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I made up my mind to do more than anybody. 7To
learn more, to be more valuable, to take on more
of the load. To becoms indispensable so to spaak.
I want to be ths best, the rastest, work the
hardest. BSut the other thing I did was to find
the movers and the shakers, the people who really
make things happen and find out what thelr style

iz and beacome close to cham."

Female Department Head of a major Callfornia clty

“The power structure, the old boys network,
reminds me of 3 box of tinker toys. You
put them 511 together with the little plugs
and you have lots of connections, long and
short from the governor to leyislators, to
the mayor richt on down to the janitor. It
is yery effectiva.”

Female Chief Administrative Offlicar In
Mississippl

"Surs women wark harder and it creatss resentment.
Your scarf has to work harder to support Lou and
they don't like it. Your peers resent it bacause
they are getting shown up and your boss begins to
resent it becaus= you're not getting along with
people. That doesn't mean you can't take it

home and work on it if it is important to you.

But yoo don't cell angbkody abour ic.

getting all A's In school."

Female Department Head In Texas

It is like

“I had a luncheon one day whers all thas men
were wearing school tias. I said, bafore we
say anything, I want a reading on thsss
cies because I want to know who I'm with.
Are you Warvard, are you little red school
house? It matters, becauss it will be
reflacred in your atcitude. You'rs wearing
thae rie for a reascn and I wane to know
what it means. They tsld me and it gor the
meating off at a vary comfcriable lsval,
The Ffact chat I would admit that I was
vitlaerable, that I didn't know and thar T
fele threatsmed by "

Female District Manager in Hew York



"8y all means, more women should get involved,
I like what I'm in and want to go on. T
could have gray hair and wrinkles apd stil]
work here becagse I have 5 mind, I hava
sbiiities. Where in @ lot of privats
pusinesses, if you don't have your Face
lifted every year, you're no longer part of
the sales management tralning feam."

Female Manager from the Northeast
"ids far as women are concerned, public administration
Is a very good area at this time becdause of the
intsrest of women In gensral in =lsctlve office.
As the number of women in slactive office grows,
there's got fo ke & more sympathetic attitude towards
the appoincment of women a5 managers, as employed
managers. And anyone who is willing to develop her
skills to the point where shne can make a significant
contribution 1s looking at g field which Is crying
for those skills today. What I've seen and what
I've heard of che past, there's besen z steady trend
towards professionalizetion in the department,
particularly the managers. Each manager who leaves
is replaced by someone with a better background.
more skills,

Male Finance Officaer from Massachusatts

Our study of women in urban government focuses attention for the first time on
women working in municipal management. It examines their personal agendas, the
barriers they 2ncounter as Individual professionals, thelir career gpportunities,
the credentialing regulrements they face, and the skills they perceive as necessary
For thelr effective performance and carser advantsment,

Through a triple-phased research design we combined survey research, in-depth
telephone intarviews, and participant observations at national professionzl
conventions of female and male city administrators. The resulting study maps the
current status of women In city management careers. [t presents 3 gomparlson between
females and males which suggests gender specific barriers and support systems that

both hinder women Trom reaching the manager's zost and uniquely bolster the growing



number of pioneering women who say, ''ves, | can."

Current projections indicate that by 1385 one in seven public sector jobs
will be held by stare or local employees. Given these figures as well as changing
moras that surround women's advancement outside the home, we posed the question:
whers do women stand in the growing municipal mansgement Tisld? The Civil Rights
Act, the spadework of the women's movement, presidential sxecutive orders, squal
opportunity and affirmative action guidelines--all have tilled the nation for
change in the last two decades. Yet whilz national law, policies, and social
movements prass for squal opportunity, they cannot legislate equal access. MNor
can they mandate that women who have been the victims of discrimipation In the past
will suddenly be able to take sdvantage of broadening opportunities as they unfold
in the present.

The beliefs, attitudes, and sssumptions that municipal administraters--both
female and male--hold about themselves and each other translate into a willingness
or unwillingness to accept change.

Qur composite profile of women In municipal management shows 3 remarkable
diversity of background characteristics. Professional paths include 3 career
converslon route where sscratarial skills and experiences are propelled from a
clerk-treasurer role to a functional managerial role that becomes a "hidden'' |evel
of management. & political route exists that translates technical expertise into
adminlstrative capacity In eity government. And an educational route moves a pocl
of young woman from professional advanced degree programs Inte job channels that
lead to city managemsnt carsers.

What our women administrators have in common--regardless of their marital,
geographic, or educational differences--is the experience of working within both

formal and Informal structures populated almost entirely by men., GStyles of



management, stylss of communication, and styles of behavior in clity management grow
out of a male-orientad exper|ence, culture and carser field. The aspiracions, the

rules of the game, and the structure are dominated by male managers.
Research Objectives

This study of women In Tusliclpal management had two primary cbjestives:

i, To begin ildentifying the barriers, routes of opporcunity,
credentdaling eesquirements, necessary skills, and support
systams relactef o the recrultmenr, hiring, and prosotion
of women a3 municipal managers in urban goverament.

2. To discover wiecher the presence or absence of women in
municipal mamcenent 15 related to the presence or absence
of vomen slected officials in the same community; what roles,
iF any, women electsd officials play ad sentors in the
recruitmenc, diring, and proscticn of women in municipal
management ln thelr commmitiss; what roles, Lf any, women
in municipal managermnt play in the polirical careers af
women slected officials In their communities.

Organization Summary

in consgructing the profila of women in municipal managament, comparisons arsa
made throughout the report with maje managers. The male sample was drawn from the
same job categorles as the femals sample, controlling For populaticn and Form of
government. In the summary chat follows, Female and male managers are compared
according to occupational ticles, personal characteristics (e.q. sge, marizal
status)., reglonal distribut lon, educational background, recruitment to public
service, career path, future ambitions, willingness to relocate, staff responsibilities,
perceptions of power, relationship to elected officlals and thelr perceptlons of
barriers to women's advanceament in the fleld.

PART | af thls study ralses the guestions of who tha women are in municipal

nanagement, what |s their occupational status, and what are their personal



characteristics? Among our respondents, female managers are most likely to be
found at the assistant level and at the finance offlcer level, representing both
the entrance of young women Into the profession and the concentration of older women
In more tradictional job roles that were once primarily bookkeeping rtasks. Among
our male respondents, male managers were most likely to be found at the assistant
level and at the chief administrative officer/city managzr lavel representing both
entry level positions and top managerial posts, Male managers are younger and
enter public service jobs at an earller age than thelr female colleagues. Across
lob categories, gender differences in marital status occurs. Female managers are
less Iikely to be married and more Tlkaly to be divorced, single, or separated
than thelr male counterparts.

In PART || we sought the numbers and location of female municipal managers
across the country, seeking regional patterns or variations. A community profile
waos constructed using community population distribution, community character, and
form of government. Women do not comprise a significant portion of the toral
municipal management team In any state or section of the nation. Women held an
average of 10,5 percent of the total number of municipal management positions
nationally In 1979, Female managers are equally dispersed throughout the four
reglons of the nation and women are no more llkely than men to serve in small towns
of 3,000 population and under. The majority of female and male managers responding
to our survey describe their towns as growing in population, moderate to conservative
(n community character, and governed under the council/manager form of government.

PART 111 of the study ralsas these guestions: What sducational crzdentgials and
skills are necessary for women to pursue caresrs in munlcipal management? Do Temale
and male managers differ in their educational backgrounds, or are they equaliy

prepared through forma| sducation To pursue city managemen:t carears? Male managers



report having more formal educational backgrounds and advanced training than their
female counterparts. Yet, while males have better educational credencials than
femsles across job categories, the sharp disparicty In female and msle educational
Jevels becomes minimal at the entry and middle management levels, Younger entrants
into municipal management have college degrees, regardless of sex. We found that
internships were a key means of entry into public service jobs, and that skill-building
and informational workshops are & major continuing education vehicle among women
and men In municipal management.

In PART IV we turn to career paths and future ambitlons, We ask: What are
the routes to municlipal management that women and men have Followed? Are their career
paths similar er do they differ? What career plans for the future do women and men
in municipal management have?! Among our respondents, Initial recruitment into a
public service career takes place through an informal personal network rather than
through professional tles, employment services, or talent banks. Educational
institutions also play an important role In the inltial career decision tg enter
the public sector. Once employed In 3 public secror job, female managers rely
heavily on promotional opportunities and walt for the system to recoanize their
talent and ability to advance them aon their caresr ladders while male managers depend
on a variety of job hunting technigues. The clerk/treasurer/registrar position
stands our 35 3 managerlal career stop across all occupational caregories for famale
managers, while male manaders rise predominantly from the ranks of assistant
regardless of present occupational title, Constructing a salary protile, we found
that male managers earn mare money than their female counterparts regardlass aof
job category.

Gn the lssue of relocation as a component af career advancement, female municipal

manaaers are more geegraphically immoblle than thelr male counterparts. Owerszll,



male managers are much more willing to relocate than their female counterparts. Age
Is a critical variable on the issue of relocatlen. The younger the female manzger,
the mare |ikely she Is to Feal positively toward relocation. Marriage and the
presence of chlldran alsa negatlively affect a Female manager's willingness to relocate.

in PART V¥ we examine on-the-job responsibilities, including the axtent and
dimensions of staff supervision, seif-percaptions of efficacy and personal power,
and perceived diffarances In management styles between female and male managers.
Male managers report supervising larger staffs than their famale counterparts. Women
in municipal management are much more |Jkely tp manage an all-female staff than
their male colleagues. Female managers interviewed by telephone perceive their male
calleagues as territorial, more willing to take risks, more technically orliented,
betrer able to delegare to subordipates, and more |ikely to tinker in the day-to-day
warkings of a specific department. Male managers interviewad by telephons perceive
famale managers as “‘particlpatory managers,' tactful and diplematic in scothing tense
sltuatfons, more empathetic to employees, attentlve to small dezalls, and less able
to delegate to subordinates. The majority of female and mals managers report making
recommendations to thelr governing bodies, belleve that thelr recommendations are
followed most of the time, and if their recommendacion is inftially rejectad, at
least half the time [t is eventually accepted by thelr governing body.

in PART V| we explore |inkages to elected officials. We Investigate the extent
to which political partjes are Involved In the governmental process. the extent to
which the pollcicisn does or does nat Influenca the administracive procass, and what
rales women elected officlals play as mentars (n the recrulp-ent, hiring, and
promotion of managerlal women,

Boch female and male managers rate political parties as unimportant o

governmental polieymaking, personnel decisions, and their own career paths. 8oth



female and male municlipal manasgers rank adminlstrators rather than elected officials
as having primary rasponsibility over a variety of governmental functions from
general administration to budget making, More than three-guartzrs of female eiected
respandents express positive sentiments toward the feminist movement and [ts major
gcals. An overwhzlming majority of elected women respondents (87%) say they have
tried to get women appolinted to govarnmentz)l boards and commissions. Elected femsle
respondents are more |ikely to Initiats activity to sppoint women o0 boards and
commissions than they are to engage In activities to employ women in goverpment.
Supporrive networks are beginning to link professional women in public service.
One-third of elacted woman respondents repart that a '‘new girls' network'' sxists in
their towns.

In PART W1l we focus on the barriars that either block or temporarily sidetrack
women from being recruited, hired, and promotad in municipal management and the
speclal support systems that have svolved to help them. Female municipal managers
rate their communities' receptivity to professional wamen in government lower than
their male colleagues and they considéer the employment of women in the public sector
to be a more important issue than most of their male counterparts. #Among both
sexes, barriers to hiring, recruitment, and promotion are cited 3s serfious problems
Facing women seeking careers ip public managemenc. Owverall, male managers are the
least |ikely group to perceive barriers. Male managers name insufficiant numbars of
women in the manzgerial labor poal, lack of trainina and/or educational gualifications,
and individual persopality traits as the top three barriers women managers face.

411 three of these barriers place the blame for women's lack of status in municizal
management on the woman hersslf, nort on the system. |n contrasc, women name
indlvidual personallicty tralts, discriminaticon by employers, and stersotypes sbout

women's rale In socisty as the top chrae barriers they gercelwe. Momen in -wnicizal



management actively join professionmal organizations, hold leadership roles, and
atrend meetings almost as frequently a5 men do. |In addition, female managers are
forging new |inks through professional women's groups and organizations, and 3 smal)

percentage have become sctive In women's caucuses within professional erganizations,
An Information Gap

A unique characteristic of municipal government is that there is so much of ic.
Whean an attempt |s made to systematically survey the cricical thearies and research
in the fleld of women in municipal management, two facts emerge. Regardless of the
growing importance of local government and the sheer numbers of people that are
employed at the municipal level, there Is a relative lack of reszarch energy and
political science rigor applied to questions surrounding women's status in urban
management today.

Secondly, this critical infarmation gap Is all the more striking in light of
the rapidly expanding body of |{terature probing the status of women In elactive
political office and In the private corporate sphere. The few studies which have
sddressed women's status in the public sector tend to take an all-inclusive look at
women on fsderal, state and/or local government payrnlla.' Yat, as highlighted in a
study done by Lse Sige!man, although the numbers of women in governmsnt employment
are in proportion to their share of the working age populaction, women who work in the
publlc sector, much like those In the private sector, are more liksly to hold
clerical or secretarlal positions and less |lkely to nold professional track managerial
pusi:inna.z Clearly, attantion must be focused on tnose women nolding punlic sector
management Jobs. Yer, the status of women in publlic management remalns under-documented,
wlth research and analysis only beginning to probe beneath surface statistics. as

parr of phis need for mora focused srudy, e is important to discover wnat similaricias
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and d) Fferences occur between federal, state and local management, and to sze whether
demands and challenges of public and private sectors on women are the same. The
findings of this study apply only to women In mumicipal management. Whether these
women bear a resemblance to others in differing levels of public menagement remains

to be. seen.
Two Theoretical Models

This study |s primarily descriptive in nature as l¢ focuses attention on a
population previously ignored. The body of theory being developed In this area is
scant. Although two theoretical models are beginning to emerge In the literature of
womert in elective offlce and corporate management, our study was not designed with
either of these models in mind. However, many of the Findinos In this study lend
support to both of the models that are develaping.

In the research of women managers in the private sector and women in political
life, two theorecical models are unfalding: a psychological mode! with emphasis
ogn an individual's personal characteristics and a structural mode! with smshasis on
organizational constraints.

