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1. Did this research contribute to a current Air Force project?

a. Yes b. No

2. Do you believe this research topic is significant enough that it would
have been researched (or contracted) by your organization or another agency
if AFIT had not researched it?

a. Yes b. No

3. The benefits of APIT research cali often be expressed by the equivalent
value that your agency received by virtue of AFIT performing the research .
Can you estimate what this research would have cost if it had been
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a. Man-years 
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CHAPTER I

INTRODUCTION

Statement of the Problem

Much of the current research on the organiza-

tional behavior of women has been focused upon def in ing

role stereotypes and measuring the impact of these

stereotypes upon the ways in which female managerial

employees are socialized into work organizations . These

studies also imply that the existence of stereotypes

detracts from the effectiveness with which women are

able to adapt to and produce within the work environment

(4; 9; 29; 31). A review of the literature revealed that ,

with few exceptions (3; 23; 26; 28) , this research has

focused principally upon public and private civilian

organizations .

The research problem is that no research has been

conducted to determine the extent to which these stereo-

types apply in the Air Force, and the extent to which

they may reduce the effectiveness and productivity of

enlisted women in the USA! craft skills.

Background

Women comprise 40 percent of the United States

workforc e. Most of these women are employed in the

1
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service industry: i .e .,  education services , medical-

health services; and personal services , including those

in hotels and private homes ( 4 7 : 3 ) .  During 1973 , the

trade industry was the second largest employer of women ,

most of whom held jobs in retail stores (47:5). However ,

between 1960 and 1970 , the number of women working in the

“skilled occupations ” increased 80 percent (20:14). The

term “skilled occupations ” as used in this paper con-

forms to the Bureau of Census classification (see

Table 1). These were “skilled occupations ” which pre-

viously had been predominately “all male ” skills.

A combination of legal, social and economic f ac-

tors has affected the significant increase in the rela-

tive importance of the skilled occupations for women

(20:21). The major legal factor was Title VII of the 1964

Civil Rights Act which prohibited discrimination in employ-

ment based on sex (20:17). Social factors were basically

a result of the “Women ’s Liberation Movement” (20:17).

This movement, currently characterized by sharp disagree-

ment over basic goals and theories (41:500) , still

emphasizes its unity on equal employment opportunity ,

measured not only in terms of f~ir hiring practices but

also in terms of job design , appraisal , travel , promotion ,

transfer , layoff , discipline , recogni tion , and benefits

(9:175). Economic factors have included a drive for

“equal pay for equal work,” and a desire to find employment

2 
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TABLE 1

WOME N EMPLOYED IN THE SKILLED TRADES , BY
DETAILED TRADE , 1960 AND 1970

Wou,ean in We,e,.. as
Number of women employed purceat of Numb., of woman .mploy.d percent of

total total
Trad.° — _______ Trade ’

1990’ 1970 Change 1960 1970 1960 ’ 1970 Change, 1960 1910
1968-70 1960.70

total 217,190 494,871 217, 731 3.1 5 .0 Machinis ts . —_ 6,685 *1.787 5.102 1.3 3. 1
M,cflan,c,and r.pairers... 18,329 49.349 31,020 .9 2.0

Automobile accessories insli llar’ 291 297 4 .4 Ala conditioning, heating, and
refrigeration...... 125 1.085 940 .2 .9

Bakers 20,2*3 32.665 12,3*2 18.0 21 8 Aircraft 0. 668 4 ,013 2.345 0 . 3 2. 9
Blac ksmitho... _ lOt 249 148 .5 2.4 Automobile body rep.irerl..,........ 0 , 332 1.332 1.2
Bli* collarwerknr supervisor, nec 17.72* 121.751 50.023 1.2 t o  Automo bil . mechan ics 2, 270 10 .130 6,860 .4 1 . 4

Construction 206 1.608 1.402 .2 1.1 Data prscesaieg mact,ine r•páers. 864 664 2. ?
Durable manufacturing 14 ,724 25.539 10.815 4 .1 4 .6 Farm implement 420 420 1.2
Nondauble manutacturing. inctud- - Heavy equipm ent mechanics,

ing not ap.ciled 40 .862 52,193 11,311 13,9 04 .4 including diesel 3,345 10,76* 1.423 1.2 1.8
Trans portati on. communscattons, Hounshold appliance and accessory

nod sItter public ut iliti es 2.480 5,675 3.156 1.2 3 . 7 installers and mechanics_ 2,550 2.550 2 1
All oth er industriso 19,436 42.735 23.299 9 .1 11 .8 Loon, fixers ._ ..... 20* 437 229 . q 2.~Boil .rmahers 41 371 330 .2 1 .3 CIte, macbin. 279 68* 408 9 1.1

Bookbind ers 16, 513 19.461 2.94* 57 .9 5 7 1  Radio and t levios on ,.. ._ 1.68* 5.032 3,344 1.7 3.7
Brick misoes and stonemasons 722 2.049 1.321 .5 1.3 Railroad and can shop 332 510 178 6 .9
Bulldozer ope rators 1.151 1.151 1.3 Other 6. 414 10,540 2 , 126 1 .2 4 .2

Cabinetmi~.ri 89* 3. 429 2.53* 1.3 5 .1 Mil lers, grain, flour, and lend...,.. 64 161 97 .7 2.3
Cirpe ntera 3.312 10,059 7.747 .4 1.3 Millwrights 80 903 623 .1 I 2
Carpat : ‘srall ers 754 754 1. 7 Mold ers , metal 0. 452 5 . 757 4 , 305 2 .9 II 6
Cs-went and concrete finis hers 100 90* 608 2 1.4 Motion picture pro1sctionista 390 670 280 2 2 4 .2
Ccm’wsitocs and typeSetters 15,494 23,962 8,468 8.2 15 .0 Opticians and m o o  grinde rs and
Czoaz derrick, and hoist sp erato ro 656 1.952 1.296 .5 1.3 polishers 3.045 6.121 3. 076 15.0 22.3

Decorators and wi ndow dressers 23,566 40,408 16,852 44 .3 57 .6 Painters, construction sad maintenance 6,449 03 ,386 6.937 1.9 4 .1
O.naal laboratory technicians 641 6.0.57 5 .416 4.3 22.1 Papethsngers 0.455 1, 111 5~~344 6 .0 *0.1

Pattern and model makers , except
Electri cians 2,483 8,646 6,163 .7 1.8 paper 647 1,858 1.2* 1 1.6 4 .8
Electric power and cats. install ers 1,648 1.457 —19! 2.1 1. 4 Photoengravers and lit hn8rophe rs 2.047 3 .851 1.004 10.4 11.8
Etect retyp ea s auid stereolypers 72 2*3 201 .8 4 .0 Piano and orgae tuners and repairer s 153 330 177 2.5 4 .8
Engravers , esrep t photiaengraveri 1.94* 2,333 3*5 17 ,3 26.6 Plsuterers _ 153 435 277 .3 1 .5
£ucavst ing, grading, toed macbin. oper- Plamberi and pipe fitt ers......, 952 4,100 3.154 .3 1 1

atari .scep t bul ldizer operators 68* 2.513 1.825 .4 1.1 Ptw er statio n oper ator s 1 .375 557 ‘—818 5. 1 3.0
Printing press oper ato rs 4 .848 13,374 8,526 5 .8 6. 5

Floor layers , ex . ipt til e salters 8*2 364 —51* 4.9 1.7
Forge and hammer operators 769 724 —45 6.4 4 .7 Rollers and Ilnishers , mntal 3~.2 1,264 462 4 .2 6 .4
Furn iture and w ood finishe rs 168 3,600 2,832 3.5 19,9 Roofers and alatera tll 749 642 .2 1 .3
Furr iers 1,936 461 ‘— 1.475 40. 4 17 .3

Sit netmetal workers and linsn ,itha 1,530 2,902 1,372 1.0 1.9
Glazier a 227 783 556 3 .3 3.1 Shipllttens 123 123 0.2

Shoe repairers 2, 759 6 ,359 3,600 6.7 213.3
Heat treaters annealers, and tempeneni 293 53* 305 1. 4 2.9 Sign painters old lettenars 1, 286 1.614 328 4 . 6 8.5

Stationa ry .nt ineera 1,563 2.472 909 .9 1. 4
Inspectors , acalers, nn4 t rade rs , tog and . Stone cutters and aton e ca rvers 132 445 303 2.0 1.0

lumb er 198 1,177 1.079 3,9 * 1,0 Structural metal workers _.- 908 8*3 —26 1.5 1.2
Inspectors , n.e.c 5.610 8,865 3.195 5.8 7 . 5

Construction 000 334 234 . 7 3 .3 Tailors 20. 728 21,265 ‘—443 26.5 31.4
Railroads and railway espreso Telepho ne installers so d repa irers 3,018 8,289 5 .271 2. 0 3.5
aelvaci 76 247 171 .3 1. 0 Telephone line inst aller s and repairers 824 752 —62 2 0  1.5

lit , sitters 378 31* 1.2
Jesmleni and watchmak ers _ ._ 2, 239 4 ,285 2.046 6 .0 11.5 To ol and die maker s 1.129 4 , 197 3,099 . 6 2. 1
Job aid die sett ers , metal ._ 322 2,221 1.899 .6 2.6 Uphols tere ni 5,668 9,980 4 .312 9. 4 16. 0

Locomotive engineers *5 396 311 .1 .6 Craft and kindred workers , ‘cc 5, 777 7,339 1,562 6 . 7 8. 5
Locomotive fi remen *04 151 47 .3 1.2

a Soot . at th, occu~a,iowal titles tha t appear in th is table and nlsawher e iv the arl iele Stanle y Green, 1970 Occupat Ion and Industry Clssaiflcatlon Syate ma lit T erma of
an. recent modifications of alder t it les whi ch denoted or connctid n.a stvnsolypivg. Th.l, 1960 Occu pat Ion and Industry El.ansnU, Technical Paper 2$ (Bureau at lie
The new li lIes w er e acc om pl sl, .d by a subcommitte e xl the Iste no gency Committee CensiA, 1972).
on Occupation Clauitcation, under the auspices of the OffIce of Management and Ba,.. a Alan showed a decline in total employment
get. (S.. “Removal of Sea Sleraotypin g in Census Occupational Claamfication,”
Mont hly Lab., Review , Januar y 1974 . pp. 47.44.) SOURCE: 1970 Ceeti un of PopulatIon, DetaIled Cl,aqacterlntlca. U.S. Summary.

‘Ad ~nated to *910 occupation class ifications. S e  isbn A. Pn.bi , Joan Heinkel, and F’inal Report PC(1)—Dt (Bureau of the Census) , table 221.

3 
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in the higher paid , skilled occupations . In addition

to higher wages , the skilled occupations provide appren-

ticeship systems offering beginners most of the benefits

of fully—qualified workmen (20:15).

At the same time civilian institutions were

increasing the number of women in skilled occupations ,

the United States Air Force developed policies and took

actions to change its traditional employment of enlisted

women. In 1972, the Air Force adopted plans to increase

the number of enlisted women from about 11,500 at the end

of fiscal year 1972 to 35,300 at the end of fiscal year

1977, and to greatly expand their use in a wide range of

specialties (11:7). Beginning in January 1973 , the Air

Force opened twelve previously all-male career areas to

enlisted women (33:14) (see Table 2). By the end of 1974,

the Air Force had 3,197 women assigned to the aircraft

maintenance , communications-electronic systems ,

mechanical-electrical and avionics system career fields

(11:8).

The attempt to integrate Air Force enlisted women

into these career fields has focused attention on their

physical adaptability and the appropriateness of tool

sizes (3:2). There are , however , increasing indications

that Air Force women in the skilled occupations are also

faced with various socialization problems (4:56; 24:1-5;

4
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TABLE 2

NONTRADITIONAL CAREER FIELDS DEFINED

AFSC Career Field

3OXXX* Communications-Electronics

31XXX* Missile Electronic Maintenance

32XXX* Avionics Systems Spec~.alties

42XXX* Aircraft Systems Maintenance

43XXX* Aircraft Maintenance ,

44XXX Missile Maintenance

46XXX Munitions and Weapons Maintenance

47XXX Vehicle Maintenance

53XXX* Metal Working

54XXX * Mechanical/Electrical

55XXX* Structural/Pavements

56XXX Sanitat ion

*~~ SCs which contain sufficient enlisted women
to be surveyed as part of this study.

5
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2 6 : 1 4) .  A study of enlisted women at a Strategic Air

Command Air Force Base indicated that women :

assigned to the previously male-oriented
craft skills are experiencing a variety of social
adjustment problems . Conflicts arise between their
self-perception as women and the requirements of
their work role (26:14].

A study by the Comptroller General of the United States

indicated that military women have been assigned to jobs

in which they cannot effectively perform because of

strength, stamina , and/or other physical limitations

(11:13). The study strongly recommended that the mili-

tary develop physical job standards and measure the

capabilities of both men and women prior to assigning

them to skilled occupations (11:14). Finally, a study

conducted by the Motivation/Communication Branch , Direc-

torate of Personnel Plans, HQ USAF , indicated that both

men and women in Air Force craft skills do perceive

sexual discrimination in their jobs. Although the sample

size used in this study was too small to be significant

as a predictor of Air Force-wide attitudes , the study

did conclude that:

-Men co-workers see women as being less utilized
on the job, having less responsibility , and having
their work judged more leniently

-Women feel that they are less utilized , that
their rank is too low for the work they are doing , [they]
have 1~ss responsibility , and have their work judgedmore harshly than men

-Many women on the job feel that their sex has
elicited negative attitudes toward them

-Supervisors and trainers report making allow-
ances for women that they would not make for men and

6
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being more reluctant to administer disciplinary
action against women than against  men

—Fifty percent of the supervisors and instruc-
tors perceive male peers as treating women as less
capable and/or giving them preferential treatment

—Supervisors and instructors see women as being
more motivated, easier to train , equally capable
of learning job tasks , and better in upgrade train-
ing. However , 44% of the supervisors and 23% of the
instructors considered women as less capable of
performing the job than men [24:4].

Objective

The objective of the research is to identify and

measure , from the respondent ’s viewpoint , the relative

degree of importance of role stereotypes which impact

enlisted women in the USAF craft skills. This is a first

and necessary step in developing programs to alleviate

any detrimental impacts of such socialization problems

on the productivity of the Air Force ’s wo%rk farce.

Scope

The study was designed to analyze a random sample

of enlisted women working in USAF craft skills and

located at rJSAF bases in the continental United States.

Only those stereotypes identified in the civilian litera-

ture were examined .

Research Proposition

The extent to which role stereotypes are per-

ceived to exist for and impact the socialization of

Air Force enlisted women in selected craft skills

7
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parallels the extent to which these stereotypes are per-

ceived to exist for and impact the socialization of

civilian women in similar occupations .
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CHAPTER II

LITERATURE REVIEW

Role Stereotypes

In discussing female adjustment to previously

all-male or nearly al l-male skilled occupations much

of the l i tera ture  points to the problem of stereotypes .

N.  T. Feather suggests that  people “ . - . acquire sets of

bel iefs  . . . about what jobs are more appropria te  for

males than for females (and vice versa) [13:536]. ”

Feather further suggests that these beliefs or stereo-

types encompass not only beliefs about the character-

istics of different occupations but the normative expec-

tations regarding appropriate male and female behavior

(13:536 ) . When women work in previously all-male or

nearly all-male occupations they experience role con-

flicts created by social pressures to conform to the

“appropriate ” role standards of society (5 :75). This

confl ict  creates unnecessary tension and reduces job

sa t is fac t ion and commitment. The resul t ing f ru s t r a t i on

is likely to impair e f f o r t s  toward maximizing product ion.

One theory suggests that stereotypes are basi~ ally

outer manifestations of self-image and one ’s image of

others. These stereotypes , formed in individual situa-

tions early in childhood , become generalized conceptions

9
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and influence attitudes and behaviors in later years . When

these general beliefs are accepted by a large segment of

society and form the basis for role definition , they become

stereotypes (17:140—141).

Stereotypes are neither inherently negative nor

positive , but are important factors in defining role per-

ceptions . A stereotype , for this study , is defined

as a picture one has in mind when visualizing a

“hypothetical” type of person . It exists in the “eye of

the beholder ” and may not be an accurate perception of

real i ty. Stereotypes are individualized perceptions of

what personality traits exist in others , as opposed to

what traits really exist (29:239).

Research demonstrates the contemporary existence
of clearly defined role stereotypes for  men and women

The stereotypic di f fe rences  between men and
women appear to be accepted by a large segment of our
society [5 :75J -

Further , role stereotypes are incorporated into the self-

concepts of both men and women (5 :76).

Both men and women are placed into role stereo-
types (traits generally ascribed to them by society )
and these stereotypes influence their attitudes and
behavior [9 :173].

Current management literature has expressed concern over

possible detrimental effects of these role stereotypes

upon the full development of men and women (5; 18 ; 2 2 ) .

Women are perceived as relatively less coripetent ,
less independent , less objective , and less logical
than men;  men are perceived as lacking interpersonal
sensi t ivi ty, warmth , and expressiveness in comparison 

~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~
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to women. Moreover , stereotypically masculine traits
are more often perceived to be desirable than are
stereotypically feminine characteristics. Most
importantly, both men and women incorporate both
the positive and negative traits of the appropriate
stereotype into their self—concepts [5:75].

The literature indicates that role stereotypes

affect women workers in several areas. These areas can

be termed : (1) The assessment of competence (29:248;

5:75), (2) the fear of success (9:176; 5:76; 13:587)

(3) the license for sexual harassment (4:11), (4) the

tendency toward overprotectiveness (31:207—216), (5) the

lack of physical and operational job standards (3:3;

11:14 ) ,  and ( 6 )  characteristic male-female role defi-

nitions or prescriptions ( 5 : 7 5 ;  1 3 : 5 3 6 — 5 4 8 ) . Each of

these areas will be discussed and defined in more detail

in the remainder of this literature review.

The detrimental effects of role stereotyping

cannot be eliminated without eliminating the stereotypes

themselves . One author suggests : “If the roots of sexual

discr imina t ion  are to be destroyed , it wil l  f i r s t  be neces-

sary to end the conditioning to sexual roles passed on from

generation to generation [46:44].” Further , the literature

strongly indicates that role stereotypes negatively affect

working women in terms of job satisfaction , coworker

relations and supervisory treatment (4; 9; 13; 11; 23).

Thus , these stereotypes may be considered costly in terms

of reduced production and e f f i c i e n c y.

11



- ~~

Specific Stereotypes

Competency

Inge K. Broverman, et al., while examining sex—role

stereotypes in men and women , concluded :

The male—valued items seem to us to reflect a
“competency ” cluster. Included in this cluster are
attributes such as being independent , objective , active ,
competitive , logical , skilled in business , worldly,
adventurous , able to make decisions easily , self-
confident , always acting as a leader , ambitious . A
relative abs2n ce of these traits characterizes the
stereotypic perception of women ; that is, relative
to men , women are perceived to be dependent , sub-
jective , passive , noncompetitive , illogical , etc.
[5:66].

Mayer and Bell suggest that competence is a

major  factor in individuals’ perceptions of each other.

They stated :

We see here evidence that women are judged on a
di f fe rent  basis than men are , especially by men , who
of course , dominate the business world; we need to
know how the differences in stereotypes actually
a f f ec t  behavior. . . . We cannot say from these
data whether the behavior of decision makers is
a f fec ted  by these d i f f eren t stereotypes , but  tha t  is
a testable hypothesis [29 :249].

Another study indicated that as a whole males

a~d females perceived women as less competent than males

and both preferred working for male supervisors

(42:29). Shaffer and Wègle~’ concluded that females

may be considered more competent by their employers if

they adopt a masculine oriented sex-role , but this tech-

nique will probably alienate coworkers (40 :600). There-

fore , this negative assessment of women ’s competence may

12
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negatively bias their work efforts and lead to a classical

“self fulfilling prophecy .” As women attempt to achieve

relatively lower standards than men , they will in fact

perform less well than men in most cases .

Fear of Success

There is evidence that success is perceived to

be appropriate based on factors of sex and occupation

(13: 5 3 7 ) .

Success at an occupation is viewed more posi-
tively if this success is consistent with societal
conceptions about the sex role than if it is incon-
sistent [13:537].

Specifically , success was more attractive for males in

a male-dominated occupation than for females in the same

occupation. Reasons cited for this view included males

being viewed as providers of financial support and as the

dominant factors in a society which pressures males to

succeed and do well. The main responsibility of females

was viewed as being the main nurturant caretaker of

the family (13:544). A recent study indicated that

females are rewarded for being passive and dependent

while males are encouraged to be aggressive , competitive

and independent (35:5). Women , therefore , are neither

pressured to succeed nor socially rewarded when they

succeed in nontraditional work environments . Women may

fear success because:

13
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Competent women are attractive to the extent
that they retain a feminine sex role perspective
and are not strongly motivated to compete success-
fu l ly  with men in masculine activities [4 0 : 5 9 8 1 .

Women , therefore , achieve success at the risk of social

ostracism ( 4 0 : 6 0 0 ) .

License for Sexual Harassment
‘

~ 

ere is evidence to suggest that men coworkers

tend to stereotype wome n in a sexual frame of reference .

Working Women United in an informal survey of working

women found that 45 percent of those interviewed had

experienced some form of sexual harassment (4:17).

Sexual harassment can be defined as unwelcomed

and/or repeated overt propositions; “friendly ”

overtures such as unsolicited pats , squeezes and pinches;

and unwelcomed and/or repeated exposure to verbal ,

sexually oriented comments and jokes (26:9). The

problem of sexual harassment is compounded by supervisor/

subordinate relationships . Advances from bosses , super-

visors , or important clients involve an element of

coercion and/or threat and require diplomacy

(4:17). Sexual advances are not , of course , limited to

males but as pointed out by Eli Ginzburg , “since men

are most often in positions of power , it [sexual harassment]

most often goes the other way [4:17].”

14



• Overprotectiveness

Overprotection for women can be defined as pre-

ferential treatment for women involved in dirty , heavy ,

physical labor and/or dangerous work .

Prior to passage of Title VII of the Civil

Rights Act of 1964 , provisions of s tate protective labor

laws excluded women from excessive overtime , shift work ,

or heavy physical demands . Very few of those provisions

are enforceable today , except where they provide benefits

that can be extended to men (30:18).

These legal provisions are apparently a reflec-

tion of the stereotyped weaker and smaller female sex .

