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- womnene status

1. In doing some rosearch lately I cams across an article
in the January-February 1953 Harvard Business Review on "Cpportunities
for Women at the Administrative Level,® 1t-18 writton by Frances = .
Fuller and Mary Batchelder and reports the findings of a "research
project undertaken.by the Divislen of Research.of the Harvard Business
School at the request of & commitise studying the Radcliffe Managemsnt
Training Prograrz for Women." This is a ons-year graduate course
conslsting of clasasrocm instruction in administrative techniques,
labor and human relations, statistics, accounting, marketing, :
retalling, and commmnity relations, with two concentrated pericds
-of field work providing actual job experiense., The teaching staff
includes a mamber of members of the Harvard Business School Faoulty,
and extensive use is made of the casc-diascussion method, The
program has been in operation since before World War IT.

2, I thought you might be interested in the section emtitled
“Conclusions," and so here it is, - ' '

° 3. Incase this looks to you like an attempt to kee‘p the status
iesus alive, let me ask you to perish the thought., I merely thought
you might enjoy comparing the two sets of findings,

DOROTHY KNOELK




) o)

CONCLUSTONS

Our conclusions regarding Job opportunities for women with
administrative training can be summerised as follows.

LEVEL OF ADVAKNCEMENT.

(1) Women are found in incressing numbers at all levels of
business organisations in all kinds of business, and the trend is
toward an even greater variety of jobs and responsibilitics for thams

(2) As yot, hovever, comparatively few women in agy field ccoupy
tho top executive jobs. This is trus whether one is speaking of a
whole organization or a major subdivieion of one. Whers women do
cccupy such positions (not counting those in femily businesses who
may "inherit" the job), they have a long service history with the
orgenization and frequently have grown up with it from very small
bsginnings. Although oaly the exceptional graduate of the Managensnt
Training Program working in umusuel circumsténces might reasonsbly
aspire to such a position at the momsnt, thers is every rsason to
believe that such opportunities will increage im ths future. Such
a prd:amm‘, therafore; should put no ceiling om the potential of its
graduates, : S '

{3) Msny women occupy positions of assistents to the top execuc
tive in major subdivisions of organizations, and a "growlag mumber®
ars reaching that kind of position en the top lével of the whols
organization, Campetent Hanagemsnt Training Program graduates might
look -to this lsvsl of organization as thalr goal sven now.

FIFIDS OF OPPCRTUNITY

(1) Research and enslysis work in such organisations as banks,
insurance companies,. investment firms, and largs industrial and .
rmenufacturing companies uesually require as an “entering wedge" at
least a basic knowledgs of accounting and statistics. Promotions
depend on experiencs as well as training, Tims such jobs should be
thought of in leng-run terms similar t0 Jobs in governmant service.
The pay is improving, and thers is a strong element of job security.

(2) Merchandising, public relations, edvertlsing, the women’'s
magezine field, and foed and other imdustries which meke great use

of womsn home egonomists offer a quite different kind of opportunity.

They presupposc some creative talent (in the case of homs economists,
- special training too) which, in combination with training in business
administration, ean lead to very highly paid apd responsible jobs in

a comparatively short time. The competition in these fislds is koen,

and the "job security" is dependent on individual performancs.
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(3) Persomnel work is regerded as & "patural" field for women.
The level of organization to whioh they can rise in this field seems
to depend on the kind of bueinsas they chooss. -Whers womsn constiiuto
a major part of the woriting force, there sesms to be more change of a

woman becoming head of personnel than in companies where men predominate.

Strongly unloniged industries and those requiring & large mmsber of
skillod employess, such as engineers, offer lesa chance for women to

N

(L) Now fields and new compenies where anployeea are few and
"gveryone gats a chance to do everything" seem promising to women's
advancement. A special instance of a new field is hospital adminiso
tration, which, while it doss not promise a yeat monetary reward,
1s wide open for trained persommel. ,

These cpportunities seam sufficlently great in mm’ﬂser end varisty
to justify administrative training for women. As has already been
stated, however, most of the job possibilities lis in ficlds commonly
thought of as staff functions (such as research amd personnel) or in
ficlds such as advertising which require a creative fleir, Line
opportunitins,. as such, are conspleuously absent, though & waoman in

a staff dspartment may perform esssutially line superviaion within
the department,

CHANCES FOR SUCCESS

The very ™unbalange™ in this report betwesn the attention given
to spocific job opportunities and that given to limltations on wwn“s
g%ﬁm T¢ reflects accurately the propor
imo given each topic in almost every intepview., When asked to
descr:l.be the most lmportant jobs held by women in their erganisaticns,
most exaocutives emumerated two or thres at a maximum, The eatirs .

- aubject, of apscific opportunities for women typicelly was covered in

15 mimtes, That was not so of the exscutives® opinions sbout womén
in businsess, Appreciabls confusion and even contradiction were
noted, not only as betwean the opinions of different emcutives buat

algo within the thinidng of individual exesutives,

For example, the fact that womsn do mot get ahead was aseribed
to womsn’s lack of willingness to maks the extra "drive™ a man will
meke--t0 "astay lates study outside; make the job primary, not sscon-
dary, in 1ife," At the sams time &an individual was likely te say
that women are not "good exscutives" or do mot gst promotions because
they "make too much of their jobs® and are too concerned with minor
dotails, Thelr jobs ars "their whols lives; they are mot imterssbed

Ain anything else.® Often an executive cited axamples of both types

of behavior and characterized them both a3 "unfortunate.”
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This kind of thinking, which appeared in 50 many interviews,
loft the impression that women are "damned if they do, and damned
1f they don't.” On the basis of all comments received, it may be
@oncluded that the way in which women behave on the Job rather than
- the way they form the technical operations thereof is ths chief
' ﬂoten:imnt o%m exscutive potential in the thinking of most
8upeTliorse . o

_ For purposes of effectively training woman, this seems to bs
the most significant finding of the study. The princlipel task fer
women with exocutive aspirations ssems to be ghan ‘the attituds
.both of men and of other wamen toward thsm, 1.6., % Kmdeless
giving examplss of Tortumate rather than unfortunate job behavior.

Therefore, the chief concern of those entrusted with the train-
- ing of women for aduinistrative Jobs would appear to ba: to provide
their students, not merely with ncgessary teschnicel skills, but also
with such skille of behavior that they may help to resolve the
confuslons and contradictions currently existing in the mindg of

. 80 many exacutives about womsn in business.
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