The psycholeglcal model builds lts argument from sax role soclalization 1lterature
that describes women as persan-oriented, valuing social skills, emotlonal, Intulitive,
dependent, noncompetitive and trusting, Inversely, males are described as competitive,
aggressive, dominant, rational and task-oriented. Barriers to women's advancement
In nanagement as explalned by this modal are internal and they require tha female
safager to compensate For growing uo famals :through speclal development programs and
sel F-improvement technigues. The burden for change falls bn the woman with the
assumption beling that she model herself after a3 male managerial Image, Margzaret Hennly

and A&mne Jardim in the Msnsgeriazl n’um] Brgue From thls theorecical perspective,
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They maintain that women develop different management styles fram men In thelr
responses to day-to-day administrative sltuations stemming From early soclallizatlon
patterns of growing up female or male. Hennlg and Jardim argue that women need to
l2arn the game and mirror the male model of management to succeed, And that means
becoming comfortable with confllct rather than medjation, vulnerabilicy racher than
safety, risk rather than securlty, and aggressiveness rathar than passiveness.

The structural mode] Focuses not on the individual, but on the system. The
responsibillcy for people's behavior at work and thelr Tate within the organization
depends on the structure of the system, The external variable of situation replaces
the internal variable of sex role. Rosabeth Kanter's Men and Nomen of the Cﬁrpﬂr:ttlmh
posits this theory, maintalning that jobs ''create' people. In other words,
organizations rather than gender make workers Into who they are. |In this modsl,
the structural constraints aof |imited numbers, |imlted asccess to power, and |imitad
opportunity keep women from assuming key management positions. Distributing power
more broadly, balancing numbers, and enhancing opportunitiaes in this model depends

on large-scale system changes.
Women in Elective OFfice

Turning to the |iterature on women Tn elactive office, two racent books raly
on sex-role soclallzation to explaln women's political behavier. A third presents

the soclal structure model 45 the answer to why more women don't run for slective

Edf'&'-l'

affica, Marfanne Sithens and Jewe| Prestage In A Porsssic of Marginalisy
an a collectlon of studles and essays to provide a startino Block for systematic
research on women's role In the poalitical process. Thelr theory of marginality
suggests that political women are caught between two farcas, one female and the

other polizical. These two forces often conflict on values, Tdentities and |lfestyles.
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The marginality of women in pollitics links back to soclallzation and attitudinal
obstacles.

Aita Mae Kelly and Mary A, Boutilier In The Making of Political Women: A
Study of Socialization and Role Cmfiic:ﬁ provide a typology of the “private woman,"
the “‘publlc woman,' and the “political woman.'' They rely on the traditional view
of woman relegated to the private, nonpolitical home environment to general lze about
sge-old female/male roles.

Sex Roles in che Scace mgr by lren= Qiamond r=jects s32x roles as the central
varlable to explaining women's political ambitions and assercs structural and
systamlc variables such as patterns of recrulitment and opportunities to run. Male
hostility to women holding high elected office, the s|im chance of women being
nominated to winning seats, and the smal)l number of role models that women can pattern

their political caresrs from, make it 2 more rational choice for women to direct

their palitical =nargy =lsewhere.

A Framework Tor Inguiry

Given the two theoretical models that emerge from the corporate and palitical
world concerning tha utilization of wamen in leadership posicions, tha framework is
in place to Investigate simlilar relationships and explore what barriers exist for
women In municipal managament. Are there different characteristics and orientations
amang wanen and men fn municipal management positions? Do women enter municipal
management positions from emoloyment poold that are identifiably different than
men? How are career amblitlons affected by such variables as asge, family, marizal
status and gender? Are women's guallfications for management positions Fllgarsd
through outdated stereocyped images? Do wovren who are escluded from the Informal
socializatlion occurring in male networks misunderstand the Informal demands and

cornseguences of being a sunicizal —anager?
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The barriers uncovered in PART VI| of this study are both Internal and
external, reflecting both theories of individual change and system change. Thers
is evidence that women managers recognize the positive tralts they experlence as
a result of belng born female, wWith those traits identifled with belng a good
manager. For exampla, feminine responsiveness, being tralned in human relatlonships,
Insight Into organlizatlon and malntenanca of a social unit, management through
parsuasion and participation--all of thase tralts apply to good managers. |t
appears that many women managers in our sample cannot Bllndly assume the msla
leadershlp model without also experlencing thae double bind. That Is, If a woman
manager dlisplays the culturally defined traits of a woman, she is rajected as an
acceptable manager, yet if she acts according to the male defined role of a leader,
she (s condemned as belng "unfaminine."

I PART VI and V11 of the study, the Ideas of networking and mentoring may
resylt In structural changes that could affect the dynamic of the work environment.
A sltuation where there Is a token woman administrator places considerable soclal-
psychaloglcal pressure on the lone female Involved. With the rapld Increase of
women 3t the antry level of management and the changlng expectations of woman
regarding thelr future in municipal management, fledgling women's networks can be
axpected to grow in che futurz and mentoring could axtend the professional expertlise
and palitical savwy of the woman who have made It to vounger administrative hopefuls.
In addition, asge appeary as an Impartant variable In the profile that Follows.

Many cldar Female managers started thelr careers In clerical or secratarial
positions, This provides them with a much different exparience from that of the
young female MBA's or MPA's now éntering municipal managament positions across the
nation,

Finally, the private role of managerial women ls highlighted In PART IV,
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Career Paths and Ambitlons of Municipal Manacers. It sppears that the managerial
role for women |mposes a more demanding schedule on the personal |ives of women than
of men. The findings on marriage, number er childrén =nd willingness to relocate
show sharp dlfferances between female and male managers.

Qur research questions alm to provide answers which monitor progress, det=ct
barriers, and suggest stratzgies and programs that facilitate broadening the
leadership ranks in municipal management, The answers and insights aoffered by the
women and men currently In the city management fileld are both frustrating and
hopeful--Ffrustrating in the sense that al! change 1s painfully won and Incrementally
slow; hopeful in the sense that breakthroughs are real, the rewards gratifying.
Overall, systematic change Is slow, and yet the individua) stories collected for

this study reflect a changing opportunity structurs for women in municipal management.
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SAMPLING AND METHODOLOGY

TJo meet tha study's objectives, three groups of Iindividuals were surveyed:
|. Women in Municipal Management®
2, Men in Municipal Management®
3. Women elected officials serving in the same communities as

a female or a mala manager In the survey

sSampl Ing
The first task was to identify the universe of officehalders, female and male,

from which to draw our sample. It was readily discovered that no single organization
(public or professional) keeps complete nationwide statistics on municipal
management positions, especially such positions as assistant department head and
newer departmental categories such as Soclal Services and Community Affalrs. The
Census of Govarnments Is of |Imited value a5 a monltoring and tracking source far
women In municipal management. The Census is only published every ten years. It
also condenses |ts data Into very broad categorles, giving only total figures for
local public administration pc itions rather than breskdowns by specific
occupational areas. Several organizations were contacted to determine the number
of offlceholders by job category.®* No natlonal municipal or public administracion
“Throughout this report 'municipal manager' and 'manager' refers to the generic
category composed of the following job categories: Chief Administrative Officer/Clty
Manager, Finance Officer, Clerk/Treasurer/Registrar, Assistant, and Department Head.
The notation ''CAO/CM" refers to the specific job category of Chief Administrative
Officar/City Manager.
t¥|nternational City Management Assoclation, Municlipal Finance Officers Association,
National Academy of Public Administration, National Association of Government
Employees, National Assoclatlon of Professlonal Administration, Mational Association
of Towns and Township Offlcials, Mational Center For Public Service Internship,
National League of Citles, American Institute of Planners, Bursau of the Census,

Business and Professional Women's Foundation Library, Natlonal Institute of Public
Management.
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organization tracks nationwide statistics across time. Even more surprising and
distressing Is the fact that the professional asseciations (managers, clerks, etc.)
keep records only of thelr own memberships and not of the toral population in these
job categories. Thus they cannot snalyze thelr success In membership bacause they
cannot determine their potentizl market. Many professional erganizatieons de not
have the research capacity, nor |s it presently worth their while to jnvest staff
time to compile national statistics. State to state variation in municipal data
reporting makes national compllatiens a difflcult task.

Simllarly it Is Impossible to measure accurataly the progress In amployment
of women, Blacks, Hispanics and other minorities without the knowledge of the
total pool, For exampl=, & 1574 EED® survey indicating a total of 73,185 persons in
jocal government (of which women wers 35.5% and minorities were 19.5%) presents
difficulties. Data are not gathersd consistently over time. QOifferent organizations,
or even the same organization at differant time periods, collect data in varying
categories of Job type. There are also no consistent standards for reporting.
Some surveys rely on sel|f-reporting whereas others use Informants at state or county
fevals.

Because of these difficulties in sscuring comprehensive and sccurate statistlecs,
we developed our own pool of officeholders for sampling purposes. Using ICMA's

1978 Municipal Year Sook, we malled questionnaires to all the women in the following

cat:gnriEﬁ;

. Women Chiaf Administrative Officers/Clty Managers
(cao/tM's) (15h)

2. Women Finance Officers in cities with a population of
over 10,000 (333)

3. VWomen Public Works Direcrors (25)

#EEQ, Status of Minorities and Women In State and Local Government
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By adding up the numbers of persons listed in that yearbook within each category,
it was detarmined that these women represented four percent of all chlef
administrative offlicers, 15 percent of all Finance offlcers in cities with a
popul ation over 10,000, and Five percent of all publlc works directors.

The woman chief administrative officers and Finance officers fall into the

following categories:

Female Chief Administrative Officers/City Managers

. 1h Chief Administrative Officers In citles over 25,000 with Mayor/
Council farm of government

. 4 City Managers In cicies over 25,000 with Council/Manager form
of government

« 12 Chlef Administrative Officers in cities between 10,000 and
25,000 with Mayor/Council form of government

. 10 City Managers in cities between 10,000 and 25,000 with Council/
Manager form of government

. 40 City Managers In cities under 10,000 with Councll/Manager form
of government

. 7h Chief Administrative Officers In cities under 10,000 with
Mayor/Counci] form of government

Famale Finance Officers in Cities Over 10,000 Population

. 175 Finance Officers in cities between 10,000 and 25,000 with
Mayor/Council form of governmant

. 95 Finance Officers in cities between 10,000 and 25,000 with
Council/Manager form of government

. 30 Finance Offlicers In cities over 25,000 with Councl|/Manager
form of government

. 33 Finance Officers in cities over 25,000 with Mayor/Council
form of government

We tapped assistants (assistant managers, department heads and asslstant
department heads, administrative assistants, analysts) by surveying all females

[lsted In the 1976-77 ICMA Directory of Assistants. Three hundred sighteen female




assistants received the survey. They may be placed inta the following categories
and make up 16 percent of all assistants [Isted by ICMA:

Female Ass|stants

. % Assistants in clties undar 10,000 with Mayor/Councl! form of
government

. 72 Assistants In cities under 10,000 with Council/Manager form
of government

. 11 Assistants In cities between 10,000 and 25,000 with Mayor/
Councl] form of government

« 54 Assistants in clties between 0,000 and 25,000 with Council/
Manager form of government

. 6 Assistants In clties over 25,000 with Mayor/Councl! form of
gove rmment

« 171 Asslstants In cities over 25,000 with Mayor/Councl! form of
governmant

Finally, questionnaires were sent to 52 female Department Heads In New York,
Boston, Chicago, lLos Angeles and San Francisce--all classified as major citias,
These Department Heads, as well as those identified by the assistants' directory
ware included in our analysis of Department Heads.

In ardar to sample the males In the same categories of Chief Administrative
0fficer, Finance Director, Publlic Works Director and Assistant, and, at the same
time, control for population and form of government, the total number of

offlceholders In each category was determined From the Munlecipal Year SBook and

ICMA Directory of Assistants. For esach job category a sampling interval was

determined by dividing the total number by the number of women. For example,
3,771 (the total number of CAO/CM's) was divided by 154 (the tota! nubmer of women
CAD/CM's) to get a sampling interval of 24. Using a table of random numbers to

make & random start, =ach 2uth CAQ/CM was chosen within =ach of the six CAD/CM
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categories of population and government type.® |f the 24th case was a woman, ths
next case was selected. As each category fllled up with the same number of men

as women, it was ¢liminated from the sampiing process (e.a. after the fourth city
manager in 3 city over 25,000 with a Council/Manager form of government was
selected, the category was considered filled). |If the 24th case then fell in that
category, the next case In an unfilled category was chosen. Males were selected
in this manner for every Job category except Department Heads in major cities,

The elected women officeholdars In our sampie (872) were selected by choosing
all female mayors and council members in each community represented by a samplad
female and/or male municipal manager., The names and offices for these women wera
obtalned from the National Information Bank on Women In Publle Office at the Center

for the American Woman and Politics (CAWP) and from Women in Public Office: A

Biographical Directory and Statistical Analysis (Metuchen, N. J.: The Scarecrow

Press, 1978), compiled and edited by CAWP.

#A simllar sampling formula was applied to each job category included in the study.
The following grid Is an example of the CAD/CM sampling technlgue.

Sampling Technique For Female CAO/CH

Undear 10,000-25,000 Over 25,000
10,000 Population Population Population
Counci |l /Manager
Government 50 CMs 10 CMs L cMs
Mayor/Council
Government 74 CAOQs 12 CAOs 1k CaDs

Some guestionnaires in the sampled populations were returned because women and
men were nc longer in targeted positions, lefc public service employment, or were
incorrectly gender identifled. Adjusted sample sizes are: J74 female municipal

managars, 724 male municipal managers, and 838 female electad offlcials.
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Hethodology

A. Hail Survey
Each sampled individual recalved a survey questionnalre booklet which was

introduced by a letter explaining CAWP and the nature of this project, (See

attached guestionnaires in Appendix A). The three different questionnalres--for

female mansgers, male managers, and elected women--all covered cartain common areas:
1. Political experience and activity

2., Community characteristics: Fform of government, distributlon of
power, importance of parties, political climate, growth

3. Barriers to woman in (a) recruiting/hiring, (b) promotion,
(c) effectiveness

4., Persona! and family background
5. Employment history
The femala and male municipal management guestionnalres also explored the
following areas:
1. Educational background
2. Non~degree courses/workshops
3. Organizational memberships and actis'ties
4. Work respansibllicies
5. Future career goals

6. Attlitudes and activities related to the employment of women
in government

The female managers and the slected women, but not the male managers, were askad
about their job and social contacts and requested to suggest programs which could
assisct In increasing the numbers of ~omen and minoritias in public service.

All three guestiopnaires were designed to ba completed In 30 minutes, and

were composed of a mix of closed and open-ended questions,
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Response Rate

TABLE A. SURVEY RESPONSE

Survey Group Mumber Surveyed Managers Reporting
(A) No. 3% of (A)
Female Municipal Managers 77k 373 48,18
Male Municipa) Managers 724 217 29.97
Female Elescted Governing Officials 838 388 46.30

Female and male municipal managers and female elected officials responding to

our survey come from all areas of the country. The following Table B shows the

response rate for all three survey samples by region.

