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CHAPTER 1

INTRODUCTION

As competition for jobs and professional recognition
grows, and as career mobility becomes increasingly
restricted, it becomes more and more important to 1link
persons to the right organization where the organiza-
tional climate and related value system suits an individ-
ual's needs as early in the career as possibie, if the
individual is to achieve greater work/job satisfaction.
It seems logical to assume that good information, both
current and candid, about what it is really like to work
in a corporation, profession, department or field, would
be valuable to the individual in making career choices.

Further, accurate information on an organizational
system--how it really functions rather than how it is
assumed or supposed to function; who the informal leaders
with real power may be; what the organization's reputa-
tion is in its field; what the economic environment may
be--all these are pieces of crucial information for the
individual making a career decision. Unfortunately, for
the individual making that decision, such information is
often "inside" information, not readily available, and is

passed by word of mouth.
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Since research indicates the quality of a decision
increases directly in proportion to the sum total of
knowledge and informatlon available in a group (Maier,
1967), it seems logical to assume that access to an
informal information system such as a women's network,
the subject of this study, may provide information
resources from which the individual member may benefit.
However, the primary conclusions of the only prior study
of a women's network conducted by Odendahl (1982) did not
support this assumption. Yet as Hall (1976, p. 44)
stated:

More small theories of how people perform

various career processes are needed: what leads

to career search, how a person becomes committed

to an area of work, how one chooses an organiza-

tion or decides to quit, how one moves success-

fully from one career stage to the next, how

women's careers are different from men's, what

organizational factors affect the career deve-

lopment of minority people and women, etc. We

have just barely scratched the surface of impor-

tant career issues to be studied.

Hall (1976) pointed out, and a review of the litera-
ture verifies, that most career-related research thus far
has had a male bias. To add in scme small measure to the
research on women's careers, as this study attempted to

do, may, therefore, be of some value.

Purpose of the Study

This study was exploratory in nature and was under-

taken in an effort to examine the recent, fast-growing
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phenomenon of women's networks and to analyze the per-
ceived value of affiliation with such an organization, as
well as to assess the possible impact of contacts with
such an organization on women's careers.

The research was designed to investigate the concept
of "networking", a newly-coined word which has come to
refer to the informal exchange of information related to
work or business activities, particularly among employed
women. The study sought to describe the demographic pro-
file of the Women's Professional Managerial Network
(WPMN) members, and to compare the diverse membership of
the WPMN in Seattle (a "horizontal" network) with the
"vertical" Incom Network, whose members worked at dif-
ferent levels throughout the hierarchy of one company..
The Incom study conducted by Odendahl (1982) is the only
prior study of 2 women's network which has appeared thus
far in the literature. Additionally, the study attempted
to draw comparisons between the WPMN and Business and
Professional Women members. BPW is an organization
national in scope with clubs established in hundreds of
cities and small towns throughout the United States. A
BPW membership survey conducted in 1979 was reported in
Odendah1 (1982).

The spontaneous mushrooming of women's employment

networks, all seemingly dedicated to increasing women's
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career opportunities through networking, began in the
mid-nineteen seventies. By 1979 over three thousand for-
malized women's networks had been documented across the
country, and thousands of informal networks were assumed
to be in operation (Odendahl, 1982, p.6). The belief was
widespread among women that the process has been effec-
tive. This study sought to address the question: Do
networks and networking improve women's upward mobility
and increase career opportunities? Also, what other pur-
poses do networks serve?

The availability to this researcher of the population
of the WPMN presented a unique opportunity to seek answers
to these questions, while at the same time contributing
to the literature in the field of women's career develop-

ment.

Brief History of WPMN

The WPMN or Women's Network (WN), which provided the
setting for this case study, was conceived in mid-1978
and incorporated as a non-profit organization in January,
1979. The Network chose as its motto: "A non-profit
organization dedicated to helping women reach their
career goals". 1In the three years since its founding the
Network had grown to a membership of more than four

hundred to become the largest such group in the State of
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Washington, according to the published membership direc-
tory

In early publicity the Network was described as "an
idea whose time has come". At the time the Network began
the two co-founders were involved in providing management
training programs for women through the University of
Puget Sound. Previously, both had been employed in
Women's Programs in Continuing Education at the
University of Washington, so they had been involved in
women's issues for several years. The three women who
formed the first board of directors for the Women's
Network all had had a close working affiliation to
Women's Programs.

Because of these long-standing affiliations, all the
Network leaders had a wide acquaintance with women in
business, government, education and in the professions.
These informal connections provided the Women's Network
Teaders with a rich resource of names and mailing lists
to reach women throughout the Pacific Northwest to publi-
cize the Network's first event.

The very first dinner function sponsored by the
Network in November, 1978 attracted a group of 386 women
to hear author Betty Harragan speak on “Games Mother
Never Taught You". The excitement and feeling of

ambience generated that evening started the Network on a
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continued pattern of growth.

Requests flowed in from women wanting to know how to
affiliate with the Network. These names were compiled on
a mailing list in March 1979 and stored on the University
of Washington Locke Computer. From its inception the
Network attempted to be visible in the Seattle community
through maintaining an office, being listed in the
Seattle telephone directory, and providing professional
staff on a part-time basis according to correspondence
shared with this researcher. Since all the board members
had demanding jobs, and they worked in spread-out
geographical locations, planning meetings were held at
seven o'clock in the morning or after work. Also, from
the very start, board members were willing to plan and
help promote Network events, but they delegated coor-
dinating and clerical tasks almost entirely to paid
staff.

As the Network has grown and evolved, so have its
expressed goals. At the start the Network was formed for
a two-fold purpose:

To bring outstanding speakers to Seattle

and other West Coast cities who have expertise

and knowledge of particular interest to women,

and, thereby, to provide a forum for women to

communicate with one another.

The Network founders recognized what in marketing

terms would be called "a felt need". Women were being
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promoted to managerial positions where they might be the
sole woman in a department, or were entering professional
fields where their numbers had been very small in the
past. These women were not readily accepted into the
informal camaraderie among their male colleagues. They
did not fit comfortably into the "old boy networks"
around them. They were often isolated and needed people
to talk to about their work experiences, and to keep
informed about what was going on in the business communi-
ty. The Women's Network meetings provided a strategy for
bringing together women from diverse work settings, from
banking to aerospace, from insurance to retailing, from
education to construction, to share information. The
Network became a kind of coping mechanism for women in
the eighties. As one of the co-founders has said, "My
fondest hope is that the Network can self-destruct in
five years, because, in that period of time women will
have joined the mainstream so the Network will no longer
be needed". Changes have not occurred that rapidly,
however, so the Network has continued and is currently
beginning its fifth year of existence.

In the 1981-1982 membership year during which this
study was conducted, the goals had expanded to embrace
all the following:

1) To be a "network of networks" extending linkages
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to individuals and groups in Seattle and beyond to
cities in the U.S.and Canada.
2) To present outstanding speakers who address issues
of particular interest to women.
3) To support and encourage women in leadership
roles.
4) To provide professional development programs to
strengthen women's ability to reach their career

goals.

Dissertation Organization

Chapter I presents the organization overview of the
study, states the purpose of the study, reviews the brief
history of the WPMN, and addresses the nature and signi-

ficance of the probiem.

Chapter II presents a review of literature which is
relevant to the question of analysis of a women's
employment network. It is this reviewed research that
helped form the theoretical framework of the study.
Concluding Chapter II are the research questions posed

for this study.

Chapter III presents the study design and describes
the instrument developed and utilized in the study. In
addition, this chapter describes the population, sampling

procedures, methodology and analysis of the data.
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Chapter IV describes the analysis of the data
collected, the procedures used in the analysis, the
results of the analysis and the conclusions drawn from

the analysis.

Chapter V, the final chapter, summarizes and
interprets the information produced by the findings. The
research questions are stated once again with the rele-
vant results. Possible implications of the findings and
recommendations for further study are included in this

chapter.

Operational Definitions of Research Variables

For the purposes of the present study the following

definitions of terms were used.

WPMN Population- consisted of the 451 members who had

paid annual dues for the 1981-1982 membership
year, which began on October 1, 1981 and ended
September 30, 1982.

Job-Finding Behaviors- referred to the means workers

used to find out about jobs: formal means, per-
sonal contacts and direct application. Included
under "formal means" are advertisements, public
and private employment agencies (including those

calling themselves "executive recruiters"),



10

placements sponsored by colleges or professional
associations. The defining characteristic of
formal means is that the job-seeker depended
upon the help of an impersonal intermediary bet-
ween herself and the prospective employer.
"Personal contact" by contrast implies that
there is some individual known personally to the
respondent, with whom she first became
acquainted in some context unrelated to a search
for job information, from whom she found out
about her new job, or, who recommended her to
someone who then contacted her. "Direct
application” means that one contacts a firm
directly, does not use a formal or personal
intermediary, and has not heard about a specific

opening from a personal contact.



CHAPTER 2

REVIEW OF THE RELEVANT LITERATURE

Introduction

A body of literature has built up during the 1960's
and 1970's on the social conditioning of women, job
discrimination against women, role expectations, psycho-
logy of women, exploding myths about women. Brief men-
tion of the unique problems of women in our society is
made in this review of the literature only as they relate
to women's career development and the formation of
women's groups, most particularly, the recent growth of
women's networks.

Diffusion theory, one aspect of social network
theory, provided a conceptual framework for constructing

the research study.

Literature Related to Women's Networks

Only one study similar to this project had been
reported in the literature when this study was begun in
1982. Undoubtedly, the scarcity of research is linked to
the fact that women's networks, formed to assist wcmen in

reaching their career goals, are such a very recent phe-
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nomenon. The consciousness-raising feminist groups of
the early 1970's have faded to be replaced by the women's
networks of the 1980's. (Carden, 1974; Cassell, 1977;
Col, 1979; Daniels, 1979; Fritz, 1979; Welch, 1980.)
Odendahl (1982) in her dissertation titled The

Women's Network: Conflict and Opportunity in a Corporate

Setting focused on an examination of the membership of
what is currently called a "vertical" network, of women
who were all employed at various occupational levels
within one corporation. O0Odendahl conducted interviews to
gain life history on the network leaders and used a sur-
vey questionnaire to gain a profile of a sample of the
women's network membership. A survey questionnaire was
sent to the entire membership (N=353) of the women's net-
work employed at the corporate headquarters of a large
financial institution (called Incom, for the purposes of
the study). 0Odendahl's questionnaire was administered to
the women's network population in the present study, in
order to gain parallels to compare the two networks. (See
Appendix B for questionnaire.)

A primary conclusion of Odendahl's research was that
women's networks do not significantly contribute to the
upward career mobility of a majority of their membership.
Since Odendahl's return rate on her questionnaire was 27

percent, however, one might question this conclusion.
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Odendahl's findings showed that although career deve-
lopment for members was a stated goal of the women's net-
work at Incom, only 38.7 percent of the women who
returned the completed questionnaire indicated they
believed their involvement in the organization had
assisted them in their careers (Odendahl 1982, p. 155).
Odendahl concluded that in spite of the fact that the
primary purpose of women's networks had been to empower
women within the American business system by teaching
them how to help themselves, such networks have been
unsuccessful, largely because they overlooked the struc-
tural constraints of the organization on women's career
advancement (Odendahl, 1982, p. 204). Kanter (1977)
identified the structure of employing organizations as a
barrier to women's upward mobility and pay equity.
Approximately 80 percent of all employed women work in
sex-typed jobs in the clerical field, factories, retail
trade, and the service industry (Current Population
Reports, 1981, pp. 36-37). The clustering of women
employees into clerical classifications at Incom simply
reflected the picture of society as a whole.

Odendahl's study provided some evidence that mem-
bership in a women's network did have positive impact on
women's careers by facilitating information exchange bet-

ween women and allowing them to lend improved moral and
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personal support to each other. Odendahl's findings
showed networks may also help to improve the quality of
women's worklife. For example, networks provide some
career women with a substitute for family 1ife. This was
true in the case of the Incom network, to which a high
percentage of unmarried, childless women belonged. The
women's group could be depended upon for camaraderie,
social interaction, and psychological encouragement
(Odendah1, 1982, p.211).

A similar conclusion was supported by the survey
questionnaire findings of the membership of the National
Federation of Business and Professional Women Clubs con-
ducted in 1978 by Odendahl and a research team (Odendahl
and Smith, 1979). 1In the BPW study, 3,500 members were
selected through a systematic sampling of the organiza-
tion's mailing list. A total of 2,543 members (72.7
percent) returned the questionnaire. Wherever possible,
in structuring questions for the present study, an
attempt was made to gain parallel information to provide
for comparison to the BPW study. (See Appendix C for a
copy of the BPW questionnaire.) These findings appear in
Chapter 5 as a part of the analysis of the data.

In an unpublished paper based on early returns from a
national survey of women's networks Col (1979) collected

responses to a questionnaire from eight networks and
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interviews with members and leaders of six other networks.
These groups ranged from ad hoc, consciousness-raising
meetings to highly organized associations designed to
train and inform members (Col, 1979, p.6). Her survey
concerned organization, history, membership, financial
basis, operation and goals of.women's employment networks.
From her preliminary findings Col Observed: "Across job
categories, women are seeking contacts for better perfor-
mance on their job, chances for advancement in a transfer
or job change, and fulfillment of personal and social
needs" (Col, 1979, p.4). Col has not completed her re-
search and has indicated she would feel a need to update
her data were she to plan to publish her study. A
computer-based data search did not produce any research
using a single "horizontal" network population where mem-
bership cuts across occupational lines, such as that uti-
lized in the present study.

Very few articles on women's network formation have
appeared in the literature. Daniels (1979, p.215) in her
article on "Development of Feminist Networks in the
Professions", pointed out that "through common sense we
know the importance of informal networks within any
institutional system or any community". Tracing the
beginnings of informal women's networks in the academic

community, she indicated that they are used to fill gaps
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in information through pooling resources. Making con-
tacts in distant cities, finding where to get needed
advice, each woman learned from others, and gained know-
how to proceed through channels inside an organization.
As women develop an understanding of how

the social-psychological benefits of networking

may be especially useful to those whose position

in a sex~stratified system encourages little

positive or unambivalent sense of self-worth,

they perceive that informal "old boy" or "old

ir1" networks are not intrinsically bad.

%p. 216).

In a case study of professional communications net-
works within a national public health association,
Yokopenic, et al (1975) documented the under-representa-
tion of women members in leadership roles and in presen-
tation of research papers. Findings indicated that the
informal system of soliciting papers for annual meetings
favored men. Suggestions were reviewed for reducing de-
facto discrimination procedures and gaining access to
decision-making committees.

Ortiz (1978) reported a similar case analysis reveal-
ing the difficulties faced by women seeking positions in
school administration. The difficulties women face in
gaining entrance to all-male, work-related networks has
been amply documented by others as well (Fullerton, 1981;
Fitt, 1981; Brown, 1980; Hay, 1980; Burns, 1980).

The sudden appearance and growth of women's networks
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in cities throughout the country was undoubtedly stimu-
lated by the appearance of two popular books in 1980.
Networking (Welch, 1980) provided networking success
stories as well as advice on how to set up a women's net-
work and the first comprehensive, nation-wide list of 180

women's networks then in existence. Women's Networks

(Kleiman, 1980) provided an even more complete list of
1400 networks. Stern (1981) produced 2 similar “"how to
do it" book on networking which concluded with a caution
on the dangers of a women's network gaining publicity,
becoming too visible, and thereby losing part of its
anticipated effectiveness.

A spate of articles in newspapers and magazines began
with "The New Girl Network" A Power System for the
Future" (Wilson, 1977) and "Women Executives in the
01d-Boy Network" (Hennig and Jardim, 1977). Prior to the
mid-seventies women managers were few in number, as were
women professionals in all but the female-dominated
fields of nursing, teaching and social work. Following
the passage of civil rights legislation in the 1960's and
early 1970's, opportunities in business and in entering
professional schools began to emerge for women. Impeding
their career advancement was the recognition that women
were outsiders.to the informal male environment. Women

simply did not "know the ropes" (Fenn, 1978) or the rules
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of the game (Harragan, 1978). By early 1982 there was
convincing evidence that women were eager to learn how
the game of business was played through their formation
of over 3,000 career-related information networks, as
reported in a list compiled by the Business and
Professional Women's Foundation, Washington, D.C. (1982).
Their attempted strategy was to pool and share infor-

mation with one another in these women's networks.

Literature on Social Network Analysis

During the past three decades social network analysis
has gained prominence from its beginnings in the field of
anthropology (Bott, 1957; Mayer, 1963; Kapferer, 1969;
Boissevain, 1974) to sociology (Caplow, 1955; Katz, 1958;
Kadushin, 1966; Granovetter, 1973) and to education (Cohen
and Lorentz, 1977; MacConkey, 1980). Most recently, it
has been used as a method for understanding the position
of women (Daniels, 1979; Metha, 1979; Odendahl, 1982).

In a review article on the topic of network analysis,
Mitchell (1974, p. 283) commented that, "There is not a
writer among those using social networks to analyze field
data who does postulate a formal theory". Most advocates
agree that network analysis is not highly theoretical,
but rather a framework for conceptualizing, describing

and organizing information about human interaction.
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Social network analysis is only beginning to develop as a
theoretical paradigm (Odendahl, 1982, p. 48).

Analysis of social networks has been approached from
two quite different perspectives. One group of research-
ers examined networks from a structural perspective,
focusing on the form of the relationships they observed,
rather than the content or substance of the social rela-
tions (Odendahl, 1982). Other network analysts have
investigated processes within networks, rather than con-
centrating on static patterns. It is this latter group,
including Boissevain (1974) and Granovetter (1973, 1974),
which provided the theoretical perspectives for this
research.

