and
.
career aspirations were found to be significant at the .05
e
level. Those who wished to REMAIN in their present

administrative positions had the highest mean years (23.9
N

years) of experience. .
15. Two areas of .professional involvement and career
‘ aspirations were found to be statistically significant.
These were involvement in the Newfoundland Teachers’
Association Special Interest Councils and Provincial
Executive.
16.  Encouragement and career aspirations were not
related, except from family members. " o
17. The factor pprceived by female administrators as
the most "hindering one was lack of credentials. The one
perceived as least hindering was family constraints.
18. The factor perceived as most facilitating to
cateer aspirations was professional credentials. The one
perceived as least facilitating was- bempluye‘r's

encouragement. )

19. The reason most often given by female
administrators for wishing to ATTAIN _greater
administrative respohsibilities was the need for a

challenge. ) .

20. Being content/satisfied with their current ¢ ~
position was the reason most often given for wanting to
REMAIN at the present administrative level.

'
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CONCLUSIONS

The preceding findings lead to the following

conclusions:

~
1. A situation, exists 2‘“ the province of
Newfoundland and Labrador whereby, fhere is an imblance in

favor of females as classroom teachers, but an imbalance

in disfaveur of females, as school administrators and ~
central office persdhnel. P

, 2. Females who are in administrative positions in

the school systems in Newfoundland and Labrador occupy

staff positions rather than 1line positions and the

imbalance’ in disfavour of females becomes greater as
administrative responsibilities increase until they become
nonexistent at the superintendency level.

3. The Roman Catholic System has.a higher percentage
of female administrators at every level in the hierarchy.
For example, the,tntai/_ number of .lay women who are
principals in the Roman Catholic System outnumbers the
total number of female principals Smployed by the
Integrate;ﬂ system. %

4. There ard female administrators in Newfoundland

and Labrador who aspire te positions .invelving increased

administrative responsibilities, including the
superintendency.
5 Female administrators who do nodt «aspire to

greater administrative responsibilities are older, more

vtraditional” in their sex-role ideology, are .nearing




retirement, have less university education, and are less
involved in professional organizations.

6. Female administrators who aspire to positions

with greater administrative ibilities are younger,
more Wliberatedn Aifi ‘their sexStols iasslogy, are’in e
beginning or middle of their careers, have more than one
university degree, and are involved in professional
corganizations. -

7. Marital status and §family obligations are not
factors acting as dete{renés to career aspira_'\;.ions of
female administrators. ) ’

8. Family background was not significantly related
to career aspirations of female administrators. Neither
wai encouragement from others, except from family members.

9. Female administrators perceive lack of
credentials as a barrier to their career aspirations and
acquisition of credentials as a facilitator of their
career aspirations. :
10. * Female administrators view!the attainment of
increased adpinistrative duties-as a challenge. Gthers

wish to remain ih their current positions because they are

content. .




RECOMMENDATIONS

3 -“Based on the findings and conclusions of this study,
the following are recommendations for action and further

.

study.

ions for Action

1. Basg'é on the data presented in this study, it is
recommended tha;. the provincial Department of Education
- and the Newfoundlahd Teachers’ Association review and
revise hiring practices of school boards to ensure that
. the present im-ba‘I»am‘:e‘ in disfavour of fé\males in © -
admirv{istration be corrected, possibly through, the
inplemehtation of an Affirmative Action Programme.

2. It is recommended that undergra§uate and graduate «
Education .students at Memorial University be given an
option to ,c;mplt;be a course which would &eal with issues
concerning ge’nales as educational administraFors. R

s SFI/e'ps, should be taken by the Newfoundland
’l‘aachax‘,s’\hs/sociatian to devise professional development
sen;inars for female educators as a means of making them
more aware of tpémselves and their capéér as.piratinns.
4. It is recommended that female eduf:a'lors provide - .
. role models for secondary and postgsecondary ‘female
students in an attempt 'r,o raise their conscﬂ.ousness level

!