Protection seems most emphasized when female workers are

involved in heavy work demanding strength and stamina ,

work which is hazardous and work which is performed alone

late at night ( 3 8 : 2 7 — 2 8 )

In an informal  interview with the Commander of
[an Air Force] . . . Organiza t iona l  Maintenance
Squadron [in] . . . 1976 , the stereotype of protect-
ing females was identified as one of the aspects of
women working on the flight line maintenance crews .
He felt some women were incapable of pulling large
heavy metal sections from aircraft for repairs. In
some instances the men would do her job plus their
own , or stop their work to help her move heavy ecuip-
ment (i.e., electrical or air power carts), thus
reducing their own product ivi ty. He f e l t  the
United States cul ture  conditioned men to protect
females from struggling with heavy , dirty jobs.
Informal interviews with a limited number of pilots
during March , 1976 , revealed that they tended to go
easier on their crew chiefs if they were female ,
and even went so far as not writing up

15



discrepancies on actions performed by females when
they would normally have written up men for the
same actions ( 2 6 : 1 ] .

Further evidence that men stereotypically be l ieve

women workers need protection was provided in an art icle

by Jean Moore. In describing women assigned to what

were formerly all-male jobs she stated :

The biggest problem encountered by . . . women
on these kinds of jobs was overprotection by the
men . The bosses just could not determine whether
they should assign her the heavy work , and the other
workers were constantly jumping in to help her .
This resulted in some interfering with the learning
process. But even more serious was the position
in which it put her in the eyes of her co—workers .

These situations had to be handled delicately.
The men o f f e r i n g  the excess [sic] assistance appeared to
feel “ put down ” if [a women] made an issue of doing

• the work herse l f .  Yet , other male workers
fel t  the women were receiving preferent ial  treat-
ment or not pulling their load . It takes skil l  to
say “But I want to do it m y s e l f ”  without  o f f e n d i n g
the helping hand . However , once (a womenj was able
to diplomatically get this point across , the tension
on her was eased . Working relationships improved
considerably (31:14-15].

Physical and Operational
Job Standards

Another problem area in the adjustment of females

to previously all-male or nearly all-male skilled occupa-

tions is the need for physical and operational job stan-

dards . Most of the tools and equipment in these occu-

pations were designed to meet the needs of an almost

totally male work force (10). The tools and equipment

are not always adequate or appropriate for females (10).

16
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Thus , work environments have been stereotypically designed

for an all-male work force .

Further evidence of male oriented physical and

operational job standards was provided in a report to

the Congress by the Comptroller General of the United

States which indicated that military enlisted women

have been assigned to previousiy~~ll ist~~~ r~ ft ~~ k’tfl~ 
‘ •

with requirements that keep them from working effectively

and further , that no standards for strength , stamina

or other physical requirements have been established

for workers nor have operational requirements been

established for most jobs (11:14).

Human engineering , relating human capacities

and limitations to the design of work environments ,

has already measured and developed job standards and

physical requirements for a broad range of skilled

occupations (8:vii) . Human engineering seeks to design ,

specific items of man-operated equipment
for the most e f f ec t ive  accomplishment of the job

as measured by speed and accuracy of human
performance , in the use and operation of equip-
ment [48:0—1].

In designing tools and equipment , there are

usually three principles which may be followed : design

for the average , design for extreme individuals , or

design for a specified range. Tools and equipment

designed for  the average would not be optimum for all

people , but collectively, would cause less inc~onvenience

17
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and di f f icu lty since, by definition , most people would

fall into the “average” group . Design for extreme indi-

viduals is used when tools and equipment designed for

the average person would be unsatisfactory . Design for

a specific range is the principle of designing for some

specified range (example: 5th to 95th percentiles)

(30:358).

Human engineering techniques include an analysis

of the task involved , measurement of various physical

traits of those who will do the job , an analysis of the

tools and equipment required , and decisions on the

group of individuals for which to design (32:5-15).

The increase in the number of women in the craft

skills suggests a need for an evaluation of work envi-

ronments . Use of human engineering techniques will

allow jobs to be more effectively accomplished by smaller ,

weaker persons , more particularly by women.

Role Definition/Prescription

In a sense, the role definition/prescription stereo-

type can be considered a summation of all the previous

stereotypes discussed. This stereotype ’ s e f fec t s  are so

strong , however , as to require separate consideration.

In the United States , one stereotype suggests

some type of submissive role for women . Strong , assertive ,

powerful women are not accepted by either men or women

as readily as unhappy , complaining weak women (35:3).

18
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Thi s stereo typed ro le wa s also indicated by Inge

Broverman et al., in a study of men and women in a variety

of New Engla nd inst i tut ions of higher learning . The

results :

Indica te tha t the concepts of the ideal man and
the ideal women in bo th men and women subjects closely
parallel the male and female sex-role stereotypes.
The ideal woman is perceived as significantly less
aggressive , less independent , less dominant , less
active , more emotional , having greater d i f f i c u l t y
in maki ng decisions , e t c . ,  than the ideal man ;

Both greater competence in men than in
women , and greater warmth and expre ss iveness in women
than in men , then , are apparently de sir able in our
contemporary society . Furthermore , . . . results
suggest that the college population , a group which
tends to be critical of traditional social norms and
conventions , nonetheless believes that the existing
sex—role stereotypes are desirable [ 5 : 6 9 ] .

Further , the Broverman et a l .,  study indicates

that “women incorporate the negative aspects of f e m i n i n i t y

(relative incompetence , irrationality , passivity , etc.)

into their self concepts [ 5 : 6 7 ] . ” The autho r s argue that

working women experience a “double bind. ” To the extent

that working women adopt the behaviors specif ied as

appropriate for successful workers , they risk censure

for  their f a i lu re  to be appropriately feminine ; but if

they adopt the behaviors that are perceived as feminine ,

they are necessarily deficient with respect to the general

standards for successful worker behavior (5:75)

There are indicat ions that female workers who

exhibi t  “ feminine ” character is t ics  are p re fe r red  by

19
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supervisors and by employers (40 :600) . “Feminine ” and

“masculine ” behaviors are defined in Table 3.

Socialization

Much of the literature in organizational sociali-

zation has focused on the ways individuals learn the

culture and values of their new job settings , the adjust-

ment to the work environment and the development of work

skills (14:434). One author has suggested that sociali-

zation can be defined as:

the process by which a new member learns
the value system , the norms , and the required behavior
patterns of the society , organization , or group
which he is entering . It does not include all learning .
It includes only the learning of those values , norns,
and behavior patterns , f r om the or gani zat ion ’ s point
of view or group ’s point of view , it is necessary
for any new member to learn C 3 9 : 3 1 .

For the purposes of this research , sociali—

zation is defined as the process of learning

the roles and behavior patterns appropriate to the USAF

enlisted craft skills measured by three variables :

job satisfaction , coworker relations , and supervisory

treatment and/or acceptance .

Factors of Socialization

Multiple factors impact upon an individual ’s

adaptation to organizations (6:112; 15:34). These

factors  cluster  in four basic areas , (1) the job itself ,

(2) the immediate supervisor , (3) coworkers , and ( 4 )  the

working conditions and environment. Each of these areas

20
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impact job satisfaction , coworker relations and super-

visory treatment.

The Job Itself. It is in the area of the job

itself that  the individual may experience the greatest

dissonance between his expectations and organiza t ional

rea l i ty  ~37 : l 5 6 ) .  If the individual  enters  the organiza-

tion wi th  distorted or overly optimist ic views of what  the

job has to o f f e r  he may experience initial disappointment

and f rus t r a t ion. Addi t ional ly ,  disappointment may resul t

from the assignment to a job that either does not allow the

worker to use his talents and make decisions or is not

a satisfy ing or worthwhile  job ( 3 6 : 1 8 1 ) .  Thus , the intrin-

sic nature  of the job , coupled with worker  expectatior.s , can

lead to lowered job sa t i s f ac t ion.

The Immediate Supervisor. The immediate super-

visor is probably the single most i n f luen t i a l  person

that the new employee encounters .  It is from the super-

visor that the individual receives rewards , punishment ,

feedback , and help wi th  new problems . However , the

supervisor may be detr imental  to the adapta t ion  process

if his expectations of the individual  are too high , he

is incompetent , or he is not adept in deal ing with o t h2 r s .

The o rgan i za t i on  through t r a in ing  or selection of the

supervisor may minimize  any de t r imen ta l  e f f e c t s  of

the supervisor  on the soc ia l i za t ion  of the ind iv idua l

24



(27:216; 36:184—5; 39:6). Thus , the supervisory treat-

ment of workers becomes a major factor in the effective

socialization of new employees. If female workers

believe this  t reatment  is d i sc r imina tory  and/or based

on stereotypical perceptions , the individual socialization

of female workers  wil l  be impaired .

The Coworkers. The coworkers can provide the

focal point for  the individual to learn the values , norms ,

and expectations of the group and of the organization.

Coworkers provide a source of social identity for  the

individual . Coworkers may have negative influence on

socialization chrough the use of negative and/or biased

feedback or other dysfunctional group processes (36:179;

45:224). If women workers perceive that male coworkers

sterectypically view female workers as less competent ,

less logical , etc., this perception will have detrimental

• impacts on the socialization of those female workers.

Working Condit ions and Environment .  The working

conditions and environment have significant impact on the

adaptive efforts of the individual. Individuals who adapt

readily will adjust and be able to work in poor working

conditions or environments while others will adjust more

slowly or not at all. Some conditions , such as fli ght

line duty , may not be subject to change by the organi-

zation , but the effects can be minimized by providing

25
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proper clothing , tools , instructions , and facilities

(28:14). Once jobs are properly d~signed and adequate

tools and equipment are provided for female workers ,

their job satisfaction will increase.

J u s t i f i c a t i o n

The United States Air Force considers people to

be its most valuable resource. Air Force personnel plans

have attempted to allow for the full potential of each

individual (2:13). An ever growing number of these

individuals will be women. Between 1975 and 1978 ,

the Air Force estimates that more than 52 ,000 women

will be recruited (43 :12)

Developing the full potential of women assigned

to Air Force craft skills requires information on

potential problem areas . Evidence already collected

indicates that women in Air Force craft skills may be

experiencing difficulties in organizational socia]~~za—

tion far in excess of those experienced by men . The

literature further suggests that these difficulties may

be related to role s tereotyping ( 2 3 ;  2 6 ;  2 8 ) .

The previous studies have been either limited

to one Air Force base (26; 28) or to small sample sizes

which were inappropriate for providing predictions of

26
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Air Force—wide attitudes (23) . Conversations with

Captains Bob Gregory and Marcie Jordon , Motivation/Corn-

munication Branch , Directorate of Personnel Plans , Head-

quarters USAF revealed that “ . . . any research done in
this area would be welcomed as ‘follow—up ’ on the

limited study conducted earlier by this office (16; 23). ”

Dr. Charles Clauser , of the Human Resources Laboratory ,

indicated a definite need for research in this area .

He stated that studies of the impact of role stereotypes

on the overall adaptation and productivity of enlisted

women in the Air Force craft skills will be the most

significant research performed in this area (10). The Air

Force needs to identify the potential scope of management

problems in this area and to develop managerial plans

and tools to deal with those problems before large

numbers of women are placed into undesired and inappro-

priate career fields, training efforts are wasted , reei- —

listment rates drop, and mission effectiveness is

impaired .

e
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CHAPTER I I I

RESEARCH DESIGN AND METH ODOLOGY

This research effort i& part of an ongoing

research project that is examining various behavioral

factors affecting enlisted women in tJSAF c r a f t  skills.

Therefore , a number of methodology conventions estab-

lished in previous research studies are used so that

this study can cont r ibute  to the ongoing project. The

study has been endorsed by the logistics community at

the Air Staff level and was designed to meet the specifi-

cations of the Motivation/Communication Branch , Director-

ate of Personnel Plans (DPXHMM) , so tha t  the resu l t s  can

be correlated with previous and proposed studies conducted

by that office.

Description of Universe,
Population, and Sample

Universe

The universe consists of all women working in

what have previously been identified as predominantly

‘The methodology was developed in this chapter
with some reference  to Captain Roger P.  Lernke and Cap-
tain Greg S. Mann , “An Investigation of the Relationship
Between Tenure and the Program Manager in Terms of Per-
ceived Conflict and Role Ambiguity .” Unpublished mas-
ter ’s thesis. SLSR l 4 — 7 6 A .  AFIT/SL Wright—Patterson
AFB OH , 1976.
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all-male skilled trades . This universe includes those

military skill areas which involve tasks closely

associated with the tasks performed in the civilian

skilled trades identified in Table 1.

Population

The population consists of all USAF enlisted

women currently assigned wi thin  the Continental United

States in USAF specialty codes (AFSCs) listed in Table 2.

These are the AFSCs which were opened to enlisted women

beginning in January 1973.

Selection of Sample

The sample was designed to consist of a random

stratified selection of enlisted women from each of the

career fields noted in Table 2 which contained seventy-

five or more enlisted women as of 1 December 1976. A

listing was obtained from AFIT/DPM which indicated the

number of women assigned in the career fields by AFSC

and base within the CONUS. The AF Human Resource Labora-

tory at ~andolph Air Force Base , Texas, was asked to

generate a stratified random sample of seventy—five

women for each of the A.FSC5 to be studied . This sample

size was based upon the four factors for determining

sample size defined by Emory . These factors consist of:

(1) the desired interval estimate , (2) degree of con-

fidence , (3) population variance , and (4) relative size

29



of the population (12:140). In accordance with the

central limit theorem, however , these stratified samples

• should allow for a r espo nse f rom at least f i f ty individ-

uals in each AFSC examined. This provides for a reason-

able number of nonrespondees , missing data in individual

variables , and responses that may be unusable for any

other reason.

The purpose of the sample stratification by

AFSC in this study was to acknowledge and investigate 
C

the e f f e c t s  of job related environmental  fac tors  on the

results of the study . As indicated earlier , working

conditions and environment have significant impact on

the social adaptability of the individual ( 2 8 : 1 4 ) .  The

environmental working conditions vary significantly

among the A.FSCs being invest igated, not only  in terms

of tasks performed but, in such areas as closeness of

supervision , amount of physical effort required , and

exposure in !outdoor working areas.

Data Collection Instrument/Variables

A questionnaire was distributed by mail to each

member of the sample. This distribution method was

used to obtain the most representative sample from a

widely dispersed population at the most reasonable cost

in the shortest time frame . Strict confidentiality of

the respondents’ identities was maintained at all times .

30



In addition to the demographic data required to

correlate the results with other studies , nine variables

were designed into the instrument. To the extent pos-

sible , questions related to each of the variables were

randomly ordered within the instrument. For the pur-

poses of the proposal , however , the questions were segre-

gated under headings indicating the variable being mea-

sured. This draft instrument is included in Appen-

dix A.

Demographic Data

The information collected in this portion of the

instrument is primarily intended for use in coordinating

the results of the study with the results of previous

and proposed studies. Data on other variables wil l , how-

ever, be examined in relation to the respondent’s AFSC .

This analysis should provide an indication of the effects

of role stereotypes on the socialization process in

relation to both the military service and the specific

job environment.

Sexual Harassment

The sexual harassment questions measure percep-

tions of unwelcome and/or repeated overt propositions;

“friendly ” overtures such as unsolicited pats , squeezes

and pinches; and unwelcomed and/or repeated exposure to

31 
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verbal , sexually—oriented comments and jokes (26:9).

Questions were developed from an interview guide used in

a previous study which identified sexual harassment as a

significant problem for enlisted women assigned to tJ SAF

craft skills (26). Nine questions were developed to be

answered on a rating scale of one to seven . Response

scores for each individual question are summed , providing

a potential range of scores from nine to sixty three.

The higher the respondent’s score , the greater the per-

ceived sexual harassment.

Competency

The competency questions measure the perceptions

of such attributes as being independent , objective , active ,

competitive , logical , skilled in business , worldly, adven-

turous , able to make decisions easily, self—confident , a

leader , ambitious (5:66). Questi6ris were developed from

an interview guide used in a previous study which identi-

fied negative perceptions of competency as a significant

problem for enlisted women assigned to USAF c r a f t  ski l ls

(26). Ten questions were developed to be answered on

a rating scale of one to seven . Response scores for

each individual question are summed , providing a potential

range of scores from ten to seventy . The higher the

respondent ’s score , the greater the perception of

incompetency.

32
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Job Satisfaction

The job satisfaction questions measure the per-

ceived degree of worker adaptability to working conditions

and environment. Further , job satisfaction questions mea-

sure the degree of dissonance between worker expectations

and organizational reality (37:156). Questions were devel-

oped from a questionnaire used in a previous study which

indicated job satisfaction was lower for women than for

men working in USAF craft skills (23). Fourteen questions

were developed to be answered on a rating scale of one to

seven . Response scores for  each individual question wi l l

be summed , providing a potential range of scores from

fourteen to ninety eight. The higher the respondent’s score

the greater the perceived degree of job satisfaction .

Role Definition/Pr&scription

Role definition/prescription questions measure the

perceived degree to which concepts of the ideal coworker

parallel the male and female sex—role stereotypes . Ques-

tions were developed following the methodology of the

Broverman et al. study in which the characteristics used

were identified as either masculine or feminine (5).

Indices .~D: and R~ 2 are developed as summa tions of

the responses for the masculine and feminine characteristics ,

respectively. For index RD 7 ,  a high score indicates the

respondent concurs with Broverrnan ’s conclusions that 

~~~~~~~~~~~~~
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the characteristics of ambition , independence , competi-

tiveness , self—confidence and logic are masculine role

prescriptions . For index p2 2 ,  a low score indicates the

respondent concurs with Broverinan ’ s conclusions that char-

acteristics of emotionalism , submission , tactfulness ,

gentleness , and conceit are feminine role prescriptions .

The highest possible score for either index ~D. or .~D 2

is thirty five. A third index , ~~~~ is generated from

RD~ and R~ 2 to provide a measure of the extent to which

the respondents concur with Broverman ’s findings that

these characteristics defined appropriate sex-role pre-

scriptions . R.73 is calculated as:

= 

~~ l 
— 

~~~

A high score for indicates agreement with Broverman ’~

f indings .

These same characteristics are evaluated by the

respondents again in a separate section of the instru-

ment to indicate their views of an ideal coworker ’s

character is t ics .  A second set of indexes , ~J 4 , R~~~, .~~~~~~ ,,

are calculated in a manner similar to the above , indi-

cating the respondent’s perceptions as to the desirability

of the same characteristics in coworkers . ~~~~~~~ and .~~

are summations of the masculine and feminine character-

istics respectively. For index ?LT , a high score indi-

cates the respondent concurs with Broverman ’s conclusions

34
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that the masculine characteristics of ambition , indepen-

dence, competitiveness , self-confidence and logic are

indicative of ideal coworkers. For index .‘?D a low

score indicates the respondent concurs with Broverman ’s

conclusions that the feminine characteristics of emotion-

alism , submission , tactfulness , gentleness and conceit

fail to typify the ideal coworker . The highest possible

score for either index or .~D 5 is thirty five. The

index .?D . is generated from and to provide a mea-

sure of the extent to which the respondent concurs with

Broverman ’s studies that the masculine characteristics

define the ideal coworker. .~D6 is calculated as:

RD6 = RD4 
- RD5.

A high score for ~?D~ indicates agreement with Broverman.

Final ly ,  a single variable R , is generated as

the sum of RD and RD~ to indicate the extent to which

enlisted women in the craft skills identify desired

characteristics in coworkers with the characteristics

they identify as stereotypically masculine . If a women

respondent prefers  masculine character is t ics  in coworkers ,

she is likely to experience conflict between her role as

a woman and her role as a worker in the c r a f t  skil ls .

The score for R~~ can range from —60 to +60. The higher

the score for RD.,, the greater the perceived role con-

flict experienced by the enlisted women .

35
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Physical  and Operat ional
Job Standards

Physical and operational job standards questions

measure the perceived degree to which female capacities

and limitations are related to the design of work envi-

ronments and physical requirements of USAF craft skills.

Questions were developed to measure perceptions of respon-

dent difficulties in the area of physical limitations .

Ten questions were developed to be answered on a rating

scale of one to seven. Response scores for each m di-

vidual question are summed , providing a potential range

of scores from ten to seventy . The higher the respon-

dent ’ s scores , the greater the degree of perceived

difficul ty in performing the wor..

Overprotectiveness

The overprotectiver..ess questions measure the

degree to which women perceive they get preferential

treatment for dirty, heavy , physical labor and/or danger-

ous work. Questions were developed from an interview

guide used in a previous stud y which identified over-

protectiveness as a sig n i f i c a n t  problem for enl isted

women assigned tO tJSAF c r a f t  ski l ls  ( 2 6 )  . Eleven ques-

t ions were developed to be answered on a rating scale of

one to seven. Response scores for each individual

question are summed , providing a potential range of

scores f rom eleven to seventy seven. The h ighe r  the

36
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respondent’ s score the greater the degree of perceived

overprotectiveness.

Supervisory Treatment

The supervisory treatment questions measure the

perceptions of the equitable distribution of rewards ,

punishment , feedback and help wi th  problems by indivi iual

supervisors to each respondent (26:1). Questions were

developed from a questionnaire used in a previous study

which indicated that supervisory treatment was inequit-

ably applied to enlisted women working in USAF c r a f t

skills.  Nine questions were developed to be answered

on a rating scale of one to seven . Response scores for

each individual question are summed , providing a poten-

tial range of scores from nine to sixty three. The

higher the respondent ’ s score , the greater the degree

of unequal distribution. Other questions were included

as an internal validity check on the overall scale.

Coworker Relations

The coworker relations questions measure the

degree of male worker resistance to socialization per-

ceived by women through usage of negative and/or biased

feedback or other dysfunctional group processes (36:179).

Questions were developed from a questionnaire used in

a previous study which indicated that positive coworker

relations were lower for women working in USAF craft

37
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skills (23). Twelve questions were developed to be

answered on a rating scale of one to seven. Response

scores for each individual question are summed , pro-

viding a range of scores from twelve to eighty four .

The higher the respondent’ s score , the greater the

indication of perceived negative socialization.

Fear of Success

The fear of success questions measure the per-

ceived reactions to male and female success and failure

for an occupation depending upon the perceived appropri-

ateness of the occupation for the sex concerned . Suc-

cess is evaluated more positively if it is consistent

with societal conceptions about the sex role than if it

is inconsistent , while failure is evaluated more nega-

tively if it is inconsistent with societal conceptions

about the sex role than if it is consistent (13:346).

A series of questions was developed in two areas fol-

lowing the methodology pioneered by Feather in his arti-

cle , “Positive and Negative Reactions to Male and

Female Success and Failure in Relation to the Perceived

Status and Sex-Typed Appropriateness of Occupations ”

(13). The first series of questions measures the posi-

tive valence of success in the career area , while the

second series of questions measures the negative valence

of failure in that career area. These two question

38
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sets are separated in the instrument to reduce the possi-

bility of interguestion bias affecting the responses.