Although their viewpoints differed, all social net-
work analysts have attempted to describe social life as a
constantly changing series of associations among people
(Barnes, 1972).

As Odendahl has summarized:

A social network consists of a quasi-group

of people who are connected to each other,

either through direct relationships, or because

of mutual acquaintances. Everyone is part of a

social network, and much of what is accomplished

in life occurs within these networks. People

interact with members of their family, their

friends and their colleagues. Each interaction

between individuals represents a link, or a con-

nection in a network.
A person's family relationships form one

sort of network; business contacts form
another. Any individual is at the center of a



20

constantly fluctuating larger social network
which includes both groups. A person may be
connected to another through two other people,
but everyone in a particular network is con-
nected to everyone else, whether or not they
have a direct relationship. Sometimes networks
are formed because of kinship, profession,
class, or economic status. At other times they
are wide-open based upon individuals and groups
from different backgrounds who develop rela-
tionships out of common experiences and needs.
Every individual's total social network is
unique, but it overlaps the networks of others.
(1982, p. 47.)

Each person is at the center of his personal network.

This social network may...be looked upon as
a scattering of points connected by lines. The
points, of course, are persons, and the lines
are social relations. Each person can thus be
viewed as a star from which lines radiate to
points, some of which are connected to each
other. These form his first order or primary
network zone. But these persons are also in
contact with others whom our central person does
not know, but with whom he could come into con-
tact via members of his first order zone. This
process can be carried out at still further
removes so that we can theoretically speak not
only of a person's second, but also of his
third, fourth and Nth order zones. In fact, all
of society can be viewed as a network, and via
links in his various zones, an individual, in
theory, can eventually get in touch with every
other person. (Boissevain, 1974, p. 24.)

Theoretical foundations of this study were drawn from
research on social network analysis related to diffusion
theory. Diffusion theory was defined by Granovetter
(1973) as foliuws:

...whatever (information) is to be diffused
can reach a larger number of people, and tra-
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verse greater social distance (i.e., path

length) when passed through weak ties rather

than strong. If one tells a rumor to all his

close friends, and they do likewise, many will

hear the rumor a second and third time, since

those linked by strong ties tend to share

friends. If the motivation to spread the rumor

is dampened a bit on each wave of re-telling,

then the rumor moving through strong ties is

much more likely to be limited to a few cliques

than-that going via weak ones; bridges will not

be crossed. (p. 1366)

Granovetter (1974) studied professional, technical
workers and managers (PTM) who had changed jobs within
the past five years. Using a 50 percent random sample of
the PTM population in a Boston suburb, he selected 515
names of which he intended to use 300 in the study.
Ultimately, 457 of the 515 names originally drawn were
used to gain a total of 282 responses. (Granovetter,
1974, p. 8.)

The data showed that the majority of subjects (56.1
percent) found their jobs through personal contacts or
"friends of friends". Higher earnings and more status
were also highly correlated to the jobs found through
personal contacts. Granovetter deleted both women and
self-employed individuals from his subjects. Questions
from Granovetter's study have been used in the present
study to seek parallel information on how people have

found their last three jobs.
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Boissevain's in-depth comparison study of the per-
sonal social networks of two Maltese residents included
an analysis of the two subjects' first order zones.¥*
Since one subject had 1,751 persons in his first order
zone and the other subject had 648, Boissevain's task of
gathering data on even so small a sample was considerable.

In his study Boissevain (1974) found that the struc-
tural characteristics of urban social networks, when com-
pared to those in small-scale, more isolated communities,
will score lower on density (the degree to which members
of a person's social network are in touch with each other
independent of himself) and multi-plexity (many-stranded

relationships, where one person is acquainted with

*The first order zone is defined as the entire social
network of people with whom the subject is personally
acquainted. The first order zone consists of (1) a
personal cell of closest relatives and possibly a few
most intimate friends. (2) Intimate zone A, consists
of both very close friends and relations with whom
Ego maintains active, intimate relations. (3) Inti-
mate Zone B, consists of both friends and relatives
with whom he maintains more passive relations, but
who nonetheless are emotionally important to him.

(4) Effective zone, consists of persons important to
him in a more pragmatic sense for economic and poli-
tical purposes and the logistics of daily life.

This zone also contains persons who may be useful to
Ego; he keeps relations with them warm so he can gain
access to the friend of his friends. Thus many in
zone 4 are instrumental friends rather than emotional
friends. (5) Nominal zone contains persons he knows,
but who mean little to him pragmatically and emotion-
ally; or people he may have met, but that is about
all. (Boissevain, 1974, pp. 47-48)
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another person through several roles). Therefore,
Boissevain concluded that information could be expected
to move more quickly and become more widespread (diffused)
in an urban network. Boissevain admitted that although
the data he gathered confirmed a number of hypotheses,
the sample was too small for much weight to be attached
to it. Nonetheless, he hoped the findings would provoke
further discussion and research (Boissevain, 1974,
pp. 30-35).

A historical study, of a group of women in mid-nine-
teenth century rural England, reported the positive
effect of a loose social network in gaining work
(Prendergast, 1978). The subject group were women who
gathered from all around the countryside to play
"stoolball", a milkmaid's version of cricket. Although
they were criticized and accused of neglecting their
families and home chores to engage in play, the simple
gathering together of these women on a regular basis to
play stoolball provided them a network of information on
availability of field work to augment their meager
incomes.

Mayer (1963) linked differences in network structure
to the rate at which immigrants in South Africa were
absorbed into urban institutions. Mayer's research

demonstrated how the small size, high density and
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multiplexity of certain categories of African immigrants
(the "Red Xhosa") encapsulated them and kept them tied to
rural institutions and values, thus effectively blocking
their absorption into the main stream of urban life.
Other immigrants from the same rural areas {the "school
Xhosa"), had larger, less interconnected social networks
that contained a greater proportion of single-stranded
relations which helped integrate them more rapidly into
the urban social scene.

These research studies would suggest that more
person-to-person contacts and communications transactons
can be made through “"friends of friends" rather than
close friends or relatives, because this second order of
contacts is dispersed through more and more social |

networks.

Literature on Job-Finding Behaviors

Scheele (1976) studied the career-related behavior of
successful lawyers (n=47). Subjects were defined by
others and themselves as "successful." Consistent pat-
terns emerged upon which a theory of careering for women
or men has been developed. In tracing the career paths
of the subjects, Scheele observed six critical career
competencies, which included what she labeled as

"connecting" and "positioning" (Scheele, 1976, pp.246-7).
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Like Granovetter, Scheele recognized the unconscious
skill involved in “"being in the right place at the right
time" and "knowing the right people," demonstrated skills
which have appeared consistently in career paths of both
high achieving men and women.

Lawyers, of course, are a single, closely-defined
professional group many of whom are self-employed, so one
may question whether Scheele's findings can be genera-
lized to a broader population.

Other wider-based studies on job-finding behaviors
have provided evidence of the value of informal contacts,
but to varying degrees. For example, Sheppard and
Belitzky (1966, vi) in research based on a population of
14,000 workers receiving unemployment benefits, found
that 43 percent of skilled workers found jobs through
contacts suggested by relatives and friends.
Interestingly, the majority of workers ranked this source
third when asked their opinion of the "best way to find a
job." Although their own experience in the majority of
the group belied that perception, they believed that the
state employment service and direct company application
were better sources.

Other earlier blue-collar studies of job-finding
behaviors have shown that personal contacts are espe-

cially important to individuals in early career stages,
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particularly those seeking and finding a first job (De
Schweinetz, 1932, pp. 87-93; Reynolds, 1951, p. 127). In
a more recent blue-collar study Reid (1972) found infor-
mal sources were particularly valuable for workers
seeking job moves voluntarily.

In a study of two-year college alumni who majored in
business or engineering technology, Allen and Keaveny
(1980, pp.24-25) found that only 38.5 percent of the
business majors got jobs through personal contacts, 48.5
percent through formal job sources, and 12.6 percent of
the engineering technology group gained employment
through informal personal contacts, 60.1 percent from
formal job sources and 17.5 percent through direct
application.

These various disparate findings point to the impor-
tance of considering other factors, both environmental
and internal, in reviewing these research studies. For
example, if jobs are plentiful and workers scarce in a
particular field it may be more likely that the sought-
after workers would be recruited through formal means
such as newspaper advertising, college recruiters or
employment agencies; whereas, in career areas where jobs
are scarce and competition keen, it seems likely that
Jobs would be less 1likely to be advertised formally and

information would very likely be passed informally by
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word of mouth.

In considering internal factors related to job
finding Allen and Keaveny (1980) have written:

To date, very little vocational research

has focused on the job search process and job-

seeking behavior despite their importance to the

vocational development process. (p. 19)
Studies by Stevens (1973) and Schneider and Stevens
(1971) have examined the relationship between selected
personality variables and patterns of job-seeking beha-
vior in graduating college seniors and success in
job-finding. Schneider and Stevens concluded that indi-
viduals who were self-motivated and goal-oriented in
their job-seeking behavior, and who had more realistic
expectations, were able to find jobs in a shorter period
of time than those with more passive and unfocused goals.
Presumably, the inner drive of the motivated group caused
them to seek opportunities from every available infor-
mation source, which contributed to their success.
Stevens (1973, p. 219) concluded that effective job
search behavior is part of a developmental process which
reflects the individuals' level of vocational
development, and without such effective behavior a job is
not successfully obtained and the task of adjusting to

work cannot be experienced by the individual.
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Literature on Women's Career Development

It may be well to point out here that much of the
research limited to considering the career development of
women is of recent origin, within the last decade
(1970's), because in previous years it was assumed that
women's home-related duties constituted a lifetime
career. (Zytowski, 1967; Ginzberg, 1971; Hall, 1975.)

In reviewing research on women's careers, Gutek and Nieva
(1979) have grouped career determinants in two
categories: Proximal factors which have an immediate
influence on choice (such as college or school grades,
interests measured during school years, or support from
teachers or faculty); and distal factors which are more
remote in time and place (such as early childhood
experiences, child-rearing patterns in the home, and
self-concept).

Horner (1968), in one of the often-cited early stu-
dies based on distal factors, observed sex difference in
achievement motivation of men and women college students.
She attributed the women's lower scores to a fear of
success. Later researchers have concluded that Horner's
findings are not actually related to a fear of success
among women, but to anticipated societal criticism of the
sex-role appropriateness of their occupational choice.

(Sheppard and Ness, 1975)
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Hennig (1970) in her study of high achieving women
executives linked their career choices to other distal
factors related to family background and self-concept.

Kanter (1977) found that the structure of organiza-
tions--certainly a proximal factor--plays a powerful role
in creating work behavior. When women (or men) seem to
be less motivated or committed to their careers, it is
ﬁrobab]y because their jobs carry less opportunity. This
finding should thus lead to a re-interpretation of some
of the past stereotypical assumptions about sex differen-
ces in work behavior: that men are more ambitious, task-
oriented, and work-involved, and women care more about
relationships at work. (p.159)

In related studies Homall (1974) demonstrated the
connection between realistic expectations and desires of
non-exempt employees. Orzack (1969) found that work is a
“central life interest" of professional women who did
have career opportunity.

Gutek and Nieva (1979) observed that future research
in the area of career choice requires a more sophisti-
cated design approach in order to consider all the inter-
related factors that affect career choice.

Hall (1976, p. 200) declared that there are at least
four different meanings of the term career: "(1) career

as advancement, (2) career as profession, (3) career as
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life-long series of work experience, and (4) career as
lifelong sequence of role-related experiences.” Hansen
and Rapoza (1978, p. xv) defined career as a "time-
extended working out of a purposeful life pattern."

Recognizing the interdependence of work and family
life in women's career development, Hall (1975) examined
the pressures, conflict, number of roles, satisfaction
and happiness of women college graduates, which pointed
up the special problems of women as their roles

increased.

Summary of the Review of the Literature

The literature on social network analysis (Granovetter,
1973, 1974; Boissevain, 1974; Mayer, 1963, Prendergast,
1978) suggests that a heterogenous women's network popu-
lation may provide more career contacts or information on
job leads than a more homogeneous group. For the pur-
poses of the study, diffusion theory of social networks
provided a theoretical foundation for analysis of findings
on this "horizontal" network population of women.

The single research study on a women's network popu-
lation recently completed by Odendahl (1982) has provided
a model most useful in formulating the research questions
addressed in the study.

Research literature on career development of women
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(Gutek and Nieva, 1979; Horner, 1968; Hennig, 1970; Hall,
1976) pointed to some of the factors unique to women's
careers, both in the psychological make-up of the
individual, and determinants found in the rapidly-
changing environment.

Studies of job-finding behaviors have provided evi-
dence of the value of informal contacts, but to varying
degrees (Scheele, 1976; Sheppard and Belitzky, 1966, vi;
De Schweinetz, 1932; Reynolds, 1951). Other researchers
(Allen and Keaveny, 1980; Stevens, 1973; Schneider and
Stevens, 1971) have examined internal factors in
assessing job-finding behaviors. A1l have proved of

value in formulating the research questions.
Research Questions

1. What is the demographic profile (such as age,
income, education, job category, etcetera) of women who
choose voluntarily to join a women's network?

2. How does the demographic profile of the women's
network group compare to the total population of employed
women, as described in the 1980 census?

3. What do women perceive as personal and career-
related benefits of affiliating with a women's network?

4, Is there evidence of personal or career effects

(such as new job leads, job changes, or negative effects
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such as demotions) to women's career paths related to the
level of their involvement in a women's network?

5. How do the job-finding behaviors of this group of
women compare to other populations described in previous
research studies?

6. Does diffusion theory permit explanation of dif-

ferential career effects of networking?



CHAPTER 3
STUDY DESIGN AND METHODOLOGY

The research was designed to investigate the rela-
tionship between a women's network, networking and
women's careers. The stated purpose of this research was
to accumulate and analyze demographic and career data
about a previously unstudied population. It sought to
investigate whether a network and networking do improve
women's career opportunities. The study also sought to
explain the functions of women's networks. What purposes
do they serve? How are women's networks perceived by the
members? Finally, it was possible to compare the Women's
Professional and Managerial Network population, whose
membership cuts across organizational and occupational
lines, with the Incom Network an in-house "vertical"
women's network, and wifﬁhthe diverse Business and
Professional Women.

Further, the study investigated the job-finding beha-
viors to determine whether informal contacts had played a
significant part in the career paths of the women
studied. Was there, in other words, any evidence of
correlation between level of career attainment and these

kinds of loose ties?
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Selection of the Sample

The subjects for this study were selected from among
individuals who were members of the Women's Professional
and Managerial Network during the 1981-1982 membership
year. Members lived and worked throughout the Puget
Sound area of Western Washington. Although the greatest
concentration of the population lived in the greater
Seattle area (King County), members were also scattered
in a radius as far as 120 miles wide. Clusters of mem-
bers were found, for example, in Olympia, the state's
capitol, 60 miles distant, and in Wenatchee, over 100
miles from Seattle.

Ninety subjects were randomly selected. Using a pair
of dice, a pool of ninety subjects and their replacements
were selected from an alphabetized list of the total
population by the following means: If the score for a
throw of a pair of dice equaled five or six, the name was
included in the sample; if the score totaled eight or
nine, the name was included in the replacement sample.
Thus a total of ninety names were placed in the sample
population and ninety names in the replacement sample by
the time the list was exhausted. The remainder of the
names were rejected.

These ninety subjects represented a twenty percent

random sample of the total population (N=451).
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Design of the Instrument

The formulation of questions for an interview or
questionnaire is still pretty much an art
(Noelle-Neumann, 1970; Payne, 1951) but a series of
rules constructed by Bouchard (1976, p. 381) and drawn
heavily from tha work of Erdos (1970), Kornhauser and
Sheatsley (1959) and Payne (1951) provided helpful guide-
lines to the researcher in constructing the questionnaire:

1) Is the question necessary? If not, eliminate
it. It is the researcher's responsibility to know

what he needs and not burden the respondent
unnecessarily.

2) Is the questionnaire repetitious? Does
another question serve the same purpose? If so, eli-
minate it, unless it has been deliberately included
to assess reliability or provide convergent
validation.

3) Could the answer be obtained more easily
elsewhere--by simple observation or from records?
If so, get it elsewhere.

4) Does the question contain more than one idea?
Is it double-barrelled? If so, break it down.

5) Is the question adequate as it stands, or
should complementary questions be asked? For
example, feelings, knowledge, and behavior often need
to be separated.

6) Can the respondent answer the question? Does
he have the information? If not, don't ask it.

7) Will the question embarrass the respondent?
If it will, and it is necessary, consider putting it
at the end of the questionnaire. Rewording is also
possible.

8) Could it be made more specific or more
concrete? A question that is too general elicits
varying frames of reference.
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9) Is the question clear? Respondents hesitate
to reveal that they do not understand a question. Be
sure it is clear. Clarity generally correlates with
length. Short questions are to be preferred.

10) Would a memory jogger help? Can the respon-
dent consult records to gain that information? If
s0, request that he do- so.

11) Is the question too indirect? Direct
questlons are generally preferable.

12) Is the response format adequate from a
theoretical point of view? Or from the respondent's
point of view? Yes-no formats are useful, but other
formats may be more useful. Has ignorance (don't
know) been given status? Is the intensity range
adequate? Are the alternatives clear?

13) If precoded answers are given, they will
yield far more accurate answers than open-ended

questions.

14) Is the questionnaire susceptible to an order

effect? First and last questions standout and ran-
domization is desirable if the questionnaire is
homogeneous.

15) Can the items be arranged so that particular

answers preclude the need to answer others? If so
arrange them this way. You will save time.

16) Is an item likely to bias those following
it? If such interactions are possible, and

undesirable, the items should be separated.