4
with respect , to their ‘potentialities and career
X -

aspirations. . T
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i

ions for Further Study

Further research might, bé done in the followipg
areas: . ' ’

1. Career aspirations of secondary students in
Newfoundland schools.

2. In-school sex-role socialization of primary
students in Newfoundland schools.

3. l‘"actcrs influencing career satisfaction of female
administrators in Newfoundland and Labrador.
/4. Attitudes of teachers toward male and female

educational administrators in }lewfcun’dland and "Labr;

5. Career paths of superintendents in Newfoundland
and Labrador: .implications for upwardly mobile female
administrators. “

6. Attitudes of spouseé‘ toward career aspirations of
- . .
female administrators. .

Bl
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" I
\  PEMALE ADMINISTRATOR'S QUESTIONNAIRE :
section T, ' .
) s
Please check (v the appropriate ansver for edch item.
1. 1 wish to:
- a) remain in my present administrative position
for the duration of my career
b) attain an administrative position involvi
greater redponsibilities N0
2. Indicate your ¢t position and the high:
position you wish €o attain during your CALesr.
N s Highest
“position /~
red
o
- a) department chairperson ) )
b) vice-pgincipal ) ()
) principal 5 () )
d) district curriculun’coordinator () (1 5
e istant iat, ) or
£ £\ superintendent 0
: P P
Section II i
Please check (¥ the appropriate answer for each item or
place your answer in the space(s) provided.
3. Your school board: \ . '
a)  Integrated H 0 ¥
b) Roman Catholic i
c) Pentecostal (8 -
d) Seventh Day Adventist )
- : <
. 4. Your, age of last birthday: [I] -
5. Your marital status:
7
a) single ) d4) Aivorced )
b) married ) e) widowed O
c) separated () f) religious order ' ),
s F'd -
6. Number of children: _—




162 -
7. The age of youngest dependent child residing _
at home: = i )
9. Your parents' higMBsc educational attainment:
P
mother father
a) qrade 6 or less ) )
b) some high school [ o)
©) high school graduate ) )
o d) some college/university - [ ()
e) college/university graduate [ ) >
£) gracuate or profesdional degree [ [
N beypnd blcheler's/ﬁeqree
9. Your parents’ usual(gccupation: ) .
g E " mother father
7 - a) sales/service worker () )
b) 'proprietor/manager () C) :
c) cleraica ME ) [
Q) professional ‘ %) [
. e) rcremaker P () C)
£) farmer/fisherman/logger ‘) )
S) laborer - / () ) "
. h) other (specify) i ) )
¢ e T w
10. The approximace annual (combined).inczme category for 7
your parental family 2uring your last vear in highgschool
7 (i relation to other Zamilies at thac pericd in time): . .
a) low income () * . ¢ =1gnhncome ()
b) . medium income § ¥ d) unknown )
. . ; g |
{i. The approximate population of hometown community
i whaere ‘'you spent most of your childhood:
7 a). less than 200 () e) 5,000 -12,999 ()
b)) 200 - 499 ) £) 13,000 - 16,999 ()
. <) 500 - 999 . ) g) 17,000 - 24,999 ¢ )
- d) 1,600 - 4,999 () h) 25,000 plus [
L= P
> ° 12. Your birth order position among the children inlyour
2 parental family: .
. a) tirse=porn ¢ () e) tifth-born )
b) sscond-borm’ () £) sixth-born ) .
& ©) third-born () g) seventh-born )
d) fodzeh-born_, () h) eighth-or-more- ( ) s
s oA 2 born
< 13, Your total years.of teaching and adninistrdtive - —— N
- experience combined Tinelidtng eRls yea st > 1 Lo
¥ ‘




14. Your teaching 8freaficate level:

Grade I or less (| e)  Grade v ’ ]
Grade II 0 £)  Grade v
] 9) Grade VII (4¢3

Grade I
Grade IV

15. Cffice(s) or-positionis) of leadership ever held in
organizations:

91

16. Source(s) of
administraty

a)
b)
c)

17, 1f
of

N.T.A.~Thranch level)