The individual questions require the respondent to compare

the relative degree of happiness or unhappiness with

success or failure respectively for male and female

competitors in specific s i tua t ions  related to the mili-

tary work environment (see questions under “Fear of

Success ” in Appendix A). Responses are scaled and com-

bined to provide a single measure of fear of success.

Ratings of happiness about success and unhappi-

ness about failure “may be taken as indicators of the

strength of the ~os~~~z~’e z-’a ~~en ce  of success and the

ne~~~~~i~ ,e ‘~o~. ence  
~f f 2 l2 l u r e , respectively (13:5461. ”

Questions were developed to measure the positive

valence of success , and these are scored on a scale of

one to fourteen. The individual ’s responses for these

questions are summed and that sum is subtracted from

fifty six , the maximum possible score for tnese questions ,

to obtain a measure of the negative valence of success.

Questions were developed to measure the negative valence

of failure , and these are scored on a scale of one to

fourteen. The individual’s responses for these ques-

t ions are summed and the sum is subtracted from fifty

six , the maximum possible score for these questions , to

obtain a measure of the positive valence of fa i l u r e .

F ina l ly , the scores for the negative valence of success

39
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and the positive valence of failure are summed to provide

a single measure for the fear of success. This measure

is then used in the correlation analysis examining

the relationships between role stereotypes and the

factors of job socialization.

The higher the score the greater the extent to

which women pe rceive success as undes i rab le  for  f emales

in USAF craft skills. If a female respondent fears

success , she is likely to experience conflict between

her role as a women and her role as a productive worker.

Development of In terval Scales

With the exception of the demographic data ,

the scales constructed in this instrument solicit data

tha t  are interval in n a t u r e ;  that  is , a common and con-

s t an t  un i t  of measurement is used which assigns a real

number to objects in an ordered set and employs an

arbitrary zero point. However , the zero point does not

represent the complete absence of the attribute under

consideration. Cardinality in scaling is assumed on the

basis that equally-appearing intervals are equal

(19:70—76).

A common error that occurs when analyzing inter-

val level data is for a researcher to lose sight of

the limitations resulting from not being able to define

an absolute zero point. The attractive real number

40
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representation of data may invite analysis using tech-

niques only applicable to higher level data. Hays cau-

tions that “ . . . the road from objects to numbers may

be easy , but the return trip from numbers to properties

of objects is not (18:76]. ” The reader is cautioned

against applying statistical methods meant for ratio

level data to data collected with this instrument

(25:43).

Question Development

The questions developed by the research were

pretested and evaluated by four members of the faculty

of the Graduate Education Division , School of Systems

and Logi’stics. A pilot test of the instrument using

local women volunteers as a data—producing sample ,

was also conducted prior to the analysis of the data

returned by the enlisted women.

Instrument Reliability

“Reliability is an indication of the extent to

which a measure contains variable error (21:280]. ”

As Helmstadter points out , questionnaire length tends

to influence reliability . The more questions asked

about an attribute the closer a questionnaire can come

to measuring the true amount of that attribute possessed

by a respondent (21:289). The number of questions per

variable in this instrument ranges from eight to fourteen ,
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and these must be considered in evaluating the test-

retest reliability of the instrument (21:296). Vari-

able error is defined in terms of-random fluctuations

in performance which lead a person to get a different

score from one testing session to another (21:283).

Idea l ly ,  test—retest reliability for the data collection

questionnaire would be determined by distributing the

questionnaire twice to a pilot study group of at

least t h i r ty  women assigned to Air Force craft skills.

Time interval between distributions should be at least

six weeks. Using a Pearson product-moment correlation

analysis (reference Statistical Test Section) to compare

t e s t—re t e s t  responses , a r e l i ab i l i t y  coef f i c ient ~~~~~~

would be determined for each variable measured. Helm—

stadter cautions that when evaluating measurements of

reliability the content of the test and the test measure-

ment method should be considered . Questionnaires designed

to solicit feelings and attitudes tend to produce low

reliability measures because of the fluctuating nature

of attitudes and feelings. Additionally, ~he test-retest

reliability measurement method tends to provide a con-

servative estimate of reliability , provided the time

period between test and retest is adequate to minimize

spurious responses due to original recall (21:283 ,284 ,294).

Unfortunately, clearance for the instrument was not

42
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obtained in time to conduct this test .  It is hoped that

test—retest reliability of the instrument can be deter-

mined at a later date by identifying a small sample of

enlisted Air Force women in the craft skills who will

be willing to reaccomplish the survey .

Instrument Validity

In discussing validity , Emory states that

“The . . . validity of a research design is its ability
to measure what it aims to measure [12:120]. ” The

questions measuring all but one of the variables inves-

tigated by this study are based upon previous research .

Therefore , a certain amount of face validity can be

attributed to the questionnaire .

The extensive evaluation of the instrument

by faculty members of the Functional Management Depart-

ment and Research and Administrative Management Deoart-

rnent, Graduate Education Division , School of Systems

and Logistics , lends a logical validity to the questions.

Logical validity results from extensive subjective .

evaluation of an instrument by experts to determine if

the questions and number of questions are adequate to

measure a trait (21:298).
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Statistical Test

The raw data was received from the respondents

on standard mark—sense scanner answer sheets . Responses

were read into a data file using available equipment

in the computer support section , School of Systems and

Log istics. Descriptive statistics were generated from

this file using standard Statistical Package for the

Social Sciences (SPSS) computer orograms , and was exam—

m e d  for central tendency and variance to determine that

the use of parametric statistics was appropriate . Soeci-

fically, the data were examined to determine if there

were any observable reason that the assumption of nor—

mality would not be appropriate . As shown in Chapter IV,

the data passed this initial examination and parametric

statistics can be appropriate ly applied for analysis.

To investigate the research proposition ,

Pearson product-moment correlation coefficients were

developed to examine the statistical relationships

between the role stereotypes and the factors of social-

ization measured by this study . The cor~ e1ations to be

anticipated by the research propositions are indicated

in matrix form in Table 4. The interval measurements on

one variable were related with the interval measurements

of another. A value of the Pearson product-moment

correlation coefficient (Pearson ~) ma’; vary between

+1.00 and -1.00. Both of these extremes represent
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TABLE 4

ANTICIPATED PEARSON PRODUCT-MOMENT
CORRELATIONS BETWEEN FACTORS OF

SOCIALIZATION AND ROLE
STEREOTYPES

Stereotypes Sati~~~cti~~~ Relations

Sexual Harassment -*  - 

+ +

Overprotectiveness - + +

Competency - + +

Fear of Success — + +

Role Prescription/
Definition 

- + +

Physical &
Operational Job - + +
Standards

NOTE : This correlation matrix will be developed
fo r the data as a whole and fo r the data obta ined f rom
each AFSC. A comparison of the individual AFSC results
should allow a determination of whether or not there are
job—unique characteristics which influence the results .

*1’ _
,+

” indicates direction of expected correlation.
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perfect linear relationships between the variables;

0.00 represents the absence of a linear relation-

ship (19:499).

The computational formula for determining r

in terms of raw scores is:

~~~ 
= nlxy— (Ex) (y)

v’(n:x 2_ (:x)2][n:y 2_ (:y)~ T

Where: x and ~ are variable observation values

n is the sampe size

A positive Pearson ~‘ means that respondents

obtaining high scores on one variable tend to obtain

high scores on a second variable. The converse is

also true , i.e. , respondents scoring low on one variable

tend to score low on a second variable. A negative

Pearson ~ ‘ means that responents scoring low on one vari-

able tend to score high on a second variable. Con-

versely , respondents scoring high on one variable tend

to Ecore low on a second variable (19 :499).

The Pearson r’ is generally used as a parametric

measure of the degree of relationship between variables

(12:402). However , there is disagreement among research-

ers on the selection of correlation coefficients for var-

ious levels of data and the assumptions in csychological

research regarding the bivariate normal distribution on the
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j o in t  events ( I ,Y ) .  Hays , in discussing the appropriate-

ness of Pearson correlations for sample data , states tha t:

It is not necessary to make any assumptions
at all about the form of the distribution , the
variability of Y scores within X columns of “arrays ,”
or the true level of measurement represented by
the scores in order to employ linear regression and
correlation indices to describe a given set of
data . So long as there are N distinct cases , each
having two numerical  scores , X and Y , then the descrip-
tive statistics of correlation and regression may
be used. In so doing , we describe the data as
though a linear rule were to be used for prediction ,
and this is a perfectly adequate way to talk about
the tendency for ~~ese numerical scores to associate
or “go together” in a linear way i~ t’iese -~a~ o.

The confusion has arisen because in inference
about true linear relationships in populations , and
in some applications of regression equations to
predictions beyond the sample , assumptions do become
necessary . . . However , one may apply correlation
techniques to any set of paired-score data , and the
results are valid descriptions of two things : the
particular linear rule that best applies , and the
goodness of the linear prediction rule as a summari-
zation of the tendency of Y scores to differ system—
matically with differences in X ~~ i ~2~ese da t a
[ emphasis Hayes]  [19 :5 10] .

In order to make inferences to the population , the

assumption of a normal distribution must be made ~19 :529).

For large samples (n> 30) the assumption of a normal

disbribution is reasonable in accordance with normal

usage of the central limit theorem (19:530 ). The main

interest actually is in the value of ‘ itself , the

estimator of the population correlation coefficient.

A f t e r  making the assumpt ion about the popula tion  d i s t r i -

bution of joint (X ,Y) events , the si gn i f i cance  of the

linear relationships between the stereotypes and

factors of socialization , and also the direction
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(positive and negative ) of the relationships , was evalu-

ated (19:527).

All of these variables are completely free to

take on any value for any observed individual . Each

individual of the sample represents the occurrence of

a joint x, ~‘, and event. The research proposition ,

stated at the end of chapter I, concerns the relation

between the variables , taking two variables at a time.

A (SPSS) computer package was used to perform the

calculations for the Pearson product-moment correlation

analysis. A .05 level of significance is widely used

in behavioral science research.  Each of the relation-

ships will be tested against this standard .

In addition to the statistical analysis generated

by the Pearson product—moment correlations , the

data were analyzed using the technique of canonical corre-

lation. This analysis examined the relationship

between the grouped perceptions of role stereotype vari-

ables and the grouped perceptions of job socialization

factors.

Canonical correlation analysis takes as its
basic input two set of variables, each of which can
be given theoretical meaning as a set. The basic
strategy of canonical correlation analysis is to
derive a linear combination from each of the sets
of variables in such a way that the correlation
between the two linear combinations is maximized
[34:5171.
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It is beyond the scope of this study to detail the quanti-

ta t ive underpinnings of the canonical corre la t ion  tech-

ni que . The reader is referred to the work of Tatsuoka

for the quantitative aspects (42) and to Alpert and

Peterson (1) for the interpretation of results . In

particular , this reserach will use the methodology of

Alpert and Peterson to interpret the results of the

canonical analysis.

As indicated above , it is incumbent on the researcher

to demonstrate a theoretical meaning for each set of

variables, prior to instituting the canonical analysis.

The several measures of role stereotypes used in this

study actually measure the respondent ’ s perceptions of

behavior in the work environment.

The perceived behaviors are based upon sets of

beliefs about the characteristics of different occupa-

tions and the normative expectations regarding appro-

priate male/female behavior (13:563). “Research demon-

strates the contemporary existence of clean -i defined

role stereotypes for men and women [5:75]. ” A review

of the literature indicates that role stereotypes affect

women workers in the following areas : (1) assessment of

competence (39:248; 5:75), (2) fear of success (9:176;

5 :76 ; 13 :5 8 7 ) ,  (3) license for sexual harassment (4:11),

(4) overprotectiveness (31:207—216) , ( 5 )  lack of phys ical

and operational job standards (3 :3; 11:14), and ( 6 ) role

49



-~~~~~~~~~~~ ---~ --~~~ - - --~~~ —-- -~~~ -- -——-- ~~~~~~
—-

~~
---

~ 
-— --.~~w~~-~~~~~ W-~~~~~~~

d e f i n i t i o n,’prescn ipt ion (5:75; 13:536—548) . Each of these

can be viewed as a subset of the overall role stereo-

typing . Thus , it would appear they can logically be

grouped to provide a more complete view of the impact of

the stereotypes on women in the work environment.

The several measures of job  social ization fac tors ,

lik role stereotypes, ac tua l ly  measure  the respondent ’ s

pc ~tions of behavior in the work environment.

The perceived behaviors are localized in those

processes necessary to learning the roles and actions

appropriate to the work environment. Irioluded ~in this

process are the ways individuals learn the culture and

values of their new job settings , the adjustment to the

work environment and the development of work skills

(14:434). A review of the literature indicates that job

socialization factors include : (1) job satisfaction

(37:156; 36:181; 28:14), (2) coworker relations (36:179;

45 :2 2 4 ) ,  and (3) supervisory t reatment  and/or accept-

ance (27:216; 36:184—5; 39:6). Each of these factors

can be considered as a subset of the job socialization

process. Thus , it would appear they can logically be

grouped to provide a more complete view of the impact of

job socialization on women in the work environment.

Typically ,  canonical correlation is used :

1. To determine vectors of weights for each
set of variables such that linear combinations of the
respective variables are maximally correlated . This
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goal implies optimal prediction of linear combina—
tions of variables (variates) from one vector , given
variable values in the other vector.

2. To determine whether two sets of variables
are statistically independent of one another in a
linear sense , or conver~~~ly, to determine the magni-
tude of the L-2lationshlps between the two sets .

3. To explain the nature of any relationships
— between the sets of variables , general ly by measur inc

the relative contribution of each variable to the
canonical relationships obtained [1:187].

For the purposes of this study, only the first

two of these objectives are paramount . The basic purpose

of this analysis is to determine if the perceptions of

stereotyped att i tudes are associated wi th the pe rcep tions

of behavior in the work environment ; and to determine the

po tential  magni tud~ of this relationshin. Further , it

would be appropriate to develop a means of predicting the

relationship between stereotypic attitudes and behavior in

the work place. It was anticipa ted , however , tha t the

specific contribution of each variable in explaining the

overall relationships between the attitudinal and behav-

ioral perceptions could vary widely f rom responden t to

respondent. It was therefore of minor value to this

research to attempt detailing the contribution of each

variable to any relationships obtained.

The mathematical formulation of the canonical

correlation problem is indicated below . The basic

requirement is to determine one set of weights

= 

~~l’ 
~~~~~~~~~~~~~~

D~. 
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for the predictor variables , and a second set of wei ghts

v’ = [v 1, v2,.. .v

for the criterion variables such that the largest

achievable correlation 
~
‘
,
-, is obtained between

z = ~i 1x1 + ~ 2
x

2 
+ ... + ~~~X

and

W = v1y1 -
~ v2y2 + ... + VqYg

fo.~ the data collected (42:178).

It was anticipated that these - two sets of variables

would be positively correlated at better than the .05

level of sign ificance. The (SP SS)  computer package ,

using subprogram CANCOR was used to perform the

calculations f or the canonical correla tion anal ys is.

Criteria Test

In addition to the statistical tests , the results

obtained for each variable in this study were compared

to the results obtained in the studies on which the

specific variable is based . The research proposition

indicates that the significant problems associated with

role stereotypes identified in the civilian literature

also exist for military women entering male dominated

career fields . Failure to achieve similar results

for the individual variables measured would renuire that
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the researchers seriously question the ability of the

data to support the research proposition , regardless

of the statistical results .

Assumptions

The assumptions under wh ich this resea rch was

conducted are as follows :

1. Selected sample is r e p r e s e n t a t i v e  of the

population under study.

2. Definitions and assumptions from supportiie

research studies are valid and reasonable.

3. Uncontrolled variables that exist in the

craft skills are consistently distinc tive to specific

AFSC5 studied .

4. The full cooperation of the randomly selected

samp le will result in the return of unbiased data .

Limitations

1. While  there are indications of a need to

develop physical and operational job standards for

enl is ted women assigned to Air Force c r a f t  sk i l l s  (11)

this research will not attempt to identify or define

those standards . Clearly, however , any rela tionship

between physical capability , role stereotypes , and the

factors of socialization must be considered and examined

in this study . Thus , this study will deal only with
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perceptions of problems in the area of physical limita-

tions and ecui~ n~ rit deficiencies .

2. Only limited validity testing of the instru-

ment will be feasible prior to collecting da ta for  this

study.

3. Finally, this research effort is limited to

an analysis of representative , random samples relating to

the twelve Air Force craft skills previously identified .

Any conclusions rendered will be directly applicable

only to those twelve Air Force craft skills. The results

should not be generalized to the Air Force as a whole

unless its reader has reason to believe that other

enlisted women are reasonably well represented by this

sample.

Summary of Operational
Definitions

The operational definitions are developed through-

out the text of the study . They are collected and sum-

marized here for convenience of the reader.

Stereotype. A stereotype , for this study , is

defined as a picture one has in mind when visualizing

a “hypothetical” type of person. It exists in the “eye

of the beholder ” and may not be an accurate perception H

of reality . Stereotypes are individualized perceptions

of what personality traits exist in others , as opposed

to what tra:ts really exist (29:239).
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Sexual Harassment. Sexual harassment can be

defined as perceptions of unwelcomed and/or repeated

overt propositions ; “friendly ” overtures such as unsolic-

ited pats , squeezes and pinches; and unwelcomed and/or

repeated exposure to verbal , sexually—oriented comments

and jokes (26 :9).

Competency. Competency , for this study , is a

measure of the perception of such attributes as being

independent, objective , active , competitive , logical ,

skilled in business, worldly, adventurous , able to make

decisions easily ,  self—confident , always acting as a

leader , ambitious (5:66).

Job Satisfaction. Job satisfaction can be defined

as a measure of the perceived degree of worker adapta-

bility to working conditions and environment. Further ,

job satisfaction measures the perceived degreed of dis-

sonance between worker expectations and organizational

reality (37:156).

Role Definition/Prescription. Role definition/

prescription for this study is defined as the measure

of the perceived degree to which concepts of the ideal

coworker parallels the male and female sex-role stereo-

types ( 5 :68 ).
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Fear of Success. Fear of success for this study

is defined as the extent to which success is perceived to

be appropriate based on factors of sex and occupation.

Success at an occupation is viewed more posi-
tively if this success is consistent with societal
conceptions about the sex role than if it is incon-
sistent [13:537].

Physical and Operational Job Standards. Physical

and operational job standards are defined as a meas~’-e

of the perceived degree to which female capacities and

limitations are related to the design of work environments

and physical requirements of USAF craft skills.

Overprotectiveness. Overprotectiveness for women

can be defined as perceived preferential treatment for

women involved in dirty , heavy , physical labor and/or

dangerous work.

Supervisory Treatment. For this study supervisory

treatment incLides rewards , punishment , feedback , and

help with new problems (26:1).

Coworker Relat ions.  Coworker relations is defined

as the focal point for the individual to learn the values ,

norms , and expectations of the group and of the organiza-

tion (36:179).
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CHAPTER IV

ANALYSIS AND DISCUSSION OF
THE DATA

Survey Approval and
Data Collection

In attempting to carry Out the research desi gn

described in Chapter III , several problems were encoun-

tered which resulted in modifying both the survey instru-

ment and the planned sample . Those problems and the reso-

lution to them are described below . Although portions of

the study design were changed , these changes did not

significantly reduce the validity of the findings.

~The original questionnaire contained one hundred

and eighteen questions measuring nine separate variables

(see Appendix A) - A revised quest ionnaire  which measured

eight variables was used because responsible officials

felt that specific questions dealing with sexual matters

were inappropriate for an Air Force survey and would not

provide additional significant information in this area.

The final instrument distributed to the respondees is

presented in Appendix B.

The original sampling plan had been designed

using a stratified random sample of seventy-five women in

each cf eight career fields . As part of the Air Force
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survey approval process , the Air Force Human Resources

Laboratory , Randolph Air Force Base , Texas , was to

gener ate the samples and pr ov ide the necessary computer-

generated mailing labels . When these materials were

received , however , it was found that the Laboratory had

not provided random samples , but instead had provided

a census of all enlisted women in these career fields .

The women were not identified by AFSC, so it was not

possible locally to generate the random stratified

samples. Time was not available in which to have the

Human Resources Laboratory correct their oversight.

When notified of this situation , the Air Force Military

Personnel Center (AFMPC/DPMYPS) and Headquarters Air

University (AU/EDG) both verbally approved using the

entire census of women in these career fields . The

overall impact on the study of receiving census data from

the Human Resources Laboratory was to dramatically

increase the number of responses analyzed and thus mark-

edly increase the validity of the findings . After elirnin-

ating those women in technical schools on the grounds

that they had not been in the work environment and would

therefore not be expected to have f i r s t -hand  knowledge

of the situations being investigated , the final survey

consisted of 3,620 enlisted women . One—thousand-seven-

hundred—thirty-six responses were returned for a response

rate of 50.76 percent (see Table 5) . However , mechanical
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TABLE 5

SIZE OF DATA SOURCE

Numbe r of names provided by Human
Resources Laboratory 4,740

Number of names eliminated because
individuals were in school and
had no experience in the field -1 ,120

Instruments returned because indi-
viduals had transferred/been
discharged - 200

Basic population for the study 3,420

N umber of respondees 1,736

N umber of instruments destroyed
by scan-reader equipment - 6

N umber of instruments used in
the analysis 1,730

Response Rate = _____  = 50.76%
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problems with the scan-answer reading device destroyed six

answer sheets leaving a total of 1,730 to be analyzed.

An additional 200 surveys were returned indicating that

the enlisted women had either transferred from the assign-

ment or been discharged. This number represents only

those individuals for whom the researchers received writ-

ten notification of discharge or transfer. It is unknown

how many others have been transferred or discharged ,

therefore , no additional corrections for this factor

were made to the data base. In addition , leaves and/or

temporary duty assignments may have reduced the response

rate.

As indicated earlier , questions were developed

to employ the methodology used in previous studies.

The questions measuring fear of success used the instruc-

tions for Feather ’s study (13). However , these instruc-

tions were apparently originally designed to be given

verbally with opportunities for respondent questions.

There were no opportunities for explanations in the sur-

vey , however. Many written comments were received indi-

cating that the respondees had difficulty interpreting

the instructions and providing meaningful responses to

— the questions (see Appendix D for representative examp les

of these comments). It is expected , therefore , that the

results generated from these questions may be less than

valid and may have to be interpreted with care.
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Finally, although the instructions for role

definition/prescription seemed to be well understood

by respondents , many individuals indicated they had

difficulty answering the questions. Written comments

indicated many women believe the traits measured are

characteristic of both men and women (see Appendix D

for representative examples of these comments ). The

resul ts  generated from measuring this variable must ,

therefore , also be interpreted with care.