17) Is the ordering of the questions natural or
reasonable? The order should not be haphazard. It
should be easy and comfortable. Consider the
following possible orderings: objective-subjective,
familiar-unfamiliar, specific-general, past-present,
present-past, past-future.

18) Does the sequence maintain motivation? A
long series of closed-ended questions tends to bore a
respondent. Often a change of technique revives
interest.

19) Is the opening appropriate? The first few
questions are often critical. Test them thoroughly.
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They should not arouse resistance, anxiety, or
defensiveness.

20) Will the respondent be able to read and
understand the questions? Reading comprehension is
consistently overestimated by researchers.

21) End the questionnaire (or interview) with a
courteous Thank You or similar note of appreciation.

Questionnaire construction requires careful con-
sideration of all twenty of Bouchard's questions. In the
present study particular attention was paid to placing
the most personal and introspective questions near the
end of the interview after rapport had been established
and comfort level increased. Success of the technique is
demonstrated by the single missing case of reported
income (often a sensitive issue) in the study and the
candor in the responses related to personal goals and
experiences shared with the researcher.

The design of the survey instrument followed a review
of the specific literature relating to studies which were
similar to this research.

The questions used to construct the questionnaire
(Appendix A) were drawn from three sources: Odendahl
(1982) study of the Incom Network (Appendix B); 1978
questionnaire used to survey the membership of the BPW
(Appendix C); and questions drawn from Granovetter (1974)

in his study Getting a Job: A Study of Contacts and

Careers (Appendix D), in order to be able to compare the
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present findings to those of the other three studies.

The first part of the questionnaire was designed to
solicit information relative to the subjects' reasons for
affiliation with the Network; questions related to
demographic data were constructed to parallel those in
the Incom and BPW study so comparisons could be made to
these populations. Questions concerned with how respon-
dents had found jobs were duplicated from the Granovetter
study to attempt to learn whether the findings of his
study, using an all-male population, were reflected in
this population of women. The array of questions about
sources of jobs permitted diffusion theory to be

assessed.

Data Collection Procedure

The methodology used to gather the data for the study
was a questionnaire (Appendix A) administered during a
structured telephone interview with each subject.

Each individual was mailed a questionnaire for
preview. Within ten days after mailing the questionnaire,
the members of the sample were contacted by telephone to
attempt to set an appointment time convenient to the
respondent to review the questionnaire. Permission was
refused in five cases and two subjects had moved and

could not be contacted at a forwarding address. These
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seven subjects were replaced from the replacement sample
using a procedure to assure randomness.

The eight-page questionnaire used to collect the data
was reduced down to fifty percent size on a photocopy
machine prior to mailing in the hope that the number of
questions would thus appear less formidable and that the
anticipated time to reply would be minimized in the minds
of the participants. '

The questionnaire mailing occurred in September and
ninety telephone interviews were conducted over the next
three months. Although a strong attempt to reach all
participants and set up telephone interview times was
made within ten days of the mailing, some hard-to-reach
individuals required repeated tries, so that the data
collection stretched over twelve weeks, a longer period
than was originally anticipated.

The telephone method for gathering the data was
selected in preference to.mailed responses for the study
for several reasons. First, with a mailed questionnaire
in which retaining anonymity of the subjects is a con-
sideration it is both difficult and expensive to follow
up and attempt to reach non-respondents (Backstrom and
Harsh, 1963). Second, filling out and returning a
detailed questionnaire with as many as fifty-seven

responses, plus an open-ended comment at the conclusion



40

of the questionnaire, takes considerable time and effort
to answer and mail back, so with a mailed response there
is always the worry of getting an adequate size sample.
In addition, a mailed questionnaire runs the risk of a
more skewed population. Studies have indicated that
responses may be polarized at the extremes, and that
responses from those subjects who do not feel either
strongly positive or strongly negative about the
questionnaire are less likely to be returned. As Van
Dalen and Meyer (1966, p. 306) observed, many people are
more willing to communicate orally than in writing, and,
therefore will provide data more readily and fully in an
interview than on a questionnaire. Further, asking
someone for information generally saves an enormous
amount of time and effort if that someone is willing and
able to supply an answer (Bouchard,1976, p. 308).

Stebbins (1972) stressed that goodwill and trust must
be cultivated and maintained by the interviewer if the
interview is to yield useful information. For this
reason the researcher was careful to stress a friendly
telephone manner and assure respect for con%ideﬁiéa]ity
before proceeding with the interview. The telephone
interview proved to be a satisfactory method for the

study.
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Analysis of the Data

Using the Statistical Package for the Social Sciences
(SPSS) the data were analyzed by the University of
Washington's academic computer center. Nonparametric
techniques were used as indicated by the data and the
research questions.

Frequency distributions were run on all variables and
Chi-square tests of independence were performed on
selected variables. Cross tabulations and frequency
tables which appear in later chapters were all drawn from
the SPSS computer printopts.

In the very few cases where missing cases are
omitted, adjusted frequency figures are used when
describing the data. In all cases the .05 level of

significance was reported and used to interpret results.



CHAPTER 4

ANALYSIS OF THE DATA

Research Question 1

1. What is the demographic profile (i.e. age, income,
education, job category) of women who choose volun-

tarily to join a women's network.

To permit the Women's Network population to be syste-
matically compared to other networking groups and to the
total population of employed women, selected findings are
presented here using descriptive statistics: Frequencies,
percentages, and in some cases, in terms of means, medi-
ans and modés. Selected comparisons were made among

variables as the profiles were presented.

Age
Table 4-1 represents the age distribution of the

women among nine categories.

Ethnic Representation

Ethnic groups were represented in the population as

follows: The majority (93.3 percent) of the membership
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TABLE 4-1
AGE DISTRIBUTION OF WOMEN'S NETWORK MEMBERS

Age Category Absolute Frequency Relative Frequency

(percent)
21 to 25 1 1.1
26 to 30 19 21.1
31 to 35 18 20.0
36 to 40 18 20.0
41 to 45 14 15.6
46 to 50 7 7.8
51 to 55 7 7.8
56 to 60 5 5.6
61 and over 1 1.1

TOTAL 90 100.0%



44

was Caucasian; 3.3 percent were Asian-American, 2.2 per-
cent were Black and 1.1 percent were Hispanic. There
were no Native Americans.in the group. In terms of the
total population of the Seattle area minority groups were
under-represented, since 8 percent of the Seattle popula-
tion is Asian and 10 percent Black. No data has been
compiled in the Seattle area regarding ethnic minority
women in professional and managerial positions that
could provide further comparisons.
Education

Women's Network members represented a highly educated
group. The total population surveyed were high school
graduates with at least some college training. Fully
76.7 percent of the women held a college degree and an
astounding 44.4 percent of that number held an advanced
degree. Of those with advanced degrees, 11.1 percent
held an earned doctoral degree. MBA's accounted for over
25 percent of the master's degrees. Other master's de-
grees were heavily in fields of education (12.5 percent
of those with master's degrees) and human services (12.5
percent).

The 3.3 percent of the total population who held
other degrees included the R.N. and Associate of Arts.

More than 46 percent of the Women's Network members

also indicated they held a personal goal to continue
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TABLE 4-2
HIGHEST LEVEL OF EDUCATION COMPLETED
LEVEL Absolute Relative
Frequency Frequency (percent)

Some college 18 20.0
College degree 19 32.3
Advanced degree 50 44 .4
Other degree 3 3.3
TOTAL 90 100.0
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gaining more education within the next five years. The
education table (Table 4-2) illustrates the educational
attainment of the Women's Network members.

Marital Status

The population was comprised of 44.4 percent single
heads of households. Of this total group 17.7 percent
had never married, 22 percent were divorced and 4.4 per-
cent were widowed or separated. Married women comprised
53.3 percent of the sample and 2.2 percent reported
living with a partner.

Number of Children

The majority of the group had children (58.9 percent)
and of this group 40 percent had dependent children, and
18.9 percent reported grown children who were no longer
dependents. Of the members with dependent children, the
largest group (20 percent) had one child, 14.4 percent
had two children and 5.5 percent reported having three or
more children.

Income

More than half the population (52.8 percent) earned
more than $25,000 per year. Fully 43 percent earned more
than $30,000 with 16.8 percent in the $40,000 and above
category. In income the group was far above the national
average of $11,197 for women and $18,602 for men (as

reported in the Census 1980).
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Among those currently earning less than $25,000 per
year were a few new mothers who -had left established
careers to stay at home. One marketing manager had made
an unusual arrangement with her employer to work on a
part-time contractural basis at home and go in to the
office one day a week. Another new mother (a former
systems services manager) with a two-month old baby
planned to work on her MBA and do some free lance work in
her field while staying home.

Both of these women had recognized how difficult it
would be to return to their fields if they "stopped out"

completely. As one of these younger women stated:

"Being involved in the Network with some
older women helped me reach a decision to stay,
to "keep an oar in" business. I kept thinking
of reminders from these women--about how hard it
js to get back in business. So instead of
quitting, I negotiated a contract with my com-
pany to work in my home. I go in the office one
day a week and the rest of the time I've set up
an office in my home with a mini-computer. It
took a lot of will power and determination to
get that contract, but I remembered the women in
the Network. When I thought of just staying
home with my baby I remembered what they'd said-
~-that people don't put as much value on what
you've done for family reasons. This influenced
me quite a bit."

Respondents indicated personal income per year,
before taxes, in ten categories, reflected in Table 4-3

which follows.
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TABLE 4-3
PERSONAL INCOME PER YEAR BEFOR TAXES

Income Category Absolute Relative
Frequency Frequency (percent)
Under $10,000 10 11.2
$10,000 to $14,999 4 4.5
$15,000 to $19,999 13 14.6
$20,000 to $24,999 15 16.9
$25,000 to $29,999 8 9.0
$30,000 to $34,999 15 16.9
$35,000 to $39,999 9 10.1
$40,000 to $44,999 6 6.7
$45,000 to $49.999 2 2.2
$50,000 or more 7 7.9
Not given 1 1.1

TOTAL 90 100.0
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Those women with some college education, but no
degree, represented 20 percent of the population, and
were found in every income category. Forty percent of
this group earned less than $25,000 per year; 60 percent
earned from $25,000 to more than $50,000.

In the majority category, the 76.7 percent of the
population holding at least a bachelor's degree, 35.5
percent earned less than $25,000 and 64.5 percent earned
from $25,000 to more than $50,000 per year. Within this
group, the women who had earned a master's degree (44.4
percent of the total population), 45 percent earned less
than $25,000 and the remainder (55 percent) were repre-
sented in every category from $25,000 to more than
$50,000.

Of the 11.1 percent of the population who held doc-
toral degrees, 60 percent had incomes of less than
$25,000; the rest were scattered in every category from
$30,000 to more than $50,000 per year.

In the small group (3.3 percent of the population) of
those who held a degree labeled "other degree" such as |,
R.N. or A.A., the total group earned less than $25,000.

Analysis of the data using the chi-square procedure
as shown in Table 4-4 did not show any significant rela-

tionship between education level and income level.
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TABLE 4-4
EDUCATION AND INCOME

INCOME
EDUCATION
Less than $30,000 Totals
$30,000 or more
College 0 = 38 0 = 30
Degree E = 38.2 E = 29.8 68
X2= ,001 X2= ,001
Less than 0 =12 0=9
College E =11.8 E = 9.2 21
Degree X2= ,003 X2= ,004
Totals 50 39 89
Raw X2 = .009 df = 1 p » .05
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As Table 4-5 indicates, divorced women and married
women were more heavily represented in the higher income

categories than were the never married.

TABLE 4-5
COMPARISON TABLE SHOWING MARITAL STATUS AND INCOME

Absolute Frequencies

Living
Never Mar- Di- Sepa- Wid- with
Income Level Married ried vorced rated ow Partner

Under $10,000 3 5 1 1
$10,000 - $14,999 4
$15,000 - 19,999 2 6 4 1
$20,000 - $24,999 5 6 4
$25,000 - $29,999 4 3 1
$30,000 - $34,999 9 5 1
$35,000 - $39,999 5 2 1 1
$40,000 - $44,999 1 3 1 1
$45,000 - $49,999 1 1
$50,000 or more 1 5 1
Missing 1

TOTALS 16 48 20 1 3 2

A comparison of age categories and income levels, as
shown on Table 4-6, provides a picture of the spread of

income levels over all age groups.
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TABLE 4-6

COMPARISON TABLE SHOWING AGE BY INCOME LEVEL
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Using the Chi-square procedure the data was analyzed
to test whether there was a significant correlation bet-
ween age and income. It was concluded that there was no

significant relationship between these two variables.

TABLE 4-7
AGE AND INCOME

AGE Under 30 31-35 36-40 41-50 51 or Totals

over
INCOME
Under 0=5 0=6 0=5 0=8 0=3
$20,000 E=6.0 E=5.5 E=5.5 E=6.0 E=5.] 27
X2=,16 X2=.05 X2=,05 X2=.67 X2=.90
$20,000- 0 = 9 0=6 0=3 0=3 0=2
$29,999 E=5.2 E=4.7 E=4.7 E=5.2 E=3.2 23
X2=2.8 X2=,36 X2=,61 X2=.60 X2=.45
Over 0 =6 0=6 0=10 0=9 0 =28
$30,000 E=8.8 E=7.9 E=7.9 E=5.2 E=3.? 39
X2=,89 X2=,46 X2=,56 X2=,00 X2=.03
Total 20 18 18 20 13 89

X2 = 8.59 df = 8 P » .05
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Expected Income Level within Five Years

A strong majority of the women (78.9 percent)
expected to be earning more than $30,000 per year within
the next five years. Since 43 percent already earned at
least $30,000, their ambitions may not be too far out of
reach. A comparison of present income levels and
expected income levels within the next five years is pre-

sented in the table below.

TABLE 4-8
CURRENT INCOME LEVEL Rel. EXPECTED INCOME Rel.
Freq. LEVEL IN 5 YEARS Freq.

(Pct) (Pct)

Under $10,000 11.2%
$10,000 to $19,999 19.1 $10,000 to $20,000 4.4%
$20,000 to $29,999 25.9 $20,000 to $30,000 16.7
$30,000 to $39,999 27.0 $30,000 to $40,000 27.8
$40,000 to $49,999 8.9 $40,000 to $50,000 -18.9
$50,000 or more 7.9 More than $50,000 32.2
Not given 1.1

TOTAL 100.0 100.0
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Anticipated Earnings Compared to Level of Career

Aspiration

When the group was asked the queston: "“Relative to
your male and female co-workers, how high do you think
your own level of career aspiration is?" the majority
(44.2 percent) viewed themselves as "way above average",
with 38.4 percent as "slightly above average" and 12.8
percent as "average". Only 4.7 percent viewed themselves
as "slightly below or way below average".

In comparing their level of career aspiration to that
of other women, an even stronger majority (63.1 percent),
saw themselves as "way above average" with 26.2 percent
in the "above average" category. Only 7.1 percent saw
themselves as "average" and the remainder chose the
“slightly below" average responses.

As Table 4-9 illustrates the group which viewed them-
selves as "way above average" in comparing themselves to
both men and women in their fields of work expected their
ambitions to be reflected in much higher income levels
within five years. Over half the population expected to
be earning at least $40,000 in five years.

Occupations

Women's Network members were employed in thirty-six
different job categories identified according to the

Occupational Classification System (0CS) used in the U.S.
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TABLE 4-9

EXPECTED SALARY IN 5 YEARS BY LEVEL OF CAREER ASPIRATION
(AS COMPARED TO MEN AND WOMEN)

10,000

20,000

30,000

40,000

20,000

30,000

40,000

50,000

over 50,000

COLUMN
TOTAL

WAY { SLIGHT SLIGHT] WAY
ABOVE | ABOVE | AVE | BELOW { BELOW
| AVE. | AVE. AVE | AVE.
1 2 1
3 5 1
B 7 10 7
N
6 8 2
18 9 2
38 33 11 3 1
44.2% 38.4% 12.8% 3.5% 1.2%

ROW
TOTAL

4.7%

13
15.1%

24
27.9%

16
18.6%

29
33.7%

86
100.0%
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Census, and in forty-one different types of businesses,
listed according to the Standard Industrial Classifica-
tion code (SIC). Only 2.2 percent of the population was
not currently employed and 2.2 percent listed their occu-
pation as housewife.

More than 57.8 bercent of the membershhp were
employed at a managerial level. Fully 24.4 percent of
the total population managed a staff of at least five or
more persons. Professionals in a variety of fields
including medicine, law and education, accounted for 16.5
percent of the occupational classifications. A smaller
number (5.5 percent) were in sales-related occupations and
4.4 percent in technical positions. Administrative sup-
port occupations, which included supervisors,
bookkeepers, secretaries and coordinators, totaled
6.6 percent of the group. The remainder were scattered
in various service occupations such as food supervisor,
protective service or health fields.

A surprising number of the women (26.7 percent) indi-
cated that they held dual job responsibilities either
through having two job titles in the same business, or
through working fd]]-time at one occupation with another

business or profession "on the side."
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Table 4-10 illustrates the Women's Professional and
Managerial Network membership according to OCS cate-

gories.

TABLE 4-10

DISTRIBUTION OF NETWORK MEMBERS ACCORDING TO
U.S. OCCUPATIONAL CLASSIFICATION SYSTEM CODE

0CS ABSOLUTE RELATIVE
FREQUENCY FREQUENCY
(PCT)
MANAGERIAL OCCUPATIONS
004-037 52 57.8
PROFESSIONAL SPECIALTY
053-189 15 16.7
TECHNICAL OCCUPATIONS
208-234 4 4.4
SALES
253-255 5 5.6

ADMINISTRATIVE SUPPORT,
INCLUDING CLERICAL

307 6 6.7
SERVICE OCCUPATIONS

424-456 4 4.4
HOUSEWIVES (no OCS code) 2 2.2

UNEMPLOYED (no code given)
TOTAL 30 100.0%

(AN ]

2.2
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The types of businesses and non-profit organizations
in which members were employed is shown according to

major Standard Industrial Code (SIC) groups in Table
4-11.

