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WOMEN AND THE GLASS CEILING**

Auster, Ellen R. “Behind closed doors; sex bias at professional and man-
agerial levels.” Employee Responsibilities and Rights Journal (Plenum
Publishing, New York, NY roo13), June, 1988. pp. 129—144. (Or-
der from J. S. Kanner, 10 Charles St., Needham Heights, MA

02194). $21.05%.

The author contends that the glass ceiling women executives encounter is
the result of discrimination. She focuses on six categories in which sex bias
occurs: informal culture; recruitment and selection; gender segregation of
roles and responsibilities; performance appraisal; promotion; and salary al-
location. In general, the more subjective and informal procedures are in
these areas, the more likely sex bias will enter into the decision-making
process. Auster suggests: careful monitoring to ensure that women’s initial
placements in the company are in positions that are as advantageous as
men’s; increasing women’s visibility in their work assignments; making in-
formation about promotion opportunities easily accessible; and standardiz-
ing methods for combining data and information about candidates under
consideration for promotion.

Dexter, Carolyn R. “Women and the exercise of power in organizations;
~from ascribed to achieved status.” In Women and Work; an Annual Re-
view. pp. 239—258. Newbury Park, CA 91320. Sage Publications
(2255 Teller Rd.). 1985. 312 pp. $37.50.
The author maintains that the attitudes and interpersonal skills women de-
velop during their primary socialization in the family are inappropriate for
high level managers. Girls are less likely than boys to learn to use power in
interpersonal relationships, and it is the motivation to acquire and exercise
power that sets apart successful from unsuccessful management candidates.
Both boys and girls learn that women should occupy a position in the family
(“ascribed status”) subordinate to men, and this attitude is applied to women
in corporations. Organizations concerned with affirmative action must fa-
cilitate the resocialization of women aspiring to be managers.

Forbes, J. Benjamin, James E. Piercy, and Thomas L.. Hayes. “Women
executives: breaking down barriers?” Business Horizons (Graduate
School of Business, Indiana University, Bloomington, IN 47403%),
November—December, 1988. pp. 6-9. $5.00.

Data from 1982 to 1987 about 2,000 women executives and their current
placement and distribution with respect to position, industry, age, educa-
tion, and geographical area are used to predict when and where the first
female chief executives will appear. The authors expect that no more than
2% of the top positions at major corporations will be held by women in the
near future.

Gallese, Liz R. Women like us; what is happening to the women of the Har-
vard Business School, Class of *7 5—the women who had the first chance to
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make it to the top. New York, NY 10016. William Morrow and Com-

pany (105 Madison Ave.). 1985. 252 pp. o.p.
Gallese interviewed eighty-two women from the Class of ’75 (the first to be
fully ten percent women) and writes at length about six who represent dif-
ferent patterns of executive women’s lives. Their stories illustrate the diffi-
culty women encounter in balancing personal needs with corporate work
demands and the sacrifices they must make to achieve their primary career
goals. Only one interviewee stated clearly that she wanted to become chief
executive officer of a major American corporation, and the author describes
her as being most likely to reach the top of the corporate ladder. Despite
her desire and skill, however, this executive encountered a ceiling on her
progress, because as a woman she is not perceived by her male superiors as
a good “fit” for top level manager.

Hardesty, Sarah and Nehama Jacobs. Success and betrayal: the crisis of
women in coporate America. Danbury, CT 06816. Franklin Watts
(P.O. Box 1741). 1986. 464 pp. $18.95.

Using interviews with a wide spectrum of women of all ages, working at
various levels in companies, two vice presidents present a model “life cycle”
of women managers and examine how the myths and expectations women
bring to the workplace change at different stages in their careers. Chapter
7, “Success and corporate betrayal” (pp. 209-238), focuses on the glass
ceiling. Among the reasons the authors give for its existence are: 1) With
the narrowing of opportunity towards the top of the corporate pyramid,
men who have previously been supportive are now threatened by their fe-
male peers and subordinates who are competitors for a small number of
positions; 2) There is a double standard of performance for men and
women; behavior considered acceptable or admirable in men is seen as un-
acceptable in women; 3) One woman’s failure is often institutionalized as
gender failure, preventing other women from being promoted.