TABLE B. REGIONAL DISTRIBUTION OF REEPﬂHﬂEHTSB
Region Municipal Managers Elected Officials
F i F
- % %
East 20 20 28
Central 24 29 28
Southern 30 24 19
Mountain/Pacific 27 27 25
Totals (373) (217) (388)

There was = slightly greater proportion of the response rate from the women
managers in the Southearn reglon, while men managers had a slightly greater
proportlion of the response rate in the Central region. There does not, however,
appear to be any signiflicant regional differences in response between females and
males, The greatest propartion of the response rate for slected women was In the

Eastern and Central regions.
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TABLE C. MNATIONWIDE REGIONAL DISTRIBUTION OF FEMALE MUNICIPAL MANAGERS AND FEMALE

RESPONDENTS
—_—— ———— -~

Region Municipal Managers Mationwide Municipal Manager Respondents
F F
3 -
East 25 20
Central 26 Z4
South 30 30
Mountain/Pacific 18 27
Tetal (1,597) (373)

Our response rate for female municipal managers closely parallels the national
regional distribution for female administrators as Table € illustrates above in the
Central and Southern regions. There is a greater proportlon of female respondants
in the Mountain/Paclfic region and females in the Eastsrn region were sllightly less
likely to respond to our survey.

B. Telephone Interviews

Recognizing the difficulty of obtaining adeguate response rates to a
mailed guestionnaire and knowinag that we wanted to abtain more in-depth descriptive
data than a survey could provide, we decided to conduct follow-up telephone interviews
with selected respondents. These interviews asimed to explore some of the guestions
about recruitment, barriers and policical and administrative relationships In gr=ater
detail. (See attached telephone interview schedule in Appendix B.) The objsctives
for the follow-up telephone Intérviews were five-Fold:

1. To probe targetad respondents for additional Information to
their open-ended responses to guestions on the mailed questionnaire

2. To aget interesting anecdotal Tnformation to supplament or
illustrate survey research fFindings

3. To discover what kinds of workshops or seminars municipal
managers nead and find useful
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k. To obtain information in certain areas not easily probed in a
survey questionnaire such as the concept of polltical culture,
mobilicty pactterns, and family strains

5. To galn a greater understanding of the problems municipal
managers face In order to assist us in developling a set of
program optlions

Approximately 80 municipal managers (50 women and 30 men) were targeted as
potential Interviewees from among those who responded to our malled survey (373
females and 217 males). They were targeted according to the following criteria:

I. Age, representing a range from the youngest professionals In
our sample through middle age and sxtending to respondents up
to 65 years of age

2. Geographic diversity, representing a mix of reglons and states
across the country

3. Attitudes toward women in municipal management (e.g. those who
desire to see change and those who do not see change as a priority
goal)

4. Range of Job experlences In municipal management from city
manager to assistant clity manager, to finance officer, to
department head, to public works director

5. Answers to open-ended questions on the female and male manager
surveys: respondents who had thoughtful answers to these questions
wera tapped in the hopes that they would be articulate and
cooperative in 5 telephone intarview

The decision was made to interview more women than men in order to gain a clearer
picture of female career paths and experiences. The 30 targeted males provided the
gender comparisons called for In this study. Our research plan called for conducting
in-depth telephone Interviews with 10 percent of those who responded to our malled
survay., Sixty in-depth interviews were conductad. OF these interviews, 317 were
conducted with female respondents and 23 were conductad with male respondents. The
taped telephone interviews ranged in length from 35 minutes to 60 minutes, with
the average interview lasting approximately 42 minutes.

Answers to the guestionnaire and responses to the telephone Interview schedule

weare coded and analyzed by computar. The data we raport In the following sectlions

ara both gualitative and gquantitative,
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PART 1: WHO ARE THE WOMEN IN MUNICIPAL MANAGEMENT:
OCCUPAT IONAL STATUS AND PERSONAL CHARACTERISTICS

Key Findings

A hidden lavel of de facto management exists, composed primarily of famale
clerk/treasurer/reglistrars In small towns around the natlon who function in
an administrative capaclity yet Fall to count themselves among the ranks of
CAD/CH,

Among our respondents, female managers are most |ikely to be found at the

assistant level (37%) and at the Finance officer level (25%) representing both
the entrance of young women into the profession and the concentration of older
women in more traditional job roles that were once primarily bookkeeping tasks.

Among our respondents, male managers are most |lkely to be found at the assistant
level {43%) and at the chief administrative officer/clty manager level (27%)
represent ing both entry lave] positions and top managerial posts.

Male administrators are younger (aversge age 37.4 years) than thelr female
counterparts (average age 42.2 years), and they enter public service jabs at an
earlier age than their female colleagues. Average entry age for male managers
Is 27 compared with the female average age of 30.

The two youngest age groups in municipal management, regardjess of gender, are
comprised of people serving in the capacity of assistant and department head:

71% of female and 81% of male assistants are 19 years of age
an undear

9% of female and 653 of male department heads are 19 y=ars
of age and under

Male managers are more |jkely to be marrled and less likely to be divorced,
single or 4eparatad than women managerst

#7% of male managers are marrisd comparsd with 618 aof female
mafagars

32% of femala managers are divorced, separated or singls
compared with only 1J% of male managers

7% of female managers are widowed compared witch no men wao
report themselves as widowers

Gender differences In marital status occur across Job categorles, for example:

5328 of famale deparcment heads are diverced, separated or singls
comparad with only 6% of male department I=ads

26% of female finance officers are divorced, separated or singls
compared with 3% of male finance officers

iT% of female assistants are divorced, ssparated or single
compared with 24d% of male assilscantcs
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PART |: WHD ARE THE WOMEN IN MUNICIPAL MANAGEMENT:
OCCUPAT| OMAL STATUS AND PERSOMAL CHARACTERISTICS

What Jobs Do They Hold?

Starting from the premise that women are greatly underrepresentad In the
municipal management flald, a primary concern of this study was to find out who
are the women and what is their occupational status. |In charting an occupational
distribution for female and male managers, we posed the guestions: What types
of positions do female managers hold? Do their jobs differ in rank and importance
from those of their male colleagues? In analyzing personal characteristics of
managers, age, marital status, and number of children were examined.

The female and male municipal management questionnaires were malled to I1CMA
identified chief administrative officer/city managers, finance officers, department
heads, public works directors and assistants. In some cases, the ICMA Municipal
Year Bookwould have multiple listings when a municipal official performed a variety
of Functions in a city without a chief administrative officer. For example, a
city clerk could be llsted three times under categories for clerk, Finance officer
and chief administrative officer for the town. Often fFemale clerks responding to
the survey question on occupational title would identify themselves as city clerk,
rather than call themselves managers or chief administrative officers. Table 1.1
reflects categorizing clerk/treasurer/registrar as a separate occupational title
to highlight the number of women and men who serve within a "hidden level of
management."

These clarks and clerk/treasurers, sometimes self-identifled as reglistrars
or secretaries, are often Functioning in an administrative capacity, despite the
fact that they may not recognize or be recognized by their governing bodies as

serving in managerial roles. The city clerk, traditionally a woman, is often the
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fone administrator In many small towns and cities across the country. She retains
an outdated title describing a job that used to be primarlly secretarlial In
nature=-preparing agendas and handilng correspondence and town documents for the
council. The rapid growth in local services, state and federal grant and ald
programs, and the changing intergovernmental demands placed on municipalities,
have converted the job of city clerk into a managerial occupation. This "hidden
level of management' will receive attention In Part V of this report. In order to
later analyze career patterns and background charascteristics separately for
clerks/treasurers/registrars, wa are reporting job titles In the following table

as respondents |ist them on their questfonnalres.

TABLE 1.1: OQCCUPATIONAL TITLES OF MUNICIPAL MANAGERS

Occupational Title gy:lclggl Managers

: :

CAD/CM B 27

Finance Officer 25 \7

Clerk/Treasurar/Registrar 16 B

tAssistant 37 43
Department Head 14 ]

Total (373) (217)

F = Female Managers M = Male Managers

Table |.! presents occupational titles of famale and male municipal managers.
Sixteen percent of female respondents fall into the self-identifiad clerk/treasurer/
registrar category campared with only Flve percent of male managers who report this
#includes Assistant CAQ/CM, Assistant to the City Manager, Deputy Department Head

and Finance Officers, Administrative Assistants, Interns snd Analysts, Assistants
sarving at the county level and Assistant Clerks.
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Job title. The largest single group of female respondents are assistants, a3 job
category uwsually considered to be an entry level position In municipal management
and representing the youngest age group in our survey. The Second largest group
of female respondents are finance officers, the oldest age category for women and
men in our Study and traditionally one of the first municipal occupations to be
accessible to women. The bookkeeping functions origlinally assoclated with the
finance officer position, opened opportunities for women In the municipal management
fisld. An occupational distribution for woman reflects the Influx of young women
fnto the profession at the assistant level and the concentration of females in the
finance officer category, @ remnant of the municipal opportunity structura of past
decades.

In contrast to the females, the males who responded to our questionnaire ares
mare [lkely to ldentify themselves as chiaf administrative officers or clity or town
managers, and less 1Tkely to be finance officers or department heads. Thare Js a
relatively large number of male chief administrative officers, 27 percent, compared
with aight percent of female respondents. The predominance of male city managers
in the study does not reflect the dominance of male chief administrative officers
in the population, since our sampling was contralled to draw the same number of
female and male managers. It may be that some male clerks percaive themselves as
chlef administrative officars while females defer from the more powerful titla and
simply labal themselves 'clerks." Or, the relative overrspresantation of male
chief administrative officers may indicate a pattern whers more professional males
responded to a cooperative project invelving thelr professional association [ITMA),
a fact which was noted on the questionnaire's cover letter. For this reason, the
males may be a less diverse group than the female respondents. |t is important to
keep this possibility in mind when males ares compared with females throughout

this repart.
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Table 1.2 indicates the occupational identifications within the largest single
group of female respondents, the assistants. Within this group, women report the

following job titles:

TABLE 1,2: OCCUPATIONAL TITLES OF FEMALE ASSISTANT MUNICIPAL MANAGERS

Occupational Title ©
Administrative Assistant Ly
Assistant to the City Manager 23
Assistant CAO/CM 12
Analyst 9
Planner (3)
Deputy or Asslistant Finance Officer (3)
Deputy or Assistant Department Head (3)
Deputy or Assistant County Administrator (3)
Deputy or Assistant City or Town Clerk (3)
Intern (3)
Total (137)

Overwhelmingly female assistants are performing support staff functions serving
as administrative assistants (%4%). The second largest category [s assistants
to city managers, a position high in the administrative hierarchy and more direccly

on the career path ta a city manager position.

What Are Thelr Parsonal Characteristics?

No dominant Image alone accurately describes the persenal characteristics of
women in our sample. Our respondents are overwhelmingly white, but they range in
age from 22 to 74 (mean age = 42), exhibit a variety of marital pattarns and vary

considerably in the number of children they have. Tables |.3 and 1.4 summarize the
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personal characteristics of female and male respondents, indicating percentage

distributions for race, age, marital status and number of chlldren.

TABLE 1.3: PERSONAL CHARACTERISTICS OF FEMALE MUNICIPAL MAMNAGERS

Race F Age F Harital Status F No. of Childran F
% [ = 4
Whice 95 20-29 15 Married 61 Nene 32
Black 3 30-39 26 Divorced/Separated 16 One 18
Hispanic (8) | Lo-43 21 Single 16 Two ar Three 37
Other (1) | s0-59 26 Widowed 7 Four or Five I
60 & over 8 Six & aver (7)
Total (370) | Total (3628) | Total (371) | Total (360)
TABLE 1.4%: PERSONAL CHARACTERISTICS OF MALE MUNICIPAL MANAGERS
Race M Age M Marital Status M Mo. of Children M
i % 1 k3
Whits g1 20-25% 25 Married ¥ None 22
Black i 30-39 4 Divorced/Separatad i One 20
Hispanic 3 4o-49 16 Single 9 Two or Three 42
Asian/Amer. (3) | 50-59 13 Four or Five 13
Amer./Ind. (2) |60 & over 5§ Six & over (5)
Total (211) | Total (218) | Total (215) | Total (209)

In contrast to the females, male respondents are youngsr (mean age = 37.4) than
their female counterparts and exhibit less age diversity. Slixty-six percent of the
male managars are betwesn 20 and 33 years of age. They are also much more likaly to
be married. Eighty-seven percent of male managers are marrizd compared with 61
percaent of the female managers. While 32 percent of the females report being divorced,

separated or single, only 13 percent of the males fall into these three categories.
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when it comes to family size, female respondents are more likely than males to
report having no children--32 percent of women managers as compared with 22 percent
of men managers.

Age distribution within different occupational categories is our initial step
into an investigation of career patterns for female and male respondents. Table 1.5

summarizes age statisctics for both female and male municipal managers by job category.

TABLE 1.5: AGE DISTRIBUTION OF MUNICIPAL MAMAGERS BY OCCUPATIOMAL CATEGORY

Age ?ssistan; ﬂagartmnnt Hﬁgd
1 £ : 3
20-29 is 38 22 24
30-39 36 43 47 4
L4o-h9 15 8 16 24
50-59 13 ] 10 12
60 & over (z) 4 & (o)
Total (134) (93) (51) (n
Age Finance Dfficar CAD/CH Clk/Treas/fe
T N F M F M
z 1 2 % s 3
20-29 3 14 3 I5 7 (1
30-35 16 38 10 37 10 (6)
40-49 27 16 30 24 2 (3)
50-53 ik 24 53 19 b1 (0)
B0 & over Th 8 3 5 19 (0)
Total (96) (37) (30) (59) (59) (10)

The youngest group In municipal management |§ assistants. Seventy-one parcent
of the females and 8| percant of the males are 39 or younger. The department head
category Is also a relatively young gqroup with a similar pattern between females and

males. Sixty-nine percent of the females and 65 percent of the male department heads

are 3% or younger.
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|n two other major job categories, CAD/CHM and finance officer, significant
differences between females and males emerge with regard to age. Male CAD/CM's
are |ikely to be younger than their female counterparts. Forty-thres percant of
the male CAO/CM's are between 40 and 59, and 37 percent are between 30 and 39.
While for female CAQ/CM's B3 percent are between 40 asnd 59 and 10 percent fall Intoe
the 30 to 33 category. This tendency for women to fall into highsr age bracksts than
men is especially striking when we examine the age bracket of 50-53. Fifry-three
percent of the women CAD/CM's fall into this age group while only 19 parcent of the
men fit this category.

These findings sesm to indicate that females reach top msnagement pesitions at
& later age than their male collszagues. Our data show that, in fact, men do enter
publie service jobs at asn earlier age than wamen, The average age of male munlclpal
managers whan they take their first public service job is 27, while the average age
for females is 30.