TABLE 4-11

OCCUPATIONAL DISTRIBUTION OF NETWORK MEMBERS
ACCORDING TO U.S. STANDARD INDUSTRIAL CODE

SIC MAJOR GROUP CODE ABSOLUTE RELATIVE
FREQUENCY FREQUENCY
(PCT)
Agriculture,forestry and fishing 0 0
Mining 0 0
Construction 1 1.1
Manufacturing 2 2.2
Transportation, communications, 7 7.8
electric, gas and sanitary
services
Wholesale and retail trade 3 3.3
Finance, insurance and real estate 13 14.4
Services 49 54.4
Public administration 11 12.2
Nonclassifiable establishments 0
(Unemployed) 2 2.2
(Housewives, for which no SIC code 2 2.2
exists)

TOTAL 90 100.0
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Examples of these dual roles were as diverse as a
full-time health care administrator who had a partnershfp
in a video taping company, a caterer who worked full-time
for one firm while building her own cateriné business in
her spare time, and a labor lawyer in government who con-
sulted to management on a free lance basis.

Another woman with dual roles within her corporation
was the controller, treasurer of the corporation, managed
the data processing department and helped her employer
manage the 17 other businesses he owned. In addition,
within the next five years she indicated she hoped to
have completed her MBA degree while continuing in her
present job. (In her company, she rated herself as
"average" in her career aspirations as compared to her
male and female co-workers, and added the comment: "This
is a very motivated group of people!")

Number of years in the work force

The number of years Network members reported being
employed in the work force ranged from one year to forty-
two years. The mean for the group was 15.6 years and the
mode was 13 years. The median was 14.2 years. Fully
24.5 percent of the group fell in the range from 13 years
to 15 years, and 60 percent of the group had worked 15

years or less. These data are presented in Table 4-12.
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TABLE 4-12
NUMBER OF YEARS IN THE WORK FORCE

Years Absolute “elative Cum
Freq Freq Freq

(pct) (pct)

1 2 2.2 2.2
2 1 1.1 3.3
4 5 5.6 8.9
5 1 1.1 10.0
6 4 4.4 14.4
7 2 2.2 16.7
8 5 5.6 22.2
9 2 2.2 24.4
10 6 6.7 31.1
11 2 2.2 33.3
12 2 2.2 35.6
13 8 8.9 44 .4
14 7 7.8 52.2
15 7 7.8 60.0
16 4 4.4 64.4
17 2 2.2 66.7
18 3 3.3 70.0
19 2 2.2 72.2
20 6 6.7 78.9
21 2 2.2 81.1
22 2 2.2 83.3
24 2 2.2 85.6
25 1 1.1 86.7
26 1 1.1 87.8
27 1 1.1 88.9
30 1 1.1 90.0
31 1 1.1 91.1
33 1 1.1 92.2
34 3 3.3 95.6
35 1 1.1 96.7
37 1 1.1 97.8
38 1 1.1 98.9
42 1 1.1 100.0
TOTAL 90 100.0 100.0
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Number of years as a volunteer

A total of 48.9 percent of the population reported no
years of involvement as a volunteer. Of those who indi-
cated having given time as a volunteer, the range of
years was from one year to 35 years. Of the members,
17.7 percent had worked on a volunteer basis for one to
five years; 11.1 percent had volunteered from six to ten
years; 8.9 percent had been volunteers for eleven to fif-
teen years; 13.3 percent had been donating their services
for twenty or more years.

Job Satisfaction

In reporting on their level of job satisfaction the
majority (73.4 percent) of the WPMN population were
satisfied or very satisfied with their present job; and
25.6 percent were not satisfied. Cross-tabulations of
job satisfaction and income level appear in Table 4-13.

Job Promotions

When asked about job promotions, 48.7 percent of the
women said they had not received a promotion since start-
ing with their present company. It should be noted that
this figure includes those women who may already have
been at a senior level or at the top of an organization.

0f the 51.3 percent who had received a promotion 34.2
percent had sought the promotion and the remainder had

not.
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TABLE 4-13
COMPARISON OF JOB SATISFACTION AND PRESENT INCOME BEFORE TAXES

Under 15,000- 25,000- 35,000- Over ROW
14,999 24,999 34,999 44,999 45,000 TOTAL

Very 5 12 11 8 42
Satisfied |
Satisfied 3 8 8 4 24
Not B
Satisfied 6 8 4 3 23
COLUMN 14 28 23 15 89

TOTAL
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When the data reported in Table 4-13 was collapsed
to form a two by two cell, combining Satisfied and Very
Satisfied categories and collapsing income to Under
$20,000 per year and Over $20,000 per year, using the
Chi-square procedure it was found that there was a signi-
ficant positive relationship between job satisfaction and

income level.

TABLE 4-14
JOB SATISFACTION LEVEL COMPARED TO INCOME

Under Over Totals

$20,000 $20,000
Satisfied and 0 = 16 0 = 50 66
Very satisfied E =20 E = 46

X2= ,80 X2= ,348

0 =11 0 =12 23
Not satisfied E= 7 E =16

X2= 2.29 X2= 1.0

89

Raw X2 = 4.44 df =1 p ¢ .05
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Future Occupational Goals

Since 57.8 percent of the WPMN population was already
employed in some managerial capacity, it is not
surprising to note that 31.2 percent aspired to middle or
senior management within the next five years. What
appeared more interesting is that 43.3 percent had other
plans for five years hence. More than 70 percent of this
group hoped to own a business or be self-employed in some
professional capacity. Only one respondent indicated she
hoped to drop out of the work force in order to stay home
and have a family. Less than 5 percent anticipated
retirement within five years.

Because respondents may have chosen more than one
response, percentages related to future occupational

goals presented in Table 4-15 do not total 100 percent.

TABLE 4-15
WHERE DO YOU WANT TO BE PROFESSIONALLY IN FIVE YEARS?

Entry level management 2.2
Middle management 15.6
Senior management 15.6
In another career 11.1
In another company 13.3
Do not know 14.4

None of the above, please specify 43.3
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Future Personal Goals

A number of questions were asked concerning the
future personal goals of the group in order to gain a
detailed profile of the membership. Twenty-four percent
intended to become more politically involved within the
next five years while 23.3 percent wanted to find more
time to be alone. A majority (53.3 percent) expressed a
desire for greater family involvement within the next
five years. This group included those women who hoped to
have a child. Further education was a goal for 46.7 per-
cent of the population. For 60 percent of the women
finding time for creative endeavors was a goal. Among
the 38.9 percent who expressed goals other than those
listed, traveling and owning a home were the most fre-

quently expressed goals.

Research Question 2

2. How does the demographic profile of women's net-
work group compare to the total population of

employed women as described in the 1980 census?

At the end of 1980 half of all married women were in
the work force. Married women comprised 53 percent of

the membership of the Network. Fifty-one percent of all
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mothers with dependent children under 18 years, were in
the labor force by 1981. Mothers of dependent children
represented 40 percent of the Women's Network membership.

According to the 1980 U.S. census, women in
managerial-administrative positions comprised just 6.8
percent of the female work force, while women in
professional-technical fields accounted for 15.9 percent
of women workers. In contrast, a majority of WPMN mem-
bers (57.8 percent) were in managerial positions, and
21.1 percent were in professional-technical positions

By far the largest category of women workers
nationally (33.7 percent were in clerical jobs.
Administrative support positions, including clerical
jobs, made up just 6.6 percent of the WPMN employment
figures.

Women working full-time in 1980 had average annual
earnings of $11,197, while men's earnings averaged
$18,612. (Average earnings of Women's Network members
was considerably higher: 84.3 percent earned more than
$15,000.)

Of women in the work force in 1980, nearly 80 percent
were in clerical, sales, service, factory or plant jobs.
(Network members were largely in managerial positions

(57.8 percent) with 5.5 percent in sales, 16.5 percent in
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professional-technical'positions and 6.6 percent in admi-
nistrative support positions, including clerical.

Although 420 occupations are listed in the Census
Bureau's dictionary of occupational titles, women are
concentrated in just twenty occupations, largely
clerical. Table 4-16 which follows indicates the occupa-
tional categories where women were employed according to

1980 census figures.

TABLE 4-16
WOMEN IN THE WORKFORCE 1980 Percent
Managerial-administrative (except farm) 6.8
Professional-technical 15.9
Sales 7.0
Clerical 33.7
Craft 1.8
Operatives, including transport 10.7
Nonfarm laborers 1.3
Service (except private households) 18.8
Private household 3.0
Farm 1.0

TOTAL 100.0
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Table 4-17 provides a comparison of the employment
categories of the WPMN population (Observed frequencies)
with the 1980 census of employed women (Expected

frequencies), using the Chi-square procedure.

TABLE 4-17

COMPARISON OF WPMN OCCUPATIONAL CATEGORIES AND
1980 CENSUS-EMPLOYED WOMEN

Mana- Prof/ Sales Clerical Service Craft/
gerial Tech Operators
etc.**
WPMN* 0=60.5 0=22.1 0=5.8 0=6.9 0=4.7 0=0

1980 E=6.8 E=15.9 E=7.0 E=33.7 E=18.8 E=17.8
CENSUS
X2=424,1 X2=2.,42 X2=,206 X2=21.3 X2=10.57 X2=17.8

Raw X2 = 476.4 df =1 p « .001

*NOTE: In order to provide parallel percentage com-
parisons between the 1980 census categories of
employed women and the WPMN population, the 4.4 ¢
of the WPMN population which included housewives
and unemployed was deleted from the total n of 90.
Percentages for the remaining population (86
subjects) were then re-calculated.

**Farm/Non-Farm Laborers, Private Household.
It was concluded that there was a significant dif-

ference between the two populations.
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According to 1980 census figures, 37.7 percent of the
total white U.S. population were high school graduates.
For the State of Washington educational attainment
figures were much higher than for the nation as a whole:
76.3 of Washington State residents were high school gra-
duates. (WPMN members were all at least high school
graduates).

U.S. Census figures revealed that 15.1 percent of the
total white population had from one to three years of
college and an additional 17.8 percent had four or more
years of college. Fourteen percent of white females held
a college degree as compared with 22 percent of white
males. (Fully 76.7 percent of WPMN members had a
bachelor's degree and 44.4 percent of the total popula-

tion held at least a master's degree).

Research Question 3

3. What do women perceive as personal and
career-related benefits of affiliating with a women's

network?

Commqn use of the word "networking" in its present
context had only begun in the late 1970's. Therefore, to
respond to this research question it is important to
define what the women meant by "networking" and how they

practiced “networking".
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When asked to give a personal definition of net-
working in a free response question, 60 percent of the
respondents indicated they perceived networking as a pro-
cess of building and making contacts with both women and
men to exchange ideas, share and gain work-related infor-
mation, increase business prospects. In other words,
they viewed "networking" as a reciprocal process. Some
typical definitions that fell in this group included

these comments:

"Networking is making contacts."

"Getting together with other people from a wide
variety of backgrounds to exchange ideas."

"Just talking to people (not necessarily with
any ulterior motive)."

"Making connections with people in various
fields."

"A two-way support system of contacts, espe-
cially business contacts."

"A way to gain informal information--a suppor-
tive and informational mechanism for women
and men too."

A smaller group of 5.5 percent, who held a narrower
view of networking, viewed the process as related only to
other people working in their own particular field. They
chose to define networking in this vein:

“"Making professional contacts."

“Intermingling of ideas and evaluations with

people in my professional environment."

"The reciprocal use of contacts to help in pro-
fessional areas."
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Women helping other women was the basic concept of
networking held by 14.4 percent of the sample. Their

comments are typified by the following quotes:

"Meeting other business and professional women
for personal support and ideas."

“Joining together to benefit one another."

“Professional women making contacts through
social or professional circles to increase
their own business success. I see it as a
real arena for getting support-- personal and
professional support and for giving the
same."

“Basically meeting people concerned with the
image women in business are projecting."
"Making contacts with other women in order to
assist myself and others in realizing our
personal and professional goals and, as a
result, increasing the clout of women."

A few (5.5 percent) expressed a view of networking
that might be termed unabashedly self-serving, or net-
working for a specific purpose. The following comments

fell in this category:

"Making personal contacts with decision-makers
and accessing them when it may be helpful to
you."

"Developing and using contacts to achieve
means."

“"Having a large number of acquaintances to
expand one's influence, sources of informa-
tion, on products, services and sources of
referral.”

"Making contacts to gain support and information
from others in various organizations and
industries."

One woman expressed a personal definition of net-
working that was unique. Her concept of networking was

of "older, more experienced people helping those younger
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and less experienced. I felt a community obligation to
other women." This was her main reason for joining the
group.

For 4.4 percent of the membership networking meant
primarily making social contacts in a kind of support
network. The remainder (9 percent) did not provide a
response to this question.

Figure 1 A GUIDE TO NETWORKING illustrates how the
networking process was perceived by Incom Network mem-
bers.

0f the women who joined the WPMN the largest percen-
tage (46.6 percent) had heard about the Network through
word of mouth, from a friend, a co-worker, a relative or
casual acquaintance.

One might infer that in some instances there may have
been subtle peer pressure to join the group because
friends had joined. Others (21.1 percent) had first
become aware of its existence through a mailed invitation
to a Network event, a news article (12.2 percent), an
event advertisement (13.3 percent), through their own
research (3.3 percent) and the rest could not recall.

A series of questions covered the manner in which
women go about networking. Most women indicated they
network over 1lunch (57.8 percent) although 21.1 percent

of the respondents used all methods. (See Table 4-18)
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FIGURE 1-1
A GUIDE TO NETWORKING

KEY DEFINITIONS

"NETWORKING" = the process of link-
ing people to each other as
ITésources; assisting, supporting,
helping others find the resources
they need.

“"SUPPORT GROUP" - a special
interest small group which meets
periodically to learn together and
support one another in their
ongoing professional development.

"A NETWORK" - an interconnected
or interrelated chain group or
System of contacts, friends,

REASONS FOR NETWORKING
*Support

*Information

*Job Leads
*Advice

*Contacts

supporters.

INGREDIENTS FOR
SUCCESSFUL NETWORKING

*Trust

*Willingness to act as dependable,
mutual resources for each other

*Interest in building relation-
ships through a variety of
contacts

*Synergy

*Mutual respect

*Liking each othér as people

*Feeling energized by each
other

KEY POINTS

Networking doesn't work if:

give

*You feel "compelled” to

3] *It's onesided; all take and no

*Promises aren't delivered upon

reciprocate )

PAYOFFS FROM NETWORKING

*Promotions

1

This chart was designed by Janice Merton.

*Increased vigibility
*Professional growth

*Your next job may very well
come from a network contact

It summarizes “Networking."

(P. 126, Odendahl, 1982,

reproduced with permission)
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TABLE 4-18
SETTING OF NETWORKING ACTIVITIES*
Rel. Freq. Pct.

Over breakfast 30.0
Over lunch 57.8
Over dinner 35.6
Over the telephone 61.1
Around the office 44.4
A1l of the above 21.1
Other 27.8

(Examples given included professional
Meetings/ conferences, seminars)

*Several respondents checked more than one response.

A majority (77.8 percent) indicated they actively
made contacts with others with the purpose of networking.
They were a group of active joiners as well: 94.4 per-
cent belonged to at least one other organization; 76.7
percent belonged to a professional group in her field;
53.3 percent belonged to some type of community
organization; 25.6 belonged to another network group;
36.7 percent belonged to a recreational club and 23.3
percent belonged to some other type of organization.
Just 18.9 percent belonged to an "in-house network" at
their place of work, and 15.6 percent were a part of a

political organization.
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In order to determine whether a significant rela-
tionship existed between active networking behavior and
income level, the Chi-square procedure was used to exa-

mine the data.

TABLE 4-19
NETWORKING ACTIVITY AND INCOME LEVEL

INCOME DO NOT ACTIVELY DO ACTIVELY Totals
NETWORK NETWORK
Under 0 = 3 0 = 24 Z7
$20,000 E = 6.06 E = 20.94
X2= 1.55 X2= .43
$20,000 0 =6 0 =17 23
to E = 5.67 E = 17.33
$29,999 X2= .02 X2= .00
$30,000 0 =6 0 =9 15
to E = 3.37 E = 11.66
$39,999 X2= 2.10 X2= .61
$40,000 0 =5 0 =19 24
or E = 4.94 E = 19.06
more X2= 0 X2= 0
Totals 20 69 89

X2 = 4,71 df =3 p » .05
It was therefore concluded that there was no signifi-
cant relationship between actively networking and income

lTevel.
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Table 4-20 indicates the women's stated reasons for

joining the WPMN.

TABLE 4-20

REASONS FOR JOINING WPMN

Why did you join the Women's Network (Check all that
apply)

Increased business/professional contacts 84.4%
Personal career development 53.3
Fellowship/social contacts 54.4
Developing personal skills and knowledge 38.9
Other (please explain) 18.9

Of all the reasons stated above, what was your main
reason for joining?

Increased business/professional contacts 67.8%
Personal career development 12.2
Fellowship/social contacts 4.4
Developing personal skills and knowledge 3.3
Other (please explain) 11.1
A1l of the above (cannot choose one) 1.1
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Research Question 3 suggests that women expected and
sought personal gain resulting from their membership
involvement with the Network. A review of the findings
(Table 4-20) supports this assumption. Increased
business and professional contacts was by far the most
important reason for joining (84.4 percent), followed by
fellowship/social contacts (54.4 percent) and personal
career development (53.3 percent). Under the category
"Other (Please explain)" (18.9 percent), one group of
responses were typified by the following comments:

"] believe in supporting groups that are

doing something worthwhile that stand for

something I believe in."