N.T.A. (special tnterest councils)
N.T.A. (provincial levell
community oranization’s)
school board commit=ee.s!
sovernment board(s) /committ
other (specify

ement when applying for an
on:

co-worker (s) . ()
friend () . o )
superior(s) - y (]
famly rember (s) )
other (specify) [

you are married, or wers ever married, the attitude
your- husband toward: your applying £ar-your prasent

18, 1f
of

15. The attitude of other
children (exclud!

strongly encouraged (
encouraged .0
no opinion {
discouraged ¢ «
strongly discouraged (
not applicable «

you are married, or were ever married, the attitude
your husband toward your ‘car

Aesg important than his career/job
equally as important as his career/)ob
no opinion ¥
more important than his
anot applicable

reer/job

- parents or
our career

family memb
10g youT AP

advancement: .

s a) _strongly nn:ourw- ) 10
b) encourage & ()
c) no opinion [
@) discourage . \ . 0
) ' strongly discourage 't
£) not applicable 5 )

H
i 3 .
% -




& # For each of the following statements, pl
appropriate number on the scale.

- Rarely - .
- occasionaily
~ Frequently

Rarely
Pccasionally

* % 20. Household chores and childcare duti

are my responsibility

~

A w b) requiré me to go home immediately 1
& . = . after school

3 xnux(-u ¥ith the preparation 12
i of my professional work at

L

“ impede my willingness to .ppxy‘ Lt &
for a position with greater
% . ot administrative responsibilities

e) make it difficult for me to 1
attend tunctions and activieies
related to my profession

i L f) prevent me from accepting a 14 2
position that would require the

e relocation of all family members
to another community

¢ : . ) interfere with improving my 12
professional credentials

a g h

prevent me from being involved £ i3
in"professional organizations

the

Frequently




Q
a. indicate th nt of your agream
aunq aenent, with sach of the’ folloving Statenants by
circling the appropriate number on the scale. -
1 - Strongly Disagres
¢ 2 - Disagree
I . ¢ 3=
‘-
5 - Strongly Agree
- 3 &
|} LFR e f 5T .
s g & 3 Ze
- g3 3 8§ & &8¢
- - c 22 2 2 gz s
. * wa a 2 < u
a) The husband should be regarded 1 2 3 4 5
as the head of the household. .
b) In a marriage, the woman should 1 2 3 4' §
¥ be primarily responsible for the
¥ housework.
) A woman's work should be funda- . 1 2
mencally differenc in nature
- from a man's work.
d) A woman {s not truly fulfilled’ 1 2
until she is a mother.
e) When she marries, a 12
Should take het husband's name.
£) Women should not expect i, D
- monetary compensation for their =
s family responsibilities.
g) 'Marriage should interfere more 12 T 4 s B
with a woman’s carger. “than a
R man® § cazeer. !
% A h) A man's main responsibility a 12 3 4 s
& ” her is to provide Hnnn:nl
suppurt.
1) 00 important 12 3 a4 s
ponsible for
housenold chor .
AN 3) The first duty of a woman is 12 1 4 s
to home and family s
@ . ! -~ "
E 2 ) i
) . . :




3

1

n

o

P

9

A womah should not expect

l\wumun should be m

concerned
with supporting the advancement

of her husband's career than
with having a career of her own.

Most women cannot successfully
combine the roles of wi.
nd worker.

The first duty of a man is to
his job. *

Women should not be givan’equal
opportunities with men

Women are not as suited as men
to administrative positio:

Married womén should forfeit
advancement opportunities in
their jobs in favour of family.

vonen dhould be expected to
subordinate t!

home duties o "gre
extent than men:

A woman should be willing to
resign her job to follow her
usban

rder

fanily to move
:o advance her car

z.

Woman should place promotion
to administrative poﬂr.lcnl
cond to their: i.nu in
marriage and family

N
P
xe 8
28 &
2z o
28 3
28 2
a3 &
172
1 2
1 2
12
el 2

1 2
1 2
1 2

w Uncertain

2
-
§ 58
g og
5 g
2482
“ s
4,5
4 5
4 5
4 5
4 5
4 5

.
s
s s
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b

Section IIT p

1.