Analysis of the Individual Variables

The civilian literature clearly indicates that

role perceived stereotypes do exist for women entering

previously all—male career fields and that the women ’s ,

the coworker ’s, and the supervisor ’ s perception s of

these stereotypes negatively affect the manner in which

women are socialized to the work environment. The initial

e f f o r t in anal yzing the data collected involved examining

the descriptive statistics for each variables and con-

duct ing a Pearson Product—Moment Correlation analysis

to determine if the data supports the civilian literature

findings on an individual , variable by variable , basis.

Review of Descriptive
Statistics

Descriptive statistics , in particular the means

and standard deviations for the eight major variables ,

61 



- - - -  --. - ---- —-.-~~~~~~~- - - ~~~ - - - .
~~~~------

~~~~~~~~
--=- - - - -

~~~~~~~~
---

~~
--

~~~~~~~

were generated using SPSS computer programs . This data

is shown in Table 6. An examination of this data indi-

cates that a central tendency apparently exists for

each variable , and there i-s no apparent reason that the

assumption of normality wOuld not be appropriate .

Therefore , parametric statistics can be appropriately

applied in the analysis. Further , the sample sizes are

s u f f i c i e n t l y  large to appl y the Central Limit Theorem and

assume a distribution reasonably close to the normal

(19:530).

Several respondents coded the scan—an swer sheets

as a male. The responses were included in the data on

the assumption that the coding was in er ror .  This

assumption is based on the knowledge that the sample

was generated from the official Air Force personnel files

of enlisted women.

Simple Pearson Product—Moment
Correla tion Analys is

The results of the simple Pearson Product—Moment

Corre la t ions  are presented in Table 7 , in which the

expected results are compared with those actually obtained

from the data. The individual pairwise associations

largely re f lec t  the resul ts  ant ic ipa ted, except for  those

involving fear of success and role definition/prescription .

These two variables are those which the respondents

reported having difficulty understanding. The amount
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of variance explained by these two variables in their

correlations wi th  the socialization fac tors is no t

large but it is significant due to the large number of

cases N. The failure of these two variables to support

the predicted relationships may be due to any one or a

combina tion of three possible reasons:

1. Difficulty might be experienced in under-

standing/completing the data collection instrument.

2. The application o: the civtlian ~indings

to this study may be incorrect/incomplete.

3. The respondents may be rejecting the con-

clusions drawn in the civ ilian liter ature .

Difficulty was in fact , experienced wi th the

instrument relative to the variable fear of success.

Some respondents indicated confusion over the instru-

ment , specifically whether or not one or two responses

were desired (one representing their view fo r  males

and one representing their views for females) (see

Appendix D for other representative comments).

Ref questions 15—18 and 115-118 : [fear of suc-
cess questions]. Firstly, the ins t r uction s are

• confus ing ; . . . I didn ’t understand how to arrive
at an answer for these questions -

The f indings of Broverman et al ., and Feather for

the variables role definition/prescription and fear of

success , respectively were generated based on a compari-

son of the responses from both male and female subjects.
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The original intent ‘~‘f LniS study was to obtain responses

from both the women in the craft career fields and their

male coworkers. As the study progressed , it was recog-

nized that this plan was infeasible due to an inability

to identify male coworkers with each specific female

worker while main taining even reasonable levels of anonym-

ity. Adjustments were made in the questiol. scaling to

counteract this shortcoming . However, the bas ic fac t

remains that there is no male control group against which

to compare the women ’s responses. It may be inappro-

priate , therefore , to expect the results of this study

to duplicate those of Broverxnan et al., and Feather.

Rather , the results must be interpreted relative only to

the questions themselves and the scoring method used to

evaluate those results.

Informa tion does , in fact , exist to indicate

that some Air Force women may be actively rejecting

the role stereotypes on which the studies of Broverman

et al., and Feather were based. Many respondents indi-

cated that fear of success and role definition/prescrip-

tion could not be identified on a sex-role basis , but

rather were highly individualized characteristics .

For example:

• As for denoting ~ gender to characteristics ,
in questions nineteen through twenty-eight-—absurd!

• One cannot associate a characteristic as being
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either masculine or feminine , any more than one
can say laziness is a Puerto Rican characteristic ,
while industriousness is an Anglo Saxon charac-
teristic .

(See Appendix D for other representative comments.)

In summary , all three of the possible explana-

tions identified apparently combined to produce results

different from those predicted . There is no clear justi-

fica tion , however , for eliminating this data from the

analysis since the large majority of respondents appar-

ently interpreted the instructions successfully and

expressed their views in their responses. Further ,

the amount of variation explained by these variables

in their correlations with the job socialization factors

is quite low relative to the other stereotype variables

and should , therefore , have a relatively small effect on

the final results. Futher researchers using this instru-

ment , however , would be best advised to orient the study

toward a comparison of male and female responses so

that the information collected relative to these two

variables can be more clearly interpreted.

The remaining correlation coefficients in

Table 7 clearly support the associations predicted. All

demonstrate the predicted direction of correlation ,

all clearly surpass the preestablished level of signif i-

cance decision rule , and all demonstrate relatively high

levels of va r i a t i o n  explained . The amoun t of variation
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explained , in particular , is quite high relative to

most behavioral studies of this nature . In general , then ,

after considering the amount of variation explained by

each correlation , the data as a whole suppor t the type

of relationships predicted. The high-- levels of statis-

tical significance reported for these relationships

lends additional credence to these findings , although it

must be noted that  w i th  such large numbers of cases (N)

little variation explained is required to achieve high

significance levels.

Difficulty was experienced in measuring two of

the role stereotypes. For the remaining variables , how-

ever , highly significant correlations were found among

the role stereotypes and among the factors of job

socialization . These findings parallel those of the

civilian literature , confirming that those Air Force

enlis ted women in the surveyed career fields who exper-

ience similar perceptions of role stereo types also

experience similar negative perceptions of the effects

on job socialization . To this extent ,~~the research

proposition is clearly supported.

Analysis of the Combined Variable Sets

The civilian literature , however , has typically

dealt with the measurement of only one role stereotype

at a time . The present study attempts to extend the
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literature to the military environment and also combine

the several role stereotype measures and the job sociali-

zation measures into variate sets in order to investi-

gate an overall relationship between perceptions of job

socialization and perceptions of role stereotypes.

Canonical  Corre la t ion Anal ysis
for  the Total Data

The appropria te methodology for  analyzing the

relationships between sets of variables is canonical

correlation. This technique assumes that the researchers

have independently established a theoretical meaning

for both the predictor and criterion setr of variables

as sets. A theoretical justification for grouping the

stereotype variables as a criterion set and the sociali-

zation factors as a predictor set was discussed earlier

in this study (see pages 49—50) . The Pearson Product—

Moment interccrrelation matrices f o r  these sets of vari-

ables can be used to confirm a numerical association

among the variables in these sets.

The intercorrelation matrix for the criterion

set (stereotype variables) is presented in Table 8.

It is apparent that the variables physical and opera-

tional job standards , competency , and overprotection have

a high level of association among themselves. The high

significance of the relationships reinforces this state-

ment. While  the associations are high , it would appear
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that sufficient unexplained variance remains among these

variables to avoid any potential difficulty that might

arise in the canonical correlation analysis should one

variable be a linear function of any other variable.

Mult icoll inear i ty  apparently exists and must be considered

in the canonical correlation analysis. The variables

fear  of success and role definition/prescription , how-

ever , show much lower associations both between them-

selves and with the other stereotypes. The possible

causes of this situation were discussed in the previous

section .

The intercorrelation matrix for the predictor

set (socialization factors) is presented in Table 9.

It is apparent that the variables supervisory treat-

ment , job satisfaction , and coworker relations have a

high level of association among themselves. The high sig-

nificance of th~ relationships reinforces this state-

ment. The directions of correlations are as expected

with the coding scheme used. While the associations

are high , it would appear that sufficient unexplained

variance remains among these variables to avoid any

potential difficulty that might arise in the canonical

correlation analysis should one variable be a linear

function of any other variable. Multicollinearity

apparently exists and must be considered in the canonical

correlation analysis.
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The results of the canonical correlation analysis

are presented in Tables 10 and 11. The analysis of these

relationships is conducted using the methodology and

suggestions of Alpert and Peterson from their article

“On the Interpretation of Canonical Analysis” (1). The

canonical analysis was used to determine whether any rela-

tionships existed between th-~se data sets and if so , the

nature of the relationships . Only two canonical variate

set correlations were found in this total data file , and

these were both significant beyond the .001 level (see

Table 10). The high value of canonical R and the sta—

tistical significance clearly indicate that a relation—

ship does exist between these two variable sets , i.e.,

that the coefficients are significantly different from

zero. By definition , however , the canonical correla-

tions are maximal linear relationships between the sets

and are therefore overstated . Further , multicollinearity

which exists among the variables of both the predictor

and criterion sets would also tend to produce an over-

stated relationship. The common (simplistic) approach

to assessing the strength of the relationships between

these two variable sets is to use the squared canonical

Rs as estimates of the shared variance between linear

combinations of the variables in each set. Three prob-

lems arise immediately. The first involves how to deal

with the c (c>l , in this case c=2) canonical correlations.
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TABLE 10

SIGNIFICANCE DATA FOR THE CANONICAL CORRELATION VARIATES :
RELATIONSHIPS BETWEEN ROLE STEREOTYPES

AND FACTORS OF SOCIALI ZATION

canonical . Canonical . Sig-
- Canonical 2 Chi . -Variate R DF nif 1-

R . Square
Set (Eigenvalue ) cance

1 .6225 .3875 833.961 15 .000
2 .2277 .0519 82.33 1 8 .000

TABLE 11

CANONICAL CORRE LATION COEFFICIENT S FOR THE ROLE
STEREOTYPES AND SOCIALIZATION FACTORS

Standardized Canonical Weights,
- - or Canonical CoefficientsVariables or

Criterion and
Predictor Sets . - -Canonical VarIate canonical VarIate

Set i Set 2

Predictor Set

Supervisory
Treatment .4176 .793 5

Job Sat isfact ion — .60 87 .9150
Coworker Relations .2446 .2560

Criterion Set

Phy s i c a l  & Operational
Job Standards .2784 -.6923

competency .5863 -.1327
Overprotection .3065 .9957
Fear of Success — .0990 .2408
Role Definition/
Prescription — .1727 — .1585
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The second involves the fact that the total variance that

exists in each set of variables is likely to be different

from that existing in the other set. The third involves

how to deal with the multicollinearity likely to be

found in data of this type if the results are to be used

for other than prediction purposes.

To rectify the inherent overstatement in the

usual measures of canonical associations , Alpert and

Peterson describe the development of a measure termed

“redundancy ’ i1 ). This measure specifically assesses

the -o~ sra~ e relationship between the two se t s of van —

ables.

Redundancy, expressed as a percentage of the
total variation in each set , is rarely symmetrical
in the sense that the percentages are the same for
both variable sets , because the total variances and
the number of variables in each set will differ . .
[1:188].

The formula for expressing redundancy is indicated

below :

- R
c/P 

= ;~.vc. =

i=l i=l J l j

where : vc~ = Proportion of criteria set variance

extracted by ~th factor (or variate)

= Proportion of predictor set variance

extracted by the ith factor (vp
~ 

would
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be used in place of vc . to calculate

—2Rc/p)

= Squared ~th canonical correlation coeffi-

cient, or the proportion of the variance

of one of the ~th pair -of canonical vari-

ates predicted from the other member of

the pair.

m
c 

= The number of pairs of variates.

L1~ = The correlation (loading) between the jth

variable and the ~th canonical variate

(for the criterion set) (1)

is essentially the equivalent of calculating the

squared multiple correlation coefficient between the

total predictor set and each variable in the criterion

set summing these squared coefficients , and then aver-

aging them to arrive at an average R2 (1) . This was the

method used to obtain the values of R2 presented in

Table 11. essen t ially expre sses the common vari-

ance between the two sets of variables as a proportion of

the criterion set. The analogous calculations using vp~

determine the same shared variance expressed asc/p

a percentage of the predictor set. Alpert and Peterson

indicate that while the c~ r~~n-iça1 correlation coeffi—

cients are appropriate for  determining~Ehe existence of

r e l a t i onsh ips  between sets of variables, redundancy seems
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more appropriate for interpreting the overall magnitude

of the re la t ionsh ips  that  exis t  ( 1)

The values of the redundancy calculations are

presented in Table 12. Note that the total variance

explained (R 2) calculated from the canonical correla-

tions would indicate that a large percentage of the

variance in the perception of the socialization factors

could be explained by the perception of stereotypes.

For example , this simplistic approach would indicate

that nearly 39 percent of the common variance would be

accounted for  by the f i r s t  canonical  r e l a t i onsh ip alone .

The redundancy ca lcula t ions  present a more r e a l i s t i c

view . The redundancy in the predictor set given the

criterion set indicates that the redundancy is 24.37

percent. This same redundancy is 16.57 percent of

the variance in the criterion set given the predictor

set.  These redundancies indicate  a hig h level of

shared variance , even though they are lower than the

shared variance estimate obtained by correlating opti-

mal linear combinations. Relationships clearly exist

between the perceptions of socialization factors and the

perception of role stereotypes in the data analysis. The

amount of redundancy explained clear ly tndicates that ,

while the importance of these relationships may have

been overstated by both the bivariate and the canonical

correlation analysis , sufficient variation is explained
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to make this relationship quite important. That is ,

given the large N in this analysis and the exploratory

-4 behavioral nature of this study , approximately 20 per-

cent of the redundancy explained would seem to be an

importan t f i n d i n g .  It is also apparent from the redun-

dancy calcul ations that the first canonical -zariate

set is by far the most important of the two in explain-

ing the associations between the predictor and criterion

variable sets, since i t  accounts for  about 9 0 pe rcent

of the redundancy explained .

Tables 13 and 14 present three meas ures of the

contribution each variable makes to the canonical rela-

tionships . The first measure is the standardized form

of the canonical coefficient of the variables used to

develop each respondent ’ s canonical scores. The second

measure is the Pearson Product-Moment  cor re la t ion  between

ind ividual variables and the respective canonical vari-

ates ~corresponding to loading (L) in factor analys i s ]

(see Table 15) - The third measure is the variable/

var ia te  corre la t ion  squared and expressed as a percentaoe

of the sum of squared correlations for each va:iate

(1:190).

A careful review of the changes that occur

the rank order of importance among the variab es ~cr

these three measures demonstrates that a d:f~~~~.~-

exists in attempting to designate varid -~~es ~~
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TABLE 15

CALCULATION PROCEDURES FOR THE LOADINGS (Ls)

Canonical Correlation results in an expression such as:

b1y1
+b2y2

+b3Y3
+. • .  = a1x1

+a2x2+a3
X3
+.

The loading (Li is developed by calculating a new vari-

able, called the canonical variate.

c b1
y1

+b2y2
+b3y3

+...

and then calculating the Pearson Product-Moment Correla—

tions for

= a1
x
1
,

The correlations are
c2 

= a2x2, : 
the loadings for the
x variables

c3 
= a3x3, 

etc.

The same procedure is followed in developing the loadings

for the other variable set (i.e., the second canonical

variate)

p = a1x1+a2
X2+a3

X3+...

and the loading is the Pearson Product-Moment Correlations

for

p1 
= b1y1, The correlations are
= b2y2, 

the loadings for the
y variab les

p3 = b3y3
, etc.
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related ” to each canonical relationship . For the first

canonical variate set, for example , the rank order of

role stereotypes contributing to the relationship was

competency , overprotection, and physical and operational

job standards when ordering by the canonical coefficients

or weights. Fear of success seems to contribute little

to the relationship, while role definition/prescription

is seen as marginally important. Using loadings , how-

ever , the order was competency , physical and operational

job standards , and overprotection , a change in the rank

order between the measures overprotection and physical

and operational job standards . While no further rank

order changes occur when using the percentage EL2 as a

measure of the variables contribution to the relation-

ships, the differences identified in the relative

importance of these variables may be significant. While

no rank order changes occur across the three measure s for

the predictor set variables , the relative importance of

the variables to the relationship is seen to change . The

measure of the percentage of variate commonali ty (per-

centage EL2) associated with each variable is apparently

the most sensitive of the measures to variations in the

contribution of those variables. However , this measure

does not provide information regarding the signs of the

loadings. A typical approach to the analysis of the

relationships would use both the loadings (L) and the
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r
percentage of variate commonality associated with each

variable to obtain both directional and contribution

information about the variable ’s importance to the

canonical relationships. A cutoff level fcr the load-

ing (typically a value of approximately .30) would be

identified below which the variable would not be con-

sidered sufficiently important to the relationship to be

investigated.

Using the analysis technique described above,

the values for the f irst canon ical variate set indi-

cate that all three variables in the predictor set

contribute significantly to the first canonical rela-

tionship. Only the variables competency , physical

and operational job standards, and overprotectiveness

from the criterion set contribute significantly to the

first canonical relationship . Overall , the combi-

nation of perceived good coworker relations, perceived

equal (fair) supervisory treatment, and perceived high

job satisfaction is associated with the combinations

of high perceptions of competency , perceived con fidence

in the ability to meet the physical and operational job

standards, and a lack of perceived overprotection .

Job satisfaction appears to be the most significant

contributor to this relationship from the predictor

set, closely followed by supervisory treatment. In

the criterion set, competency is apparently the most
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important contributor to the relationship, closely

followed by physical and operational job standards and

by overprotection.

A similar analysis can be conducted for canon i-

cal variate set number 2 (see Table 14) . In this case ,

however , given the canonical variate set n umber 1,

none of the variables in the predictor set meet its

L> .30 criterion, and only one ( job satisfaction) is

close. One criterion set variable (fea r  of success)

would be considered of major  importance to the rela-

tionship. A careful examination of the loadings for the

criterion set, however , would probably lead to including

competency in the analysis. As a result , given the

first variate set, the second variate set indicates that

an additional association exists between the perception

of high job satisfaction in the predictor set, and the

combination of a perceived fear of success and high per-

ception of competency .

In summary , following the Alpert and Peterson

methodology for analyz ing canonical relationships, four

basic factors must be considered and accounted for.

First , while the canonical correlation coefficients are

sufficient to reflect the existence of relationships ,

the squared canonical coefficients represent shared

variation between linear composites of the original

variates as opposed to t e variables themselves. A more
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appropriate measure of the shared variation between the

sets of variables themselves is redundancy as defined

above. Second , interpreting the relative contribu—

tion of the variables to each canonical relationship

will appropriately require a consideration of their

correlations with the canonical variates (loadings),

rather than simply assessing importance from vectors of

standardized canonical weights. The canonical weights

seem more appropriate for prediction purposes while the

correlations with the canonical variates (loadings)

are more appropriate for explaining underlying con-

structs. Third , since each pair of canonical variates

is independent of all other pairs , different relation—

ships arise from each. “Key ” variables that may appear

in two or more pairs of canonical variates will still

yield different associations for each pair when the other

variables highly correlated with those same canonical

variates are considered. Fourth, the cutoff points

for including variables in the variate set involves

subjective judgment and must depend on the purpose of the

analysis.

Canonical Correlation
Analyses by AFSC

The results of the canon ical correlation analysis

for each AFSC examined in the study are summarized in

Table 16. Details of the analysis for each AFSC are
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presented in Appendix C. This analysis does not include

the missile maintenance (44XXX), munitions and weapons

maintenance (46XXX), and vehicle maintenance (47XXX)

career fields since only zero , one and two responses

respectively were returned from women in these fields.

Analysis of the data in Table 16 reveals no

significant differences across career fields . From the

standpoint of variation explained , the canonical

demonstrates that, as a minimum , 34 percent of the van —

ation is explained , with most of the career fields

demonstrating much higher percentages of variation

explained . As noted in the previous description of

the canonical correlation technique , this measure of

explained variation is overstated due to the inherent

multicollinearity and/or autocorrelation which exists

among the variables in both the predictor and criterion

sets. The measure of redundancy, however , corrects

for this overstatement . The redundancy calculations

for the predictor set given the criterion set CR /c) for

the AFSC indicates that between 18.5 percent and 32.9

percent of the variation in the predictor set is explained

by the canonical relationships. The predictor set, of

course , represents the respondent ’s perceptions of how

well the personal on—the-job relationships support a

high level of job performance and satisfaction . The

interpretation of the canonical analysis thus indicates
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that when stereotype variables are perceived to exist ,

they have a significant impact on the adaptation of the

enlisted female worker to the military craft career field

environment. The redundancy calculations for the criterion

set given the predictor set (Rc/p) for the various AFSC5

indicate a lower percentage of variation explained by the

same canonical relationships . This indicates that the

respondents perceive a much larger amount of variation

in the criterion set than in the predictor set. The

smaller values for Rc/p~ 
in fact, tend to reinforce

the conclusions that the stereotype variables have a

major impact on the woman ’s perception of her job

socialization , since the relatively small percentage of

variation explained in the stereotype variables explains

a relatively much larger percentage of variation in the

socialization factors . It should be noted that in

behavioral studies of this nature, particularly with

such large data sources , the ability to explain 20 percent

or more of the variation is generally considered to demon-

strate highly significant relationships which may be of

practical importance in designing or modifying a pragmatic

working environment.

Other Comments

Space was provided on the survey instrument to

all respondents to identify any concerns affecting
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their views of Air Force life which were not specifically

measured by the questionnaire . Twenty-one percent of

the total number of respondees used this- space to com-

ment on various issues and to express their views of

the survey itself. These comments , along with the large

number of telephone calls received by the researchers

from respondees, provide an indication of the high degree

of interest generated by the study .

Many of these comments related directly to this

thesis effort. Many respondents indicated that while

physical and/or operational job requirements may, to some

degree, limit their ability to function as well as male

coworkers , their primary concern lies in the areas of

social adjustment. That is, many of the women who provided

comments expressed concern over perceived discriminatory

supervisory treatment or coworker relations , over perceived

prejudgment of their ability to do the job (negative

assessment of competency) and over perceived unequal dis-

tribution of workloads and shift assignments (overprotection)

They indicated that these social adjustment problems

were inherent to the “man ’s world” work environment in

which they find themselves employed and doubted that much

would change , ev~3n if career field entry requirements were

defined which would include only women with sufficient

physical strength for the specific job . Other comment

categories not directly related to the thesis effort were

summarized as indicators of other concerns that are —

~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ 
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impacting enlisted women employed in Air Force craft skills,

These summaries were forwarded to Air Staff agencies for

their information and action .

It is hoped that these expressed concerns may

provide the Air Staff and other interested agencies with

some documentation of the problems faced by women as they

try to adapt to previously all male Air Force craft skills.