Another group viewed their membership as a way to
help other younger women to learn and grow. Still others
joined simply because they enjoyed hearing the speakers
at the WPMN dinners, and a few were simply curious about
what "networking" was all about.

Table 4-21 contains the results of the total
population's evaluation of their various experiences
through involvement with activities of the Women's

Network.



HOW VALUABLE HAVE YOUR EXPERIENCES WITH THE WOMEN'S
NETWORK BEEN?

Activity
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TABLE 4-21

Very valuable/

somewhat valuable

CONTACTS
JOB LEADS

INCREASED
BUSINESS

FRIENDSHIP

INFORMATION
EXCHANGE

GENERAL CAREER
DEVELOPMENT

SUPPORT

PERSONAL SKILLS &
KNOWLEDGE

SMALL GROUP
MEETINGS

NEWSLETTER

TOTALS

63.
16.
15.

64.

76.

48.
58.
57.

22.

84.

3
6
6

4

6

9
9
8

2

5

Not

22.
40.
40.

14.

11.

28.
26.
23.

16.

8

valuable

2
0
0

4

1

9
4
3

7

.9

No

opinion

14.4
43.3
44.4

21.1

12.2

22.2
20.0
18.9

61.1

6.7

100%



To gain a clearer picture of how member's reasons for
joining WPMN (Table 4-20) compared to their evaluations
of the value of their experiences (Table 4-21) some of
the more closely related findings have been grouped

together to review:

REASONS FOR JOINING

NETWORK EXPERIENCE
EVALUATED AS VERY VALUABLE/
SOMEWHAT VALUABLE

84.4% 76.6%
Increased business and Information exchange
professional contacts
63.3%
N Contacts
54.4% 64.4%
Fellowship/social Friendship
contacts
58.9%
Support
53.3% 48.9%
Personal career General career
development development
38.9% 57.8%

Developing personal
skills and knowledge

Personal skills
and knowledge
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Research Question 4

4. Is there evidence of social or career effects
(such as new job leads, job changes, or negative
effects such as demotions) to women's career paths
related to the level of their involvement in a

women's network?

Of the ninety women who made up the WPMN population
sample 43.3 percent had been a Network member for one
year Q; less; 35.6 percent had been members for two years
and 21.2 percent had been members for three years, or
since the Network had been founded.

Membership figures supplied by the organization's
membership committee indicated that the membership had
grown substantially in this three year span from 152 mem-
bers in 1979-1980 to 312 members the next year and 451
members in the third year (1981-1982) when this study was
conducted. The WPMN had become the largest women's net-
work group in the Pacific Northwest, according to the
membership chair.

Most of the 451 members were not very actively
involved in the organization during the 1981-1982 mem-
bership year when the study was conducted. Just 22.2
percent of the membership indicated a medium to high

level of involvement with the Women's Network through
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their attendance at Network events or volunteering to
assist with committees or other tasks. This finding may
not seem at all surprising when one notes that 48.9 per-
cent of the women indicated they had given zero years of
volunteer time to any organization or cause during the
years they have been employed. Also 40 percent were
working mothers with dependent children, a circumstance
which presented some obvious demands on their time out-
side of working hours. Recent studies also indicate that
employed women--with children or not-- spend at least
twenty-six hours a week on household work (National
Commission on Working Women, 1979).

0f the 22.2 percent who reported a medium to high
level of involvement with the network, the findings
showed a positive relationship between level of involve-
ment in the WPMN with positive career effects. A similar
positive correlation was demonstrated between degree of
involvement with social or personal effects. These
results appear in Tables 4-22 and 4-23. Inspection of
the tables also shows the greater the involvement the
more likely there was help in career development and per-
sonal development.

In reporting whether or not their involvement with

the WPMN had helped their career 35.6 percent of the
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total population answered “"yes" and 64.4 percent said

Ilnoll R

Results also showed that a majority of the WPMN

(64.4 percent) felt that their involvement in WPMN

activities had helped their personal development.

TABLE 4-22

CROSS-TABULATION
DEGREE OF INVOLVEMENT WITH NETWORK BY INVOLVEMENT HELPED
CAREER DEVELOPMENT

Involvement Yes No Totals
LOW 0=13 (23.2%) 0=43 (76.8%) 56
(62.2%) £=19.9 E=36.1
X2= 2.39 X2=1.32
MED. LOW 0=5 (35.7%) 0=9 (64.3%) 14
(15.6%) E=4.,98 £=9.02
X2= .00 X2= 12.88
MEDIUM 0=14 (70.0%) 0=6 (30.0%) 20
TO
HIGH E=7.12 E=12.88
(22.2%) X2= 6.65 X2= 3.67
TOTALS 32 58 90
Raw X2 =14.03 df = 2 p « .00l

An analysis of the level of involvement and the

subjects' responses as to whether or not their involve-
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ment had helped their career was conducted using Chi-
square procedures. Results shown in Table 4-22 indicated
that there was a significant relationship between level

of involvement and help in their career.

TABLE 4-23

CROSS-TABULATION
DEGREE OF INVOLVEMENT WITH NETWORK BY INVOLVEMENT HELPED
PERSONAL DEVELOPMENT

Involvement Yes No Totals
LOW 0=30 (53.6%) 0=26 (46.4%) 56
(62.2%) E=36.1 E=19.9
X2=1.03 X2= 2.49
MED. LOW 0=11 (78.6%) 0= 3 (21.4%) 14
(15.6%) E=9.0 E=5.0
X2=,44 X2=,44
MEDIUM 0=17 (85.0%) 0=3 (15.0%) 20
T0
HIGH E=12.9 E=7.1
(22.2%) X2=1.30 X2=2,37
TOTALS 58 32 90
Raw X2 =8.07 df =2 p « .05

In order to test whether there was a significant

relationship between level of involvement and help in

personal development, the Chi-square procedure was used
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to analyze the data. It was concluded that there was a
significant relationship between the level of involvement
and the perception that invo]vemnt had helped in the
subjects' personal development.

Considering the fact that only 22.2% of the Network
members took an active role involving themselves to a
medium or high degree in the events and activities
offered, it may be difficult to understand (for an
outsider) why people continued to belong. Perhaps this
phenomenon can be explained by Gail Sheehy's observation:
"To have a sense of your self, you must feel part of
something larger than yourself". (Sheehy, 1981, p. 364)

As one Network member stated:

"I want to support something that I believe
in (a supportive group of women helping women)."

Another comment:

"When I joined the Network I had just left
my last job and was unsure as to what I wanted
to become. I did not use the Network as a
source of job ideas, but as a source of support.
It helped me to maintain my image of myself as a
professional woman--even though unemployed.

This support was very valuable to me." (former
marketing manager turned stock broker)

She decribed her level of involvement with the net-
work as "medium"; her main reason for joining was

increased business and professional contacts with

fellowship/social contacts a second reason.
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Another member with a high involvement level

commented:

"I work alone in my office. The Network
provides a balance to that. And it keeps skills
sharp in quiet business times. Helps in
expanding contacts too. Allows skills and
program practice with minimum risk."

She also stated that the Network has assisted in her
personal development because it "Renews self-confidence
in down times. Provides a personal support system,
sharing information and feelings."

Another enthusiastic member with a "medium level of

involvement" stated:

"I think that the leadership has done a
fine job. I know personal friends who were
facing the end of their jobs and careers and who
were revitalized through the Women's Network.
I've also seen other women at the Network who
have entered traditionally male-oriented jobs
and who have been an inspiration to others and
to the whole community."

And another comment:

“I've used the mailing list to meet some
marketing objectives. And every once in a while
I'11 call someone in the Network who can give me
the name of someone to use in marketing, or who
will endorse or not endorse a company.®

A recent MBA graduate attributed her new job directly
to a contact she made through the Network. Through con-

versation at a Network dinner she found a contact for an
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MBA internship. The experience gained in that on-the-job
training was crucial experience for the job she managed
to get as a financial systems analyst after graduation.
She felt the internship made the difference in her being
hired in a very competitive job market in late 1980.

A nursing administrator who indicated her involvement
with the Network was low still indicated that in terms of
developing personal skills and knowledge (her main reason
for joining) her experiences had been "very valuable".
She judged the emotional support she received as "very
valuable" as well. She felt her involvement had assisted
in her career "by relating to other professionals in the
same field" and to her personal development "by learning
new negotiating skills",

A staff accountant in a public accounting firm who
indicated a low level of network involvement commented:

“I have enjoyed the meetings--they are very
interesting. . . . It (the Network) has served

as a booster in terms of enthusiasm and

confidence-building."

An assistant controller with a low level of involve-
ment agreed that the Network had helped her personal
development:

"I have picked up a few role models from it
that I admire."
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Another supervising analyst with a consulting firm,
who indicated she had not really gotten too involved with
the Network because she had been working in another city
said:

"Just to know other women are out there

doing the same thing I am is encouraging. It is

so gratifying to see a large group of other

women in business suits!”

These personal comments were typical of the positive
effects of network membership regardless of whether
involvement was low or high. No evidence of negative
effects were reported in the study.

When the degree of network involvement was analyzed
by number of years as a network member, using the Chi-
square procedure it was found that there was a signifi-
cant relationship between these two variables. An
examination of Table 4-24 shows that none of the first
year members were involved more than minimally in the
WPMN. One-fourth of the group of two-year members were
involved to a medium to high degree and more than 63 per-
cent of those who had been members for all three mem-
bership years were involved at a medium to high degree
level. The longer women remained as members, the more
likely they were to be more involved in network activi-

ties.
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E 4-24

DEGREE OF INVOLVEMENT BY NUMBER OF YEARS AS NETWORK MEMBER

Low
and

Medium

Medium
and

High

Totals

1 2 3 Totals
0=39 0=24 0=7 70
£=30.3 E=24.9 E=14.8
X2=2.49 X2=,0325 X2=4,11
0=0 0=8 0=12 20
E=8.67 E=7.11 E=4.2
X2=8.67 X2=,11 X2=14.5

39 32 19 90

X2= 29.9 df =2 p « .001
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TABLE 4-25

DEGREE OF INVOLVEMENT BY JOINED FOR JOB LEADS

Very Valuable Not Valuable Totals
or Valuable
Low 0=8 0=30 38
or E=11.18 E=26.82
Medium X2=,90 X2=,38
Low
Medium 0=7 0=6 13
to E=3.82 E=9.18
High X2=2.65 X2=1.10
TOTALS 15 36 51
X2=5,01 p « .05
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Using the Chi-square procedure the degree of network
involvement was compared to how valuable network
experiences had been for that portion of the population
who joined the network hoping to gain job leads. It was
concluded that there was a significant relationship bet-
ween level of involvement and value of experiences in

gaining job leads.

Research Question 5

5. How do the job-finding behaviors of this group of
women compare to other populations described in pre-

vious research studies?

Conspicuous in its absence from most of the existing
body of research on job-finding is information on the
job-finding behaviors of women, and particularly women
managers and professionals. Therfore, in planning the
present study I was interested in collecting this infor-
mation to observe whether there were significant dif-
ferences between this population of women, who by and
large held managerial and professional positions, and the
population in other studies.

0f particular interest was the research of
Granovetter (1974) on job-finding behaviors because he
contended that one can pursue a systematic analysis of

what is usually termed "luck" in job-finding (having the
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right personal contact in the right place at the right
time) by developing and applying ideas about social
structure (p. viii).

In explaining why he chose not to include women in
his research on job-finding behaviors of professional,
technical and managerial workers (PTM's), Granovetter
(1974) stated that because female career patterns are
sufficiently different from those of males that a
separate study would be necessary to do justice to them
(p. 7). Granovetter did not include any citations to
support this opinion. Presumably he based his assumption
on his own personal observation since little or no
empirical data was available regarding the job-finding
behavior of women PTM . He cited only one study of
female white collar clerical workers (Schultz, 1962)
which showed that the group relied more on informal
methods than any other kind, but used formal means more
often than blue~collar workers of either sex.

In research on job-finding it has been common prac-
tice to divide methods of finding jobs into "formal" and
"informal" categories. "Formal" means referred to com-
mercial and public employment agencies and adver~
tisements. "Informal" methods included the use of
personal contacts of any kind, and also direct applica-

tion to an employer (Granovetter, 1974, p.5).
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Previous studies of blue-collar workers (Sheppard and
Belitzky, 1966; De Schweinitz, 1932; Reynolds, 1951; and
Reid, 1972) found that the majority of these workers
found jobs through informal contacts rather than formal
sources. In a study of white-collar, two-year college
graduates, Allen and Keavney (1980) found the majority
gained jobs through formal sources.

For purposes of analysis, that portion of the total
WPMN population (n=90) which did not fall into the job-
finding categories of "informal" and "formal" means were
removed from the sample. That portion of the total sample
eliminated from the sub-sample included those who were
self-employed, promoted in the same department, or
created the job. The remaining group (n=53) then pro-
vided parallels for comparison to Granovetter's findings.

Granovetter reported that 56.1 percent had found
their present job through personal contact and 18.8 per-
cent through direct application. In the WPMN study 54.7
percent found their present job through personal contact
and 20.7 percent applied direct.

Results showed that 42.1 percent of the WPMN popula-
tion found their last job through personal contacts; and
31.2 percent found the job before that through the same

means.
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The percentages of this same sub-sample of the WPMN
population who applied directly to the company or organi-
zation were reported as follows: 24.6 percent appled
direct for their last job; and 34.4 percent for the job
before that.

As the women gained more job experience they used
personal contacts more and other means less, as shown in

Table 4-26.

TABLE 4-26
JOB-~FINDING BEHAVIORS OF WPMN POPULATION

Personal Direct Formal

Contact Application Means

PCT. PCT. PCT.

3 Present Job 54.7 20.7 24.5
2 Last Job 42.1 24.6 33.3
1 Job before that 31.2 34.4 34.4

Granovetter (1974) found that the majority of the
PTM's in his study (56.1 percent) gained their jobs
through personal contact. Another 18.8 percent used

direct application. But he went beyond previous studies
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and linked higher earnings and more status to the jobs
found through personal contacts or "friends of friends".
One important bias that should be noted regarding
Granovetter's research is that he used only individuals
who had changed jobs within the past five years, rather
than a general random sample of PTM workers (1974, p. 9).
He indicated he adopted this strategy to facilitate
memory of mobility experience, and that members of a
general sample might show a somewhat different picture of
the job-finding process.

No such limits were introduced in sampling the WPMN
population. In fact, the WPMN population included not
only those who may not have changed jobs within the past
five years, but some women who may not have changed jobs
as many as three times during their total work life.
“Formal" and "“informal" job-finding sources utilized by
the WPMN group were reported as they related to their
current job, previous job and the job before that. These

figures are reported in Tables 4-27, 4-28 and 4-29.
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TABLE 4-27
HOW DID YOU FIND OUT ABOUT YOUR CURRENT JOB?

Category ABS. REL.

FREQ. FREQ.
(PCT)

Saw ad in newspaper 4 4.4

Employment Agency/recruiter 9 10.0

Asked a friend 6 6.7

who told me about the job

Friend who knew I was 11 12.2

looking told me about

the job

Friend who didn't know 9 16.0

whether I was looking
contacted me

Someone I didn't know 3 3.3
contacted me

Applied directly 11 12.2
Became self-employed 15 16.7
Promoted in same dept. 5 5.6
Created it then hired 3 3.3
Other 14 15.6

TOTAL 90 100.0



97

TABLE 4-28

HOW DID YOU FIND OUT ABOUT YOUR LAST JOB?

(the job prior to your current job)

Category ABS. REL. ADJ.
FREQ. FREQ. FREQ.
(PCT) (PCT)
Saw ad in newspaper 14 15.6 16.1
Employment Agency 5 5.6 5.7
Asked a friend 1 1.1 1.1
who told me about
the job
Friend who knew I was 15 16.7 17.2
looking told me about
the job
Friend who didn't know 4 4.4 4.6
whether I was looking
contacted me
Someone I didn't know 4 4.4 4.6
contacted me
Applied directly 14 15.6 16.1
Became self-employed 4 4.4 4.6
Promoted in same dept. 8 8.9 9.2
Created it then hired 2 2.2 2.3
Other 16 17.8 18.4
No answer 3 3.3 MISSING
TOTAL 90 100.0 100.0
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TABLE 4-29

HOW DID YOU FIND OUT ABOUT THE JOB BEFORE THAT?

Category ABS. REL. ADJ.
FREQ. FREQ. FREQ.
(PCT) (PCT)
Saw ad in newspaper 12 13.3 14.6
Employment Agency 10 11.1 12.2
"Asked a friend 4 4.4 4.9
who told me about
the job
Friend who knew I was 9 10.0 11.0
looking told me about
the job
Friend who didn't know 4 4.4 4.9
whether I was looking
contacted me
Someone I didn't know 3 3.3 3.7
contacted me
Applied directly 22 24.4 26.8
Became self-employed 3 3.3 3.7
Promoted in same dept. 7 7.8 8.5
Created it then hired 1 1.1 1.2
Other 7 7.8 8.5
No answer 8 8.9 MISSING
TOTAL 90 100.0 100.0
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Research Question 6

6. Does diffusion theory permit an explanation

of differential effects of networking?

Research studies on diffusion ( Boissevain, 1974;
Granovetter, 1974; Mayer, 1963) have found that more
person-to-person contacts and communications transactions
can be made through weak or loose ties (friends of
friends or acquaintances) than through strong ties (close
friends or relatives), because the weaker second order of
contacts tends to be dispersed through more, and wider,
social networks.