Rank the thrse .hccun in your personal and prolnnunn
life which you feel have anat hu\dlnd your career
aspirations. Rank 1 fo

r_hrough to 3 for least hind.rhﬂ h:tar.

‘a)
b)
)
a)
el

)

9)

Rank the three factors in your personal and professional
Tife which you feel have contributed most
aspirations. Rank 1 for fost contributing through to

most hind

aze
anily constraints

Parsntai discouragenent
.Lack of professional credentials
Personal philosophy of wWomen's ro
Jeradicionalr

oyer's attitude g,m hiring femal
Othac! Tapacien)

3 for least contributing.

a)

Parental encour:

ment/support

‘b) - Spouse's encouragement/support

c)
d)

e)
£)
q)

Employer's encouragement/support
Parsanal philosophy of women's roles as
“liber;

1/community i
Professional credentials
Other (specify)

to your career
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ction IV . /
1. u you are interestad in ateaining a position with 3

thll:ill ple indicate ~

. .
&
. Iy
g N _—
N
v ’ ° ~
e T f
- «
L3 AS /
2. If ygl are not interested in attaining a position with .
» g r administrative responsibilities, please indicate
‘

/ < . B
; “ippreciated. - A N
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MEMORIAL UNIVERSITY OF NEWFOUNSLAND
St. John's, Newfoundland. Canada AIB 3X8

. Telex: 016-4101

‘ROY, Sheila

{~ . . August 15, 1987

Directof, curriculum Branch
Ministry of Education

Ontario Governmerit

900 Bay Street - Room 1660 4
Mowat Block N
Toronto, Ontario

. M7A iL2

Dear sheila'

\ I crust that this note finds you well and that you
have d an enjoyable summer.

our graduate students in Educational
Administration, ‘Myrtis V. ‘Guy, is conducting research for
a Master’s Thesis entitled "Factors Influencing the Career
Aspirations of Female Education Administrators in
land and L . I think that the cross—
Section of female participants at the Banff C.E.A. would
be ideal . to assist with the validation of her
questionnaire, and your -personal hqlp would be most
apprseiated R N

In conplnunq tha questionnaire yourself, we would
nsk that you please note the following:

the time it took
. any indication(s) of ambiguity
any ‘indication(s) of redundancy
. repetitions
" itamﬁ/points missed altogether

A further covsring ‘latter of explanuclon is attached.
Thank you kindly for your help! .

Raqards

" GH/ck 3 . G.A. Hickman "

Tel.: (709) 737-7647'%




t
. 1
L eneral Delivery
Twillingate
Newfoundland
AOG 4MO

August 15," 1987

Dear Administrator:

In partial fulfillment of the requirements for the
degree Master of Education in Educational Administration
at Memorial University of Newfoundland, I am completing a
thesis entitled "Factors Influencing the. Career
Aspirations of Female Educational Administrators in
Newfoundland and Labrador". To gather data for the study,
it"wa§ necessary to develop a questionnaire referred to as
"Female Administrator’s Questionnaire", a copy of which is
enclosed. . 3 .

You can help me validate the questionnaire By
scrutinizing it for clarity, readability, and format, and
recommending any deletions, additions, ,and modifications

which you feel are necessary. Please return the
questionnaire with your comments and suggestions to me at
the above address. -

Thank.you for your time and input.

Sincerely, & =]
Acan

' Myttis V. Guy




= P.0. Box 503
Twillingate
Newfoundland

& AOG 4MO

= January 30, 1987

Dear Administrator: .

Some time ago, I sent® you a copy of a questionnaire
entitled "Female Administrator’s Questionnaire" as part of
a pilot study in attempting to validate the gquestionnaire
before .beginning the actual study Tor my thesis entitled
“Factors. Influencing the Career Aspirations of ‘remala
Educational Administrators-in land and L
As of this date I have not received a response from you.

I am enclosing Yan thaf copy of the questionnaire
hoping that you will find time to complete it and note any

ambiguities, redundancies, .repetitions, and omissions.

Thank you for your help.

Sincerely,

, J s Myrfls V. Guy
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List of Participants in Pilot Study

BERARD, A. Lorraine

* Co-ordinator

Dartmouth District School Board

35B Major Street F
Dartmouth, N.S.