One factor influencing why women begin their public service careers later
than men |s sex discrimination. 5ex discrimination seems to limit =arly access to
high-level Jobs for women. As highlighted by data from our telephone interviews,
women are frequently asked discriminatory gquestions in job interviews. For exampla,
women ars guestioned about child care obligatlons and posslible [ll-affects on their
job performance, while no similar questions are asked of men. The Impact af this
kind of discrimination is suggested by our discovery that 61 percent of the male
CAO/CM's have children under 10, and only 1| percent of the female CAQ/CM's do.
Given the relationships between age of parent and age of children, it seems |ikely
that 8 young man with children has a better chance of being hired for a top-level
position than a young woman with children, or that young women with children may

choose to stay out of the Job markat for a number of years. |In the first situation,
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women may be interviewed and not hired., |In the second situation, women may not
seek municipal management jobs if their children are young, thus creating a small,
se|f-selected population of young career women without children.

The age distribution pattern for finance officers is similar to that of
CAQ/CM's, Female finance officers are likely to be much older than males. Sixty-one
percent are between 40 and 53, and only 16 percent are between 30 and 39. Forty
percent of the male finance officers are between 40 and 59, and 3B percent are
between 30 and 39.

In addition to reflecting the higher entry age for women in public service,
thlis age disparity between females and males might well be explained by the nature
of the finance officer pesition, The Finance officer position was ong of the fFlirst
municipal occupations accessible to women. Many finance officers have held their
jobs for a considerable number of years, in effect growing old with them. From
their original bookkeeping duties, their tasks have expanded to include major
accounting and budgetary respansibilities. Although their titles have remained the
same, the nature of their jobs has changed dramatically.

The women who Fall into the clerk/treasurer/registrar category are distinctly
older than their male counterparts, The largest percentage of female clerks
{(41%2) Fall into the 50-39 age scategory and another |9 percent are over 60.

There are no male clerks in the two oldest age categories. In fact, seven of the
i0 male clerks are aged 39 or younger.

Iin reporting the differences In marital patrterns between Fzmale and male
managers, It Is important to examine disparities within the context of occupation.

Table 1.8 summarizes female and male respondents by job category and marital status.



33

TABLE 1.6: MUNICIPAL MANAGERS' MARITAL STATUS BY DCCUPATIONAL CATEGORY

- T e e —— s
Marital Status Ass]stant Departmant Head
F M F 1]
& ] 3 i
Married 61 75 TS L]
Divorced/
Separated 1y 4 30 (0)
Widowed (3) (0) (1) (@)
Single 23 20 22 &
Total (135) (93) (50) (17}
Marital Status Finance Officer CAD/CM Clk/Treas/Reg
F M F M F M
% 2 i % I E
Married 66 97 63 95 67 (10)
Divorced/
Separated 15 3 13 5 7 (0)
Widowad 8 (0) 7 (0) 18 (o)
Single 7 (o) 17 (o) 3 (0)
Total (36) (37) (30) (s58) (60) (10)

Of all tha job categories, the femsle department heads show the most dramatic
di fferances in marital patterns when compared with their male colleagues, Thirty
percent of female department heads are divorced or separated and 22 percent are
single. For male department heads none are divorced or separated and only six
percent are single. Within the assistants group, |4 percent of female assistants
are divorced or separated compsrad with only four percent of male assistants. Almost
equal percentages of female and male assistants are single, 23 percent and 20
percent respectively.

Forty=five percent of all single women in this study are either assistants ar

department heads. These two job categories represent the youngest professionals



34

in our sample and the most professionslly oriented. The fact that they asre unmarried
may be a factor of their relative youth or it may reflect 5 commitment to pursuing

a career that deters women from marrying. Since pressures of marriage can conflict
with pressures of a career more for a woman than for a man, these young prafessionals
may have made 3 consclous declslon not to marry.

The three oldest occupational categories, that of finance officer, CAQ/CM and
clerk/treasurer/registrar, show considerable marital differences by gender. Male
finance officers and managers are overwhelmingly likaly to be married, 37 percent
and 99 percent compared with 66 percent of married female finance officers and 63
percent of married Female managers. All 10 of the male clerk/treasurers ara married
compared with 67 percent of femsle clerk/treasursrs. Even in thess threes job
categories, women are stil] more 1ikely to be dlvorced, separated or single than
thelir male counterparts. Also, because of the age distribution, women are more
Jikaly to be widowed, Since female finance officers, managers and clerk/treasurers
are older than male finance officers, managers, and clerk/treasurers, it is not
surprising that elght percent of female finance officers, seven percent of CAD/CM's
and 18 percent of clerk/treasurers are widowed.

Gender differences In marital status occur across Job categories with males
much more likely to be married and less likely to be divorced, separated or single
than thair female counterparts regardless of cccupation.

In summary, the typlcal woman municipal manager respondent Is most likely to
be found In the assistant and finance officer positions, is oldar, has fawer

children, and Is more likely to be divorced, separated, or single than her male

coll=ague,
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PART 11: NUMBERS AND LOCATION OF FEMALE MUNICIPAL MANAGERS:
COMMUNITY CHARACTERISTICS OF WHERE THEY WORK

Kay Findings

Women do not comprise a significant portion of the total municipal management
te2am in any state or section of the pation. Women held an average of 10.5
pezrcent of the total number of municipal management positions nationally

Irv 1978.

Owerall, regional differences In distribution of women in municipal mapagement
are not present. Female managers are equally dlspersed throughout the Eastern,
southern, Central, and Mountain/Pacific regions.

HOWEVER. . .
. Female CAD/CM's predominate jn the Eastern region

. Female assistants and department heads predominate in the
Mountain/Pacific region

Female managers are no more |ikely than male managers to serve In small towns.
Among our respondents approximately half of the female and male managers work
in communitles with populations of betwsen 10,000 spd 3%,000.

Eighty percent of famale CAO/CM's responding to our survey and 56 percent of
male CAQ/CM's work in towns with populations of 9,000 and under. |In contrast
25 percent of female assistants and 47 percent of female department heads work
im towns of (00,000 and above compared with 13 percent of male assistants and
24 percent of male department heads.

The majority of female and male managers responding to our survey describe thelr
towns as growlng In populatlon, moderate to conservative in character, and
governed under the councl!/manager form of government,

A high percentage of female respendents (63%) and male respondents (73%) rzport
that their towns have adopted an affirmative action plan; enly 26 percent of
the females and 42 percent of the males say theip cities have adopted 5
professional management plan.
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PART |l: MNUMBERS AND LODCATIDN OF FEMALE MUNICIPAL MANAGERS:
COMMUNITY CHARACTERISTICS OF WHERE THEY WORK

In searching for the numbers and location of femals municipsl managers across
the natian, we expected to find regional variations. HRegional variations are
important because they reflect political style and forms of local government across
the country. Cities on the East Coast are old, have a dense and diverse population,
and are governed predominantly under the mayor/council form of government. The
development of the mayor/counci| form of government was a response to the weak,
fragmentad, and drifting local government of the mid=13th century.

Historically, the Mew England and Middle Atlantic states show the greatest
dominance of the mayor/council form of government. Strong executive control through
political leadership is Its distinguishing trait. The accompanying characteristic
of strong partisanship exerted through palitical parties Is closely Tinked to this
executive structura. We hypotheslzed that the opportunities For women In municipal
management would be limited in the East, due to the traditional pelitical culture
and form of government.

In contrast to the East, cities in the West are characterized by 20th century
mobllity patterns, a professional management tradition in government, and nonpartisanship
at the local level. The councl!/manager form of government was introduced =arly
in the 20th century-——a3 response to the need for businesslike government, sfficiency,
snd accountabllity. Cities in the Pacific and Mountain reglons quickly adapted
this Innovative structure. In the state of California alone, 98 percent of tha
cities are governed under the council/manager plan. Only the large citiss of
San Francisco, Los Angeles, and San Bernadino operate under the mayor/council form
of govarnment. We hypothesizaed that opportunities for women in municipal management

would be greater whers professional criteria assume central Importance. Clitles In
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the Southern region of the nation are characterized by lower Income levels, the

| ingering impact of racial segragation, and a political party structura that stj))
maintains partisan strength. In the Central region, cities are governed under

three formats: mayor/counc|!, council/manager, and commissian. The commission

form of government blends political leadership with concantrated authority. An
elected commission parforms both legisliative and executive dutles, with departmental
gdministrative responsibilities divided among the commissioners.

Recagnizing thase regional differences, we askad what the numbers of femzle
municipal managers in 1978 nationwide were and where they were |ocated. Would
women administrators predominate on the West Coast and be less likely to manage
clties on the East Coast?

Determining the universze of female municlipal managers is probiematic., Our
attempt to construct a total population Figure depended on the most accurate

sources available at the time of this study: the 1978 Municipal Year Book and

ICMA's Directory of Assistants 1976-77. To identify the total number of women in

municipal management in sach state, we drew appointed CAO/CM's, finance officers,

and public works directors from the Municipal Year Book. Assistants and department

heads were drawn from the Directory of Assistants. However, In 1976 the [CMA survey

of assistants had a 47 percent response rate and was only majled to ICMA racognized
local governments (2,888). Mareover, the ICMA gquestionnaire was sent to the
appointed chief administrative officer and then routed to the staff assistants and
departmentc heads.

The 1978 Municlpal Year Book had a 96 percent response rate and s compiled

from responses to guestionnalres returned From individual cities, Sipce each city
has its own record keeping system, the dats lack uniformity. For these reasans,

aur effort to construct a total summary statistie on the numbers of females in
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munic ipal management probably underrepresents assistants and department heads.

Monetheless, Tt 13 useful to analyze Table 2.1 for a summary of the total numbers

of municipal managers by state compiled from our sources and the total number and

percent of female managers by state and region.

TABLE 2.1: NATIOMAL REGIOMAL OISTRIBUTION OF FEMALES IN MUNICIPAL MAMAGEMENT

Region
Eastarn

Maine
Vermont

New Hampshire
Massachusetts
Connecticut
Rhode Island
New York

New Jersey
Pennsylvania

Regional Total

Central

Wisconsin
illinois
Indlana
Michigan
Ohlo
Minnesota
lowa
Missourl
MNorth Dakota
South Dakota
Nebraska
Kansas

Regional Total

M

Lok
149
136
605
226
88
516
773
1004

3301

284
797
169
726
666
362
208
374

136
230

4028

cipal Managers

un
Total 7 (F & M) 7

of F sof F
47 11.6
20 13.4
18 13.2
63 10.5
2] 3.3
10 11.3
63 12.4
32 1.5
Ga Et?
Loz 10.3
20 7.0
65 8.1
4s 29.0
55 7.6
112 16.8
24 5.6
26 12.5
i3 8.8
1 2.1
10 25.0
& 5.5
20 3.7
k21 10.5
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TABLE 2.1: HNATIONAL REGIONAL DISTRIBUTION OF FEMALES IN MUNICIPAL MANAGEMENT (Cont'd.)

=——————
Reglion Municlpal Managers
Total # (F & H) i of F Tof F

Southern
Delaware 3h 3 8.8
Maryland 123 10 8.1
West Virginia 106 17 16.0
Virginia 313 32 10.2
District of Columbia 3 0 -
Horth Carclina 470 6é 13.8
South Carolina 213 25 11.7
Georgia 315 31 9.8
Flarida 625 &0 3.6
Kentucky 179 24 13.4
Tennessee 27 32 1.8
Alabama I51 21 13.9
Mississippi 108 12 1.1
Arkansas AL 19 16.6
Ok1ahoma 302 3 13.0
Louisiana 123 g 7.6
Texas 1076 82 7.4

Regional Total k526 432 10.6

Mountsin/Paclflic

Montana 55 14 25.4
idaho 24 11 20.4
Wyoming 45 3 6.6
Nevada hi h 9.7
Utah 57 11 1.0
Calorado 236 ig 8.0
Arizona |86 T4 7.5
New Mexico 118 I 1.9
Washington 206 27 13.1
Oregan 249 30 12.0
California 1573 141 10.0
Alaska 57 b 7.0
Hawal | [ D -
Regianal Total 2823 292 10.34
NATIONAL TOTAL 15,278 1,597 10.5

Women In municipal management are spread among all four reglons of the natlon
and Tn 49 of the 50 states, Only the state of Hawall does not have 3 woman manager
among its six municipal management positians |listed for 1978. |t is clear that

despite state-to-state ranges, in no state ar section of the nation do ~omen comprise
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a signiFicant portion of the management team. In 1978, women held an average of
approximately 10.5 percent of the total number of municipal management positions
nationally. Women do not reach a=ven a third of the municipal management work force
in any state.

The four states where women comprise the largest percentages of the management
tesm are Indiana (29%), Montana (25%), South Dakota (25%), and Idaho (20%). These
states are located In the Central and Mountain/Pacific regions where the dominant
forms of government are, First, the traditional mayorfcouncil structurs and, secondly,
the commisslion format. The majority of women represented by the statistics hold
the traditional managerial positions of finance officer, and clerk/treasurer/registrar,
rather than the top positlions of city manager or chief administrative offlicer.

In additien to Indiana, Montana, South Dakota, and ldaho, three other states
have more than 15 percent of thelr municipal management positions Filied by women.
Female managers in Arkansas (17%), Ohio (17%), and West Virginia (16%Z) predominantly
occupy finance officer positions. In summary, in the seven states with the largest
percentages of municipal managerial women, we find these women clustered in traditional
femala job categoriss.

In 1978, the state of California employed the most managerial women=-141.
Although this number represants only 10 percent of the total managerlal positions
in tha state, the job categories these women occupy cover 3 bread administrative
range., For example, there are six women serving as city managers, 50 serving as
finance officers, and 83 serving as assistants and department heads. As Parts |
and 11l of this report document, the assistant and department head |ob categories
are filled by Female managers who are younger and better sducated than their female
counterparts in the finance officer, CAO/CM, and clerk/trzasurer/registrar categories.

Regional differences in the percentage of women employed In ity administration
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across the country do not emerge. Women managers are dispersed throughout the
natien, with women averaging 1) percent of the city administration work farce in
the Central and Scuthern regions, and 10 percent of the city administration work
force in the Eastern region. |n the Mountain/Pacific region, we hypotheslzed that
a larger percentage of women municipal managers would sarve in this reglion.
Contrary to aur expectations, only |0 percent of the municipal management work force
is comprised of women.

Although reglional differences do not emerge from these summary statistics on
the numbers of municipal management women, they do appear when we dlstipguish betwesn
job categories on a national level. Table 2.2 summarizes reglonal patterns for

female managers by Job category.