Applying this concept of diffusion theory suggests an
acceptable explanation for the differential career
effects of the networking process addressed in Research
Question 4. Findings in the present WPMN study demon-
strated a positive correlation between higher network
involvement and a perception that “"involvement helped my
career". Since higher (more intense) involvement assumes
a greater time commitment devoted to network activities,
it may also be assumed that time spent in these activi-
ties provided the higher-involved individual with a
greater number of networking contacts for building loose
ties, thus expanding the individual's social network and

providing more information that proved of value in
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forging career opportunities. Further, the finding that
higher level of involvement in a dispersed social network
(WPMN) was related significantly to job-finding provided
more evidence in support of the diffusion concept.

Boissevain (1974) found that network density and size
are an index of the potential flow of information. The
larger and less dense the network, the greater the
possible flow of information. Diffusion theory thus
suggests that the broader the network, the more likely
there would be career effects. Thus a horizontal net-
work, such as the WPMN, which brought together women from
diverse backgrounds, and from a variety of work settings,
would be less dense and more likely to provide career
effects than a narrower vertical network.

Related to this concept is the finding that work set-
tings and formal organizations are two common sources of
weak, or loose, ties (Granovetter, 1973). These findings
appear to provide sufficient evidence to suggest that the
theoretical framework of diffusion provides a useful
basis for testing the research questions related to net-
working and would permit an explanation of differing
effects of networking. Of course more detailed network
data, and an additional study would be required to do
more than speculate on this issue, but a theoretical

framework has, at least, been suggested.
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Similarly, diffusion was the theoretical concept
Granovetter (1974) used to explain the importance of
informal contacts (friends, and friends of friends) in
successful job-finding. Results of the present study
related to the job-finding behaviors of the WPMN popula-
tion were very close those of Granovetter (1974) and
therefore, provide added support and verification to his

research.



Chapter 5
SUMMARY, CONCLUSIONS, DISCUSSION
AND RECOMMENDATIONS

This final chapter contains a summary of the research
procedures utilized to analyze the data and draws conclu-
sions from the findings. An effort was made to clearly
distinguish between conclusions drawn from the data and
implications which go beyond the findings.

In addition, the chapter begins with a brief summary
description of the Women's Professional and Managerial
Network (WPMN) population drawn from the detailed
material presented in the previous chapter and provides a
comparison of this network population to both the Incom
Network researched by Odendahl (1982) and Business and

Professional Women (BPW) network groups.

Chapter 5 concludes with recommendations for further

research arising from the data.

Description of the WPMN Membership

The profile that emerges of the Women's Professional

and Managerial Network (WPMN) membership is one of a very
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highly educated group (76.7 percent had a college degree;
44.4 percent held a graduate degree), working in diverse
settings (36 different occupational titles in 41 dif-
ferent types of businesses and professions) with a strong
representation (57.8 percent) of managers. The sample
was predominantly Caucasian (93.3 percent and a majority
(53.3 percent) were married and had children (58.9
percent).

The group ranged in age from 21 to more than 61 with
the greatest concentration (40.0 percent) in the 31 to 40
range. Fully 69.7 percent earned more than $20,000, and
43.8 percent earned more than $30,000 in 1982.

Compared to the typical female worker described in
the 1980 census, they were much better educated with far-

above-average earnings.

Comparison of WPMN to Incom and BPW

The WPMN population was closely parallel to the Incom
Network researched by Odendahl (1982) in age: Both
groups had a majority of members in the 31 to 40 age
range; and were considerably younger than the BPW mem-
bership which averaged over age 50 with almost 15 percent
beyond age 70.

However, the WPMN membership was generally more

highly educated than either Incom or Business and
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Professional Women (BPW) members and held a greater
number of managerial and professional positions than
either the Incom or BPW populations.

Where a majority of Incom network members aspired to
be earning $20,000 within five years (Odendahl, 1982),
the majority of the WPMN group was already earning above
that range in 1982 and 52.3 percent of the WPMN mem-
bership aspired to ranges of $40,000 to more than $50,000
within five years. 1In 1982 fully 69.7 percent of the
WPMN earned more than $20,000 and 43.8 percent earned
more than $30,000. No actua1'earnings of Incom members
were reported in the Incom study for comparison.
Reported annual earnings of a majority of BPW members was
less than $12,000 in 1979 (Odendahl and Smith 1979). |

A majority of both WPMN and BPW members were married;
in contrast, 57 percent of the Incom group were not
married. A higher percentage of BPW members had children
(64 percent), but these were largely grown and on their
own. Among WPMN members 58.9 percent had children, and
40 percent of these were dependent children. Only 23.2
percent of the Incom group had dependent children.

The labels "horizontal" and"vertical" have been used
throughout the study to distinguish the structure of the
WPMN and the Incom network described by Odendahl (1982)

in her ethnography. The BPW organization also could be
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described as a horizontal network, with members scattered
in clubs in cities and towns throughout the entire United
States. Incom members (N=353) worked at various job
levels within one large financial institution at its cor-
porate headquarters. WPMN members (N=451) attracted mem-
bers from throughout Western Washington State with the
greatest concentration in metropolitan Seattle. The BPW
sample (N=3,500) was representative of a total membership
of 180,000 women, largely employed in education,
accounting and clerical positions. (Odendahl and Smith,
1979).

Both Incom and WPMN were dedicated to assisting women
in reaching their career goals, primarily through a com-
munications process called "networking". Odendahl (1982)
described the process:

"At the core of the group was the goal
of making contact with other people, of
"networking". Women were meeting other
company women and men; supporting each
other, talking about their problems and
possible solutions; and most importantly
exchanging information . . . a strategy
for improving career opportunities had
emerged " (p. 119-120).
The stated goal of BPW in its more than fifty-year history
has been to improve the status of working women. (Odendahl
and Smith, 1979).
Findings indicated the WPMN group was more highly

motivated to engage in "networking" than Incom members
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(77.8 percent of the WPMN population contrasted with a
reported 47 percent of the Incom group actively made con-
tacts to "network".) Because the WPMN group was much
more active in networking it could be suggested that this
was related to the higher earnings of WPMN members. An
analysis of the data of those who networked actively and
those who did not failed to show any significant correla-
tion between networking activity and higher earnings.
However, as has been mentioned, these are truncated data
so a variance is less likely to be significant.

Although the WPMN and BPW organizations had
established written by-laws and each had an elected board
of directors, the Incom Network had not formalized its
procedures. Both WPMN and BPW had established annual
membership dues, while no mention was made of a specific
financial commitment on the part of Incom members. In
all three groups affiliation as a member was open to
anyone who expressed a wish to join.

High membership turn-over Qas also something the
three groups had in common. Over 43 percent of BPW mem-
bers had been in BPW less than five years; the Incom
group reported 18.3 percent had been members from the
beginning of the organization: 34.4 percent over two
years; 31.2 percent one to two years and 16.1 percent

less than one year. 1In the WPMN population 21.1 percent
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had been members for all three membership years, or from
the beginning of the organization; 35.6 percent for two
years and 43.3 percent for one year or less. The drama-
tic difference between the groups was in the membership
growth figures.

In its three membership years the WPMN showed a
doubling of membership from the first to the second year
and more than 40 percent growth during 1981-1982.
Odendahl1 (1982) reported that the Incom network was most
vital and fast-growing in its formative period in late
1977, and attendance at events had dropped to around 50
persons by 1981. Odendahl attributed this waning of
interest in the Incom network partly to a change in
leadership, and to the perception that the Incom groupA
had become less welcoming of new members. Although it
was reported that total BPW membership had declined
somewhat during the 1970's, there were no exact numerical
comparisons provided in the Odendahl and Smith (1979)
study.

A1l three organizations had stated goals of helping
women's career development. Yet only 12.2 percent of the
WPMN members and 9.2 percent of BPW members indicated
that personal career development was their main reason
for joining. A majority of WPMN members and BPW members

chose increased business contacts as their main reason
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for joining the group. For comparison purposes it is
unfortunate that Odendahl (1982) did not include an
answer to this question in her reported findings,
although the question as used in the present study was
drawn from her questionnaire.

Because Odendahl concluded that there was no evidence
that the Incom network promoted the career advancement of
a majority of its members, and generalized that conclu-
sion to all women's networks, it would have been
interesting to have this piece of information for com-
parison purposes. Also, it should be remembered that
Odendahl received only a 27 percent return rate on her
questionnaire, a fact which may have skewed results.
Odendah1's conclusion was based on her finding that 38.7
percent of Incom members felt that their involvement in
the network had helped their careers. My interest in
this point is that if the Incom group's main reason for
joining was simply increased business contacts, and not
primarily job leads, as was the case with WPMN and BPW,
then it might be logical to assume that their expectation
would have been met. The work of several researchers in
exploring and testing expectancy theory (Atkinson, 1964;
Vroom, 1964; Porter and Lawlor, 1968) leads me to suggest
that although career development and implied upward mobi-

lity may generally have been accepted as the Incom
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network's main goal, it may not have been primarily what
the majority of members sought and expected.

In reponse to the same question regarding whether
their membership had helped their career development,
35.6 percent of the WPMN population overall stated that
membership had helped their career development. Odendahl
did not seek to relate degree of involvement in the net-
work to help in career development as was done in the
present study. In the WPMN population research findings
there was a significant relationship between high
involvement and evidence of help in career development.
The more involved with the network the WPMN were, the
more they perceived that the network had helped their
careers.

A number of other questions verified the value of
"networking” to members of both Incom and WPMN. An
overwhelming majority found their network experiences
valuable for information exchange, and a strong majority
valued their experiences in gaining personal skills and
knowledge, more contacts, friendship and support. BPW
members, a generally older group, and presumably more
established in their careers, found more satisfaction in
increaased social contacts than increased business and
professional contacts.

The expressed level of job satisfaction in all three
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groups was high: BPW members reported that 90 percent
were satisfied with their jobs; Incom network reported
76.9 percent were satisfied or very satisfied with their
work and 73.4 percent of the WPMN indicated they were
satisfied.

Because all the groups evidenced such a high level of
job satisfaction, it therefore may not seem surprising
that they did not report finding a high percentage of job
leads through networking. It would appear they were not
actively seeking job leads. The high percentage of the
WPMN members who chose the response "no opinion" on the
value of the network in providing job leads is further
verification of the orientation of this group toward dif-

ferent needs.
CONCLUSIONS AND DISCUSSION

When this research was begun in 1982 there was a
widespread but largely untested assumption among employed
women that women's networks and networking could be
instrumental in boosting the careers of women. Fueled by
enthusiastic books and articles in the popular press
(Wilson,1977; Kleiman, 1980; Welch,1980; Stern, 1981),
the networking idea had spread spontaneously resulting in
the formation of women's networks in cities and towns

from coast to coast.
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This study of a horizontal women's network focused on
a representative group in a cross-section of mostly mana-
gerial and professional occupations. I attempted to
build a profile of women who chose to affiliate with a
women's network, to investigate what women perceived as
possible benefits of network affiliation; and, using dif-
fusion theory, to determine whether the networking pro-
cess contributed to the career development of the women
involved. Because this study represents the first
research attempt to gather systematic data about a hori-
zontal women's network, a detailed demographic picture
has been documented so that future researchers may make
comparisons.

Odendahl (1982) found that such networks were unsuc-
cessful, largely because they overlooked the structural
constraints in organizations which impeded women's career
advancement. Because her research was limited to a ver-
tical network which existed within one hierarchical
financial institution, and because her findings were
based on a 27 percent questionnaire return rate, I
questioned whether her negative finding could be genera-
lized to other networks which were structurally dif-
ferent. Odendahl's sample did not include women
entrepreneurs, women in industry, women in the non-profit

sector or women in the professions. All these varied
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occupational groupings were represented in the WPMN popu-
lation in the present study.

The first Research Question provided a demographic
profile of women's network members (such as age, income,
education, job category, etcetera) and a descriptive pro-
file (job, satisfaction, future occupational and personal
goals). Much of these findings have been reviewed in the
previous section, a Description of the WPMN Membership.
The most significant findings related to Question 1 were
that there was no direct correlation between level of
education and level of income or age and income. There
was a significant relationship between job satisfaction
and income.

The second Research Question compared the WPMN group
to the total population of employed women as described in
the 1980 census. It was found that the WPMN population
was significantly better educated, better paid and held a
much higher number of professional and managerial posi-
tions than the average among employed women described in
the 1980 census.

The third Research Question asked what the WPMN popu-
lation perceived as personal and career-related benefits
of affiliating with a women's network. It was found that
the majority (67.8 percent) joined the WPMN primarily to

gain increased business and professional contacts. For
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12.2 percent of the WPMN population personal career deve-
lopment was chosen as the main reason for joining. The
most surprising finding was that 11.1 percent had joined
for other reasons, none of which was directly related to
the individual's career mobility. These reasons were in
some cases altruistic, demonstrating support of the idea
of networking, or of providing help for other women.
Friendship and social contacts were of first importance
to 4.4 percent of the population, while an even smaller
percentage (3.3 percent) chose the response "developing
personal skills and knowledge."

The women's reasons for joining the WPMN provided
some interesting information when related to the findings
on Research Question 4 which sought personal or career
effects of networking, and when related to Odendahl's
finding that women's networks do not contribute to the
career development of a majority of their members. If
only 12.2 percent of the WPMN members were intent on
using their network experience primarily and directly
toward their career development one might speculate that
this may also have been the case with the Incom network.
Although the content of the question was derived from
Odendah1's questionnaire, Odendahl did not report the
percentages for this response in her findings. The fin-

dings concerning the women's evaluations of their network
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experiences were positive in all aspects.

Research Question 4 sought evidence of personal or
career effects (both positive and negative) to women's
career paths related to the level of their involvement in
a women's network. The findings indicated a direct rela-
tionship between the degree of involvement with the net-
work and evidence that the involvement helped the
individual's career. The higher the involvement, the
higher the percentage of a “"yes" response. The same
direct relationship was evidenced in degree of involve-
ment with network by "involvement helped personal
development". This is the most significant finding
related to this question in the study, and supports the
conclusion that networking and involvement in a women's
network can provide both positive career development and
personal development for the women involved. Further,
higher involvement also was significantly related to help
in job-finding.

The fact that fully 35.6 percent of the WPMN popula-
tion reported that involvement helped their careers and a
majority (64.4 percent) reported that involvement had
helped their personal development would be significant in
and of itself; however, the added finding that the higher
the degree of the involvement,-the greater the evidence

of assistance to the women's careers provides support to
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the concept of diffusion theory.

These are truncated data, of course, representing an
exceptional population of highly ambitious, well-educated
women, many of whom were already well-established in
their careers, but this does not detract from the finding
that developing and using informal contacts in a horizon-
tal women's network can benefit those involved.

The finding that there was a high turnover in WPMN
membership from year to year provides some basis for spe-
culation. The WPMN trend was also evidenced in both the
Incom network and in the BPW membership study. It may be
speculated that members who dropped out had met their
needs, gained what they sought from their membership and
moved on. It may also have been that these members did
not find networking to their liking and were not comfor-
table affiliating with a women's network. Geographical
mobility probably accounted for a substantial percentage
of the turnover (U.S. census figures have shown that on
the average 20 percent of the U.S. population moves every
year.)

There were no findings of negative effects of net-
working such as demotions, loss of job or loss of oppor-
tunities related to women's affiliation with the WPMN.

The fifth Research Question investigated the job-

finding behaviors of the population of women PTM workers.
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Findings showed that the majority (54.7 percent) had
found their current position through personal contacts, a
form of networking, and that this informal method of job-
finding was as effective for women PTM's as it was for
men PTM's in previous studies, such as Granovetter
(1974).

Further, it should be observed that although
Granovetter found that 56.1 percent of his sample found
jobs through personal contacts, he had limited his popu-
lation of male PTM's to those who had changed jobs within
the last five years. Since no such time 1imit was used
in the present study, the finding that 54.7 percent of
the population of women found their present job through
personal contacts may be an even stronger result. '

The use of personal contacts increased as the women
gained more job experience. Presumably they were suc-
cessfully building diffused social networks with suf-
ficient weak ties to provide linkages to an ever-widening
network of others in their fields. This suggests that
one of the basic tenets of networking, to make oneself
visible enough to be noticed, was demonstrated here suc-
cessfully as well.

Only in two fields (accounting and para-legal
positions) was there a consistent continued pattern of

using formal means to secure jobs. This was apparently
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the usually accepted procedure peculiar to these two
fields of work.

Research Question 6 asked whether diffusion theory
permits an explanation of differential career effects of
networking. Several researchers including Mayer (1963),
Boissevain (1974) and Granovetter (1974) have presented
findings from diffusion studies in social network analy-
sis that are consistent with this explanation.

It was felt that the low density and large size of
the horizontal women's network provided a setting that
increased the potential flow of information through net-
working contacts (weak ties). It was thus concluded that
the theoretical framework of diffusion does permit a
satisfactory explanation of the differing effects of net-

working found in the present study.

Recommendations for Further Research

As this study was conducted, a number of questions
emerged that were of interest but that can only be
answered and evaluated by further research.

The finding that two-thirds of the WPMN membership
did not continue from one year to the next brings forth
the question: Were the needs of this group met? Did they
gain what they had hoped to gain and move on to other

interests, or did they drop out because they were disap-
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pointed and frustrated? A follow-up study of this group
could prove of value.

Further research needs to probe whether women's net-
works can and do have negative effects on women's
careers. Although no data appeared in the present
research to suggest possible negative career consequen-
ces, perhaps an additional set of questions might elicit
that information.

It is also interesting to speculate whether a three-
year span of existence--the length of time since the
founding of the WPMN--is sufficient to effectively
measure possible benefits or negative effects of affi-
lTiating with a women's network. Would a longitudinal
study of the present WPMN population yield very different
results? Certainly some type of longitudinal study
should be conducted to probe the generalizability of the

findings of the present study to other networks.
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Dear Member:

The career patterns and profiles of women who have become
members of a women's network are of interest to researchers in
the field of education. As a doctoral student at the University
of Washington, I am now conducting interviews of these individ-
uals to examine the phenomenon of “"networking".