B2X 1A7 4

CHESTERMAN, Mrs. Sylvia

Director of Instructional Sex¥ices, Bnglish Sector
Montreal Catholic School Commission

3737 Sherbrooke St. East, 3rd Floor West
Montreal, P.Q. %
H1X 3B3 . -

CLEAL, Thomosina Mary

Assistant Superintendent - Special Services
R.C. School Board for St. John’s
Bonaventure Avenue

St. John’s, Newfoundland

AlC 324

DEWEY, Carol

First Vice-President

Federation of Women Teachers’ Association of Ontario ’
1260 Bay Street

Toronto, -Ontario

M5R 2Bl

HARDING, Sister Helen
Princip al
Roman catholic School Board
Holy Heart of Mary Regional High -
Bonaventure Avenue .
5t. John’s, Newfoundland .
AlC 323 L
o

HA‘RN)E'M‘, Janiqe Sheila

Assistant Superintendent of Programs Ry
City of York Board of Education

2 Trethway DriVve

Toronto, . Ontario

M6M 4A8 > e %




LANDRY, Mrs. Eva
Inspector of Schools
Nova ‘Scotia Department of Education
P.0. Box‘190
Port Hawkesbury, N.S.
. BOE 2VO0

MELLANSON, Louise o
Director General of School District #1 ., 2 . 3
C.P. 330, Saint Quentin ) % 5
New Brunswick % 4

# _EOK 1J0 } - N i

McKAY, Marilyn Gayle - %
Provincial Coordinator of Services for the Hearing
Impaired
N ¢ Child Care and Management Branch
: Manitoba Education .
. 206 - 1181 Portage Avenue
s Winnipeg, Manitoba
R3G 073

MQORE, Jean
Head of Student Services
Vancotver School Board

1595 West 10th Avenue- . -
Vancouver, B.C. o

V6J 4B7

ROY, Sheila

Director, Curriculum Branch

Ministry of Education

ontario Government

900 Bay Street - Room 1660 4 ¥

Mowat Block E %
Toronto, ontario \ .
M7A 1L2

SABOT, Juliette ' - -
Program Coordinator, Inner .City Team
‘Manitoba Education
» Inner City Initiative 2=
124 King Street ’
- Winnipeg, Manitoba -~

R3B 1H9,




SCAMMELL, Helen Leila

Coordinator, Junior High Education

Halifax District School Board
1649 Brunswick Street
Halifax, Nova Scotia

B3J ZFl o

TURPIN~DOWNEY, Edna
Directex of Special Sarvices
Department of Education
Government of Newfoundland
Confederation Building

Box 4750

St.. John’s, Newfoundland
AlC 5T




“ F: Box 503 B
” Twillingate
o, - Newfoundland
s » . A0G ' 4MO

. March 15, 1987

- "

Hon. Loyola Hearn
Minister of Education
Confederation Building

St. John’s, Newfoundland " e
bl

This letter is to inform you of an impending study I
am undertakmg as partial fulfillment of the requirements
for an M.Ed. deqree in Educational Administratjen at
Memorial University of Newfoundland.

The major purposey'uf my thesis entitled’ "Factors
Influencing the Career Aspirations of Female
Administrators in land and L are tog
ascertain the status of female ed%cators inm the province,

determine thie career aspirations 9f female administrators
and the factoys influencing their fareer aspirations.

If you have any concerns or estions regarding this
study please contact me. - %

Sincerely,

. ate Student

% Or. D.L. Treslan
MG/DLT/mk E Thesis Advisor




o
5 - ’ .
I v - .
. * Box 503 PO
‘- . Willingate ’ P
Newfoundland ' .|
AOG 4MO-

* March 17, 1987

Dear Superintendent: - .