TABLE 2.2: REGIOMAL DISTRIBUTION OF FEMALE MUNICIPAL MANAGERS NATIONWIDE BY
OCCUPAT IONAL CATEGORY=

Region CAQ/CM Finance Offlcer Assistant & Department Head
: x :
Eastern 4k 28 7
Mountain/Pacific I3 13 33
Central 6 30 17
Southern 27 29 37
National Totals (154) (1.091) (329)

0f tha nation's female CAQ/CM's, 44 percent are found in the Eastern region and 27

percent are located in the Southern region. Female TAQO/CM's are least |ikely ta

%The clerk/treasurer/registrars In our sample have peen Included in the CAQ/CM
category In this table. As explainad In Part | of this raport, multipls listings

of a2 sipngle administrator appear In the ICMA Municipal Year Book when one parson
serves in more than one capacity within a municipality. Since those clerk/treasurer/
registrars in our survey were i(dentified in the Municipal Year Book as CAQ/CM's,

we have counted them as such in this table.




42

appear in the Mountain/Pacific region (13%). Women holding the traditional Job
of Finance officer are almost equally likely to be Found In the Cantral, Southern,
and Eastern sectlons of the nation. The Mountaln/Paciflic r=sglon Is the l=ast
likely section of the country to employ female finance offlicers.

An inverse relationshlp occurs when we look at the assistant and department
head Job categories. Here, the Mountain/Pacific region clearly leads the natien
in the number of females employed in these two |ob categories. Fifty-six percent
of the natlon's young female professionls who work as assistants and department
heads are clustered in the Central and Mountaln/Pacific reglon. In contrast, in
the Eastern region females comprise only seven percent of che nation's female assistants
and department heads. While women administrators do not predominate on the West
Coast or in the Central region, these two areas of the nation have the largest
percentages of young, upwardly mobile, educationally credencialed female managers
whose career paths could eventually lead to the top positions of clty manager or

chief administrative aofficer.

TABLE 2.3: REGIONAL DISTRIBUTION OF MUNIC|PAL MANAGER RESPOMDENTS BY OCCUPATIONAL

CATEGORY

Finance Departmant

Region CAQ/CH OfFficer Clk/Trs/Reg Assistant Head
F M F M F M F M | 3 M
3 i 3 4 H 3 1 4 I z
Eastern Lo 29 23 38 22 (0} 13 11 18 12
Central 10 28 40 38 30 (3) 17 27 16 29
Southern 37 22 22 1 37 (%) 35 28 I8 29
Mountain/Pacific 13 20 1& 1% iz (L) 35 34 Ls 29
Total (30) (59) | (38) (37} (60) () 1 {136y (g93) | (51 (17)

Tabla 2.3 summarizes the reglonal distribution of famale and male respondents In

our survey by job category. Our respondent raglonal profile mirrors the national
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regional distribution for female managers. Female CAD/CM's are most likely to be
found In the Eastern and Southern regions; female Finance officers are clusterad In
the Central region, and Female assistants and department heads are most |lkely
amployed in the Mountain/Paclflc region. Male CAO/CM's and finance officers are
most | Tkely to be Found in the Eastern and Central regions. Mals assistants are
most |ikely to be found in Che Mountain/Pacific region and male department heads

are dispersed equally among svery region except the East,
Community Characteristics

In constructing a profile of the coomunities in which female and male managers
work, we asked § series of questions on population, community character, form of
government, and whether a city has formally adopted an affirmative action or a
professiognal management plan.

Municipal managers in our survey represent a range of city types, from
communitles wlth populations of 9,000 and under to metropelitan cent=rs such as
Los Angeles, Boston, and lNew York. These managers come from liberal and conservative
towns, from rapidly growing communities to towns with static growth rates, from
mayor/counci| cities to those governed under council/manager formats. Tabla 2.4

summar i zes the community populacion of female and male respondents.

TABLE 2.4: COMMUNITY POPULATION OISTRIBUTION OF MUNICIPAL MANAGERS

Population Hu:lclpal Managers

; :
9,000 and under 20 h
10,000 - 39.000 51 50
40,000 - 99,000 14 16
100,000 and over |6 10

Total (372) (217)
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City population is an impartant variable in constructing the profile of female

and male managers serving in local government. Wae hypothes|zed that women would be
more |Tkely to work in smaller communities, because the typical career pattern for
a person in city management begins in the small community and works upward. Because
of women's |imited numbers in the field, we assumed many females would be In entry
and middle management positions.

The median community population is 20,100 for the females and 18,000 for the
males. Approximately half of female and male managers work in cities with populations
of 10,000 to 39,000. Similar propartions of women and men administrators ara
employed In small towns of 3,000 and under (20% for the females and 24% for the males.)
Table 2.4 reveals that women are no more likely than men to be serving in small towns.
In fFact, the female and male percentages are almost parallel throughout the population
categories. A special effort was made to target women managers in cities of over
}00,000 population. HNo such effort was made for male managers, and yet |0 percent
of the men come from large cities, a probable reflection of their movement up a

careser ladder and thair traditional domination of the city management profession.

TABLE 2.5: COMMUNITY POPULATION DISTRIBUTION OF MUNICIPAL MANAGERS BY OCCUPATIONAL

CATEGORY

Population . CAO/CH " Elgancn ﬂffl::r tIkJTrs!RQE
: : L4 4 2 :

9,000 and under Bo 56 8 3 17 (1)
10,000 - 38,000 13 15 78 73 62 (10)
40,000 - 39,000 7 (m 14 16 (1) (0}
100,000 and over (0) 3 ©) 8 (0) ()
Total (30) (53) (36) (37) (60) {11)
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TABLE 2.5: COMMUNITY POPULATION DISTRIBUTION OF MUNICIPAL MANAGERS BY OCCUPATIONAL
CATEGORY (Cont'd.)

Population ?s5|5tant5 Department Heads
s % : :
9,000 and under 13 18 10 3
10,000 - 39,000 45 b3 22 53
Lo,000 - 99,000 18 26 22 18
100,000 and over 25 13 L7 24
Total (1386) (93) (51) (17)

When we investigate the relationship between community population and job
category (as summarized In Table 2.5), It Is clear that the msjority of CAG/CM's
come From small towns of 9,000 population and under, while assistants and department
heads overwhelmingly come from larger towns of 10,000 and over. Eighty percent of
female CAD/CM's come From communities of 9,000 and under compared with 58 percent of
male CAO/CM's. In contrasc, 25 percent of female assistants are working in cities
of 100,000 and over, compared with 13 percent of male assistants. And 47 percent of
famale department heads and 24 percent of male department heads are working in the
largest cities of 100,000 and over population. For the job categories of finance
officer and clerk/traasurer/registrar, the majority of female and male managers ars
employed by cities with populations between 10,000 and 39,000. The younger female
and male dspartment heads and assistants choose the medium to large city as their
employment base. This is not surprising since staffs are larger, salaries higher,
and resources more readlly avallable In the large clitles.

Alang with population sizs, we asked managers for an assessment of whethar
their towns were growing, remaining static, or declining In population. A majority

of managers report that thelr towns are Increasing In population. Seventy-one
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percent of the females and 7% percent of the males report that thelr towns are
growing either rapidly or slowly, Only six percent of the females and saven percent
of the males reported that their cities were declining slowly in population.

wWhen respondents wers asked to characterize the climate of the community In
which they work as liberal, moderate,or conservative, both female and male managers
overwhalmingly identify their cities as moderate (48% for females and L2% for males)
to conservative (46% for femsles and 533 for males). Only six percent of female
and male managers indicate that their towns are liberal. Almost twlcz as many
female and male CAO/CM'S as respondents in any other job category describe their
towns as conservative rather than moderate. The assistants tend to mirror this
perception but to a lesser degree. Speciallsts, such as finance officars and
departmént heads, ars more |lkely to describe thelr towns as moderate. Perhaps It
is primarily the generalist, trylng to move the community government forward on a
variecty of Issues at once, who becomes impatient or aware of community adversity
to change.

Built-in frustrations are inherent In a city management job. They are noted
in the literature and surface in the telephone interviews. Bureaucratic red tape,
polities, special Interest groups, Increased expectations of citizens and decreasing
resource bases--all converge to characterize the municipal manager's job as stressful
and complicated. Perhaps the nature of municipal management in the 1980's shades
the perception of the CAO/CM's toward a conservative evaluation of thelr community.

The managers surveyed were targeted to reprasent clties governed under different
arganizational plans. The original sample was dominated by managers from mayor/
councll cities (60%) yet only 34 percent of Female respondents and 30 percent of
male respondents came from these clitlies. Our respondent group heavily represents

counci|/manager cities (59% of the women and 9% of the men). Part of the explanation
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for this probably lies in the tendency for administrators in council/manager cities
to be more professional |y orjented, more likely to have staff and more |ikely to
respond to a questionnaire probing their field of expertise. Later in this report,
in discussing the relationships between municipal managers and elscted officlals,

we comment on the observed lack of partisan Influence in the communities employing
municipal managers. This skew in the sample toward management orlanted cities,
which tend to be clustared in the nonpartisan western region of the nation, accounts
for the lack of partisanship we uncover.

Although the majority of female and male managers come from council/manager
governed cities, not all of these cities have Instituted 3 professional management
plan., Approximately three-quarters of the female managers and mare than half of the
malz managers work in ecities without an offlcial management plan. |In contrast, 63
percent aof the females and 73 percent of the males work in cities that have affirmative
accion plans on record. The afflrmative action monitoring guidelines and timetables
linking ity government with federal grants results in an esconomlc Incentive Far
communities fo develop and adopt such plans. MNo such Incentive exists for the
institution of a professional management plan, and it is most likely to be adopted
in councll/manager cities.

In summary, the typical municipal manager respondent, female or male, works in
a growing, politically moderate to conservative, council/manager city likely to

have an affirmative action plan and less likely to have a professional management plan.
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PART |11: EDUCATIONAL CREDENTIALS OF MUNICIPAL MANAGERS

kay Findings

I. #Hale municipal managers report having more formal educational backgrounds and
advanced training than their female counterparts:

60% of males have a graduate degree or have some post-baccalaureats
training compared with 33% of females

Less than 1% of males repart no collsge training, while 25%
of females have no collegs training

Oniy 118 of mals manasgers bhave no Bachelor's degrse compared with
52% of female managers

2. While males have better educational credentials than females across job categories,
the sharp disparity In female and male educational levels becomes minimal at the
entry and middle management levels. Younger entrants into municipal management
have col lage degrees, regardlass of sex:

81x of fmmale CRD/CM's and 56% of famals finance officers do not
hold a Bachelor's degres, compared with 118 of male managers
and 24% of mals finance officers

§2% of famale clark/treasurss/registrars are not college
graduates compared with only two males in this category

29% of female assiscants report & Bachelor's degree as their
highest lsvel of education and 39% report a Master's degree
compared with 373 of male assistants who hold & Bachelor's
degree and 55% with a Master's degree

37% of femla department heads report a4 Bachelor's degres as
their highast level of sducation and 3118 report a4 Master's
degree compared with 50% of male department heads holding
a Bachelsor's degree and 50% halding a Mascer's degree

3. Internships are a key means of entry into public service jobs:

40% of mals managers and 27% of female managers report this
entry level training
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b, Skill-bullding and informational workshops are a major continuing education
vehicle for women and men in municipal management:

79% of famale and 73% of malse managers report attending such
workshops within the past year

Soth femals and male mansgers are most likely to sttend
warkshops within their home states, sponsored by state
professional organizations

Men are more likely to travel out-cof-state to attend
workshops than their femsle counterparts—i8% compared
wich 27%
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PART |11: EDUCATIONAL CREDENTIALS OF MUNICIPAL MANAGERS

“Don't be a generalist. Have a skill
you can sell. You nead background in
the financial area, engineering, and
planning in order to deal with staff
in technical areas.”

Male Town Manager from Connecticut

“I den't want to be pigeopholed
because of a technical background.
There are very few women with business
degrees cut in the fiald. If you Have
one, they look at you firse."

Female Assistant Department Head from
Maryland

Obtaining educational credentials has always been one of the traditional ways

for disadvantaged groups in society to become upwardly mobile. When the desire for

businesslike and professional government ushered In the councll/manager form of

government in 1308, educational credentials and exparience as an administrator

assumed cantral importance. In addition, the multiple demands facing women and men

in municipal management in the 1980's will place more importance on career schooling

and educational preparation prior to starting a Job in clty management. Once In a

municipal management career, new technology, problems of growth, and changing

intergovernmental relationships almost mandate continual ''schooling'' and updating

of skills through technlcal assistance and skill-bullding workshops.

Both female and male managers in our telephone sample mention coping with the

"unintended' In a period characterized by economic Instability and resource scarcity.

Suddenly terms such as "multiple audit," "multi-pocket budgeting,' "spending caps,"

and "Proposition 13" have crept into the vocabulary of municipal management. The

trend toward continuing education beyond undergraduate and graduate degree granting

programs |s apparent In the survey data, as workshops fill the need tc master new

finance and budgeting techniques. As federal and state grant-in-aid programs increase

in importance, shared accountability and monitoring requirements at the local level

also grow in Importance.

Two of the questions ralsed In this study are: What educational credentials
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and skills are necessary for women to pursue careers in municipal management? Do
women and men managers have different educational backgrounds, or are they equally
prepared through formal education to pursue city management careers?

In order to probe educational credentials, gquestionnaires mailed to female
and male managers asked for post-secondary aducational history and major fleld of
study. Recognizing the growing importance of continulng 2ducation, the study also

investigated internship experiences and workshop attendance.

TABLE 3.1: MUNICIPAL MANAGERS' HIGHEST LEVEL OF EDUCATION

Highest Level of Education Municipal Managers
; x
High School Graduate 16 (2)
Noncol lege Post-Secondary Training 9 (0)
Some College, No Degree 24 1
Assaociate's Degree 3 3
Bachelor's Degree 15 23
Some Graduate Work 10 14
M.A. or M.S. 9 16
Master of Public Administration 13 25
Master of Business Administration (2) h
J.D. or Other Law Degree (&) (1)
Ph.D. (n (1)
Total (347) (207)

Table 3. summarizes the sducational status of female and male municipal managers.
It is apparent that male raspondents rzport more formal educational backgrounds and
advanced training than their female counterparts. Less than one percent of male
managers report no college training compared with 25 percent of female managers with

no college training. And while anly |1 percent of male managars do not hold a
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Bachelor's degres, 52 percent of female managers have not graduated from a four-year
college.

Almost double the number of male managers have some advanced training or graduate
degree, when compared with female managers. Sixty percent of males have done some
graduate work (completed an M.A. or an M.S5., hold an M.P.A., an M.B.A. or a law
degree) compared with 33 percant of females. It is clear from these figures that
the majority of women in municipal management have achieved their present positions
through routes other than those which requira formal educatcion.

Since female and male managers have such diverse educational backgrounds, we
wanted to see what disparities, if any, occur first among occupational categories and
jater among age categories with regard to esducational background. Table 3.2A
indicates the aducational background of female and male municipal managers within

three Job categorles.