These concerns can provide both action items for Air Staff

officers concerned with the motivation and productivity of

the Air Force work force , and topics which may require

further research and investigation by a concerned Air Force

management.
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CHAPTER V

SUMMARY , CONCLUSIONS , RECOMMENDATIONS ,
AND SUGGESTIONS FOR FUTURE STUDY

The current stated Air Force policy is to increase

the number of enlisted women on active duty and to expand

their employment opportunities to a wide range of pre-

- viously all-male job specialities. There is, however ,

increasing evidence that this transition has in the past

and is currently marked by doubts about female attitu-

dinal and physical capabilities . Feedback from the

actual employment environment , in this thesis and else-

where , indicates that supervisors , male coworkers , and

the women themselves perceive a variety of problems ,

and that each perception is unique to the experience of

the observer . A review of the civilian literature

indicated that role stereotypes have significant impact

upon the sccialization of women to a previously all-male

work environment. With this impetus , the study inves-

tigated :

1. Whether or not Air Force enlisted women

employed in selected craft skills perceive the existence

of role stereotypes.
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2. The degree of impact these role stereotypes

have on the enlisted women ’s perception of their job

socialization.

Research Summary

This study was designed to determine the rela-

tionship of role stereotypes which may be perceived to

apply to enlisted women in selected Air Force craft

skills to the perceived effectiveness and productivity

of the enlisted women in the work environment. The

role stereotype variables examined included : (1) per-

ceived assessment of the female worker ’s competency,

(2) perceived physical and operational job standards ,

(3) perceived overprotection for women , (4) perceived

fear of success , and (5) perceived male—oriented role

definitions/prescriptions for the job . The job sociali-

zation factors examined included : (1) perceived job

satisfaction , (2) perceived level of coworker relations ,

and (3) perceived equality of supervisory treatment.

Each of these variables and factors were measured S

by a structured survey instrument presented in Appendix 3.

The population examined included all Air Force enlisted

women currently assigned to jobs in the communications-

electronics (3OXXX ) , missile electronics maintenance

(31XXX) , avionics systems specialties (32XXX) , aircraft

systems maintenance (42XXX) , aircraft maintenance (43XXX) ,
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metal working ( 54XXX ) , mechanical/electrical ( 55XXX ) ,

and structural/pavements (S6XXX) career fields.

The research proposition was evaluated using

Pearson product-moment correlation and canonical cor-

relation analyses. The research proposition stated

that: The extent to which role stereo ;ypes ~re ~,er-

ceived to exist for and impact the socialization of

the Air Foroc enlisted women in selec~ ed cra,~
’t skil s

p arallels the extent to which these stereotypes are

perceived to exist for and impact the sociaizzation of

v.~t~a.n war’w~t ~ rt . m tLIzlt o~~~ L p c vl.~ .

As reported in Chapter IV difficulty was expe-

rienced in measuring two of the role stereotypes , fear

of success and role definition/prescription . The dif-

ficulty may be due to any one ~~ a combination of three

factors: (1) the inability of the respondents to under-

stand instructions and complete the instrument , (2) the

lack of a male respondee control group , and (3) an active

rejection an the part of Air Force enlisted women of these

two specific role stereotype variables. However , highly

significant Pearson product-moment correlations were

found among the remaining role stereotypes , among the

factors of job socialization , and between these two sets

of variables considered individually or as gro’~~s. The

direction of these correlations parallels those of the

civilian literature and supports the expectations of
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this study. The findings thus confirm that the per-

ceptions of Air Force enlisted women in the surveyed

career fields are similar to those found reported in

the civilian literature . That is , as women perceive

that they are overprotected , that they are viewed as

being less competent , and that the physical arid opera-

tional job standards are heavily male oriented , they

experience negative perceptions of the effects on job

socialization similar to those reported in the civil-

ian literature. To this extent , the research proposi-

tion is clearly supported.

The civilian literature , however , has typically

attempted to measure only one role stereotype at a time .

This study combined the several role stereotypes and the

job socialization variables into variate sets i.n order

to investigate an overall relationship between percep-

tions of role stereotypes and perceived impacts on job

socialization . Canonical correlation analysis tech-

niques were used for this portion of the study . The

results indicated that role stereotypes as a group are

associated with the level of adaptation and job social-

ization experienced by female enlisted workers in the

Air Force craft career field environment.

The research proposition is clearly supported by

two separate statistical analysis techniques. As Air

Force enlisted women employed in the surveyed craft
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skills perceive the existence of role stereotypes, these

stereotypes impact the perceived level of job socializa-

tion . With the exception of fear of success and role

definition/prescription , the extent of this association

closely parallels the relationships reported in the

civilian work environment.

Conclusions

The ability of Air Force enlisted women to

adapt to the craft skill environment is currently being

examined and questioned by a variety of individuals and

agencies . For example, broadening the number of career

fields open to women i~ generally seen as desirable.

However , congressional concern has been voiced over the

women ’s physical limitations vs. the operational per-

formance requirements of the job. Further , the issues

of social adjustment are of continuing concern to Air

Staff personnel.

The DOD and the Air Staff are currently involved

in developing operational performance job standards for

each job specialty to be applied equally across the sexes.

This development should be a relatively straight-forward

task using human engineering techniques already developed

and tested. The identification and resolution of the

social adjustment problems documented in the written

comments , however , may be much more difficult. Such
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S difficulties, however , do not provide a logical rationale

for avoiding the task of identifying specific causes and

developing appropriate corrective actions to alleviate

the problems defined .

The social problems associated with perceived

S overprotection , perceived negative assessment of compe-

tency , perceived unfair/unequal supervisory treatment,

and perceived negative feedback from male coworkers are

reported in respondee ’s comments to be the most critical

problem areas for women entering Air Force craft career

fields. These women indicate that even if the problem

of physical and operational job standards can be resolved ,

this will not eliminate stereotypic rdle behavior of

male coworkers and supervisors. They believe this behav-

ior is psychologically oriented , and is not based on a

logical evaluation of job requirements. Each of the

social adjustment concerns represent unique problem areas

which should be investigated , evaluated , and dealt with

individually by a concerned Air Force management.

Overprotection

In a previously all-male Air Force work environ-

ment, a woman worker may believe that she is perceived

by male supervisors and coworkers as weak and helpless ,

requiring protection . The female worker may believe

she is restricted from duty on hazardous , dirty jobs ,

and is assigned only to well-supervised daytime shifts
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and operations. The women reported in their comments

that this preferential treatment is resented not only

by the female worker herself but also by her male co—

workers , and that it frequently results in limiting

their exposure to various facets of the task environ- S

ment and in restricting their job knowledge , training,

and career progression .

The reported effect of such overprotection is

believed to place an added workload on male coworkers

who must perform the undesirable jobs which are with-

held from female workers. The organization or super-

visor which allows overprotection to exist may thus

incur problems with scheduling, work flow, morale , and

upgrade training.

Negative Assessment of Competency

The comments indicating that male coworkers and

supervisors are perceived to believe in high levels of

incompetency for female workers seem particularly signif-

icant. Women workers may perceive that they must perform

tasks twice as we ll as their male coworkers in order to

be thought of as half as good. Further , the mistakes

made by one women may be seen as being generalized to

other women working in the same f ield. In ef fect, the

talented , successful female worker is believed viewed as

the exception rather that the rule. The female enlisted

worker in Air Force craf t skills may cons ider herself
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prejudged , even before arrival at an assignment , to be

less capable, less reliab le , and less competent relative

to newly assigned male coworkers. Women workers may

believe that they must endure longer initial periods of

“proving themselves ” than their male coworkers. Even if

the women pass this initial test, the impact of later

mistakes may be viewed as being magnified and as rein-

forcing the perceived female incompetency in the eyes

of male supervisors and coworkers.

The perceived negative assessment of competency

can lead to a classic use of the self-fulfilling prophecy.

As women perceive that they are expected to be incompetent ,

added pressure is imposed on their work effort. This

pressure can lead to a variety of minor mistakes. Male

coworkers and supervisors may view these errors as vin-

dicating the preconception , and at the same time tend to

ignore the facets of the job which are done correctly and

well. This selective evaluation of the women ’s work rn~y

in turn lead to feedback indicating she is doing poorly,

and add further pressure to her work situation . Thus , as

she is expected to do poorly, she will do poorly in the

eyes of her coworkers and supervisors.

Unequal/Unf air Supervisory Treatment

The immediate supervisor is probably the single

most influential person that a new employee encounters in

his job environment. The immediate supervisor has a major
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impact on female craf t skil l workers in the areas of :

(1) shift and task assignments , (2) on-the-job training

assignments, (3) reward and/or punishment for the work

performed , and (4) feedback concerning her performance.

Job adaptation can be enhanced by a skilled supervisor

or hindered by one less skilled.

The statistical correlations indicate that when

a supervisor is perceived to actively integrate role

stereotyped behavior into his actions with female workers ,

his supervisory treatment is perceived to be unequal or

unfair. If a supervisor ’s demands are perceived as too

high, if he is believed to require the female worker to

consistently outperform her male coworkers to achieve

some reward in the “man ’s world” of Air Force craf t

skills, the female worker may perceive discriminations

and job related pressure. These perceptions may produce

outstanding work efforts on the part of some women . More

of ten , however , job satisfaction and productivity will be

lowered as the woman becomes discouraged. The same would

be true for male workers. If a supervisor ’ s expectations

are perceived as too low, if he is believed to expect the

female worker to be less competent than her male coworker s,

the female worker may respond with less competent task

accomplishment. Even if the female worker responds to

negative perceptions of competency with increased work

effort, a supervisor with low expectations may waste
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valuable time and effort in reviewing the female worker ’ s

efforts in an attempt to find and correct anticipated

errors.

The effects of perceived supervisory overpro-

- tection have already been discussed. It should be

noted , however , that some women perceive overprotection

as desirable. While these women may perceive overpro-

tection as a “natural feminine right” and be content with

the situation , the negative effects of overprotection on

male coworkers and organizational effectiveness should

not be ignored or minimized.

Negative Feedback From
Male Coworkers

The coworkers can provide the focal point for

the individual to learn the values , norms, and expec-

tations of the group and of the organization . Cowork-

ers provide a source of social identity for the indi-

vidual. Since the number of women assigned to the

craft skills is relatively low, the female worker ’ s

relationship with her male coworkers is particularly

significant. If a female worker perceived that male

coworkers stereotypically view her as protected , less

competent and as less than an equal working partner ,

this perception will have detrimental impacts on the

job socialization of the female worker.
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Some male coworkers readily accept the female

as a working partner. Comments indicate that some female

craft skill workers believe they are viewed by male co--

workers as invading a “man ’s world.” These women believe

they are viewed as an uncomfortable nuisance which at

best must be tolerated , and at worst can be harrassed ,

criticized , and demeaned. Some female workers perceive

themselves to be in a unique social vacuum , with little

job related contact with other Air Force women. The

research findings indicate that as women workers perceive

stereotyped behavior/feedback from male coworkers , their

level of job satisfaction arid productivity is decreased .

Recommendations -

The research findings suggest that the reported

problems perceived by enlisted women working in Air Force

craft skills are varied , complex and not easily resolved .

Given the complexity and variety of these reported pro-

blems, it seems apparent that required corrective actions

should be implemented with reference to three time frames:

short-range (1-2 years), intermediate—range (3-10 years) ,

and long-range (11—25 years). The recommendations which 
S

follow are grouped by proposed implementation timing in

an attempt to provide a developmental guideline for Air

Force personnel management agencies.
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Short-Range

While the total number of Air Force enlisted

women has increased markedly,  the number of enlisted

women currently working in the craft skills remains

relatively low. The civilian literature indicates that

as more women enter previously all-male craft fields , the

level of perceived role stereotyping and the associated

level of job socialization difficulties diminish. As

more women enter the Air Force craft career field environ-

ment, it should become less of a “man ’s world” and levels S

of stereotyping and socialization difficulties should S

diminish. As coworkers and supervisors experience

increased exposure to successful ,~~~-oductive female craft

skill workers, the levels of perceived negative assess-

ment of competency and perceived overprotection should

decrease. As female workers perceive the reduction in

the levels of stereotyping, their perceptions of unfair/

unequal supervisory treatment and negative coworker feed-

back should also decrease. It therefore seems clear that

steps should be taken to determine the highest optimal

number of enlisted women desired by the Air Force in the

craft skills. Recruitment and utilization plans and pol- 
S

icies can then be developed to achieve that desired level.

Best results would be obtained if this level is a signif-

icant percentage of each AFSC involved.
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The civilian literature indicates that if women

enter the organization with distorted or overly optirn—

istic views of what the job has to offer , they may exper-

ience initial disappointment and frustration. To diminish

any perceived incongruence between job expectations and

organizational reality, Air Force enlisted women assigned

to craft “career fields should be provided with a realistic

introduction to the work environment prior to reaching

their first duty assignments . Specifically , the Air Force S

should develop and implement plans to provide these women

with an accurate and detailed description of the career

fields, identifying both operational and social adaptation

requirements.

Most of the male craft skill supervisors and

coworkers had little or no experience managing and inter-

acting with female workers in the job environment prior

to l97~ . As these male supervisors and coworkers gain

experience in dealing with women workers , they should

become more adept in aiding female job adaptation . How-

ever , the perceived problems reported by the women suggest

that the Air Force should develop and implement plans to

provide males working in craft skill careers with an

orientation to female workers and their expectations.

Specifically, the Air Force should insure that these

individuals , especially the supervisors , are aware of

and sensitive to the unique problems faced by female
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workers as they attempt to adapt to the craft skill work

environment. The identification of the women ’ s reported

perceptions may surprise many of the men in the career

fields and serve as a base for some additional behavioral

changes.

Intermediate-Range

The development of physical and operational job

standards is currently being reviewed , not only in the Air

Force , but throughout the DOD. Many women reported that

physical limitations hampered their job—related task accom-

plishments. However , other women indicated that they have

little or no physically difficult tasks to perform . These

women reported that specific physical and operational job

requirements vary across the broad range of Air Force craf t

skills. It seems appropriate , therefore , to develop human

engineering techniques to analyze the physical and opera-

tional requirements of each craft skill career field.

This analysis , as a minimum , should examine the required

levels of strength , stamina , reach , height , etc., and the

range of specific tasks normally required in each career

field. Finally, this analysis should examine the differ—

ences in physical requirements for different assignments

within each career field. Clearly, strength requirements

for aircraft maintenance specialists (43XXX ) working with

large aircraft would vary , at least somewhat , from those

of aircraft maintenance specialists (43XXX ) working with

105

- -. 5 -~~~-_ --- S _ -— -’~~~~~~~S-~~~~~~~~~~~~~. _5 5
~~-~~~~~~- - 5 j



—- ~~~~~ - -.- -— --.
~~~~ -~~~~~~~~~~-~~~~—-_ - — --~~~ - -~~~~~~~- - - - — -  S~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ 

smaller , lighter weight aircraft. It must be recognized

that some men are hampered in job—related task accomplish-

ment by physical limitations of strength , height , reach ,

etc. The development of physical and operational job

standards would , therefore , benefit both male and female

workers in the craft career fields.

Many of the clothing items , tools , and equipment

required in the craft career fields were designed to

meet the needs of an almost totally male work force.

Women reported that uniforms, safety shoes , parkas ,

gloves , and rain gear were difficult to obtain in proper

sizes. Other research indicated that some tools needed

for  task accomplishment are awkward , bulky , or in~ppro-

priate for women . Required craft skill equipment has ,

to some extent, been designed , developed and procured

with a male work force in mind . With the addition of

women to the craft career work force, ic now seems appro-

priate to reexamine the needs and requirements of workers

in the craft skills. Safety and/or survival gear is

particularly critical in this respect. Using the data

obtained from the analysis of physical and operational

job standards, steps should be taken to design , develop ,

and procure clothing items , tools , and equipment for a

broader range of individuals. These steps should

enhance the ability of smaller , weaker persons , particu-

larly women , to be more effective , productive workers.
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Long- Range

Many factors are considered in the design , devel-

opment and acquisition of Air Force systems. Currently ,

emphasis is being placed on the factor of logistical

support , a factor which must be provided throughout the

life cycle of the system. A major portion of the logis-

tic support involves the ability of the enlisted work

force to maintain and repair systems in minimum time

with maximum efficiency. The inclusion of women in the

maintenance work force has extended the range of physical

capabilities which individuals in that force possess.

However , the lead times involved in the acquisition of

some systems have resulted in the current procurement

of systems which are designed with only male physical

capabilities in mind. Future maintenance systems should

be designed with this broader range of physical capabil-

ities in mind , so that the entire maintenance work force ,

male and female , will be able to perform the necessary

maintenance tasks with no specific group being disadvan-

taged . To the extent that systems are designed with the

enlisted work force in mind , the logistics support is

enhanced. The Air Force should insure that future

system acquisitions consider the physical capabilities

of the workers , most particularly women , who will bear

the responsibility for repairing, maintaining, and

supporting that system throughout its life cycle.
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Suggestions for Future Study

The Variables Fear of Success
and Role Def in i t ion
Prescription -

The diff icu lties encountered in measuring these

variables have been previously identif ied and discussed .

It may be appropriate for  a fu ture  study to investigate

the fear of success arid role defini t ion/prescript ion 
- - S

variables in more detail , using a research design which

can more effectively control the conditions for collect-

ing the data. Such a study could provide invaluable

insight into the effects of these variables on the

results of this study.

Research Using a Comparative
Data Base

The statistical results of this study are based

upon the perceptions of women alone. As many women pointed

out, however, there is a need to solicit the opinions of

their male supervisors and coworkers. The men in the

craft career fields are the individuals whose perceptions

and behavior , to a large degree , influence the women ’s

successful job socialization . The instrument used in

this study was specifically designed to allow for a com-

parative analysis of responses from both males and

females. A slightly modified version of this question-

naire should be applied to a selected sample of male
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supervisors and coworkers in the craft career fields .

Such a study would help verify the reported perceptions

of the female workers and provide a baseline from which

to make comparisons between male and female perceptions.

Complete Analysis of Thesis Data

The research instrument requested several items of

demographic information , such as MAJCOM , time—in-service ,

time— in-career field , age , etc., which was not used in this

thesis. A follow-on study should be designed to more thor-

oughly analyze this data base. In addition to examining the

effects of time in service , maturity (age), and time in

career field on the women ’s perceptions , the data should be

examined in a question—by question basis using descriptive

statistics to evaluate the level of specific concerns

reported by Air Force women . This analysis would provide

a means of comparing the data collected in this study with

the data from previous AF/DPXHM studies.

S Physical and Operational Job Standard Development

As indicated earlier , we recommend that the current

effort to develop physical and operational job standards

by career field be continued and expanded as required.

Final Thoughts

Air Force enlisted women are no different from

other groups of individuals ~.n that they will differ in
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their reactions to the stereotypes studied in this

research. One gi’oup of Air Force enlisted women , the

most qualified , enthusiastic , bright, mature , experi-

enced and willing , will respond to any challenge or

obstacle with an increased determination to succeed and

to prove themselves capable , valuable workers. A second

group of Air Force enlisted women will not respond well

to challenge and will , in fact, withdraw from the craft

career fields or the Air Force rather than attempt to

overcome any special obstacles they perceived to exist.

A third and by far the largest group will , however ,

fall somewhere between these two extremes. This inter-

mediate group represents both a unique opportunity and

a very real challenge to concerned Air Force managers.

These women are representative of the majority of Air

Force recruits. They are bright, enthusiastic , and

willing, but somewhat less mature and experienced than

the first group . Given the necessary encouragement these

women can be functional , productive Air Force workers .

Unfortunately, they may be relatively easily intimidated

by perceived stress and by negative , job-related feed-

back from male supervisors and coworker s.

The Air Force cannot afford to ignore this large ,

third group of women. It seems apparent that the Air

Force should recognize the unique social adjustment prob-

lems of enlisted women employed in the craft career fields.
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Only through this recognition can the Air Force begin

to develop and implement appi~opriate managerial techni-

ques to improve the productivity , use , and retention of

enlisted women in the craft career fields. Clearly , this

is an obligation a concerned Air Force management cannot

afford to ignore.
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What is your present rank?

~~~ E-1 ~~~ E—2 ~~~ E-3 ~~~ E-4 ~~~ E-5 ~~~ E-6

E—8 ~~~ E—9

Under what type enlis tment plan did you join the Air Force :

4 year enlistee 6 year enlistee

4 year , Project Guarantee ~~ 6 year , Project Guarantee

6 year, Project Guaran tee , base—of—choice

After basic training, what type of training/assignment did you receive?

~~ By—pass ~~ Technical School

~~ Direct Duty Assignment ~~ Special Project

How many years total active federal military service have you completed?

~~~ Less than 1 year 9 — 12 years

~~ 1 year ~~ 13 — 16 years

2 years 17 — 20 years

~~ 3 years 21 — 24 years

4 years More than 24 years

- 8  years

How long have you been on your current job?

~~ Less than 1 month 13 - 18 months

T~ 1. - 6 months 19 24 months

7 - 12 months More than 2 years 
S

Indica te your current career field from the following 1~ st:

~~ Communications—Electronics 3OXXX

E M issile Electronics Maintenance 31XXX

~~ Avionics Systems Specialties 32XXX

5’~ Aircraf t Systems Maintenance 42~~X

~~ Aircraf t Maintenance 4 3X~~

~~ Missile Maintenance 44QCX

~~ Munitio ns and Weapons Maintenance 460CX

~~ Vehicle Main tenance 47X~~

~~ Metal working 53XXX

~f ’ Mechartical/Zlectrical

~~ Structural/Pavement 55XXX

~~ Saru.tat~on S6XXX

What is your present skill leveL?

~~~~~~ ~~~~~~ I~ 114
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Sex: ~~ Female ~~ Male

Which one of the following do you consider yourself?

~~ Black/Negro ~~ Orien tal

~~ Spanish or Mexican American ~~ Wh~.te

Puerto Rican i~~~~ Other

~~i American Indian

What was the last level of education that you completed?

~~ 
9th grade or less ~~ Two years of college

~~ 10th grade ~~ Thr ee years of college

~~ 11th grade ~~ No degree , four years of college

1 12th grade , hi gh school grad uate- - - 
~~~~~ 

Bachelor”-s deçree (BA )

~~ CEO high school graduate ~~ 
Master s degree (MA )

F l  One year of college ~~~ Doctorate (MD , PhD or equivalent )

Wha t is your current marital status ?
r~~~ Married ~~ Widowed

~~ Divorced ~~ Single

~T Separated

How many children do you have?

None ~~ Three

~~~ One ~~~ Four or more

What geographic area below is your home of record?