»

This letter‘ is to inform you
undertaking as-:-a graduate student in Educational
Administration at Memorial University of Newfoundland.., As
partial fuffillment of the requirements for an-' M.Ed.
degree I am completing a thesis' entitled "Factors
Influencing the Career Aspirations, &fs Female
Administrators in Newfoundland and Labrador." The purpese ,
of the thesis is{ to ascertain the status of female
educators in ‘the province, dgtermine the -career
aspirations of female administrators and . the factors
influencing the;r career aspirations

any concern or questions x‘egarding th&s

If you- ha
study please contact me
~ .
Sincerely,
= - . 5 Myrtis

Guy
MG/mk Graduate Student

of a study I am-




- MEMORIAL UNIVERSITY OF NEWFOUNDLAND
* StJqhnis, Newfoundland~Canada AIB IXR .

N 3

Telex. !)Ilhlml
. _April 2, 1987

=~ .

Dear Supgrintendent:

-Subsequent to my letter dated March 17, 1987, in
which I adyised you .of my forthcoming study entitled
"Factors Influencing ’the Career Aspirations of Famale
Educational Adminis in Newf land and L ’
I ‘am hereby requesting your- permission to send a
questionnaire to each 6f the-female administrators in your
employ for this schcql yedr 1986-87.

I would apprecxate hearing from you at your earliest
convenience en:her in writing or by telephone to 884-5931

or 884-5302. ) . . N .

ThankKing you in advance.

Sincerely,

M¥rtis V. Guy
(g}s’éa'rcher) .

: ¢ Dr. D.L: Treslan
(Thesis Advisor)

Tel (09) 71-PA4 ¥




== . . P.0. Box 503 -

- § ~"" Twillingate
Newfoundland
AOG- 4MO e

* ' March 28, 1987

Dear Mr. Syperintendent:
—_— -} 3. W
Attached is a copy of the "Female Administrator’s
Questionnaire" which I madven:ently omitted when I
requested your " permission to sénd a copy of the
questionnaire to eath of yeur female adlinistratcts in my
létter dated Hax‘ch 28, 1987. .

Thanking you in for your ion

Sinc-v{ly,

. % ’ M&Ejn V. Guy




% Box 503 =
L . Twillingate’ 5
§ . Newfoundland % L
8 AOG\ 4MO

March 18, i987
{ ",
7

A
Dear Fellow Adminis:rator :

*3 For my M.Ed. program in Educational Adn\inistrution at
v e M.U.N.," I am completing a thésis entitled 'Factors
* Influencing the Career Aspirations- of Female Educaticnal
land and L .. In oryer’to

assxstance. X 2

The overall purpose of the study. is to ascertain the -

] -present status of female educational -‘administrators.-in
. 5 this province, exahine, their career -aspirations . and
+ determine’ . factors influencing ’‘these aspirations. To,
accomplish that—end I have developed a quesgtionnaire

v entitled "Female Administratox’s Questlonnaix‘e" a.copy of
-« " which is enclosed. @
LI - - I would be very grateful if you would complete the

‘enclosed questionnaire and forward it to me at your

B . earljest .convenience. All information will be kept
strictly confidential so please do not ldentify yourself,

5 : If you are interested in the resu,u:s of the tinding,s,
please indicate same.

‘ Thanking you in advance.

Yours truly,

\ ‘Myktis V. Guy N

= make this study succzssful, I need ycuzj co—operat;.on and




: ! Box 503

- . Twillingate
< x " Newfoundland |
i ; - A0G 4MO .
] = \ “ = .  May 11, 1987
T Dear Fellow Administratpr: IR e ‘L w

. Some time ago I sem: yow a copy of a quesuonnaue
-entitled "Female Administrator’s. Guestionnaire". .To this
B . date I have not reéceiVed. a “response from -you. .I would
o) - greatly ‘appreciate your taking a few minutes to, £ill out
' w a .the questionnaire. 1f you have already done so please
o : disreqarﬂ this reminder *and accept my thanks for your
ccoperatiqn. <F - - < "

- P Sincerely,. . _

MVG/mk T . M{tjs V. Guy .
