Your name has been selected at random frqg among members of
the Women's Professional & Managerial Network.* We hope that you
will contribute your perceptions and experiences to this study.

Enclosed is a consent for research form, which I hope you
will sign and return promptly.

Within the next ten days we will try to reach you by tele-
phone to arrange a time to conduct a telephone interview to com-
plete the enclosed questionnaire (which should not take more than
twenty minutes).

Your replies will be considered strictly confidential and will
be reported in aggregate, without the use of names, either of
persons or firms. No individual will be identifyable in the re-
search findings as they are reported. The intent of the research
is to look at the concept of "networking".

I Took forward to discussing these matters with you and
thank you in advance for your cooperation.

Sincerely,

JEAN DONOHUE

*membership year 1981-1982

enc
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CONSENT FOR RESEARCH

I give my permission for Jean Donohue to use my responses to the
questionnaire for research purposes only. Only persons involved
in scoring, programming and evaluating the results will be
permitted to view this material. All information will be kept
in a locked file in Professor W. S. Schill's office (M215 Miller
Hall) until it is coded for analysis and it will then be
destroyed.

Signed:

Date:
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WOMEN'S PROFESSIONAL AND MANAGERIAL NETWORK QUESTIONNAIRE

Please take a few moments to look through this questionnaire. The
jnformation you provide will be treated in strictest confidence as part
of a research project. We hope you will want to answer the questionnaire
completely when you are contacted for a telephone interview, as incom-
plete data will affect the results. However, if there are questions
you would rather not answer, feel free to omit them. -

Thank you for taking time to read this information.

1. How long have you belonged to the Women's Professional & Managerial
Network (or Women's Network)?

p—y

1 Year or less
2 Years 2
3 Years 3

2. How did you first hear about the Women's Network?

From a news article

From a co-worker

From your boss

From a friend

From an invitation in
mail to Celebrity
Series dinner event

From an advertisement

Other, please explain:

PHwWN —

[o S,

3. Why did you join the Women's Network? (Check all that apply)
Increased business/professional contacts 1
Personal career development 2
Fellowship/social contacts 3
Developing personal skills and knowledge 4
Other (please explain): 5

4, Of all the reasons stated above, what was your main rea?on for joining?
{Circle one of these 2
choices) 3
4
5
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HOW VALUABLE HAVE YOUR EXPERIENCES WITH THE WOMEN'S NETWORK BEEN?
{please circle one answer for each item)

Very Somewhat Not No
Valuable Valuable Valuable Opinion
5. Contacts 1 2 3 4
6. Job leads 1 2 3 4
7. Increased business 1 2 3 4
8. Friendship 1 2 3 4
9. Information exchange 1 2 3 4
10. General career development 1 2 3 4
11. Support 1 2 3 4
12. Developing personal skills
and knowledge 1 2 3 4
13. Small group meetings
(i.e. investors, managers) ] 2 3 4
14. Newsletter 1 2 3 4
15. What is your own definition of "networking"?
16. Have you ever had an "official" function within the Women's Network, for
example, member of a committee, or some other responsibility?
YES 1 NO 2
If yes, please list function:
17. Do you feel your involvement with the Women's Network has assisted you in
your career? YES 1 NO 2
Please explain:
18. Do you feel your involvement with the Women's Network has assisted you in

your personal development? YES 1 N 2

Please explain:



19,

20.

21.

22.

23.

24.

25.

26.

27.

Do you actively make contacts with others with the goal of networking?
YES 1 NO 2

Do you usually network over:
Breakfast
Lunch
Dinner
Telephone
Around the office
A1l of the above
Other, please explain:

Y& WA —

Do you belong to organizations other than the Women's Network?
YES 1 NO 2

If yes, please check those organizations you belong to:
Professional group in your field
"In-house" network in your organization
Other network(s)

Community organization
Political organization
Recreational/athletic club
Other

(please describe):

~NOoOYN B WN —

How would you describe a role model or mentor:

Have you had a role model or mentor?

YES 1 NO 2
How helpful has this role model or mentor been in your career?
Extremely helpful 1
Quite helpful 2
Moderately helpful 3
Somewhat helpful 4
Not helpful 5

Have you had more than one role model or mentor?
YES 1 NO 2

Can you cite one individual who has had the most positive impact on
your career? Please describe how the person helped:



28. Number of years in the workforce (total years of all paid employment)

29.

30.

31.
32.

33.

Number of years as a volunteer (total years of unpaid employment)

Current position title:
Type of organization/business

When did:start your current job? Month Year

1f you currently have more than one job or position, please list your
other title(s):

Type of organization/business

How exactly did you find out about your current job?

a.

I saw an advertisement in a newspaper (or magazine, or trade or technical
Journal

I found out through an employment agency (or "head hu;ter")

I asked a friend, who told me about the job

A friend who knew I was looking for something new contacted me

A friend who didn't know whether I wanted a new job contacted me

Someone ! didn't know contacted me and said I had been recommended
for the job

I applied directly to the company or organization

I became self-employed

I was promoted in the same department_____

I created the job and convinced them to hire me to do it

Other (please explain):



34. How exactly did you find out about your Jast job-<the one just prior to

your current job: (see responses above)

35. And the job before that?




IF YOU FOUND OUT ABOUT THE JOB LISTED IN QUESTION #33 (your current job)
THROUGH A FRIEND, PLEASE ANSWER QUESTIONS 36 - 39, OTHERWISE, SKIP TO #40:

36. How did you happen to know this friend?

a. We went to college together

b. We went to high school together

C. We grew up in the same neighborhooa___
1 once worked with him/her

1 once worked under her/him
Other (please explain):

“HhM O

37. Did your friend put in a good word for you as well as telling you about the job?
a. Yes
b. No
¢. Don't know

38. How did this friend know about the job?

Worked in the same place where the job opened up
S/he was a business friend of the employer__
S/he was a social friend of the employer_
S/he was the employer

Other (please explain):

o an oo
» e e & o

39. At the time when your friend told you about the job, how did you know how to get
in touch with each other?

We saw each other pretty often then_

We spoke to each other pretty often then

We spoke to each other on the phone pretty often then___

We spoke to each other on the phone occasionally then___

We were exchanging Jetters then__

We were exchanging Christmas (or other holiday) cards then___

We hadn't been in contact recently, but mutual friends put us in touch_

Other (please explain):

.

Sy HhoOoQAOOTW

NOTE: If you found out about your last job (Q. #34) or the job before that
from a friend, please repeat the responses to questions #36 - #39 in the space below:

for LAST JOB: for the job BEFORE THAT:
6. _ 36.

7. 7.

38. 38.

39. 39.



40.

4.

42.

43.

44,

45,
46.

Level of education completed:

Less than high school

High school

Vocational school

Some college

College degree, B.S. or B.A.

Other degree, please specify:
RN A

Advanced degree

Masters  Major

_Doctorate Field

TR wWwnN —

WO oo~

—————

Ethnic group: __ Black —_Hispanic __Asjan American __Native American
__White __ Other (specify)

Age: _Under 21 _21-25 _26-30 _31-35 _ 36-40 _ 41-45

__46-50 _51-55 _ 56-60 __61+
Marital status: Never married 1
Married 2
Divorced 3
Separated 4
Widowed 5
Living with partner 6
Number of dependent children: Number of children on their own:
?one ? None 0
1 1
2 2
2 2
3 3
3 3
4 4 2 2
5 or more 5 5 or more 5
Sex: Female 1 Male 2

Which of the following letters best describes your personal income
(before taxes) per year?
Under $10,000
$10,000 to $14,999
$15,000 to $19,999
$20,000 to $24,999
$25,000 to $29,999
$30,000 to $34,999
$35,000 to $35,959
£40,000 to $44,999
£45,000 to $49,999
$50,000 or more

Gt TO D OOTN
. e e e s s



47.

48.

49,

50.

51,

52.

How many people to you supervise?

None

One

Two

Three

Four

Five and over

OB wWwnN —

Relative to your male and female co-workers, how high do you think
your own level of career aspiration is?

Way above average
Slightly above average
Average

Slightly below average
Way below average

Gy & WM —

Relative to your co-workers of the same sex, how high is your own
career level of aspiration?

Way above average
S1ightly above average
Average

Slightly below average
Way below average

N HWRN -

Where do you want to be professionally in five years?

Entry-level management 1
Middle management 2
Senior manage 3
In another career 4
In another company 5
Do not know 6
None of the above, 7
please specify:

What would you reasonably expect your salary to be in five years?
(income)

Under $10,000
10,000 to 20,000
20,000 to 30,000
30,000 to 40,000
40,000 to 50,000
Over $50,000

U B W —

How satisfied are you with your present job?

Very satisfied 1
Satisfied 2
Not satisfied 3

Please explain:



53.

54,

55.

56.

57.

When did you receive your last promotion?

Less than 3 months 1
3 to 6 months 2
6 to 12 months 3
1 to 2 years 4
Over 2 years 5
No promotion since you begané

1f promoted, did you seek it?

Yes 1
No .2
Not promoted 3

What other goals do you have for yourself beyond your employment
considerations for five years hence? (Circle as many as are
applicable.)

political involvement
more time to be alone
greater family involvement
community involvement
scholarly pursuits
creative endeavors

other, please specify

N e wh—

Using a scale from 1 to 5 to describe your involvement with

the Homen's Professional & Managerial Network with 1 representing
Tow and 5 high involvement, please indicate the number that best
describes your degree of involvement:

1 2 3 4 5
Tow medium high

Do you have any comments you would like to add to conclude this
questionnaire?
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NETWORKS QUESTIONNAIRE

Please take a few moments to complete this questionnaire. The
information you provide will be treated in the strictest confidence
as part of the Business and Professional Women's Foundation national
research project on 'Women in Networks."

This study will result in our first profile of Network mem-
bership, as well as analysis of how Networks operates. It will help
us to improve our Network , and assist the formation of new networks.

Answer the questions by circling the appropriate number or
writing in the blank space. ‘e hope you will want to answer the
questionnaire completely, as incomplete data will affect our results.
However, if there are questions you would rather not answer, feel
free to omit them.

NETWORK
1. How long have you belonged to Network

Less than 3 months ......ccovvennninnnnnnnnn
Sto 6mMONthS ..vviirvnriinneeeniernnnnnensn
6 to 12mONthS ...iiiirriirenrnnnnrnrnnnanns
1 t0 2 YearS .uiiiriiiniitniireineininnaanas
OVeT 2 YeaTS ...vvivennriennnnneeenneasnnans

QUGN

2. How did you first hear about Networks?

Announcement PosSted ......ceivneneeroeeannns

News article ......civeeveennnnennnennns
From a co-worker .....coevieriiennnnnnnnnnn.
From your BoSS «uuvirniiinnnrnnnnenennnnnnns
Froma friend ......coiiiienininnennnnnnnsn.
Source outside the company .................
Other, please explain:

ST O &N



149

(2)

3. Why did you join Networks?

4. What is your definition of 'metworking'?

5. Do you belong to one of Networks' small groups? If yes, what kind of
group?

Peoples gGroUD .....c.veeveenensnncsnonnaenss
Special INTETEST .....ceeveienrecnnanannanns
Women's Group ....eeeeeinennenrerensvecaanas

BN

6. Approximately, how often do vou attend the small group meetings?
Not a member of a small group...............
Oncea"naerT, Of 2 STall oW ...
Once every two WeekS ....ceveerencennnnnaens
Once every three weeksS ....occveeeneruananes
Once amonth .....cvviiiiiniennennrrnnannens
Less than once a month ........c.c0nveven.n.

v BN O

~1
.

Approximately, how often do you attend the monthly Networks'
programs?

EVery MONth ....cevveivicnecrnnonneeunnennns
Every other month .......coivevivnvennnnnnn.
Every three months ......ccvvveviciennnnenns
Irregularly ...ovvviiiiiiinnnninrncnennnnnnn
ALMOST NEVET . ..vvuiviniervroranensnncnsennne

(Vo IR VYN S S
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(3
8. Do you read Networks publications? If yes, which ones?
= N eeeeienas Ceereerens . 1
Clearinghouse .....vviveeernenreneiannnnennnn 2
Networks ............ ceereesianeearan eeresen 3
NewsCLiPS toveinriniienoenenanernnneanennnnnas 4
Other, please explain: 5
HOW VALUABLE HAVE YOUR EXPERTENCES WITH NETWORKS BEEN? (CIRCLE ONE
ANSWER FOR EACH ITEM.)
Very Somewhat Not No
Valuable Valuable Valuable Opinion
9. Small group meetings 1 2 3 4
10. Monthly meetings 2 3 4
11. Publications 1 2 3 4
12. Contacts 1 2 3 4
13. Corporate Awareness 1 2 3 4
14. Friendship 1 2z 3 4
15. General Career Development 1 2 3 4
16. Information Exchange 1 2 3 4
17. Job Leads 1 2 3 4
18. Support 1 2 3 4
19. Other, please explain:
20. Have you ever had an "official" function within Networks, for example,

facilitation of a small group or member of the steering committee?

~
(14
n
.
:
.
.
.
.
.
.
.
.
.
.
.
.
.
.
.
:
.
.
:
.
.
[Ny

If yes, please list function:
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(4)

21. Have you ever led a monthly program meeting or been a speaker?

22. Do you feel your involvement with Networks has assisted you in
your career?

Please explain:

23. Do you feel your involvement with Networks has assisted you in
your personal development?

Please explain:

24. Do you actively make contacts with others with the goal of networking?

.
.
.
.
.
.
.
.
.
.
.
.
.
.
.
.
.
.
.
.
.
.
.
.
N

25. Do you have business cards?



26.

27.

28.

29.

30.

31.

152

(5)

If yes, do you use them regularly?

Yes ...... Cececerteccesrtisease 1

No coveennnns eeeiennaas Chesecsetianaanns 2
Do you keep a calendar?

Yes ..... ceenaas teesssasetnacenns cesieeeseann . 1

NO ittt iiieeiiiaiiresessasnnas 2
If yes, do you use it regularly?

YeS coiernnnnanss Ceesesrsiecssentanasune vesaan 1

No coveennens Ceseeeeeeterasetisttsatnennnanaae 2
Do you usually network over:

Breakfast ....... Ceeessseiesesariaseasans 1

Lunch ........... Geteescsinentancasrasenransan 2

Dinner .......... vesenes seeeean . 3

Telephone .............. creeescctsasesasana 4

Around the office ........... tesstesaanssteans S

All of the above ........cccevienevenccceanaas 6

Other, please explain: 7
Do you belong to organizations other than Network

D (- 1

1 2

If yes, please list those organizations vou belong to within the
company:

Please list any organizations you belong to outside the company:
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(6)
33. Do you "network' outside
Please explain:
ROLE MODELS AND MENTORS
34, How would you describe a role model or mentor?
35. Have you had a role model or mentor?
b -1 T T R R . 1
I NO tteerveeenonccsssnasossesnsssssasssssanses 2
36. If yes, is the person a member of Networks?
D (=3 LR 1
NO ttevveenenveasanasvossassnssasasasansassson 2
37. If you currently have a role model or mentor at the is
is this person a male or a female?
Do not have a role model ......cccevnivcnnanns 1
Male role mOdel ....ieivvecensnncacecsansaonnne 2
Female role model ......eivvimeicneccnnranrans 3
38. How helpful has this role model or mentor been in your career?

Extremely helpful .......coveiereenereccenenens
Quite helpful .....ociiiniiiieiieeiieieonnnnes
Moderately helpful ........cccciieveeiieeinnans
Somewhat helpful .........cecveerecvecennenans
Not helpful at all .....ccecieeiironnnnnnsncns

[P RPN S Y



154

(7)
39. If you currently have a role model outside is this
person a male or a female?
Do not have a role model outside of work ..... 1
Male role model outside of work ....cecvvvveee 2
Female role model outside of work v...cccvvvns 3

40. How helpful has this outside role model been to you in your career?

Extremely helpful ......c.oveverevniecanneess .
Quite helpful .......coveveeecernnccnannoanns .
Moderately helpful ......ciceeveiencennnnens
Somewhat helpful ......c.cveveevninivaccnanans
Not helpful at all ......... teteessssnacaasses

(LR NN SN

PERSONAL
41. Age:

Y
e
L
v
o
.
.
.
:
.
.
:
.
.
.
H
.
.
.
.
.
.
.
.
.
- XL R PR ST

42. Sex:

%’
fary
o
[ S M ond

43, Marital status:

Never married ......ccceceicecrrenncocacennnes
% @ o 1=« A
DIVOrced ....civvvevncnrnsonrcassssncccanconnse
Separated ......c.ciieieiirereneieneicaceananas
Widowed .....ivveieercnscsonsersencsavanesonsa

LV IR SRV S N

44. Number of children:

~
.
:
.
.
.
.
.
.
.
.
.
.
.
.
:
.
.
:
.
.
.
.
.
.
:
.
.
.
NBEUNHO
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(8)

45. Age of youngest child:

Not applicable, no children ......... veesee cee
Under 5 vovvevinnninnencanns Cerecencanns

[
[
[
[
w
.
.
.
.
.
.
.
.
.
.
.
.
.
.
.
.
.
NAaeWHNNHO

46. Level of education completed:

Less than high school ........ccecviinaenns eee
High school ...... ceeseeaeen Ceeaseseetesenanns
Vocational SChOOl .....ccevvvnencncocncconnnes
Some college ....... teetresuiesaneensarnn veenee
College degree ........ccveevennncsaes ceserans
Advanced degree ........cccievieciecienoen cerees

AUV AU

EMPLOYMENT
47. Number of years in the workforce (total of all jobs):

48. How many different jobs (even within the same company) have you had?

49. How long have you been an employee at
50. How many jobs have you had while at

6§1. Current job title:

52. What operations area do you work in?

53. Salary Grade:

54. How much do you work?

FUull time ...evvveveccesescccnonanossanonnces 1
PArt tIME .ovevereceecnccacancncncanscosanans 2
(0173 ot 1"~ s 3

55. Sex of immediate supervisor:

56. If you supervise the work of others, are they mainly female or male?

Do not supervise others ...........cvvevenee 1
FEMAle ..cvvvernccecnuosncnnsnsossaancnsoons 2
Male ciiiiireererinincetitiraacennerrronnnan 5
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(9
57. How many people do you supervise?