TABLE 3.2A: MUNICIPAL MANAGERS' HIGHEST LEVEL OF EDUCATION BY OCCUPATIONAL CATEGORY

Highest Lavel of Education CAG/CM Finance Officer Elk/Trs/Reg
: 2 s 2

Less than Bachelor's 81 Tl bé 24 92 (2)
Bachelor's Degrese {0) 39 28 &1 [ (8)
Master's Degres 15 50 & 15 2 (1)
Doctoral Degrae B (o) (0) (0) (0) (0)
Total (z8) (58) (88) (33) (52) (9)

Female managers without a Bachelor's degree (high school graduates and those
with some post-secondary and collegiate training) are clustered in the job categories
of CAO/CM (B1%) and Finance officer (663). The most striking example of lack of

educational credentials occurs within the "hidden level of management.'' When we



53

break out the clerk/treasurer/registrar Job category along educational background,
we discover that virtually all the women holding these jobs are not college
graduates (92%).

The educational profile of men examined by Job categories presents a much
differant picture. Only 1| percent of male CAD/CH's, 24 percent of male Finance
officers and two male clerk/treasurer/registrars have less than a Bachelor's degree.

Instead, male CAO/CM's are much more |ikely to have a Bachelor's degree (39%)
or a Master's degree (50%) as their highest level of education. HMale finance officers
are most |lkely to have a Bachelor's degree (61%) and less likely to have a Master's

degree (15%).

TABLE 3.2B: MUNICIPAL MAMAGERS' HIGHEST LEVEL OF EDUCATION BY OCCUPATIONAL CATEGORY

Highest Leve]l of Education Assistant Department Head
: 1 3 :

Less than Bachelor's 30 6 27 (o)
Bachelor's Degree 23 37 37 50
Master's Degree 39 55 il 50
Doctoral Degree (2) (2) ) (0)
Total {133) {33) (51) (18)

A different profile becomes visiblie in Table 3.28 when we examine the sducational
backgrounds of female and male assistant: and department heads. Although significant
percentages of females still do not have a collegs degree--30 percent of assistants
and 27 percent of department heads--an Iimportant new pattern of increased educatlional
achlevement for women is evident. Twenty-nine percent of female assistants have a
Bachelor's degree as their highest level| of education compared with 37 percent of
males:; another 39 percent of Females have a Master's degree compared with 55 percent

of male assistants, A total of 68 parcent of female assistants have at lzast a
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Bachelor's degres compared with 92 percent of male assistants.

A similar educational pattern occurs in the department head category, where 37
percent of females cite a Bachelor's degree as their highest lTevel of sducation and
another 31 percent cite a Master's degre2. |In comparison, 50 percent of male department
heads have a Bachelor's degree and 50 percent have a Master's degree. A total of 68
percant of female department heads have at least a Bachelor's degres compared with
100 percent of male department heads.

While males still have more formal education than females regardless of job
category, the female profile divides into a dichotomy according to occupation. This
dichotomy separates CAQ/CM, finance officer, and clerk/treasurer/registrar Intoc the
less #ducated column and assistant and department head into the more educated column.
Since the sharp disparity between female and male educational levels is |east
apparent at the entry level and in middle management job categories, our finding
suggests movement towards more uniform educational credentialing among female and
male municipal managers.

Turning to age as & variable in explaining educational background, we hypothesizad
that younger entrants intc the municipal management field would have the appropriate
college degrees regardless of gender. Table 3.3 summarizes age and educational

background for female and male respondents.

TABLE 3.3: MUNICIPAL MANAGERS' HIGHMEST LEVEL OF EDUCATION BY

rs

20 - 19 30 - 39 - S0 - 59 BO & aver

Highest Level F M F M F M F M F ot
of Educatlion 3 1 | - 3 3 H - 1 4 -
Less than Bachelor's 24 2| 36 9 67 7 73 36 74 {2)
Bachelor's Degree 3 Ml n 4o 17 53 19 36 19 (6)
Master's Degree k2 56| 33 bs 16 37 5 28 7 (1)
Doctoral Degree 3 @y 1 1 (o) 3 2 (@) | (o) (o)
Total (71)  (s4)| (95) (89) | (69) (30) | (83) (25) | (27) (9

=
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The younger the female manager, the more llkely she is to have a Bachelor's or
advanced degres. Inversely, the older the female manager, the less likely she is to
hold any degrees in higher education. 0On the other hand, age does not appear to have
an impact on the educational attainments of male managers. Only 22 male managers do
not hold college degrees, and they ars evenly divided among those under 50 and those
over 50.

Thirty-one parcent of femals managers, aged 20 to 29, have attained a Bachelor's
degree and another 42 percent have sarned a Master's degree. In comparison, 43
percent of male managers in this age category report & Bachelor's degree as their
highest level of sducation and 56 percent report holding a Mastar's degree, In the
30 to 39 age brackst, close to two-thirds of the female managers and 90 percent of
the male mansgers, report holding at least a Bachelor's degree.

Except for those women age 50 and over, the clder the age grouping for female
managers, the larger tha percentage of women without a college degres. For males
without a college degrze, there is no such age relationship visible.

By refining tha analysls by controlling for occupational category, we find
evidance which further documents women's changlng educational achlevemants. OQur
hypothesls holds whan we Investigate the occupational categories of CAD/CH and
finance officer for females and males. OFf female CAO/CMs without 3 Bachelor's degree,
virtually all (20 of 21) are 40 years of age or older. Male CAO/CMs are scattered
throughout the age spectrum, but virtually all have a Bachelor's or Master's dagree
(50 of 56).

In the finance officer category, 66 percent of the women do not hold a
Bachelor's degree and, as age Increases, so does the percentage of females without
a college degree. In contrast, the majority of males in this occupstional category,
76 percent, have college degrees,

Saventy percent of female assisctants and 72 percent of female department heads
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hold a Bachelor's or advanced degree compared with 100 percent of male department
heads and 93 percent of male asslistanes.

In summary, the overall finding that males have more formal educational
credentials than females across job categories is tempered by the Fact that younger
municlpal managers are |ikely to have undergraduate or graduate degrees regardless
of gender. Since older females are clustered in the more traditional jobs of
finance offlicer and clerk, and younger females tend to be assistants and department
heads, the educational credentials of female municipal managers can be axpected to

resemble those of their male counterparts in the future.
Major Field of Study

The question of mejor field of study was posed to those females and males who
attended college. While the female and male profiles of educational majors are very
similar overall, some sharp differences filter out among the various Job categories.
For example, 31 percent of females and 43 percent of males majored in publlc
administration, and 3| percent of females and 26 percent of males majored in business
administration and related technical Fields. Almost equal percentages (10%3 of females
and 11% of males) majored in the social sciences.

Yet, when job categories are isolated, 55 percent of male CAQO/CM's and two of
ten male clerk/treasurer/registrars majored in public administration compared with
only 15 percent of female CAD/CM's and four percent of female clerks.

It was hypothasized that the female finance officers and clerks might not have
followed a typical city management career route (l.e. professionally oriented and
col lege aducated). Many have had accounting and/or bookkeeping tralning rather than
traditional college educations. Eighteen percent of Ffemale finance officers and

19 percent of clerks report a secretarial or business schocl educational background
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compared with none of their male colleagues in these two Job categories. Sixteen
parcent of female finance officers and 33 percent of clerks also report high schoal
as thelr highest level of educational attainment comparad with only 3 percent of
male finance offlcers and no male clerks. Clearly, at one time, It was not
necessary to hold an advanced degree or even be a college graduate to anter
municipal management. Reaching the top in many towns and clties used to be a matter

of experience and seniority.
internships

Today, both females and males perceive internships as ''the foot In the door"
to 3 job In municipal management. The work experience, whether It is rotation through
a variety of city departments or an in-depth assignment in the manager's office,
gives a person the opportunity to build & work record, to develop contacts within
the professional fiald, and to have an advantage over another candidate who has
solaly "book knowladge' to offer an amployer.

Frequently, managers in our sample were First exposed to public service through
an internship experience. Male managers were more |ikely cto have had an internship
(40%) than their female counterparts (27%). Among the female managers, once again
the job categories of assistant and department head are distinguished from the ather
three job classifications. Nearly half of female assistants (46%) and 30 percent
of female department heads had internships, but only a few females in other jab
categories had similar sxperiences.

Among male managers, more than half of the assistants had Internships (51%).

In addition, 44 percent of male CAO/CM's report a fleld experience at entry level
positions. The crucial variable is age. Young people of both sexes increzasingly

use internships for entry inte the field, and as a means of learning the necessary
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practical skills to supplement their college degrees.

it appears that those managers with internship experiences eventually got jobs
in larger cities, Forty-four percent of female and male respondents from the larger
cities had internships compared with |5 percent of managers In the smaller cities,

Internships ara more likely to be a part of the educational background in
certain geographic areas. Female and male municipal managers in all job categories
are most |ikely to have held internships if they work on the Pacific Coast or in the
Central United States. In those regions, at least 50 percent of managers report
internships, while nationwide the trend toward field-related work experiences Is

less pronounced,
Workshops

Due to the changing technology and the kaleldoscope of demands in municipal
management, the need for education never ends. The skills-building or informational
workshop appears to be a major continuing educational vehicle for municipal managers.
Seventy-nine percent of female and 73 percent of male managers report attending at
least one workshop during the past year., Regardless of job category, females and
males were equally )ikely to have attended a workshop. Among males, the CAO/CM's
are most likely to attend, followed by assistants, finance officars and department
heads. Among the females, clerk/treasurer/registrars are more likely to report
attendance at workshops. Perhaps the continuing education and information sharing
workshop s particularly Impertant to this cccupational group since they have the
least formal aducation.

Geographic region does not have an impact on the |likelihood to attend workshops
for either females or males. Managers from al] regions are equally likely to attend
workshops. Yet, men are more likely to travel out-of-state for various sessions.
Thirty-eight percent of male managers report attending out-of-state workshops compared

with 27 percent of female managers.
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Female managers are most |Tkaly to attend workshops in budget and Ffinance
while male managers are most |lkely to attend workshops in management and administration.
Thirty=-nine percent of women |ist budget and finance workshops and 29 percent |ist
sessions In management and administration compared with 26 percent of men listing
financially oriented workshops and 35 percent listing workshops In management and
administration. The third most likely workshep for =ither sex to attend Is an
information sharing session (e.g. federal revenus sharing, grantsmanship).

When reporting sponsoring agencies for workshops, 30 percent of female managers
listed statewlde professional erganizations, and 19 percent listed national
professianal associations. Among male managers, 25 percent indicated they attended
workshops sponsored by state profassional organizations, and 26 percent |listed workshops
sponsaored by national professicnal associations. Universities and governmental
agencies are |listed as workshop sponsors less often than professional groups and
associations. In summary, both female and male managers are most likely to attend
workshops within the home state, sponsored by state professional organizations.

Educational Advice for Women Interestad In A
Municipal Management Career

in our telephone Interviews, we asked what educational advice females and males
would offer to 3 woman interested In pursuing a municipal management career. As
Table 3.4 summarizes, women administrators frequently recommend 2 Mastar's degree
In elther public administration or busliness adminlstration rather than specialization
in one area ar a tachnical degree in a field such as engineering, accounting, ar

planning.



TABLE 3.4: EDUCATIONAL ADVICE TO WOMEN IN MUNICIPAL MANAGEMENT#®

— = — — - =

Educational Advice Municipal Manager Telephone Intarviewees
: 3
Masters of Public Administration 47 61
Mastars of Business Administration Lk 30
Advanced Technical DNegree 9 17
Advanced Politfcal Science/Gov't. Degree 9 (0}
Unspecified Baslc Educacion/B.A. 32 26
B.5./Technical Degres 29 L8
Law 6 iy
Total (34) (23)

%Up to three suggestions were counted from each respondent. Percentages are calculated
by dividing the number of times a s tion was made by the number of municipal
managers who answered this question (see footnote 1).

Forty-saven percent of females who offered educational advice cited an M.P.A. and
another 4b percent cited an M.B.A. Among male respondents who offered educatlonal
advice, 61 percent cite an M.P.A. and less than a third clite an M.B.A.

Generally, among our telephone sample an advanced degree is viewed as the
equivalent of a unlon card, used frequently as a screening device by !nterviewers
to get a candldate pool down to a manageable size.

Males who were interviewed by telephone, while recognizing the need for an
M.P.A. or M.B.A,, also value highly undergraduate and advanced technical degrees.
Their advice seems to be, '"Don't be a generalist, have a skill you can sell.”
Forty-aight percent of the males cite a technical B8.5. as an educational route into
municipal management for women, Twenty-six percent valued a well-rounded basic
educational background and 17 percent mentioned an advanced degree such as a C.P.A.
or M.A. In planning as an educational route into the field for women.

A woman's fear of baing stymied In a technical position because of her
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special ization Is frequently cited as a reason why females suggest an M.P.A. or M.B.A.
as the best educational foundation to start a career [n city managemsnt.

Women administrators also mention the Importancs of political and diplomatic
skills as educational tools in dealing with different groups of people. ''You have
to use psychology every day to get people to give you information and do things that
they may not want to do. You can do It two ways--throw your weight around, or
persuade them. | can read a sanitation squipment list and figure out quickly what |
need and what | don't need. But how to gat that suy to go along with me and ask for
that out of his bureaucracy, that's whers the talent of persuasion comes in," says
a female district manager from New York.

A number of male adminlstrators interviewad do not ses a great nead for theary
in the city management profession. Instead, they prefer a very practical kind of
hands-on ability to deal in policy interpretation and technical areas. Budget and
personnel are the two substantive areas sentioned most fragquently by male adaministrators.
Perhaps this Is one reason why msles value the specialist's knowledge gained from
majoring in @ technical Fisld.

in summary, females and males agres on the nead for advanced degrees such as an
HM.P.A. or M.B.A. for persons considering municipal management as a career fiald.

The only Issue that sparked differsnt viewpoints on education was the male advice
to major In an undergraduate technical field, while females tended to suggest a
general educational route.