	001_Cover
	002_Inside Cover
	003_Blank Page
	004_Blank Page
	005_Title Page
	006_Copyright Information
	007_Abstract
	008_Abstract iii
	009_Abstract iv
	010_Acknowledgements
	011_Table of Contents
	012_Table of Contents vii
	013_Table of Contents viii
	014_Table of Contents ix
	015_Table of Contents x
	016_List of Tables
	017_List of Tables xii
	018_List of Tables xiii
	019_List of Figures
	020_Chapter I - Page 1
	021_Page 2
	022_Page 3
	023_Page 4
	024_Page 5
	025_Page 6
	026_Page 7
	027_Page 8
	028_Page 9
	029_Page 10
	030_Page 11
	031_Page 12
	032_Page 13
	033_Page 14
	034_Page 15
	035_Page 16
	036_Page 17
	037_Page 18
	038_Page 19
	039_Page 20
	040_Page 21
	041_Page 22
	042_Page 23
	043_Chapter II - Page 24
	044_Page 25
	045_Page 26
	046_Page 27
	047_Page 28
	048_Page 29
	049_Page 30
	050_Page 31
	051_Page 32
	052_Page 33
	053_Page 34
	054_Page 35
	055_Page 36
	056_Page 37
	057_Page 38
	058_Page 39
	059_Page 40
	060_Page 41
	061_Page 42
	062_Page 43
	063_Page 44
	064_Page 45
	065_Page 46
	066_Page 47
	067_Page 48
	068_Page 49
	069_Page 50
	070_Page 51
	071_Page 52
	072_Page 53
	073_Page 54
	074_Page 55
	075_Page 56
	076_Page 57
	077_Page 58
	078_Chapter III - Page 59
	079_Page 60
	080_Page 61
	081_Page 62
	082_Page 63
	083_Page 64
	084_Page 65
	085_Page 66
	086_Page 67
	087_Page 68
	088_Page 69
	089_Page 70
	090_Page 71
	091_Page 72
	092_Chapter IV - Page 73
	093_Page 74
	094_Page 75
	095_Page 76
	096_Page 77
	097_Page 78
	098_Page 79
	099_Page 80
	100_Page 81
	101_Page 82
	102_Page 83
	103_Page 84
	104_Page 85
	105_Page 86
	106_Page 87
	107_Page 88
	108_Page 89
	109_Page 90
	110_Page 91
	111_Page 92
	112_Page 93
	113_Page 94
	114_Page 95
	115_Page 96
	116_Page 97
	117_Page 98
	118_Page 99
	119_Page 100
	120_Page 101
	121_Page 102
	122_Page 103
	123_Page 104
	124_Page 105
	125_Page 106
	126_Page 107
	127_Page 108
	128_Page 109
	129_Page 110
	130_Page 111
	131_Page 112
	132_Page 113
	133_Page 114
	134_Page 115
	135_Page 116
	136_Page 117
	137_Page 118
	138_Page 119
	139_Page 120
	140_Page 121
	141_Page 122
	142_Page 123
	143_Page 124
	144_Page 125
	145_Page 126
	146_Page 127
	147_Page 128
	148_Page 129
	149_Page 130
	150_Page 131
	151_Page 132
	152_Page 133
	153_Page 134
	154_Page 135
	155_Page 136
	156_Page 137
	157_Page 138
	158_Page 139
	159_Chapter V - Page 140
	160_Page 141
	161_Page 142
	162_Page 143
	163_Page 144
	164_Page 145
	165_Page 146
	166_Page 147
	167_Page 148
	168_Page 149
	169_Page 150
	170_Bibliography
	171_Page 152
	172_Page 153
	173_Page 154
	174_Page 155
	175_Page 156
	176_Page 157
	177_Page 158
	178_Page 159
	179_Appendix A
	180_Page 161
	181_Page 162
	182_Page 163
	183_Page 164
	184_Page 165
	185_Page 166
	186_Page 167
	187_Page 168
	188_Appendix B
	189_Page 170
	190_Page 171
	191_Page 172
	192_Page 173
	193_Page 174
	194_Page 175
	195_Page 176
	196_Page 177
	197_Page 178
	198_Page 179
	199_Page 180
	200_Page 181
	201_Blank Page
	202_Blank Page
	203_Inside Back Cover
	204_Back Cover