~~ Maine, New Hampshire , ?.hode Island , Massachusetts , Verntonc , . 3nnect~~-
cut, New York

:B New J ersey , Delaware , Pennsylva nia , Ma r yland , Vir ginia , West Virginia , S

Distric t of Columbia 
S

~~ Alabama , Florida , North Carolina , South Carolina , M ississ ipoi ,
Tennessee , Georgia

~~ Arkansas , New Mexico , Louisiana , Texas , Oklah oma , Arizona

Y’ Kentucky, Ohio , Illinois, Indiana , M ichigan

i~ Californ ia , Idaho , Utah , Mon tana , Nevada , Oregon , Washington , Alaska ,
Na waj i

~~~~
‘ Missouri,  Nebraska , Wyoming , Colorado , Iowa , Kansas , north Dakota ,

South Dako ta , Minneso ta , W isconsin

~~~~ , Other such as Guam , Puer to Rico , V irgin Islands , etc .

Wh at is your present command?

~~ MAC f~~’ SAC ~T AFSC

T TAC I ATC T Other
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SEXUAL HARA SSMENT

~~ 
~~~ exp.rienc: ~~~~~~~ome Stron gly A I 3 - C D F G St rongly

Women do not experience unwelcome Strongly A B C - 0 H F - G Strongly
physical ly—orien ted propositions agree disagree
on the job.

Women are approached by their Strongly A 3 - C 0 - F I C Strongly
superiors with unwelcome dating Agree disag ree
advances.

Objectionable sexually—orien ted Strongly A ‘ ~ C 0 H j F I C Strongly
terminology (cussing, e t c .)  is agree disagree
freq uently used by males ar ound
women on the job.

Attractive women at work are Strongly A 3 F C 0 H F ’ G - Strongly
given special consideration in agree disagree
assignments , promotions , task
allocations.

A women ’s responses to a Strongly A 3 C 0 H - F F C - Strongly
supervisor ’s da ting invitations agree disagree
affects her performance
ra ting.

Women avoid problems on the job Strongly ~~~~~~ C 0 H F G Strongly
by dressing unattractively , agree disagree

Sexually oriented stories/jokes Stro ngly A 3 C o - F G Stro ng ly
frequen tly embarrassed women on agree disagree
the job.

Women are embarrassed by the - Strongly A 3 C 0 - £ F C I Strongly
display of nude /revealing agree d~.sagr ee
(center fold) pictures in the

work area.
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COMPETENCY

My skills are equal to those of Strongly 1 A 7 3 C 0 - H F C F Strongly
male coworkers in my AFSC. agree d~.sagree

I am qiv~m more responsibili ty Strongly ~A7B c : D £ 1- F C Strongly
than male coworkers in my AFSC . agree disagree

I can perform all assigned tasks Strongly A I 3 C F 0 £ F I C Strongly
in my AFSC. agree disagree

i do the same work as my male Strongl y I A I B C 0 H F F G~ Strongly
coworkers . agree disagree

My male coworkers accept my work Strongl y A B F C 0 H F C F Strongly
as equal to theirs. agree disagree

My supervisor has confidence in Strongly A T~ 
C 1 0 H F I G j Strongly

my abili ty to perform the agree disagree
tasks in my AFSC .

~1en are more capable than women Strongly [~j3 I C 1 0 I E I F I C ~
- Strongly

in my APSC. agree disagree

When technical problems occur in Strongly LA 1 3 I C I 0 F £ F [ C I Strongly
my AFSC, my op inions are sought agree disagree
by my coworkers.

My male coworkers have trust Strongly A F B I C I 0 H F C Strongly
and confidence in my technical agree disagree
abilities .

~y work is more reliable than Strongly A F B C 0 I H j F F C Strongly
that of my male coworkers . agree d .sagree
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JOB SATISFACTION

I am satisfied with my AFSC. Strongly ~~JB  C 0 - F C Strongly
- agree disagree 

S

I enjoy being in the U.S. Air Strongly I A B - C : F £ P~T G 1  Strongly
Force. agree disagr ee

My assigned AFSC is similar to Strongly I A  I C I 0 £ F F G I Strongly
my preferred ?.PSC. agree disagree

The information I received about Strongly I A - B - C 0 1 H I F I Gi Strongly
my career field before entering agree disagree
the Air Force was accura te.

Civen the opportunity , I would Strongly F A B C 0 - H F G Strongly
change to another career field. agree disagree

I would advise ot~e r w~mnen to’”~ ~Strdngl~’~ A B C 0 F E F F C I  Strongly
join the Air Force . agree disagree

Given the opport unity I would Strongly I A S C I C H F C I Strongly
leave the Air Force immediately , agree disagree

Usa ~he r ’esp onsas ~~~~~~ b e Z o ~
r~ descr~ ba how o f t e n  acoh o f  —

rhes a  foorors ~~~~~~t58  ~o ~,,ou r
jo b ~n rh e  Ai r  For ce .  -

Challenging Always F A B C 0 I H F F C Never

Recognized for work well done Always E r 3  C C £ F G Never

Frustrating Always A 3 - C D H F j C I Never

Chance to fu l ly  use my abilities Always A - 3 C C C F ~ Never

Gives me a sense of accomplishment Always A 3 C - D H F C - Never

Workload too heavy Aiways A B C  D C  F C Never

Boring Always A B C - H F G — Never

Gives me a sense of pride Always A B  C H F F G Never

- 
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Indicate the desirability of the following characterisitcs which you
might observe in a coworker:

Amb itious Most desirable I A rs C 0 H F G Least desirable

Independent Most desirable A B C - 0 C F - C - Least desirable

~~otional Most desirabje ~~ 
- B - ~~~~ 3 C F -  C Least desirable

— Submissive Most desirable : A B C - 
3 H - F G  Least des~.ra ble

Competitive Most desirable A I 5 C 0 C F - C Least des irab le

Self-confident Most desirable TA 1 3 
- 
C - 0 C F 0 Least des~ rao e

Tactful Most desirable A B C C C F C Least fes~ :soie

Gentle Most desirable A B C C H F C - Least fes~:~ o~.e

Logical I Most desirable I A B F C 0 1 F - C - Least des-~rs~ .

Conceited I Most desirable A - 3 C - D H F C - Least s~:~ u .e

Evaluate each of the following characteristics as being more masculine
or feminine .

Ambitious Masculine A 1 3 LC 0 C F - C Fenin~ne

Independent S Masculine I A F 3 C 0 I C F C P~emin~ne

~ notional Masculine r~ I c H F - Feminine

Submissive Masculine F 2’. 3 : C  D 1 - F C Feminine

Competj:ive Masculine TA  
- S C - 0 H F C Feminine

Self—confident Masculine [A - B 
- C 0 1 F G - Feminine

Tactful -~~ Masculine A l  B C  - C H F C Feminine

Gentle Masculine A~ 3 C C C F C Feminine

Logical Masculine ~A B C 3 H F -C 
- Femi n~ r.e

Conceited Masculine A B ,  C 0 - 1 F C Feminine
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Ph YSICAL AND OPERATIONAL JOB STANDARDS

I am strong enough to accomplish Strongly A 3 1 C ‘ 0 H F - C Strongly
the tasks in my AFSC. agree disagree

I have the stamina needed to Strongly LAI 3 1 C C H F - C Strongly
accomplish the tasks in my AFSC. ag ree disagree

The workload in my AFSC is heavier Strongly I A ‘ B C D H F C Strongly
than I expected . agree disagree

My AFSC is more physically Strongly A 3 - C  0 H F I S I Strongly
demanding for me than for agree disagree
a man.

I need heip to do tasks that Strong l y F A I 3 i C D F H ~~F C Strongly
typically would take only one agree disagree
man to accomplish.

The equipment I am expected to Strongly A B C C - H - F -C - Stronglywork with is too bulky for me. agree disagree

The tools I am expected to use Strongl-, - ,~~7b~~C 1 - C F C - Strongly
are too bulky and heavy f or  me. agree d~~sagree

The safety equipment/clothing Strongly TA~ B C F 0 H F - C Strongly
orovided for my job is inappro— agree disagree
priate or unavailable for me.

I believe that  there are tasks in Strongly ~~1Th C - 0 H F ~~~~~~ St rong ly
this APSC that  should be perfor~ned agree disagree
by men , not women.

Women , because they are general l y - Strongly A B C C H F C - Str ongly
shorter than most men , are at a agree disagree
disadvantage in this AFSC.
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OVE RPROTECTIVENESS

Male coworkers help me lift Strongly LA B - C C - F 1 F G - Strongly
heavy objects more than they agr ee disagre e
hel p men.

My supervisor tries to keep Strongly ‘ A F B~ C C £ F I G  S t rongly
me from experiencing the agree disagree
“ unpleasant ’ portions of the
job.

I share equally in the shift Strongly 1 A 3 - I D £ I F C I Strongly
work assignments . agree disagree

I get preferential treatment Strongly A 3 - C l  0~ H i  F I G Strongly
1.n the assignment -of agree disagree
hazardo us, heavy , dirty work.

I an offered assistance on the Strongly A B C C - H : F C Strongly
Job when 1 don ’t need help . agree disagre e

Male coworkers who offer help Strongly A - B C 0 1 - F C - Strongly
feel “ put down if I don ’t agree disagree
accept .

As a women , my technical work Strongly A - 3 C 3 1 F G  S trongly
is judged less harshly than the agree disagree
work of my male coworkers .

I am restricted from doing Strongly I A 3 : C 3 H F C Strongly
certain tasks that are normally agree disagree
part of my career f ield.

in trying to o f f e r  assistance, Stron g ly - A - B C C C F C Strongly
male coworkers frequently agree disagree
interfere  wi th  my work e f f o rt .

I am required to per form the 
- 

Strongly A - 3 C 3 F C Strongly
full range of tasks associated- agree disagree
with m~ AFSC.

My section ’s overall -output has Strongly ‘‘A B  I C C C F ~ Strongly
decre ased as a result of males agree disagree
helping female coworkers .

-4.
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SUPERVISORY TREATMENT

Is your issoediate supervisor male/female, military/civilian?

~~ Female, civilian ~~ Male , civilian

~~I Female , military ~~ Male, military

Which statement describes your immediate supervisor in giving recognition
for a job well done?

~~ Gives about the same recognition to both males and females for sam.
level of performance.

~~ G ives more recognition for  same level of per formance to females than
males.

~~ Gives more recognition for sane level of performance to males than
females .

My supervisor judges my work Strong ly I A I B I C 0 I E F I C I Strong ly
more harshly because I am a agree disagree
woman .

My immediate supervisor accepts Strongly I A B , C 1 0 H I F F C I Strongly
me very well now , agree d~sagree

I find that my supervisor m4kes Strongly A I B C I D H F C F Strongly
allowances for  me that he does agree disagree
not make for males under his
supervision.

My supervisor is more relucta nt Stro ngly A B C 0 H F C Strongly
to take disciplinary action agree disagree
against a women than against a
man. -

Use .he re s ’cns ea r 5 - ; w  to

~‘zd ~ oa r s ~ow ~~ oh ~ssor-io:i -:’t
o~p lies to ~ O A O  st~p e r u i s o r .

Listens to my suggestions. Strongly A - B - C C £ F - C Strongly
agree d isagree

Thinks of people as machines strongly F A B - C C H F C Strongly
rather than human beings. agree disagree

Patient . Strongly I A 3 C C I H I F - C - Strongly
agree disagree

Treats women less fairly than Strongly - A - B C - 0 - H - F C - Stronglymen on the j ob . agree disagree

Hinders rather than helps. Strong ly A , B - C C - H F C Strongly
agree disagree
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- .  COWORKER RELAT IONS

S - Indicate how often each of these traits applies to your male coworkers.

a. Friendly Always I 2 I 3 1 4 I 5 1 6J N.ver

b. Uncooperative Always Ll 2 I 3 4 I I 6 I Never

c. Have~attitudes similar to mine Always 1 I 2 I 3 4 I 5 I 6 I Never

d. Accept me Always 2 j 3 F 4 5 F 6T Never

e. Bother me w h i l e l w o r k  Always 2~~~3 I 4 ! 5 1 6 I N e V e r

f .  Are hostile to women in the Always rn 2 F 3 F 5 6 Never
seine job.

n your op inion , how would male coworkers cla’3sify women in the following
categories :

a. As a professional working ~‘Tever i. I 2 I 3 I 4 I 5 6 Always
woman .

b . As an equal working partner . Never 1 I 2 I 3 4 1 5 I 6 1 Always

c. As “one of those pushy WAF5 .” Never l~ 2 I 3 F 4 1 5 I 6 L Always

d. As a woman who is working Never P1 I 2 1 3 4 I 1 6 I Always
until she can find a husband.

e. As a “Women ’s Libber.” Never F]. 1 2 I 3 I 4 5 I I A lways

f .  As a morale booster to the Never 2 3 - 4 5 I 6 I Always
unit.
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FEAR OF SUCCESS

- F~ r each aituztion you j i l l  be - isked to ind ica te  ~h ioh o f  ohs  two p e o p 1 e
‘oZ4ld f e s I  unh app ier about the failure . Zn doing this try to think about
ohs consecusnoes of the failure fox’ each per son znd reMember thor the ton-
seq uences o f  failure ore not always entire ly negat ive. Zn some ~asas , a
p erson ‘~ight feel unhappy but also secretl y -o bit relieved abou t foi ure.
For each situation rate how unhappy you think ~~~~ ~~~~~~~~~~~ wau d be , ‘ss ing the
the scales p rovided.

You and a male coworker did not You
get promoted. Which of you will Extremely A I B C I ‘ 

H = F I C Not

selected’ 
about not being unhappy I .-\ 3 C C H F C F unhappy

Male Coworker

You and a male coworker have been You
competing for a position of Not 1 A I B I C I I F :~ G Extremely
higher responsibility . Which of unh o - A B I C - ‘ C - - -

you will be most unhappy about ~~‘~~
‘ - 

~. C 
- 

ke 
- -~

not being selected? Ma e owor r

You and a male coworker both You
failed a quality control evalu— Extremely A I 3 I C  D I E  F - G I Not

unhappy I A F 
Male 

F G unhappy

You and a male coworker were in You
the final competition for Not , 3 C C H I F I C - Ixtre mely
Airman/NCO of the Quarter . Who A I B - C - C ~‘ F - C - hwill feel more unhappy about appy L~~ .

~ le Coworker 
! un appy

not being selected ?

For eoth s i t - A c t i o n  y o u  ~~~ be osk~d to indiocte wh ioh of the ~eoo a
fe e l  ~~cp-~~r obo ’s t the s u c c e ss .  ioin~ obia , tr ~A to t~~~~ ’t~~ t the

oonsec ’sences  o f  the s u c c es s  f o r  ea ch c a r s on  an d ra- , e- ~ber o- ~co o- te  oo ~~as -
quenoes of success ore not -always en tirel y Positiv e; there con be ie:c ;i~ a
side—e ’fecos os ~ieJ . :n so -~e 00358 , a p er son  ni~~~it  f e d l  i a p t~ ~~u t 0:5;
adore ; a bit cop rebeneive abou t  s u c cee d i n g.  ?or e:ch s t - r u e : :  ;n r a r e  ~~SiJ
b op o y  y t 4  t h ink  etch p e r s o n  ~o u d  be ua~~ng the soclea p rovided.

You and a male coworker have been Ma le Coworker
selected for below—the—zone Not happy A - 3 C - C H - F C Extremely
promotion. Which of you will at all 

- 
- - - - -

be happier with this promotion? - - L . ~~

You and a male coworker have been Male Coworker
nominated for Airman/NCO of the ~;ot happy A B C C H F C Cx :re mely
Quarter. Who will be happier 

~ l~ A 3 - C C - - ‘~ oabou t being selected? a a 
You 

~t. r .ap,y

You and a male cowo rker are Male Coworker
being considered for a position Not happy A B C F C H - F -C Extremely
of increased responsibility. 

~ 11 A ’  B - C i  C ’  H F ‘ ~ cvWhich of you will be happier a a - ~~ ..aP..
with being selected for this 

- 

ou
position?

You and a male coworker have had Male Coworker
suggestions accepted which may Ex tremely A B - C - 

H F C Not happy
lead to a monitary award . Which ha A B C - C -. a a ’’of you will be happier about the ppy ~. 

— -, - -

increased identt-ficatt-on coming OU

from your suggestt-on ’ s accep t-
ance ?
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DEPARTMENT OF THE AIR FORCE - ,.
. - .

AIR FORCE INSTITUTE OF TECHNOLOGY AU S -~ -
WR IGHT-PATTERSON A IR FORCE BASE ,  OHIO 45433  . ~~~~~~~~~~~

SLGR (SLSR 6—77A/Lt Col Adams/AUTOVON 78-72527)
14 Feb ruary 1977

sus~~~c r -  Job Survey Questionnaire

1. The attached questionnaire was prepared by a research team at the
A ir Force Institute of Technology , Wri ght-Patterson AFB , Oh io in sup-
port of on-going studies by HQ USAF Air Staff personnel . The purpose
of the questionnaire is to identify and measure the atti tudes and
perceptions of enlisted women ‘in several specific AFSCs .

2. You are requested to provide an answer or comment for each question .
Headquarters IJSAF Survey Contro l Number 77-46 has been assigned to this
questionnaire . Your participation in this research is volunta ry , but
wil l  provide a signifi cant contribution to understanding women ’s views
of life in the Air Force.

3. The individual responses to this survey are anonymot4s; that is ,
there is no way to link a given set of responses to any individual.
Please remove this cover sheet before returning the completed question-
naire . Your cooperati on in providing this data will be highly appreci-
ated . The comple ted questionnaire should be returned in the attached
envelope within -ene week after receipt.

j~~~~/
HENRY W. PARLETT , Colonel , USAF 3 Atch
Associate Dean for Graduate 1. Questionnaire

Education 2. Return Envelope
School of Systems and Logistics 3. AF Form 223

RETU RN ONLY THR U
MILfli~R’y 

~‘~-Q~ i’A L S/S
NO S1AMP RE~WRED

Siren~ th Throi gh Knou’Ied ge
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JOB SURVEY QUESTIONNAIRE

ThJ.~ -Lna.t~~me,,~t -~~~ dea-~~ned -to co -tect -iit6onhilo,tA.on on yowL v-~ew~ o~ A~iA Fo~tce t~~e avid yo wL

~e a t ~.o~ 6~~p6 iu~,th -the peop~,e you. wo’~k ~vLth. Pteaae ‘tead each e2Z~0vi c&k u.Usj and te~ pond 
-

S

cn the ‘r ~anne ’t -in&aa.ted by he ~~, £‘wc t,~IQ n4 above each g toup °6 q -t-Lona . Then t~t4Zvi4
yowt ‘L e4po na e,4 o -th e enc2o4ed a casi cUU welt 6hee~t u.~sng ~ ~o~ t eeg d 1 o ’i. 11 penc-ct . P te a4~
do w u.oe ba2 p o-ut-t o& ~,eLt-t,~pped pen4. When you, have como&-teLy t&an~~eivted and ch~~ked
yowL -te~p on~e,~~ p tea4 e eac2o~e botJ t the qu.e~t-ionna~ute and the 6can anawelt 6he~.t ~n the A-t~amp ed ,
p ee~- addk244ed enveLope and pu.t -Lt ~n the masi . P teaoe have yow’t te~ponoe ~~ii the txac ~v~Zh-~a
ont i~eek o~ ~ece-w-ing thi~ qua~-t~lonnac-’~e. Vowt coop e-’ta.t ~on ~~ ~~ea-tty app’~ec~a-ted.

~f eLza e p.’w v- 4e the 6oUou~~ng bac!zg ’tound ,in~on,rno..t~on.

I. What is your present rank?

~~ H-i ~~ E— 2 ~~ E—3 ~~ E-4 ~~ E—5 
S

~~ E—6 ~~ E—7 E—8 ~~ E-9

2. After basic training , what type of training/assignment did you receive?

~~ By-Pass ~~ Technical School

~~ Direct Duty Assignment ~~ Special ProJect

3. How many years total active federal mil i tary service have you completed?

Less than 1 year 9 — 12 years

1 yea r ‘ 13 — 16 years

2 years ~~ 17 - 20 years

3 years ~~ 21 — 24 years

4 years &tore that~ 24 ytars

5 — 8 years

4. How long, have you beer, on your current  job?

3Z~ Less than 1 month ~~ 13 - 18 months

~~ 1 - 6 months ~~ 19 — 24 months

7 - 12 nonths More than 2 years

5.  Indicate your current  career field from the following list:

‘~ ‘I Commuri icati ons-Electr onics 3OXXX

~~ 
:4issile Electronics Maintenance 3IXXX

~~ Avionics Systems Specialties 32XXX

~~ A i r c r a f t  Systems Maintenance 42XXX

T~~ Aircraft Maintenance 43XXX

“f’ ~“issi1e Maintenance 44XXX

~~ Munitions and Weapons Maintenance 46XXX

‘W’ Vehicle Maintenance 47xXX

i Metal Nor king 53XXX

‘T Mechanic~~1/E1ect r ica l 54 XXX

~~ Structural/Pavement 55xXX

JS~~ SCM 77.46 (Expires 31 July 197 1 127 
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6. What is your present skill level? -

[~ J S  ~~~ 7

7.  What is your present  command?

~~ MAC TAC ~~~ S1’~C ATC T~
’1 AFSC ~~ Other

3. What was the last level of education that you completed? S

~~ 9th grade or less , ~~ Two years of college

~~ 
10th grade ~~ Three years of college

~~ 11th grade ~~ No degree , four years of college

~~ 12th grade , high school graduate iY~ Bachelor s degree (BA , BS)

~~ GED high school graduate ~~ Master ’ s degree (MA , MS)

~~ One year of college ~~ Doctorate (M.D., P h . D .  or equivalent)

9. What is your current marital status?

E~1 Married ~~ Widowed

-~~~~ Divorced ~~~~ Single

~~ Separated

10. How many children do you have?’

~ t’~one ~‘5T Three

i~ One r’~’1 Four or more

~~~~
‘ Two

11. Sex : :~~~ Female ~~~~~ MaL e

12. Which one of ~he following do you consider yourself?

~~ Black/Negro ~~ Oriental

~~ Spanish or Mexican Mierican ~T White

~~ Puerto Rican ~~ Other

~~ Amer ican Indian 
,

23. Is your immediate supervisor male/female , mili tary/civilian?

~~ Female , Civi l ian  ~~J, Ma1e , Civilian

I Female, Mili tary ~~ Male , M ilitary

14. Which statement describes your immediate supervisor in giving recognition
for a job well done ? -

~~ Gives about the same recognitior to both males and females for same
level of perfc~rmance .