Among femsle managers interviewed who had no college degree--undergraduate or
graduate--the consensus was strong that ''these days are gone forever.'' The advanced

degree has become the union card in municipal management today.
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PART IV: CAREER PATHS AND AMBITIONS OF MUNICIPAL MAMAGERS

A: PUBLIC MANAGEMENT RECRUI|TMENT

Key Findings

initial recruitment into public service careers takes place through an informal,
personal network rather than through professional ries, employment services, or
talent banks:

49% of female managers and 30% of male managers found their
first job in government sarvices through a friend or
professional associacs

Educational institutions play an Important role in the Initial career decision to
enter the public sector:

16% of female managers say they found their first job through a
college placement service, teacher/profassor's recommendation
or an internship

28% of male managers credit educatiopal institutions as the msans
of finding their first job

Female managers depend primarily on promotional opportunities to climb a carser
ladder while male managers rely on a variety of job hunting strategies:

47% of female managers obtained their present job through
promotions within the system compared with 22% of sale menagers

3% of males managers utilized professicnsl publicacions to
land cthelr present managerial job while only 4% of femsle
managers used this sourcs

26% of male managers relisd on nowspapsr advertisements to
secure their mansgement position compared with anly &% of
female managers

Approximately one-third of female managers and more than a quartaer of male managars
report a family history of public service careers. Males are likely to report
Jobs held by their fathers (40%) while females most often mention jobs held by
their spouse (23%) and their father (203).
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5. This study found little evidence that political party activity or an elected
political career translatas into an administrative carear path;

Only 12% of female managers and 6% of male managers ragort
bholding a pelicical partyg office

17% of Ffemale managers snd 24% of male managers report having
hald or presantly holding at least one eldctive or appointive
public office. Howewver, the majority of public offices listed
by both females and males ars appointive (76% of f=males and
81% of males), and primarily are positions on boards and
commissions (663 of females and 49% of males) or are municipal
management jobs (49% of females and 5% of males).

3% of females found their first job chrough a political party
roure compared wich 2% of males
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A: PUBLIC MANAGEMENT RECRUITMENT

How Are Female and Male Managers Recruited to Publlc Service Jobs?V

An occupatlonal distribution and a regional analysis of the women in municipal
management in 1978 has provided us with answers to who thess women ars and to what
their numbers and locatlons are. Further investigation of sducational background
fills in new Iinformation on educational credentialing within the Field of city
management. As we turn to career paths and future ambitions, we ask: What are the
routas to municipal management that women and men hava followed? Are thelr career
paths similar or do they diffar? And what carear plans for the future do women and
men in municipal management have?

We asked sach manager to record her/his first job in public service and to
indicate how she/he discovered it. In exploring entry-level Influences in the careers
of female and male managars we asked for Information about family background with
respect to public service careers, and Information about the managers' own palitical
histories. It was hypothesized that If Family members slicher haeld political office
or worked In a civll service or governmental administration job, that would be an
impertant motivating factor predisposing & woman or man toward a public service career.
Another assumption to test was whether a political route. either through electad
office or political party activity, directs women and men into career administrative
Jobs in local government.

Gander speclfic recrultmant patterns ara apparent when female and male managers
seek thelr First Jobs in public service and thelr present jobs In municipal management.
A larger percentage of women than men rely on informal personal contacts for locating
Jjobs in both situations., Women rely heavily on Internal promotions and the system's

recagnition of their talents for thelr present Jobs, whlle men depend on tapping 1|inks
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to professional organizations through publications In the field, In addition to taking
advantage of promotional opportunities, In both past and present job hunting contexts,
s small but constant number of females also utilize 3 political party route, while

males barely tap this avenue for professional employment purposes.
Means of Finding First Municipal Management Position

When it comes to Finding @ first job In municipal management, the greatest
percentage of female and male respondents rely on informal netwarks of personal contacts.
Forty-nine percent of female managers and 30 percent of male managers report finding
their first job through & friend or professional associate. The fact that almost
half of the women and less than a third of the men rely on an informal systam points
to the Importance of networking for female administrators.

Educational Institutions are ths second most |lkely source that women and men turn
to in this first critical decision about career direction. Twenty-eight parcent of
male managers and 16 percent of female managers credit a college placement service,
teacher/professor's recommendation, or an internship as the means of finding their
first job. Five percent of male managers and three percent of female managers used
the services of a college placement center. Male adminiscrators rely more heavily on
a teacher/professor's recommendation than female administrators (B% compared to 5%).
Males are also more likely to galn entry Into the profession through an Internship
than their female peers., Fifteen percent of males find their first job in public
service through an internship experience compared with eight percant of females.

The third most likely means of job finding was to search through newspaper
employment advertisements. Fourteen parcent of the women and 17 percent of the men
used this source as a way to discover available jobs. It |s significant to note that

few municipal managers of either sex took advantage of established job finding techniques
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or organizations. For example, only four percent of males and & single female

took advantage of job listings in professional publications. And only two percent
of all municipal managers used a professional placement service to find a first job
in the public sector. Only three males (and no females) used the services of a
talent bank.

Women administrators utilize political party ties to a limited degree in starting
their municipal careers. Five percent of females found their first jobs through a
political party route while less than two percent of males utllized political party ties.

Job placement techniques change dramatically among female and male managers when
they describe how they located their present jobs. As expected, educational Tnstitutlens,
internships and teacher/professor recommendations shrink to Insignificant psrcentages
for both female and male managers. The dependence on personal contacts is also reduced.

While women still rely on friends and professional associates' suggestions more
than men, the disparity in percentages |s narrowed considerably (26% for females and
22% for males). Close to half of all female managers (47%) relied on the system in
which they worked to recognize their managerial potential and promote them to thelr
present jobs In local government. Thirty-two percent of the males relied on promotional
opportunities to obtain thelr present jobs,

Male managers depended heavily on other job hunting strategies outside their own
organization to find their present job. Twenty-three percent of males turmed to
their 1inks with professional organizations and utilized professional publications to
land their present job. Only four percent of the females used this device. Males
continued to turn to newspapers' amployment advertisements in job hunting, Ingreasing
thelr rellance on this strateqy from 14 percent for thelr first Jobs to 26 percent
far their present jobs. Female reliance on this outside source diminished from 14

percent for their first jobs to six percent in their present jobs.
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A small percentage of female managers continued to rely on political party
contact for discovering thelr present Jobs (4%), while only one male In the sample
uUtillzed political party tles for his preseant job. Of those female managers who
credit a political party as the means of finding their current job, 92 percent serve
in cjties governed under the mayor/counci| format. Of those female managers who
credit an educational institution for their present job, 90 parcent serve in cities
governed under the councll/manager format.

It Is apparent that most sntry-level recruitment takes place In a nonformal
word=-of-mouth manner. For those Interested in systematically recruicing mors women
to municipal management positions, these statistics are not encouraging. The partial
influence of educational institutions on career decisions is likely to increase for
women as more of them enter graduate M.P.A. programs. This suggests that considerable
attention must be directed ac institutlons of higher education (particularly schools
of business and publlc administration) to attract women graduates Iinto the profession.
The importance of uslng an internship as an entry level recruitment device is also
apparent in the survey 25 2 means to increase the numbers of women in the field.

The depandency on networking Is |ikely to operate differently for females than
it does for males. References to the '"old boys network' described in "Barriers"

Part VIl of this report, indicates that males are |ikely to use schoal ties and
business connections in uncovaring job opportunities. Female networks are underdeveloped

and fledgling (as documented in Part V| of this report).
Two Routes to Public Service

& Ffamily history of public service careers s one Factor that we thought might
motivate a woman or man to choose government service as a carear. A high proportion

of municlipal managers report famijly members holding public service jobs. Close to 2
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third of the females (32%) and more than a quarter of the males (26%) have at least
one relastlve who has held or presently halds municipal management, civil service
or elective or appointive public positions.

Female managers who started thelr first job In public service as CAD/CM's (50%),
public sector professionals (45%), and clerk/treasurer/registrars (32%) were most
llkely to report a family history in public smployment. For male managers, those who
started their first Job In public service as clerks (36%) and department heads (36%)
were most likaly to report family service In the public sector. The family jobs
these respondents report are primarily at the Jocal government level.

Of those females who report a family public service history, the relatives most
often mentioned are spouse (23%) and father (20%). |In contrast, males are more 1lkely
to report Jobs held by thelr fathers (40%) and then their wives (13%). Among this
percentage of respondents whoa are following a family pattern in career path, the males
tend to follow the public service path of thelr father's, while females are infiuenced
by both spouse and father.

When we investigate the relationship between managers in their present job and
family patterns in public service, female CAO/CM's (43%), clerk/treasurer/registrars
(37%), and department heads (35%) are most likely to have family members in government
employment. Male assistants (28%) and CAD/CM's (27%) are the most likely to |ist
famlly background In public sector smployment., Family bkackground inpublic sarvice
is reportad by a significant percentage of femzle and male municipal managers. Public
seryice family history Is reported across job categories for females and males and
is likely to be one motivating factor on career choices for both women and men in

this study.



Political Party Route

Thera is little evidence of a strong |ink between political parties and career
administrative Jobs. Only a small percentage of respondents (12% of women and 6% of
men) report holding a political party offlce. Seventeen percent of the female managers
and 24 percent of the male managers do report that they have hald or presently hold
at least one elective or appointive public office. Yet, of these respondents, most
iist appointive (76% of females and 81% of males) rather than elective office (24%
of females and 19% of males). The majority of Female and male managers who 1lst
public offices report service on boards and commissions (66% of females and 49% of
males) or municipal management positions (49% of females and 59% of males). Thers
are vary few szxamples of local elective peliticians such as counclimember or mayor,
moving into administrative careers.

There |s no indication that pollitical party activity is rewarded with & municipal
management position for males, and only a slight percentage of females cradit thair
First jobs In public service to a political party (as we reported earlier in this
section). |f patronage is an Important factor at the local level, It is not leading
to municipal management jobs. The minor impact of a political party route inte
managerial positions should not be surprising since the majority of aur respondents
are from councli/manager cities, many of which are nonpartisan at the local level.

in Part V1 of this report we analyze communication barriers between slocted and
appointad officials. These barriers indicate that rather than a coopérative exchange
batwesn the politicians and the managers, (the type of relationship that would foster
a political route into city administration jobs), there is often a strained
ralationship and a sat of consclously erected barriers.

In summary, initlal recrultment into municipal management care=rs takes place
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primarily through informal, personal networks for female and males; secondarily
through the efforts of educational Institutions. Female managers depend primarily on
promotional opportunities to climb a career ladder while male managers rely on a
variety of Job hunting techniques ranging from professional publications to newspaper
sdvertisements to locate their present jobs [n municipal management.

A significant proportion of both female and male managers report family patterns
of public service employment predominantly at the local government level, The
relative sbsence of a political party route to carear public service for males and
to a lesser axtent for females may lead to administrative misunderstandings of

palitical pressures and timetables, and somecimes the politician's poliey viewpoint.
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PART IV: CAREER PATHS AND AMBITIONS OF MUNICIPAL MANAGERS
B: CAREER PATHS OF FEMALES AND MALES IN MUNICIPAL MANAGEMENT

Key Findings

Female CAD/CM's and finance officars most likely started thelr public service
career as clerk/treasurer/registrars while male CAD/CM's and finance offlcers
started their career path as assistants.

The majority of women and men serving as department heads record their First
Jjob in public service as that of assistant.

The cl

erk/treasurer/registrar position serves as an entry point to a managerial

career route across occupations for female managers, while male managers
predominantly rise from the ranks of assistant regardiess of present occupational

ticle.

Female managers earn less money than thelr male counterparts:

Female respondents earn an average snnual sslary of §17,041
comparad with an average salary of 321,774 for male managers

67% of f=males =arn annual salaries of $10,000 to §19,000 while
79% of males parn salsriss {n this range

24% of females earn annual salaries of §320,000 to 539,000
compared with 44% of males

Salary levels rise with community population. Females in every Job category In
smaller towns earn less money than Females In large towns:

Munici

21% of female CAC/CN's, 36% of Finance officers, 32% of clerks,
and 19% of assistants intowns of 2,000 and under populatien,
report sarning 53,000 or lass

43% of female Finance officers, II% of assistants, and 45% of
department heads in towns of 40,000 to 79,000 population, earn
salaries of §20,000 and above

pal managers in council/manager citles are better pald than thelr counterparts

in mayor/council cities:

53% of male and 34% of famale managers report earning $20,.000
and above Iln council/manager citiss

50t of mala and 25% of female managers raport earning $20,000
and above Iin mayor/eouncil cities






PART 1V: CAREER PATHS AND AMBITIONS OF MUNICIPAL MANAGERS

B: CAREER PATHS OF FEMALES AND MALES IN MUNICIPAL MANAGEMENT

You have to climb the ladder. I really don't lik= large cities.

Male Clty Manager from Ohio Male Town Manager from Maine

The typical ICHMA career mode] s one where a female or male administrator starts
her/his carser as an assistant In a small town and continues to move onward and
upward to larger communities with more responsibilities, blgger challenges, and
higher pay. DOnce the top position of city manager is achleved In a town, there is
no place to go except to a larger city, a sprawling community, a matropolitan canter.
We hypothesized that female managers would have an alternate career model, characterized
by fewer relocations, and more years of residency in @ community and state, reaching
the top position of clty manager through a checkerbocard of occupational Jobs.

Career patterns In our sample show considerable diversity, with many female and
male administrators moving from a large town to a small town. Some career patterns
show little geographic movement while others show considerable movement within a
region or state but not interstate.

What saries of jobs leads to a CAO/CM position for women and men? Are the jobs
different? Where do municipal managers plan to move in the Future? What types of
Jjobs appeal the most and the lsast to local administrators? How moblle are female
and male managers and what factors Influence them positively or negatively toward

relocation?
Average Job Tenure

Respondents were asked to report thelr career history. Calculating the average
job tenure from the threze most recent past Jobs, female managers were found to have

a mean Jjob tenure of 4 vears compared with a mean tenture of 3.5 years for male
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managers. BSoth female and male agsistants and deparument heads report the shortest
job tenure while female and male clerk/treasurer/reglstrars and finance officers
report the longest tenure. Forty-seven percent of female assistants and 40 percent
of male assistants have spent under two years in government service. In contrase,
30 percent of both female and male finance officers report mean tenures of between

five and 15 years in public service.
Tracing Career Paths by Job Category

Differences In career paths begin to appsar as we sketch past job histories for
females and males In each occcupational category in the sample. In addition to listing
thelr First job in public service, ferale and male managers reported three jobs that

preceded thelr current municipal management position.
Chief Administrative Officar/City Managsr

The responsibilities of a chief administrative officar/city manager vary depending
on whather the city is governed under a council/manager or mayor/council format.
Under council/manager government, the city manager has overall administrative
responsibility for the day-to-day operations of the city. This includes the jobs of
appointing and dismissing department heads, developing the budget and implamenting it
after council approval, and recommending policy to the council.

Under a mayor/councl] form of government, the chief adminiscrative officer Is
appointed by the mayor to rallave the slected officlals of certain administrative
dutles. The degree of administrative responsibility and authority is less than that
of a city manager and differs widely depending on local needs, prafarances, and
political culture.