Harlan, Anne and Carol Weiss. Moving up: women in managerial careers;
final report. Wellesley, MA 02181. Wellesley College Center for Re-
search on Women. September, 1981. 115 pp. (Working paper no. 86)
o.p.

This three-year study comparing women’s and men’s advancement in man-
agement concludes that: 1) Women and men resemble each other in their
need for achievement, affiliation, power, dominance, self-esteem, their mo-
tivation to manage and in the barriers and dilemmas they experience as they
are promoted, such as vague career plans, limited access to mentors, and
career roadblocks; 2) Sex bias does not decrease as the number of women in
management increases; 3) The same managerial characteristics and experi-
ences for men and women are perceived and interpreted differently, often
to the detriment of the women managers.

Kanter, Rosabeth M. “Men and women of the corporation revisited.”
Management Review (American Management Association, Box 319,
Saranac Lake, NY 12983), March, 1987. pp. 14-16. 0.p.

The author of Men and women of the corporation (Harper Collins Publish-
ers, Order Dept., Keystone Industrial Park, Scranton, PA 18512, $14.95,
paper) finds that the major hypotheses of this classic work are still valid ten
years after its publication. Productivity, motivation, and career success are
determined largely by the organizational structure and social context of the
workplace, not by inherent differences between the motivations or abilities
of individuals. While men and women behave similarly when given similar
opportunities, women are seldom given the same opportunities as men.
Kanter believes that the progress that has been made will continue because
of the increasing number of corporations actively involving employees in
the decision-making process, the employment of women in all occupations,
the growth of two-career families, the demise of the “women’s auxiliary” of
unpaid corporate wives, the changing role of the secretary, the growing



representation of women in entry- and mid-level managerial positions, the
formation of networks of professional and managerial women, and the re-
vision of subjective and unfair personnel practices. Kanter admits that the
glass ceiling still keeps women from the highest level positions. Downsizing
the work force has eliminated managerial positions and opportunities in
traditional industries. In the newer, high-tech industries, women are often
shut out of the communication and power networks of male-dominated tech-
nical peer groups.

Mackay, Malcolm and Debra Noumair. Men, women, and leadership in
the American corporation. New York, NY 10166. Russell Reynolds As-
sociates (200 Park Ave.) 1990. 60 pp. $25.00, paper.

In this study of 164 male and female high-level executives in large corpo-
rations, 47% of the female executives displayed leadership characteristics
compared with 39% of the male executives; these women were more likely
to work for companies that include women on their boards. Other findings
included: 67% of the leadership-style women had faced hostility from their
superiors, while only 2% of the men believed that such gender-based ten-
sion existed; one-third of the women said that their companies actively en-
couraged their career development compared to three-quarters of the men.
Among the study’s recommendations was that corporations look at talented
women in both line and staff positions for candidates for CEO or president.

Morrison, Ann M., Randall P. White, and Ellen Van Velsor. Breaking
the glass ceiling: can women reach the top of America’s largest corporations?
Reading, MA 01867. Addison-Wesley (Order Dept., 1 Jacob Way).
1987. 229 pp. $17.26.

The Center for Creative Leadership conducted a three-year study of top
women executives in Fortune 100-sized companies. The authors inter-
viewed 76 women general managers and higher-level executives (male and
female) to determine why female managers succeed or fail. They found that,
in addition to intelligence and hard work, women who succeed need credi-
bility through prestigious accomplishment, the advocacy of an influential
superior, and luck. The three main barriers keeping women from senior
management were the difficulty in getting line positions, conflicting expec-
tations about the masculinity and femininity of their behavior, and lack of
support. The authors conclude that barriers to women’s advancement in
large corporations will continue to impede progress for several more dec-
ades. In a more recent article, “Women and minorities in management”
(American Psychologist, February, 1990, pp. 200-208), Morrison and
Mary Ann Von Glinow cite research suggesting that discrimination, both
by majority individuals and by the policies and practices of organizations,
accounts for the lack of female and minority advancement.