NOME voceeecverenncsosesncans eresassenns 1
One coeecvcencees eesecascncncssesessarae 2
TWO vovevevesencoccaonacnns ereuseenans veenas 3
Three ..c.cceeeeee. teresscsrees Ceresserasenan . 4
Four ...... eeeserassnccnesoas vesesese Ceasesas 5
Five and over ......ccececvee veense vetecnnease 6

S8. Approx:.mate percentage of men and women at your level and above
in your immediate work area:

85% men and 15% women .........
65% men and 35% women ....... teeeesssesesnnes
50% men and S0% WOMEM ..-cccevecrcnvoosense .e
35% men and 65% WOMEN .....ccccececcvocncnss .e
15% men and 85% WOMEN ...cececrrvesccsvancnes :

(MR- RN N g

59. Who do you talk to most often during the course of a day?

Your peers .....c..e.. cerescanen cesecsacsnnne
Your immediate supenor teevessevsesesnsevens
Those above your immediate superior .........
People you SUDETViSe ....cccccvveress vesasnsee
Your friends .....ccc0ceecees tesesecseeasnnen
Other, please explain:

(o SLR-NTN S g

60. Who is most "helpful” to you in terms of networking?'

YOUL PEEIS .ovvveesosessnnarssncsasnssssacnce
Your immediate SUPETiOr .....cccceccevecacces
Those above your immediate superior .........
People you SUPETVISE ....oooevevanncrcrcnacss
YOuT friends ..o.ceeecescsoncscmansmcscecennns
Other, please explain:

oOnbEsELINE

61. Relative to your male and female co-workers, how high do you think
your own level of career asp1rat1on is?

Way above average ....-...c.ceevseesccseneneces 1
Slightly above average ...............cocenes 2
AVETAEE cvvverreraanaccnrencannsasenenerncnss 3
Slightly below average ........ceeceeecnonrcns 4
Way below average .........ocevcacoennsnceocns 5
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(10)

62. Relative to your co-workers of the same sex, how high is your own

63.

64.

65.

66.

career level of aspiration?

Way above average ........ceeieeeeeeencnnsens

Slightly above average .......... ceeeeneionas
Average ......cci0000nennn cerenas reneens
Slightly below average ........ teersaees ceeee
Way below average ........eceeveevennns cesene

Where do you want to be professionally in five years?

Entry-level management ........ N veees
Middle management ................ Ceerereeeee
Senior management ................ cecesesenes
In another career ................ sereeeas .
In another company ........ crseveessasennas .o
Do not know ....... cetssessiacenccnassatasnne

None of the above, please specify:

VAN -

NV RAWwWN -

What would you reasonably expect your salary to be in five years?

Under $10,000 ........... ceesesnananns ceeaanes
10,000 to 20,000 ............. tetetccsneaans
20,000 to 30,000 ..... thecstecitaesiinennns .
30,000 to 40,900 ............ tettasecieansans
40,000 to 50,000 ......c.ovivniiiinnnananannnn
Over $50,000 ............. Grectesetesanvenans

How satisfied are you with your present job?

Very satisfied ......covivvnrnnnnnnnnnennannns
OF:0 0 13 3 - L

Please explain:

When did you receive your last promotion?

Less than 3 months ...vivninninnnnnnnnennnn.
I o BT 1 o) £ 4
6tol2Zmonths ...oiioiiiiiiiiiiniierennnns
1 102 Years ..uvennitiiieeienrninenrannens
OVET 2 YearS .ivvevrnninrencenernnennsnnnnnns
No promotion since you started ..............

UV NN

[V NS N

QU B L



67.

68.

69.

70.

71.

72.

158

If promoted, did you seek it?

Yes tooiinnnnnns ceenans
o tesescesnane reseesos
Not promoted ............ escecessesnsnssas

(11)

NN =

Did you receive your promotion by using the job posting system?

When did you receive your last lateral transfer?

Less than 3 months ..viveeivnernnnnecnnnennns
S3to6months ......oc0e ceeesaen creeeneana .
6 to 12 months .....ccvne... sereireanrareanns
1 to2 years .sveevvvenenas secesscranas
Over 2 years ...... N cecsesesecnsennn .
Not transferred ....... cesresesetstsnraasnne .

If transferred, did you seek it?

Yes ieviinnnn seeerscenns P
NO tiieriiininnencnennn tecdsrecrenenesarannn .
Not transferred ......ccocvveveneerecnnnennses

DAUT LN [T AN

W

1
2

What other goals do you have for yourself beyond your employment

considerations for five years hence? (Circle as many as are

applicable.)

political involvement ........... reesesaeses
more time to be alone .......ccciveieiinnann,
greater family involvement .........ccoeveeuun
commmity involvement ...... Ceessescaantnerans
scholarly pursuits .....cceeeieeereceecsannnns
creative endeavors ........ccievecrcncnennnnns
other, please specify:

Nt SN
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73. How important has Networks been to you personally and what would
you like Networks to do in the future?
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FOR OFFICE USE ONLY

BPW _REMBERSHIP SURVEY
LR UL S

1. Number of years as s 3PV mamber:

Lul:hmon.mr..................

1 +5years . ..

6-|0yun.....................

11 = 20 years

20 = 30 vears

Over 30 years
2. Your 8PV Clubd size:

unzmzo-uu.................
2l = 45 mambars L
46 - 75 mambars
75’150er...................
O\nrlso-ﬂnn...................
3. How did you first lesrn about 8PW?
ThroughaWM.r.................
Through wy employer
Throughl'vpubllutlom...............
Through the medis (newspapers, magazines, radio, T.V.
T.V.)
Other (SPECIFY): .
&, What was your main resson for joining BPW? (CIRCLE ONE NUMBZR ONLY)
Incressed business/professional contaces . . . . . . .
Pormlururd-nlownnt..............
Cosmunity concern . . . . ., .. ... .......
Devaloping personal skills and knowledge
Fellowship/socialcontaces . . . . . ... ......
Other (SPECIFY): .

5. Mow has 8PV benefited you most? (CIRCLE ONE NUMBER OALY)
Contacts which led to professions! advancement . . . .
Geners! caresr development . . . . . . .. .. ....
Grester comsunity invoivement . . . .. . ... . e
Oeveloping personal skills and knowledge . . . . . . .
O\v.nllurmolunlwt.............
Increased social relationships . . . . . . .. . .« o
Other (SPICIFY): .

owm F W -

W or N -

>V orww N -

NN oW -
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Listed baiow are a number of activities which an organization such as SPVW might offer ics
mambers. How important is It to you that 8PV offer: (CIRCLEZ ONE ANSWER FOR FACH ITIN.)

Very Somswhat Not No
importent Imgortant Important Ooinion
6. Susport to the women's movement? . . . . . . . . . .. 1 2 3 &
7. Programs to help women?. . . . . . v e v 4o s v o .. 1 2 3 &
8. Program to serve the comsunity? . . . . .. .. ... 1 2 3 L]
9. Caresr development or leadership training workshops? . [ 2 3 L)
10. Job placement services?. . . . . . . . v . 4 0 0 ... ! 2 3 L}
1. Opportunities to influence legislstion? .. . . . . . . I 2 3 &
12. Sociasl activities for members? . . . . . . . .. ... [ 2 3 )
13. Support for daycare? . . . . = « v v e v 4 4 400 .. ' 2 3 &
14, Whet do you think should be the mein purposs of 8PV (CIRCLE ONT NUMBER ONLY.)
To present issues of general interest to the membership . . . . . . . . .. 1
Individus) growth for members . . . . . . . . . v 0 v v v v e e e e 2
Holping other women . . . . . . . . . 4t i i i it it it e s oo e 3
Personal caresr development for mambers . . . . . . . . . .. . ... ... ]
Logislative Involvement . . . . . . . . . i v it i it e e e e e H
Comunity Involvement . . . . . . . . . . ittt i e e e e e 6
15. How often do you read or browse through National Susiness ‘Women? (CIRCLE ONE NUMBER ORLY.)
Don't resd fear all . . . . .. . i . e s e e e !
Regularly (et lesst half the tima), resd it thoroughly. . . . . . . . . . . 2
Regularly (at least half the tima), browse or skim through ft . . . . . .. 3
Occasionally, but read it thoroughly . . . . . . . . . o v o v v oo, L
Occasionally, and only browse or skip through it. . . . & v o v v a0 v o 5
The following sre subject areas for articles in Mationsl Business Vomen. How important
Is it to you that articlas appear in the publication on & regular basis on: (CIRCLE ONE
ANSVER FOR EACH ITEN.) -
Very Samewhat Not No
Important lImoortant imoortant Ooinion
16. Equal Rights Amendment? . . . . . . . . . 4 . o « . .. ' 2 3 L}
17. Information on legislstive issues? . . . .. ..... 1 2 3 L]
18. Career development? . . . . . . . .. .. 0. ... 1 2 b} L}
19. 8PV membership davelooment? . . . . . . . ..., .... 1 2 3 4
20. BPW program planning? . . . . . . . . e e e 4 e ... 1 2 3 b
21, ®PW promotional idess?. . . . . . . . .44 e 4. ... ! 2 3 ]
22. Fsature stories on the achiavements of women. . . . . . ! 2 3 L}
23. What is the ares of the United States in which you presently reside?
MA., VT., K.M., WA, CT., N.Y., N.J., L TP T O |
"0., DE., VA., W.V., N.C., S.C., GA., FL., AL., NS, LA., TN., KY., D.C. . . 2
W..ll..ll..,ﬂl..vl..ﬂﬂ-.IA..NO................... -3
MO, S.D.y ME, KSou T, WY., CO. . o v v vh v e e e &
L L I B T N
CA., WA, OR., Mio, AK., MV, 10, . 4 b . b it v e e e et 6
L T P 7

- —— e




2%,

25.

26.

27.

28.

29.

Jo.

Which of the following best describes the community in which you reside?

Your marits] status:

Your age:

Numbar of children:

Age of youngest child:

Your prasent employment status:

Type of organizstion in which you

163

.’-

A large clty (population 250,000 or mors).

Suburban ares near s large city

A mpdium=sized city (population 75,000
to 250,000)

Suburban arss near ¢ mediuw-sized city .
A small city or town (25,000 to 75,000).
A smal! town (less than 25,000).

A rural area

Naver married

Married .
Oivorced .
Separated
Vidowed .

25 or under
6 - N .
35 -6 .
50 - 59 .
60 - 63 .
70 or ever

§ or more

ot applicable,

Undar §
5 -10
"M -1s
% - 21
Over 21

.

.

Self-empioyed full-time

Salf-employed part-time .
Employed full-time . . . .
Emploved part=time . . . .
Presently unempioyed . .

Ratired
work:

Mot currently employed . .
Educations! organization .
Entertainment and the arts
Govermment . . ., . ..., .
Mnufacturing. . . . ., .
Monmanufacturing organization/business
Nonprofit organization ., , .

Other (SPECITY):

.

.

»

WV F W N - W& w N - O W E w N - O L Y I P W o - ~N oW W

~ WV W N -0
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wlw

1. whet is (wes) your major occupational fleld? (PLEASE CIRCLE ONLY THE ONE TEAT YOU

J2.

n.

34,

TUIDK BEST DESCRIBES YOUR OCCUPATIONAL PIELD. IP YOUR EXACT OCCUPATIONAL FIELD
DORS NOT APPEAR, CBOGSE TEE CATEGORY WNICH IS NOST CLOSELY RELATED. )

kcauntlng/bookkmlng................
Flml.llbcnklng/lnvumu.............
Insursnce Bt e e s et et e s e e e e e
l-lunn......................

Clerical/secraterial . .. . . . C e e e e e e,
Adainistrotion/menagemant . . . . . . e e e e e e
Persomnel . . . ... ... [P
Cautructlou/mlnurlng .......... “ s ae
Communications/news media/telephone . . . . . . . . . .
Publlc Ralations/advartising/publ ishing . . . ... ..
Nerchandising/sales . . . . ., . ... e e e e e
Travel/recrestion . . . . .. .. .. e e e e e e e
Food services/food processing . . . . . . ..., . [N
Cosmstology/personal services . . . . . S e e e e e e
Arts/entertsinment . . . ., . . . C ot e e e s e . ..
Lidrary sciences . . . . . . . St e e e e s e e
Social work . . . .. ... .., ..... e e e e
Computer science ., . .. . . . P e e e e .
Research . .. ......... . C ot e e e
Education . . . . . . .. ... e s e e e e e [
Medical . . . .. ... ... . ... “ e
Deneal. . . .. ... ... .. .. e et i e e ..
Low . ............ P e e e e e
Other (SPECIPFY):

Contact with lasbor unions:
Mo contact. . . . . ., ., e e et e e e s e e ..
Member of a labor union . ., ., ., . .. P e e e e
Reguler contacts es » menager, but not & member . . , .
Compeny has direct contacts; | have nonae. . . . . . . .

On the whole, how satisfled are you with the work yoy do?
Not working at present (unempioyed or retired). ., ., ., .

Very satisfied with thework 1 do . , . . . . . . [N
Moderstely satisfied. . ., ., .., ... ......
A litele dissatisfied . . . . . ., . ... [P

very dissatisfies . . . , . . . S e e e e ..

What is the combinad total Income for the Past yesr from all sources, before taxes,
of all persons living in your household who are relsted to you?

Less thansb999, . . . . ., ... ........ ..
$5,000 - $7,399 . . . . . . C e e e
$8,000 ~ $11,999. . . . ., . .

$12,000 - 519,999 . . . ., ., ., ..., ......
$20,000 - §29.999 . . . . ... ... ..,......

830,000 -~ $39,999 . . . ., ., ., ..
$40,000 - $49,999 ..ieeeriiiinrnnnonecnnnan
$50,000 and above ceessesecstrcscsaasananss

03

a38s¢2

3
1]
s
16
17
18

0
21
22
23
2%

w N -9

F w N =0

WMo\ & w o
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35. \Vhat were your cwn earnings for the past year, bafora taxes?
Loss then $3,000. . . . ¢ v 0 v o b e e e b b e e e
$3,000 = $4,999 . . . .. ...t e e e e e
$5,000 = §7,999 . . . . .t . et e e e e e e e s
$8,000 = $11,999. . . . . .t ittt et
$12,000 - 819,999 . . . . .. ... e e ee ...
$20,000 = 929,999 . . . . . . it e e h et e e e ...
$30,000 and @bOVE . . . . . . . b b e e e e e s

36. How mmny persons depend upon your earnings for at least helf of their suppore?
MONB. & ¢ . o o v o ¢ o 0 oo e st e e b e aene
ON® OF tWO. & « ¢ o v o o ¢ s o o s o ¢ o s 00 a0
ThreR of fOUr . . . . . s i it s e s e e e e e ee s
FIVe OF MOF®. . & ¢ & o ¢ o v v o o 0 o o o o s avoeoe
37. Do you awn, or rent, your own home?
Om (buying) home . . . . . v v &t v v o v v o v e
MBAL, . . i e it et e e s e st e e e e
L
38. How meny sutomobiles do you cwn?

NOMB. & & o it i e e bt s e e e b e e e e

Mome, but rent s car(s) . . . . . . . . ... 0. ..

~N oW W N -

w N - O

Ownone sutomobile. . . . . . . ... .. .00vveua.

QN tWO OF BOF® . . . . . o o v s o o o v o o o a oo

39. Highast !evel of education completed: (CIRCLE ONT NUNBER OFLY.)
Less than o high school graduate. . . . . . . ., . ...
Yechnical school instead of high sehool . . , . . . . .,
High school graduate. . . . . . . . . ¢ . v o0 v
Post high school, business or trade school. . . . . . . .
Soms college. . . . . . . . i i 4 it e et e e
College gradudte. . . . . v v v v v v v it e ..
Graduste work or advenced degree. . . . . . . .. ...

k0. Continuing education at present:
L
Vocational/technical courses. . . . . . . . .. .. ..
Professionsl courses/seminars/nondegree programs. . . .
Academic program lesding toa degres. . . . ., . , ., , .

41, In politics, would you say that you are:
Conservative. . . . . . . . it s vt e et e e e
MOOBPBEE. . . & . . ¢ 4 o 6 4 e b b et e e e e

Liberal & . . L e e e et e e e e e e e

42. In compering ciscrimination against women in 1978 with the pest, do you think that:
There has never bdeen discrimination against woman?. . .

There wes discrimination agsinst women, but thers is &
slight improvement in women's situations? . . . . ., .

There wes discrimination, but there is » major
improvement in women's situstions?. , ., . . ... . .

There was discriminacion and there is no rea! change? .

PLEASE RETURR 0 TRE BUREAU OF SOCIAL SCIENWCE RESEARCE, INC., 1890 M STRELT, N.V.,
WASEINGTON, 0.C. 20036, IN THE ENVELOPE WHICH HAS BEEN PROVIDED. TEANX YOU VERY

MUCE FOR YOUR COOPERATION.

N F W N - “w N - o

w N - 0o
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