G ives more recogni t ion for same level of performance to females than
males

~~ Gives more recogniti.on for same level of performance to males thanfemales
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?or ,za - Si h a i t ’,~a t ~,on y - , u ‘~ i 1 l  be a s k e d  to i nd ic a t e  ,,‘h i i h  o f  th~ r~~o ~e op ~~ ~~~~~~~~~~~j -’~ e 1 ~vih~~~i ’~~r ab ou~ the  f 2 i l u r e .  d o i n g  ~b is  ~r - ~ - ;h~ ’ik cbou~ th e , ; n s e -
p~en c e s  e ,-’ the f~i -~z’e ,-~ r ea c h ~e rs; ’i and re mer, ber ~hc ~ ~he : o v i 3 e c~~e : o ~~e -

~~

‘

~re are -‘lot always e n t i r e ly  n e g a t iv e .  ~“i 3J~”C ooo~~s , ~i e r e - ”. ~ae ~~~~~

4 t  c e o  a e , r q r y 5x b i t  r e1~~~~ed ~~~~~ •-~~~:~~r e .  F S i r  -~ iei 3~~iu-a :~~o ’~, r ; : ,’ ‘ i ; ,
h ap p i ,’ j o u  t h i n k  -that p e r s o n  w o u l d  ~~~~ ‘A 8 if lJ  the ~~~~~~~~~~~~

You and a male coworker did not You
get promoted . Which of you will Extremely A B ‘ c : H F G
be most unhappy about not being - S

selected? unhappy rI - I J K 2 M :~ unhappy
Ma~ e CoworKer

16. You and a male coworker have been YOu
competing for  a posit ion of Not - A - 

B C 3 - F F c Ext remely
higher responsibility-. Which of - -
you will be most unhappy about unhappy rI 

~~ ~~~~
- k 

~ :~ -Si n,:a ~ p v
not being selected? ~~e-~ r e.

17. You and a male coworker both You
failed a quality control evalu— Extremely A I B - C 3 F F - 

- 

~otatio n . Who would feel most
unhappy about the failure? unhappy K I. - :~ 

- :i unhappy
Male Coworker

18. You and a male coworker were in You
the final competition for Not A - B C B - £ F xtremely
Airman/NCQ of the Quarter .  Who
will feel more unhappy about unhappy i H I J - K i L M N unhappy
not being selected? Ma,~.e Coworker

of  the  f o  17 ~wing o h c r - S i o t e r - ’3  as  be - ~r~a~ -lore ~a3c w~~ ’~.e or —~ - ‘iir.~

19. Ambitious Masculine A I B - 
C D F F G Feminine

20. Independent - Masculine A B C 3 
- 

F F - C Feriinine

21. Emotional Masculine A B C B - B - F - C Feminine S

22. Submissive Masculine A - B C B - 
B F - C Fer~nine

23. Competitive Masculine A B C B B F G Feminine

24, Self—confident Masculine A - B C B : H F - 

-

25. Tactful- Masculine A B - C - B B - F ~~~~

‘ Fer-~ n ine

25. Gentle. Masculine A B C - 3 B F G Fenin~ ne

27. Logical.  Mascul ine  A - B C 
- 
B B - F C Femin :ne

28. Conceited . Masculine TA 3 - C D - H F C Fe mtn ~~ e —

7’i j ’, ’,( !’ ~ p 
~ r~~~-;n , ,te - -eo~. l - ~ -

~~~ ~~~ ~~~~~~~~~~~~~~~~~ ~~ -~ss~~ ~ ~~~ 
- ‘~~~ 

-‘:

29. As a pro fessional working woman. Never I A B C C - H - F - C Always

iv. AS an equal working partner. Never A B C - B B F C A l w a y s

31 . As “one of those pushy WAFs. Never I A B - C - 3 H - F B  Alwa ys

32 As a woman who is working u n t l ,  Never A B C C = F -: A - ~avs
she can find a husband .

33. As a “ Women ’ s L L bb e r .~ Never ~A B C - 
2 F A1~ a - ’s S

34. .-\s a motile booster to the ur~i t .  ‘ ~ever 
- A B C - C F C A lways
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I sa  the respon ses 1i8;ed below to describe how often each of these ~ootors appli es
:e -~our job in the 4ir ~‘,rce . 

- - -

35. Cha lleng ing. Always LA  B f c  I D j  E F G Never

36. Recognized for work well done. Always I A j  B j C D I E F I G j Never

37 , Frustratinq . Always A I B I C I D E j F G I Never

38. Chance to fully use my abilities. Always LA B I C I D E I F G Never

39. Gives me a sense of accomplishment . Always I A B 
- 
C- 

- 
B J E F G Never

40. Workl oad too heavy . Always [A B C B H F I G I Never
4 1. Boring . A l w a y s j A j 9 i c l D j E ~~F~~ G iN ev e r

42. Gives me a sense of pride.  Always A S S C B E F Never

1L6,a the teap ors4e3 beLow o 4~ca,te how ~ t ’tongZy you. ag-tee Bk cLL~aq/tee with ta~h o~ the
tementA f.~~~ed.

43. Women , because they are generally Strongly A I B I C B H F I G I St rongly
shorter than most men , are at a agr ee disagree
disadvantage in this AFSC.

44. My immediate supervisor accepts strongly A I B I C I D H F [C Strongly
me very well now , agree disagree

45, As a women , my technical work strongly [~~ B C I B I E F I C Strongly
is judged less harshly than the agree disagree
work of my male coworkers.

46. QUESTION DELETED . PLEASE MARK RESPONSE “A’ -CU THE ANSWER SHEET . 
S

47, My male coworkers accept my work Strongly I A j B I C I B E I F G St rongly
as equal to theirs. agree disagree

48. Given the opportunity I would Strongly I A B I C I  D I  E I F  I Gj Strongly
leave the A ir Force immediately, agree disagree 

S

49. I am restricted from doing Strongly I A B C I B I E F G Strongly
certain tasks ‘that are normally agree disagree
part of my career field .

I am strong enough to accomplish Stron gly A - 3 C ~~I E ’  F G Strongly
the tasks in my AFSC. agree disagree

51 . I d o  the same work as my rnale Strongly A B C ’ D E ~~~F~~~G s trongly
coworkers . agree disagree

52. My supervisor is more reluctant Strongly A B C B H F 3 Strongly
to take disciplinary action agree d isag ree
against a women than aga inst a
man. -

53. QUESTION DELETED . PLEASE MARK RESPONSE “A ’ ON TME ANSWEI~ SHEET.

54. I can perform all assigned tasks Strongly A B - C - B - C F C - St rong l y
in my AFSC. agree disagree

t~~ My supervisor tries to keep Strong ly TA B C B - E FT~~ St rong ly
me from experiencin g the agree disagree
“unp1easan t~ portions of the;ob . 130 
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56. Male coworkers who offer help Strongly A l  B I C I D l  E F j  C j  Strongly
feel “put down ” if I don ’t agree disagree
accept .

57 . My skills are equal to those Strongly A B C I o f H F I G I Strongly
of male coworkers in my AFSC . agree disagree

58. The workload in my AFSC is Strong ly A I B C i B E F ~~G~~ Strong ly
heavier than I expected . agree disagree

59- QUESTION DELETED. PLEASE MA RK RESPONSE “ A ’  ~)N TMF 2’~NSW F~- SHEF” .

64.). I enjoy being in the U.S. Air Strongly I A I B I C B E - F G Strongly
Force . agree disagree

61 . My male coworkers have trust Strongly I A B C : B I E l  F I C I Strong ly
and confidence in my technical agree disagree
abilities.

52. The equipment I am expected to Strongly I A B C - :- B “ ‘ 2~ 
Strongly

work with is too bulky for me. agree disagree

53. I am offered assistance on the Strongly I A  B C I D  E F C I  Strongly
job when I don ’t need help. agree disagree

64. -My assigned AFSC is similar to Strongly I A B I C B I E I F I G I Strongly
my preferred AFSC . agr ee disagree

65. My supervisor judges my work Strongly  
~~~~ 

- D H I FT~~1 st rongly
more harshl y because I am a agree disagree
woman.

66. QUESTION DELETED . PLEASE MARK RESPONSE “ A ”  ON THE ANSWER SHEET .

67. My work is more reliable than Strong ly I A I B C 
- 

B H I F C St:ongly
that of my male coworkers. agree disagree

68. Given the oppor tuni ty , I would St rongly  I A B C D B F C Strongly
change to another  career f i a]~d .  agree disagree

6~. I need help to do tasks that Strongly TA I B :  C D 
- 
B F C S t r o n g l y

typically would take only one agree disagree
man to accomplish.

70. When technical problems occur in Strong ly A B - C D B F G Strongly
my AFSC , my opinions are sought agree disagree
by my coworkers.

71. Male coworkers help me lift Strongly I A B : c - C B F C - Strongly
heavy objects more than they agree disagree
help men.

72. I find tha t my supervisor makes Strongly I A i B C B - H F - G I S t rongl y
allowances for me that he does agree disagree
not make for males under his
supervision.

73. I can avoid unwelcome attention Strongly A l  B C C - 
F F , G Strongly

on the job by dressing agree disagree
unattractivel y.

74. QTJ~ sr ~~~ DELETED . PLEA 5f MACK RtSPOaSE “ s” O~ THE ArI S~ ER SNEE T .

75. The s a f e t y  e q u i p m e n t/ c l o t h i n g  Strong ly I A !~ B C D £ F C Strongl y
p r ov id ed  for  my jo b is i n a p p r o —  agree d i s ag ree
priate or unavailable for me.

76 . 1 get p r e f e re nt i a l  t r e a tm e n t  S t rong ly  I A - 3 - 
C 3 = F G - Strongly

in the a s sig n m e n t  of h a z a r -  agree disagree
5iO ~~~S , heavy , dirty , wtrk
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77 .  I would advise other women to Strongly I A : -  ~~l C B E l  F j G  Strong ly
joi n the Air For- :e . agree disagree

/~~~ - In trying to offer assistance , Strongly I A I B I C D I C I F I G S t rong ly
male coworkers frequently agree disagree
i n t e r f e r e  wi th  my work effort.

79. I am given more responsibility Strongly A B C : C I F I F I G i Strong ly
than male coworkers in my AFSC . agree disagree

80. QUESTION DELETED.  PLEASE MA RK RESPONSE ‘ A ’  ON THE ANS I:ER SHEET .

31 . The tools I am expected to use Strong ly A - 3 C D I H F T~~ Strongly
are too bulky and heavy for  agree disagree
me.

82. I am required to perform the S t rong ly  A 8 C C  B F 3 Strongly
fu l l  range of tasks associated agree disagree
w i t h  my AFSC .

83. I believe that there are tasks in Strong ly A B C D T~~F~~~~T Stronal- -’
this AFSC that should be performed agree disacree
by men , not women .

34. I share equally in the shift Strongly I A B I C I B I E : G Strongly
work ass&gnments. agree disagree

85. QUE STION DELETE D . PLEASE r’iA~ K RESPON SE “A ” ON THE AN SW I~ 3~~~C T .

86. My supervisor has confidence in Strongly A B ~C D J  F F I G S t rong ly
my ab i l i ty  to perform the tasks agree disaoree
in ray AFSC .

~7. My AFSC is more physically Strongly I A  I B I C j B I E I F I G1 Strongly
demanding for  me than for  a agree disagree
man.

38. QUESTION DELETED . PLEASE MARK RESPONSE “A” ON ~HE ANSWER SHEET .

89. I am sat i s f i ed  with my AFSC . Strongly I A B I C I B I H I F ~~~~ Strongly
agree disagree

90. Men are more capable than women Strongly [X1~ B C I C I B I F -~~~~~~ Strongly

4 in my AF SC. agree disagree

91. QUESTION DELET E D. PLEASE MARK RESPONSE ‘ A ’  ON TUE ANSWER SHEET .

92. I have the stamina needed to Strongly A 3 C I  C B F C Strongly
accomplish the tasks in my AFSC. agree disagree

93. My section ’s overall output Strongly - A B C I B B J F C I Strongly
has decreased as a result agree disagree
of males helping female
:cworkers.
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rndieate how often each of these traats app iies to your ~al~ coworkers.

-S 
91. Friendly AIUayS T A I B I C j D I E I F I G I N C V e r

95. UncooperatiVe. Always A I B I C j D 1 H I F G Never

96. Have attitudes similar to mine . Always [~ I B C I B H I F I G Never

97. Accept me. S Always I A I B C I B I B I F I G - 
Never

— 98. Bother rae while I work. Always rA -1 B LQI ~) H I F I G I Never

99. Are hostile to women in the Always I A 3 C B H I F G j Never
same job.

Use the r e sp o n s e s  b e l o w  to i rr d~ o c r e  how s a ck -i~es o r ip t i o n  ap p l i e s  t o your suDervisor .

100. Listens to my suggestions . Strongly I A I B I C - B I B F I C : Strongly
agree disagree

101. Thinks of people as machines Strongly I A ~I B I C o F i F I C I Strongly
rather than human beings. agree disagree

102. Patient , Strongly I A : B C - B E F C, I Strong ly
agree disagret

103. Treats women less fairly tha n Strongly LA] B C B E F :: C I Strongly
men on the job .  

- 
agree disagree

1,04 . Hinders t i t h e r  than helps . Strongly I A B -C B - 
H F :- 3 1 S t rongly

agree disagree

I n d i c a t e  ~ -.e ~e s i r o b i ’~ty  ~he f o l ow i ng  c h a r a c t e r i s z i o s  - ~~~ ‘~r~~g r t  o b se r v e
in a c o wo r k e r :

106. Ambit ious  Most [A I B I -: 1 I B F I G I Least
desirable des~ rsbie

106. Independent Most ~~~ B I C C F - L e a s t

desirable

107. Emotional Most B C B B - F C l  Least
desirable desirable

108 . Submissive Most [ A B F~~~ .~east
desirable desirable

109. Competitive Most LA B C D 2 F C Least
desirable des~ raL -.i

110. Self—Confident Most LA B -= B F C 
- 
Least

desirable desirable

111 , Tactful Most LA : 3 . C B E F  C east
des i rab le  des i r ab l e

112. Gentle Most I A B - C 2 S F - Least
desi rable  d e s - r i b l e

113. Logical Most I : C B B - F o : Least
desirable des~ rat -~

114 . Conceited Most I A B C B eas t
desirable ~estrabie
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F L-k eash ei~~~az i ~~n y o u  wi~~. be a 8 k e d  :a in d i c a t e  a~i i ch  of  ~h —  two p e o p ls  would
feel kapp -i er  about ;he ei~cces8 .  Tn dci~ g ~his , trB rh i’i k abou t the consequences
of ~ Z~C : C S S  f o r  each p e r s o n  and r em e—~ber zh cz : zhe consequen ces of success are n ot
O j a y e  en t i r e  p o s~~i c e ;  t her e  can be n eg o ~~ive  s i d e - e ff e c t s  as  w e l l .  I n  some

-~ p e r ~~~~ ’i ‘n - i i h t  ‘e e l  ha ppy b~~ a l s o  s e c r e ~~i j  c~~t a~~’- r e h e ns i ve  abou t  su c—
c e e d i n q .  For each s-i :ua ~ i n r a t e  how h a p p y  ~~ou ;e i r r b ~ ha~ p erso n ~o w l d  be , uaenq
t h s  s c a - & s  p r o o t ~~e L  S

115 . You arid a male coworker have been Male Coworker
selected for below-the—Zone Hot happy A B C D - I F - C I Extremely
promotion. Wh~ ch of you will - S

be happ ier with this promotion? ~~t all 
~_Thi~I YOu 

2 : M - 
- hapPy

116. You and a male coworker have been Male Coworker
nominated for kirmao/NCO of the ~3ot happy A S C  O 1 E 1 F I G Extremely
Quarter . Who ~j i l  be happior S - - S
about being selected? - I N N happy

You

iii . You and a male coworker are - Male Coworker
being considered for a position Not happy A 3 C B H I F G :- Extremely
of increased responsibility .
Which of you sill be happier at all H I C K L I N N happy
with being selected for this You
position?

118. You and a male coworker have had Male Coworker
suggestions accepted which may Extremely LAJ_ B I C I I E I F I C Not happy
lead to a a~ nitary award. Which .
of you will be happier about the appy I xl I I J L LM i N at all

increased identification coming OU

from your suggestion ’s accept-
ance?

°lnase i~~ntifv ary other ~~~~ezns whith may affect your views of Air Force life.
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APPENDIX C

CANONICAL CORRE LATION ANALYSIS
BY AFSC
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SIGNIFICANCE DATA FOR THE CANONICAL CORRELAT ION VARIATES :
RELATIONSHIPS BETWEEN ROLE STEREOTYPES

AND FACTORS OF SOCIALIZATION
FOR COMMUNICATIONS-ELECTRONICS (3OXXX )

Canonical - Canonical - Sig—
- Canonical -) Chi

Variate R OF
R - SquareSet (Eigenvalue) cance

1 .5982 .3578 132.634 15 .000

CANONICAL CORRELATION COEFFICIENTS FOR THE ROLE
STEREOTYPES AND SOCIALI ZATION ~‘ACTORS

FOR COMMUNICATIONS—ELECTRONICS (30XXX)

Standardized Canonical Weights ,

Variables of or Canonical Coefficients

Criterion and
Predictor Set - -Canonical Variate

Set 1

Predictor Set

Supervisory
Treatment . 3968

Job Satisfaction — . 5135
Coworker Relations .3795

Criterion Set

Physical & Operational
Job Standards .0957

Competency . 6763
Overprotection . 3980
Fear of Succe~~ — .0806
Role Definition/

Prescription -.2113
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SIGNTFICANCE DATA FOR THE CANONICAL CORRELATION VAPJATES:

RELATIONSHIPS BETWEEN ROLE STEREOTYPES

AND FACTORS OF SOCIALIZATION
FOR MISSILE ELECTRONICS MAINTENANCE (31XXX)

Canonical - Canonical . S Sig-
- Canonical 2 ~hiVariate R DF n if

R - Square
Set (E igenva4 .ue~ 

- cance

1 5981 35 77 30 .604 15

CANONICAL CORRELATION COEFFICIENTS FOR THE ROLE
STEREOTYPES AND SOCIALIZATIONS FACTORS

FOR MISSILE ELECTRONICS MAINTENANCE (3 1XXX)

Standardize~ Canonical OJe:ghts ,

Variables of 
or Canonical Coefficients

Criterion and
Predictor Sets - -Canonical Variate

Set 1

Predictor Set

Supervisory
Treatment •3730

Job Satisfaction — .3526
Coworker Relatior s .5377

Cri terion Set

Physical & Operatonal
Job Standards -. 1743

Competency .8817
Overprotection 4071

Fear of Success .0590
Role Def in i t ion/
Prescription — . 1580
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SIGNIFICANCE DATA FOR THE CANONICAL CORRE LATION VARIATES :
RELATIONSHIPS BETWEEN ROLE STEREOTYPES

AND FACTORS OF SOCIALIZATION
FOR AVIONICS SYSTEMS SPECIALTIES ( 32XXX )

Canonical - Canonical - Sig-
- Canonical 2 ChiVariate R DF nifR - SquareSet (Eigenvalue ) cance

1 .6819 .47 88  186,334 15 . 300
2 .26 08 •0630 3 0 ,6 2 8  8 . 300
3 .2374 .0563 13. 830 3 • -303

CANONICAL CORRELATION COEFFICIENTS FOR THE ROLE
STEREOTYPES AND SOCIALIZATIONS FACTORS

FOR AVIONICS SYSTEMS SPECIALTIES (32XXX)

Standar dized  Canonical Weight s ,
- or Canoni ’.~al Coef f ic ien t s

Variables of
Criterion and
Predictor Sets - - . -Canonioal Canonicai Canonical

Variate Variate Variate
Set i Set 2 Set 3

Predictor Set

Supervisory
- Treatment .4724 . 7642 .8020
Job Satisfaction — .5138 . 9604 - .1051
Coworker Relations .3058 .1628 —1 .0954

Criter ion Set

Physical ~ Operational
Job Standards .1938 — , 3600 .9363

Competency .5764 — .6098 — .6811
Overprotection .3775  1.1357 — -3 147
Fear of Success -.1164 .0023 •5 2 4 1
Role Def in i t ion/

Prescr ip tion  — . 4367 — .3238
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SIGNIFICANCE DATA FOR THE CANONICAL CORRE LATION VARIATES :

RELATIONSHIPS BETWEEN ROLE STEREOTYPES 
S

AND FACTORS OF SOCIALIZATION
FOR AIRCRAFT SYSTEMS MAINTENANCE ( 4 2 X X X )

Canonical - Canoaical - Sig—
- Canonical 2 Chj. S S

Variate R DF n if  1—
R - Square

Set (Eigenvalue) cance

I .6688 .4 4 7 3  160.408 13 .000

2 .2816 .0793 24.954 8 .002

CANONICAL CORRE LATION COEFFICIENTS FOR THE ROLE
STEREOTYPES AND SOCIALIZATION FACTORS

FOR AIRC RAFT SYSTEMS MAINTENANCE ( 4 2 X X X )

Standardized Canonical Weights ,
- or Canonical Coefficients

Variables of

Criterion and
Predictor Sets - - - S

Canonical Variate Canonical Variate
Set i Set 2

Predic tor Set

Supervisory
Treat~nent 2899 — .8550

Job Satisfaction — - 7968 — .8392
Coworker Relations .0478 -.4167

Criterion Set

Physical & Operational
Job Standards .4323  8098

Competency .4758 - .0504
Overportection .2648 — .9754
Fear of Success — ,1685 — .0 837
Role Definition/

Prescription — .1716 .3142
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SIGNIFICANCE DATA FOR THE CANONICAL CORRE LATION VARIATES :

RELATIONSHIPS BETWEEN ROLE STEREOTYPES
AND FACTORS OF SOCIALIZATION

FOR AIRCRAF T MAINTENANCE (43 XXX)

Canonical - Canonical - Sig- -

- Canonical 2 Chi S -

Variate R DF nifi-
R - Square

Set (Eigenvalue ) cance -

1 .6210 • 3856 243. 198 15 . 000 1

2 • 2562 0656 34•950 8 .000 -
~

CANONICAL CORRELATION COEFFICIENTS FOR THE ROLE -
STEREOTY PES AND SOCIALIZATIONS FACTORS

FOR AIRCRAFT MAINTENANCE (43XXX)

Standardized Canonical Weignts ,

or Canonical Coefficients -

Variables of __________________________________________

Criterion and
Predictor Sets Canonical Variate Canonical Variate Si

Set l Set 2 1

Predictor Set -

Supervisory
Treatment — 4106 .703 2 1

Job Satisfaction .6821 _ 3 5 4 5
Coworker Relations — • 1634 418O

Criterion Set I

Physical & Operational 
- -

Job Standar’~s 
— • 4963 — .8957

Competency — .4641 •37 12
Overprotection — 223 6 • 7003 4
Fear of Success • 0601 .0750

Role Def in i t ion!  -

Prescriptorl .1814 .4592
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SIGNIF ICANCE DATA FOR THE CANONICAL CORRE LATION VARIATES :
RELATIONSHIPS BETWEEN ROLE STEREOTYPES

AND FACTORS OF SOCIALIZATION
FOR METAL WORKING (53XXX )

Canonical . Canozu.cal . Sig
- Canonical 2 Chi

Variate R DF nifi-
R Square

Set (Eigenvalue ) cance

1 .6721 .4517 40.328 15 .000

CANONICAL CORRELATION COEFFICIENTS FOR THE ~~ LE
STEREOTYPES ANO SOC ILAIZATIONS FACTORS

FOR METAL WORKING (53XXX)

Standardized Canonical Weights,

• or Canonical Coefficients
Variables of
Criterion and
Predictor Sets Canonical Variate

Set 1

Predictor Set

Supervisory
Treatment .5113

Job Satisfaction - 7084
Coworker Relations -.0228

Criterion Set

Physical & Operational
Job Standards .4192

Competency .6614
Overprotection — .6561
Fear of Success — .2145
Role DefirC.ition/

Prescription — 0540

179 

~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~



~~pr - . . - - — .. — .... V .;_;. ~_ —,-;:-.~.~~~~~_ .. c:=r--- r, - t -

0 0
0 4 J ’ a  0 0

C 0
‘4 o 0

-4

I ~~~~~~~~~~~~

0~~~~
)4 . U~~~~~~> 

4.1 0
0 4’ 0 0 ‘a N

0 ‘4
m ._4 (a Q .,.4 m

4’(a
> ( 4 .~~~

U ) Z Z  •-4 0
( 40 4 - I  (a a,

‘4
> 4 4 Z  . a a,

(4 0
-4 4’ 4’
(a a, a,
U C)) N (I) N

U ) Z  -i -<
t.] 4.4 (‘1 0 LI)

I o~~~~’4 o o
0 ( 4 0 0 2 • --4

‘a 0 ‘4
(-I U -4 a)

4’

hi ‘404 U

-4

-4 -4
4 - .,.4 (N (N
0 - N N

~ I a ‘~oS
0 (a

:
0

-4

Q 4 J

s - — a’ —O h i O )
a >

C..)