Solomon, Charlene Marmer. “Careers under glass.” Personnel Journal
(Box 2440, Costa Mesa, CA 92628), April, 1990. pp. 96-105. $3.00,
reprint.

The first half of this article reviews the causes for the stalled careers of many
women and minority managers. The last part presents the examples of
Corning and Honeywell as two corporations that have actively sought so-
lutions to the glass ceiling problem. Corning has: established numerical
goals for increasing the number of women and black executives; given man-
agers the responsibility for assigning black and women executive recruits
positions that are key for their career advancement; incorporated discussion
of career development and both employee’s and supervisor’s diversity-sup-
port performance into the annual performance review; developed an array
of family support benefits; and instituted mandatory diversity awareness
programs. Honeywell’s executive talent committee reviews the progress of
high potential women and minorities and ensures that they gain experience
in departments across the company.



Spruell, Geraldine. “Making it, big time—is it really tougher for
women?” Training and Development Journal (American Society for
Training and Development, 1640 King St., Alexandria, VA 22313),
July, 1985. pp. 30-33. $5.00 reprint,

Do women face barriers to advancement at the highest levels of manage-
ment! This article presents opposing viewpoints. For those who believe that
there are no barriers, the explanation for the lack of women senior execu-
tives is that women have not been in the managerial pipeline long enough
to have gained appropriate experience to be promoted to senior manage-
ment; women'’s greatest barrier is their own impatience. Other self-imposed
barriers include low aspirations and poor career management. The other
viewpoint is that both conscious and unconscious discrimination against
women executives still pervade male-dominated corporations. Opinions also
vary about the role companies should play in promoting the advancement
of women to high level positions. Some people support women-only train-
ing programs or special policies and procedures, while others feel gender-
based practices label women as inferior and needing special accommodation.

Spurr, Stephen J. “Sex discrimination in the legal profession: a study of
promotion.” Industrial and Labor Relations Review (207 I1LLR Research
Building, Cornell University, Ithaca, NY 14851-0952), April, 1990.
pp. 406-417. $6.50.

Focusing on law firms, Spurr provides some of the hard data that have been
lacking to compare the promotions of women and men. Based on a sample
of women who entered the legal profession between 1969 and 1973 and in
1980, this empirical study shows that women were half as likely as men to
be promoted from associate to partner; the probability of partnership for
women was 17.9%, for men 38.6%. Spurr could find no significant differ-
ence in quality between male and female lawyers, based on the quality of
the law school attended or the achievement of academic distinction while at
law school. Also, production standards for women were found to be much
higher than for men. While the results strongly suggest discrimination as
an explanation for the promotional differential, other hypotheses to be ex-
plored are: women exert less effort to attain partnership, given that the like-
lihood of promotion is low; or that the higher standards of production are
used by firms to “weed out” women who would likely leave after promotion
because of the demands of family life.

Women in corporate management: vesults of a Catalyst survey. New York,
NY 10003-1459. Catalyst (250 Park Ave. South). 1990. 34 pp.
$27.50. (Call publisher for discount information.)

A survey of Service 500 and Fortune 500 CEOs and human resource offi-
cers presents evidence that erroneous preconceptions about female employ-
ees act as barriers to the promotion of women managers. The report also
points to the retention of women employees as a problem compantes need to
address. Human resource officers have not yet connected cost containment
with the need to retain women managers in whom the companies have made
a considerable investment. The most successful programs combine work
and family benefits with flexibility in scheduling and location of workplace.

Woody, Bette. Corporate policy and women at the rop. Wellesley, MA
02181. Women’s Research Center, Wellesley College (Publications
Dept.). 1990. 16 pp. (Working Paper no. 211) $6.00.

Woody polled fifty senior women managers in Fortune 500 companies and
found that informal processes—power struggles and political alliances—
dominate the selection of top corporate executives. Most companies have an
uncoordinated collection of programs for developing their managers rather
than a systematic human resources policy that takes into account the special
status of women. In this context, the most effective advancement strategies
for women were numerical goals set by top management and the opening of
line positions to women.