180

~ 

_ _ _ _ _ _ _ _ _



r - 

~~~~~

-- -. . -  .

~~ ~~~

—

~

-- - - -. .~~~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ - —~~~~~
-
~
--- —--- . ~~~~~~~~~~~~~~~~~~~~~~~~~~ ~~~~

.- -

0 m N 0 C Cl) ~~ ~~ r- 0
C) C) .-4 0 N LII ~~ UI ~ C

U I r .  (y; 
~~~~~~~~~~~~~~~~~~~~~~

ul m 0 CM -I ~-40
-1 —

0)
34

0
4-4zo I
z
l~~~z0 0  (1)

E-’ E-~ ¼0 m ~~‘ CM ~~ ~~ Cl) ~~
Z ~~ 

- .,. ~~~- N C) UI UI ‘a’ ~~ N ~O
UI Ui ~~ CM -4 ‘~O .-4 0

0 H ‘a LII ‘a’ ~-4 ~~ ul m ‘-I m
II . . . •

I I I
H H
Z0 ‘-I
0 0  —
HO )  )

~ I
0) 4.)

0) -

( 4 0 3 4m
~~ >.I UI 4.) 4..)

- 0) 0) 0)
4’ 0) 0)
‘aE-4 E I ~~~ Z . •,-4 4.4

Q ( 4 H  hi 4.) 0 0
((a ~~~~~ 4.)
> ~~~~~~~ •~~ ‘ a m~~~ ~~~ CN L I I C,-4

~ z ~ .2 ~ ~~ ~-4 CM 4.) C) ‘a
( 4 l -~ 

- 

~ . 0 —.4 CM . i—I —4 LII UI

0 0 ’ W ’4 4.4 NLIIO ¼0 ‘a’ ( N O O

~~ I4.4 34 • 0 I I
> f i (4 o 0 0

~~z z  0
(4 id: - ‘a

~ 0
E-i 34 0 -

H
- 00(l)

Z — 4’0 ) 0  -

Z H

O E-’ ,—4 ‘4
4’ ‘a 0- 

(4)
- 0) 0 (1)
- E U )  ..4 4.4

H 4 ) 0  4’ 34

0) 0 ’ a O  ‘a.1 
~~~ 0 W - . 4z . . - 4 h i 4 .)

0 ‘a 4 ’ E~~(a
0 ~-4 0 ‘-4 0 ’ a 0 4’ - I

- 

~~ .0 ’a  ‘4.4 4.i Z >i~~~~ 0~~~~~0 0
( 4 ) 0  0

4’ .,.. 4 ( 0 4 . 4  ~~~~4 4 ’  (4.4 4’
- ‘a ’i-4 >~ 4’•.4 0 )0 0 h i  5 >.~ 4 ) 0  0 0 h i

‘a 0) . 4~~~
~ E 0 ) 0

- “.4
hi O~~~ 0 0.0 0 ) 0 >

I 34 0 3 4  ~~~~~~

1~ 1



- 
~~~~~~~~~~~~~~~~~~~~ ~~~~~~~~~ ~~~~~~~~~~~~~~~~~~~ -~

- -~-- .z... ..-‘-— - 
~~~~~~~~~~~~~~~~~~~~~ ~~

--—-- 
~~~~~ —~ — — .— .- - -

H ~

,, 

~~0 C) ~~ m ~~~ 0 ~~ ‘ (N UI

4’ 0 m ul 0 .-4 ‘.4 ~~ S
(1) ~-4 _4 -4 -4 _4 -4 _4

(N m CO m C ~~ m ul
S ~~ ~~ ~~ C ~~ C

0 C) CO ‘a’ N ~~ o m
‘(a N N UI CM CM N CO N
41) • . • . • •

UI m ~~
. 

~~ m ~-4 CM
(N m UI m m ~~ CO ~-I

>‘~
>I~

‘it
E - ‘a. o

Cl) UI ~, m o ~~ 0 N ~~ ‘ 0 CQ
0 E .,.~ Dl CO N C) N N ~~ .-4 +
4-4 • .4 (0 0 + t + + + 1’

C) C ~~ 0 ‘-4 CM 0 0
(4) ‘a ,-4 ~—4 ,-4 .4 CC
H O  I

E s E ~C O O
(4

- 
4’

~~ C’I N N LII CO CO C)
H 0 ~~ ~~ ~ ‘ ‘a ‘a’ ~~ (‘1 ~~ ‘

4-4 -.4 4 4 ~.-4 4 ,..4
0
Cl) -

0 0

00 0 0
— p., —4

— 4.)
Cl) -I (4 3,
— ‘a0 0 ‘4

- .1.’ 0 — — 0 — 0
~ 

. (4) 0 LII U)
0) 4.’ ~ Cl) 0)
E ‘ a —  — 34 (4) 

~ hi
0) 4’ ‘4 (4)  — 0 0 — 34

- ‘-4 ‘a 0 34 0
0) 040 0 Z •.-I CO 0

‘a ‘4 0 3 4  ..
~ 0 0 4.) (4) 0

“ -4 E-i 4.’ 0 0 ‘a 0)
hi C) ‘~~~ —4 —4 0 4.’

- ((a 0 ( 0  ‘a 4.’ 0) 0 ‘.4
I ‘4 ‘a~~ 4-i >i 0 ~~ 0

0 ‘4 U) 0 0) (1) -.4
U) . ‘ a  -.4 0 4.) ‘4 4-4

I ~ ‘a~~~ 4.’ 0) 0 0) (4.4 0) . -
> 0 0  ‘a 4.’ ‘4 .)~ 0 O N

- 
hi Cl) 0) 04 ‘4 0
4) (4) 4.) 04 ‘4 0 ‘4
04 >iO) ~ E W ‘a -I~~~~
~ .0 0 0 > 0 0) 0
Cl) 34 4-

~ 0 0 0 ~&i ~~~

182

~

1T

~ 

_ _



— ~~~ r - - - - - -- , ----- --- 
- -

— 0 — C - -  (a’ .- ( N .-
I ‘a LI) ~~ 

._
~ ~ ~~ Co

~ ~~~0 - 4 0  ( N O  0 ( N  u lm
I 4’ ~~~ 0U) 0 m o  •-i ,-4 ‘ O
I (a ~ 

.

- I I I
I hi

0 0 ’ a
CO ‘0I a,

‘ 4 0
a, + + + + + 2 - —

3,

4’ ”-,
Z I I a,

2
(4

‘ 0 4’
~ I —

N~~~
CO — (4’. N (N m .— m(a 

~‘( 1 0 .4  CO —4 CM ‘a’ LII ~~ a,C/) I ‘4 ~ ~~~0 — o  ~~~o ~~~ m 00  0 0 )z~~ 0 (0 4.’ “ .o~~~~o m o  0 -4 4’4’ 0 U U4 - 4 ( 4  I ~ 0 .4 - —~~ I —  1 UI(a —4 m a,

uF .
~~ ~~

“-4 .~~ C.) 0) 0) Cl) —

— ‘4 0) + 4 + + + .
~~~ 0(a 0 04 
‘4 4.) ~..42. 0 0 1  (a 4-)O X 4 - I  U 0 (4

X X~~~ 0) —4
I a,

~-i~~~~~~~ LJ I ‘40~~~~ (4 _
~ ‘4

~ 0
U0 0’ ~”. — C’4 . — U1 --~ (4) ‘a’~~~~ ( 4’ . _

‘a N .-4 .-1 U I ..-~ ~~~~~ C) ‘0I S ~ ( N 0 C o 0  N~~ 4 ( MO  LII UI ( a 0 )  a,
4 0  I 0 4’ m o u l o ( a ’ O  c 4 0  0 C M  4.) • 

—

Z~~~~~l-I I —4 U C) a)
0~~- 4 Z  4’ 4: I - I ’  I ..O U a) UU E - 0  3, 0

~
-4

0 4 0 C~ I 144 (4.4

1 4’ 0 0  0 -4
“-4

0

( J C  0 I I I I
(J 444

I ‘ 4 4  a) 0
I • ‘4(1) 0  0 a , 0  ~1 —4

> 4 :  - C.) 0 ‘0 0)
0 ) — I0 - 4 ( 0 4 . )  (0 a)(4 _ - _ (a a) —4t (a~~~~~

_ 4-’
hi~~~ (a U)

I 4.l -.4 U U a)
I o a —  •-i .i-’

‘0 ‘a
U) 4’ U S U
a) (a I 

•-4
- 0 ‘ 4 0 )  (0 5 I — ~~ -

UI C) a ) ’ 0  (0 0 0 I - 
- 

“-Ia) > 3 4 4 .  0) --I C \ I C f l 4.J3, I~~ ’a ~ 4 .’ .~.4 a ) ( a  +>. 4’ ‘0 C) 4’ -I 1-I U I >. ~~~5 ~ 0 0 4  Z — .
0 a, C.) (a Cl) - -..l
0) 4.) 0 . iJ  lI-i hiI 0 1) ‘0 (1) ‘4.4 0 ) 0
a, ‘4 4’ U 0 Q U )
4-’ 04 i 0 )  ~~~ a)
Cl) ‘ 4 ;  34 C O O  ‘4 0 ) 4 .  .0a, 2 >.~~~ (a .-4~~~ .- > C .0 0) 0

0 U 04 Ci, X

183 

_ _-4~~
__ __  —--- - . -- -



—-- - - - - - -
-
-

~ 

- --

S
- 0 0

--4 °I ~~~~ --~ .— -

I ~~~~~~~~ C ) . — O C O  c’) .—. --4

I C’. ..4 10 CM . 4 U I  N C o  I
4 1 (4’, CM ‘a’ ~~ m c’) Co (N I

I 0 — I  0 C M  0 •  ~~~0 I
I 0 0 )  —~ — -
I ~~~~~~~ --I ’D

U)

2 --I
U)

0 0 )
4_J --I

4 4 ( 0  . S
0 )/) N. -  0 —  ‘ a —0) m~~~ C ) 0  I . —

‘ 4 0  .-4 CO C ) ’ a ’  ‘a’ ’a’ I
(a~~~ —4 0 0 .-I ~4 0  I

C/) I —
• 

I - I ‘-4 •

C-. a,
0 (/)
4 J ( a

o C.)
LI)
m

>0 4 1  0
4.4 .-  0 (a

E s
C) N—  0 —  

.

Z >0 a) CO .-4 . •

z0’a. 0 ‘a ’O  ‘- 00  I - q) Q)hi •
— • --4 0

>
~~~0~~~ Z Ci)

—
~~~~ 

- S
0 ~.i -4

( a U )

U •
S C O -  U)
a) I . • a , a )

C - 4 4 U  4) C O O  I . 0 0  C)0) 11) 0 I • . E-. 0z . . ‘4S -
~~ 

• .

0 -

Z > . U U ( 05
I C-i~~~ --I

0 --I S
- 4 4 - )

4~1 ( 0  --4
0 ( 4 0
O E-i (z, 

• — - . 4.0
C

(-4 -4
O 0 ) ~~~ —

• . .

I
. . .

— . . . .
04 ‘ 4 -~ I Q  a)

0 ( a _  4)
‘4.4 3, ’0 (a

~~~~~~~
—

I • ,
I (0 A I ( f l .-/

‘0 --~
4’ ‘-~~0 ~ ~—

~~~( a ( a  >, U 5 -.~u 0 4-) -—.4 0 0  5 4.) 4 0 4
( a - - I ’0 0) 0 ‘4-~~~U) 4.1 --I
U 4 ’ 4 ’  4) ‘4 0 (l)

a) 3, 0) 0 0  —

I 0, (-4 0) - - 4 0) —

S a) ( a C . )
.0 3 4 0  0 > a ) 5  0 a , ’ 4  4’U 0 C~~~U) a)

184

- ~~~~~~~~~ ~~~~~~~~~~~~~~~~~~~~~ ~~~~~ - --. - - - -  



- _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _

- 
rn~~~

~~~~~~~~~ 
-
~~~ 

- ‘-I

I 4’ > 0 0
~~ UI I ‘a --4 --I
‘-4 ’ -- -- C1~ Z 4 ) -4’

- 4 1
I S E U )
I 4J~~ .4
I 0 - 4 0

,-~ C-’o
I 41) 0) 4.) -
- .O C4) ’a 41)

~4 . 4 - 4  C)
3 4 1 )  0_ I 4 . 4 ’ 4  ‘a

‘4 4 ’  0 0 4 0  4-iZ z 0 0  .4- 0(4 ) 4 1 )  I ~~ 0 ’  - - 44 .0 ‘-

~~~ 
-

~~~~~~~Z E-I~~ m o  (a 0  
•~~~~~I 4~~~~. 0 ) C )  •

‘ 4 0 ) 5 li-i
‘ 4 — 4 0 0
0.0 )-i

—

- 4 h i ’ a  >340 
~-4 ’ a 4 ’  41)
‘ a > ’ aZ ‘0

I ‘4~~ -~
I 0.0 0) 

~)
4-4 4-~~0 4.)

.4. - 4  ‘a— - 
( N O ( S )  0

— ‘a• -_ 4 u )  --4
‘0

‘a S 0
>i 0 

~‘ I4.)

‘404) 4’ Z ’ 0 4-’ —(4 ) 0  C) ‘ 4 0  k -.4
--4 41) ‘0 0)0
> 5  (I-I .~~~--4 0
‘4 4-’ U) ‘4 4 ’  - . 4 (0- 0 ) ’ 0  - O ’ a

~,0 )  .0 4.’ 3:’.~
I 0 ’a  00)

Cl) E-4 P~~~(4) 0~~

185

~ .



- 
~~~~~

-- - ----- _____ —.---- - - — — ---
~
—----- -----

~
- --- 

- 
. .-

~~~~~ 
.

~

-

SIGNIFICANCE DATA FOR T1~~ CANONICAL CORRE LATION VARIATES :
RELATIONSHIPS BETWEEN ROLE STE REOTYPES

AND FACTORS OF SOCIALI ZAT ION
FOR MECHANICAL/ELECTRICAL (54XXX )

Canonical - Canonical - Sig—
- Canonical. Chi . -Variate R~ DF nifi-R Square

Set (Eigenvalue ) carice

1 .7072 •5002 109.291 15 .000
2 .3329 . llC8 18.79 8 .016

CANONICAL CORP.ELATION COEFFICIENT S FOR THE ROLE
STEREOTYPES AND SOCIALIZATIONS FACTORS

FOR MECHANICAL/ELECTRICAL (54XXX )

Standardized Canonical Weights ,

- or Canonical C o e f f i c i e n t s  H
Variables of

Criterion and
Predictor Set - - - .Canonical Variate Canonical Variate

Set l Set 2

Predictor Set

Supervisory
Treatment — .4546 .8409

Job Satisfaction •5752 .9228
Coworker Relations - .2403 .7136

Criterion Set

Physical & Operational
Job Standards - .2516 - 61l3

Competency - .6961 - .2810
Overprotection — .1385 1.0833
Fear of Success .1160 •4512
Role Defini tion/

Prescrip tion .2238 — .3224
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SIGNIFICAN~~ DATA FOR THE CANONICAL CORRE LATION VARIATES :
RELATIONSHIPS BETWEEN ROLE STEREOTYPES

AND FACTORS OF SOCIALIZATION
FOR STRUCTURAL/PAVEME NT (55 XXX)

Canonical - Canonical - Sig-
- Canonical 2 Chi

Variate a DF nifi-
R - Square

Set (Eigenvalue ) cance

1 • 5844 .3415 96 .632 15 .000

CANONICAL CORRE LATION COEFFICIENTS FOR T}~ ROLE
STEREOTYPES AND SOCIALIZATIONS FACTORS

FOR STRUCTURAL/PAVEMENT (55XXX )

Standardized Canonical Weights ,

Variables of - or Canonical Coeffisier its

Criterion and
Predictor Sets . -Canonical Varia te

Set i

Predictor Set

Supervisory
Treatsient .0635

Job Satisfaction -•72 81
Coworker Relati3rls .4269

Criterion Set

Physical & Operational
Job Standards .1288

Competency .6880
Overprotection .2751
Fear of Succes — .0576
Role Definition/

Prescription — . 4414
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APPENDIX D

REPRESENTATIVE WRITTEN COMMENTS FROM
SURVEY RESPONDEES
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This appendix contains representative direct

quotes from respondents who chose to identify any concerns

about the survey instrument or Air Force life. Twenty-

one percent of the respondees chose to make such com m ents,

a relatively large number for this type of survey . Com-

ments are included to provide some insight into the man-

ner in which the respondees interpreted and reacted to

this instrument investigating their social adaptation to

the job. It should be noted that although some women

indicate difficulties in interpreting questions relating

to two of the stereotype variables measured with the

survey instrument , the large majority of respondees were

apparently able to interpret and respond appropriately to

all questions.
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Fear of Success

1. This survey is unclear as to directions . Were
Y’all asking for two answers for the above questions —

115—188 and numbers 15—18.

2. Also you ask questions about happiness between
myself and a male coworker or unhappiness between myself
and a male coworker. This is also an arbitrary situation .
I can think of some coworkers who would be highly upset
if they did not receive a promotion or a position of lead-
ership, but there are others who do not care if they
receive such a position . In some cases my ambition is
stronger than theirs , in other cases the reverse is true.

3. I feel questions 15—18 and 115—118 are very
unfair! How can you possibly compare a male coworker ’s
feelings and my feelings! I don ’t know what he is think-
ing! Your questions suggest that either one or the other
has to feel unhappy and the other has to be happy--can ’t
they both feel happy or unhappy , depending on the situa-
tion .

4. 115 to 118 are so discriminatory male or female
feels the same degree of happiness in getting selected
for a position of responsibil i ty, recognition and pro-
motion . And disappointment vice versa. It depends
upon the individual regardless of sex•

5. Questions 15 thru 28 and 115 thru 118 are not
clearly justifiable for the reason that I feel that we
will both react to the cause on the same level of
feelings . You have both male and female which are elated
when they receive certain recognition and others who
just accept it as an every day happening. Depends on
the s i tuat ion and individual .

6. Questions such as 15—18 and 115—118 were
impossible for me to answer. To suggest that all male
coworkers would feel the same about promotion , etc.  is
idiotic. Also it is impossible for  another person to
say jus t  how happy or unhappy any one male coworker is ,
let alone to say that they all feel the same. I would
rather analyze each person as an individual rather than
stereotype persons as male or female. I think Air Force
policy agrees with me on this.
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7. Questions 15-18 and 115—118 I could not answer
because of the choices I was given. I believe both
sexes would be just as unhappy in not being promoted
or selected (question 15-18). Also both sexes would
be just as happy being promoted . (questions l15-ll~ ).
Male and female have the same emotions and drives the
difference between the sexes is biological and not
ideological I believe.

8. In reference to this survey I don ’t see any
purpose for questions 15—18 and 115—118. I believe
those questions are based more on the individual than
on the sex of the individual.

9. 115-118 instructions should be more clear .

4
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Role De f in i t i on/P re sc r ipt ion

1. I feel that asking questions like numbers 19-28
you are being unfair. What does ambitious , independent
and competitive have to do with being masculine and
feminine .

2. All these personality traits are neither mascu-
line nor feminine , because these traits have nothing to
do with the sex of individual. Both sexes exemplify
all these traits. (It’s like asking if the word “love ’
were a masculine or feminine trait) !

3. In reference to questions 19 thru 28, which deal
with individual characteristics and their potential
masculinity or femininity is very ambiguous . To stereo-
type personality traits through individual bias is a
total absurdity . Any answers given would be only the
biased opinion of one individual. They would be invalid
even in a group comparison . I marked both extremes,
masculine and feminine , as I have encountered many men
and women with strong tendencies towards each trait.
Women tend to be stereotyped emotional , as a result of
extensive formal and informal training within the male
and female role during childhood . General concensus
would probably result in the finding that women are
more emotional , submissive , gentle , and conceited ,
while men are more ambitious (in a career oriented form )
independent , competitive , self—confident, tactful , and
logical .  No man , nor woman , with the ideology of the
American dream , would want to deviate too far away
f rom his/her  in t e rp re t a t ion  of that  drear ~ .

5. This questionnaire asked for my attitude toward
my male coworkers in general——in other words , to stereo-
type. I can rio more give accurate answers to such ques-
t ions than to consider myself  a ‘typical  f e m a l e . ”

I
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