The largest percentage of female CAO/CM's started their Fflrst job in public
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service 2s clerk/treasurer/registrars (47%) while more than ha!f of male CAD/CM's
record their first job in public service as that of an assistant (54%). In each
of the three Jobs immediately preceding thelr present managerial position, about
one~quarter to one~third of the women report serving as clerk/treasurer/registrar,
(35% for past job, 31% for second past Job, and 22% for third past job). Nowhere
in the past job history of male CAD/CM's does a noticeable percentage of men report
the clerk category as a career route. |nstead, male managers consistently report
sarving as assistants in their three prior Jobs befors rhis top administrative post.
With few exceptions, the famale CAO/CM's in our survey are clder and have heald
thelr Jobs a relatively long time. Soms of these women may have sssumed thelr
positions before the growth In local government resulted in the proliferation of the

assistant category or they serve In towns not |likely to have many assistants.
Finance Officer

The role of a finance offlcer can be as complex as having the responsibillicy of
drafting and implementing the municipal budget, as well as having administrative
dutles for purchasing and billing procedures. Or, the finance offlicer pesition In
many small towns can be primarily a bookkeeping task leaving major budgetary declisions
to be Formulated by the mayor and council.

Thirty-five percent of female finance officers record thelir fFirst job in public
service as clerk/treasurer/registrar, while only eight percent of male finance officers
startad their public service careers at this level. Male finance offlcers are most
likely to have come from the ranks of assistants In thelr past Jabs in publlic sarvice
or they were recruited from the private sector. Women currantly serving as finance
officers have either been promoted from the job of assistant, switched careesr tracks

from another professional Job In publlc service employment (e.g. teacher, social
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worker), or previously served as clerk/treasurer/registrars in the past three jobs

preceding their current post.
Clerk/Treasurer/Registrar

The position of clerk/treasurer/registrar used to consist primarily of handling
correspondence for the mayor and councll, being responsible for clity documents, and
handling licenses. In recent years, the duties in many small towns across the
country have grown to transform the clerk position Into an administrative and managerial
past. Most of the women holding clerk positions In our sample have always held these
jobs and many have achieved it from the rank of secretary. While there are few male
clerks among our respondents (11), they record a past job history ranging from
positions as flnance officers, department heads, assistants, and smployees in the

private sector.
Assistants

The occupational title of assistant covers a broad range of administrative duties.
It Includes assistant managers, administrative assistants, and management analysts.
Assistants are considered part of the management team, but thelr dutles are defined
by the appointed town CAO/CM. The assistant level is the beginning or intermediate
step of a municipal manager's career ladder.

Fifry-seven parcent of female assistants list their first Job in public service
as an assistant compared with 70 percent of male assistants. The assistant position
sarves as an Intermediate step on a public service career ladder for the publically
employed professional such as a social worker, teacher or |lbrarfan, who switches aver
to @ municlpal management career track. Over one-fifth of female assistants |list

the position of clerk/treasurer/reglistrar as the Job they held prior to assuming
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thelir present assistant position (21% for prior job, 30% for second past [ob, and
23% for third past job). Male assistants overwhelmingly began their public management
careers at the assistant level and prior to serving in an assistant post they usually

have served as an intern or may have been employed in the private sector.
Department Head

Women and men serving as department heads are specialists primarily responsible
for a specific administrative area within municipal government, such as personnel,
planning, or finance. The majority of women and men serving as department heads
record their first job in public service as that of assistant (43% of females and 47%
of males). In retracing their three prior jobs preceding their current municipal
management position, both female and male department heads record the Job of assistant
most frequently, Followed by department head, professzlonal In public employment, and
private sector employment. Ten percent of female department heads list the clerk/
treasurer/registrar position as their second past Job and 12 percent list it as their
third past job. No male department heads list the clerk position as a prior job in
any of the three posts recorded.

In summary, for females in all Job categories, the clerk/treasurer/registrar
position is a likely stop on a municipal management career routs. Experience in this
job is not common for male managers. Rather, males in all job categories are more

|ikely to rise from the ranks of assistants.
Female and Male Salary Profile

Studies by the U. S. Department of Labor have repeatedly demonstrated that men
are better rewarded for their labor than women. This study generally reflects this
fact with male managers earning a mean annual salary of $21,774 comparad with 3 mean

annual salary of §17,04]1 for female managers. Male managers cansistently earn more
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money than their female counterparts even when we control for job category and

population.

while 62 percent of their female collesgues earn salaries In this range.

Overall, 39 percent of male managers earn between 510,000 and 519,000,

Forty=four

parcent of mals managers earn between 520,000 and 529,000 in their municipal managsment

positions while anly 24 percent of females fall into this salary range.

TABLE b.1:

SALARY OF MUNICIPAL HMANAGERS BY OCCUPATIONAL CATEGORY

Salary (8/yr to

nearast thousand)

9,000 & Under
10,000 -~ 19,000
20,000 - 29,000
30,000 - 35,000

Lo,000 - 49,000
Total

Finance

CAQ/CM Officer

F M F 1]
3 2 H 2
17 ()] 12 6
50 33 58 37
30 Ik 27 L6
3 26 3 i
(0) 7 (o) (o)
(30) (58) | (35) (35)

CIk/Trs/
__Reg
F M
3 3
12 (0)
73 (7)
15 (3)
(o) (o)
(o} (0)
(s8) (10}

Azslstant
F
i &
4 2
72 42
20 48
i 7
(o) (1)
(134) (92)

Department
Heads
F H
% 4
4 (o)
35 24
35 g9
18 12
g )
(4g) (17)

Lontrolling for job category reveals salary differances between females and males

across al| municipal management positions sampled as Table 4.] summarizes.

17 percent of female CAO/CH's earn $9,000 and under while none of their male counterparts

Fall Inte this salary range.

For example,

Thirty~three percent of female CAD/CM's are sarning

betwesn $20,000 and 539,000 while 60 percent of males serving as CAD/CM's fall inte

this income range.

The majority of female finance officers (58%) are =arning betwesn 510,000 and

§19,000 while only 37 percent of male finance officers report salaries In this range.

Forty-six percent of male finance officers earn between $20,000 and $29,000 and 11

percent earn between 530,000 and 539,000 while only 2Z7 parcent and three percent of

their famale colleagues =arn comparable salaries in thess respective ranges.
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Among female and male clerk/treasurer/reqistrars, salary disparities appear at
the top and bottom salary lavels. Twelve parcent of femsle clerks are earning $9,000
and under compared with none of their male counterparts. Yet, three of 10 male
clerks are earning between 520,000 and 529,000 while only 15 percent of female clarks
garn salaries in this range.

We hypothesized that the salary profile for female and male assistants and
department heads would be similar since they represent the younger, more educated
professionals in the sample. Curiously, salary disparity continued to manifest ltself
in the assistant category, with JZ percent of female assistants =arning between
$10,000 and $1%,000 and only 42 percent of their male colleagues earning salaries in
this range. Yet, 48 percent of male assistants earned between 520,000 and 529,000
while 20 percent of female assistants fell into this salary range.

Female and male department heads' salaries were lesst disparate, with 35 percent
of females earning between $10,000 and $19,000 compared with 24 percent of males,
and 35 percent of females earning between 520,000 and 529,000 compared with 59 percent
of males.

Searching for explanations that may shed light on salary disparities, we decided
to examine age and community population distribution of the municipal managers. Some
of the differences between female and male salary levels are explained by the fact
that the female population currently holding managerial positions of CAQ/CM, finance
officer, and clerk/treasurer/registrar are older than their male colleagues. |In
general, salaries were lower when these women began their careers in municipal
management. However, age does not provide the missing clues to salary differences
because women and men enter municipal management positions at diffsrent ages and it

is likely that men are further along in their career path than women at comparable ages.
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Community Population Distribution

Salary levels rise with city size. Females In every job category In smaller
towns earn less money. For example, 21 percent of female CAO/CM's, 3B percent of
finance officers, 32 percent of clerk/treasurer/registrars, and 19 percent of assistants
in towns of 9,000 and under, report earning 53,000 and under. As the population of
the city increases, the percentage of females across all job categories earning
salaries of $9,000 and above Increases. For example, 43 percent of finance officers,
33 percent of assistants, and 45 percent of department heads In towns of 40,000 to
79,000 population are sarning 520,000 and above in salaries.

In addition to population size, form of government affects salary levels.
Administrators in council/manager cities are better paid than their counterparts in
mayor/counci| clties. Sixty-three percent of male and 34 percent of female managers
earn salaries of $20,000 and over In councl|/manager clities compared with 50 percent
of male and 25 percent of female managers In mayor/counci] cities.

It should be noted that the mayor/council cities include large urban centers
which would be expected to pay more in salary. Additionally, the larger proportion
of council/manager cities in the respondent group includes a number of assistants.
The assistant positicn is usually an entry or middle management level which could be
expected to pay less than other managerial positions. The fact that council/manager
cities pay better despite these factors, supports the notion that professional
administrators are more respected and valued in such clties. Overall, male managers

garn more money in their municipal management positions than their female colleagues.
Advice to Women Interested in a City Management Career

Drawn from our telephone interviews, the composite portrait of an ideal female

city manager and the qualities she should have Include a sincere desire to serve the
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public; flexibility and ability to sacrifice play time for work time; a baslic
self-confidence that allows her to establish and maintain credibility; excellent
writing and oral skills; good interpersonal skills with a sense of palitical realities:
tha willingness and facility to make tough decisions; honesty. |In addition to these
tralts, our raspondents tell us It helps If a woman Is professionally active, bullds
up contacts in the field, and attaches herself to a mentor who can guide her along a
career path. Nerves of steel and a high tolerance for frustration are mentioned as
necessary personal ity components for being a successful city manager. The combination
of communlicatlon skills, organizational abilicles, and a bit of political salespersonship
shape the profile of a city manager.

The following questions wera posed In our study: Reallstlically, what advice
can be given to a woman [nterested in entering the city management field? What demands
will be placed on her? What skills will she need to move into a top management position?
These questions were asked of al| telephone interviewess. What emerged was a consistent
pattern of advice that showed few gender-based differences. The following table

summarizes the advice offered by talephone interviewees.
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TABLE 4.2: TELEPHONE INTERVIEWEES' ADVICE TO WOMEN SEEKING MUNICIPAL MANAGEMENT
CAREERS#-

Advice to Women Seeking

Municipal Management Caresrs Telephone Interviewees
2 i
Have Interpersonal Skills 50 4g
Have Communication Skills 39 41
Have Palltlcal Skills 19 36
Have Managsrlal Skills 16 27
Be Professional/Don't Ba Emotlional 22 14
Be Realistic 17 23
Look far Internships 4
Learn How to Team Play 18
Have Technical Skills 11 23
Be Mobile b 9
Look for Large Cities 3 14
Don't Be Defensive 3 9
Find a2 Mentor (0) b
Total (36) (22)

#p to three suggestions were counted from each respondent. Percentages are calculated
by dividing the number of times each suggestion was given by the number of telephone
interviewees who answered this question,

fis Table 5.2 indlcates, there Is a strong consensus about which skills a female
municipal manager neads most. Interpersonal skills are ranked highest by both female
and male administrators. Municipal management is described as a 'people Jaob'" where
the general public as well as the management staff has a tremendous Input on day-to-day
decisions and policies. 'You are 2 public servant, and you have to have a feel for
what the publlic wants,” explains a female assistant In lowa. A male administrative
aide in Virginia shares this view: ''| r=ally spend a lot of time either working with

other staff or working with department heads and | really think that's a skill. Thera's
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not a specific course you can take. | think one, you have to enjoy it and two, you
have to be comfortable doing It...that's one of the things we look for."

Municipal managers have to be able to speak and write well. Large quantitlies of
materlal and many reports flow over a clty manager's desk daily. They require
accurate absorption, distillation to summary format, and action in the form of quick
and sharp decisions, The nature of the job is to grasp a number of problams and
situations daily, and to be able to switch tracks from publlc works to persaonnel,
from budgeting to master plans.

Political skills rank high among female and male administrators. They must
understand the structure of an organization and how it operates, including where and
when to push buttons. They need an awareness of the limitations on the power of the
management team. They must understand how and when the political body can be Influenced,
directed, or eaven manipulated.

Some respondents describe themselves as being more political than the peliticians.
They have to see both sides of city matters and persuade those with voting power to
agree with them on policy matters. As one femsle town manager In Indlana put it,

"You must be the one who does the work on which others rely. You're not going to get
cradit in most cases, but your Input is all important. This Job Is not cne where |
make the declislions, but rather It i= one where | see that the declsions are made. You
are secondary as far as the public is concerned but primary as far as your board s
concerned. '

Management skills and leadership abllity, self-confidance, and personal and
professional credibility are highly rated by female and male administrators as the
tralts needed for municipal managers. The perfect city manager is one who has
establ ished herself as 3 credible person whose Judgment and decisions can be relied

upon. She must be assertive and speak with authority. B8ut what may be percaivad as
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\eadership in a male city manager (e.g. aggressive) can often be seen as s negative
trait in a woman's behaviar (e.g. pushy).

""One thing you're going to have to be extremely careful about Is to be less
emational than a male is allowsd to be and more professicnal fn your responses.
Anything you say is llkely to come back more quickly. Anything you say is likely to
damage you much more than it would a young man. | think | have a tendency to be too
outspoken. Lots of men can get away with that, but In a woman it |s considered a more
offensive traic," explains a female department head in Texas.

Female respondents also mentlon psychologlical and emotlonal components that are
needed in addition to basic skills. Extra Fortitude, copurage, and guts are clted often.

"Just have 5 lot of guts. Have 3 support system that includes a professiaonal
component within city managament and among other women professicnals, and a personal
one to help you over the rough spots. |f you don't maintain an actlve and high profile
professionally, you won't get the kind of input from other people that you need all
along in order to malntaln your perspective. It is too easy to get burled In civl]
saryvice," says a female assistant to 2 city manager in Texas.

Another female department head In & major California city warns that women have
to be tough. 'You have to be able to smile and take the traumas and pretend they
didn't hurt. You have to be able to ba alone. You're not going to be part of the
old boys club and enjoy the camaraderie and exchange information with them. You can't
be one of the guys because It won't work."

The extra bit of fortitude mentioned In the famale Interviews may be accounted
for becausz women not only have to compets for city managemsnt posltions, but they
also have to struggle with their image In a field where females are only slowly belng
integrated into management's mainstream.

Advice as to the best place to start a career in clity administration Is divided
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betwesn two alternate career paths. The first career path places a woman in a

small clty where she can be a part of many departments and be Tncluded In the overall
management framework. The advantage for a female manager |% that once she understands
the operations of various departments on a small scale, those skills can be transferred
to a larger arena. The disadvantages of management In a small town are lack of staff
and promotional opportunities and lower salary.

The second carser path places a woman in & large city. The advantage for s
female administrator Is that she can be assured of substantial backup In staff support
and resources, challenges that will utlllize her talents, batter promotional opportunities,
and higher salary schedules.

One comment made by both female and male administrators Is that anyons interested
in the field should be ready to relocate. Mobility Is important In city management,
with three years as the average length of tenure in one city. Relocation is a probiem
for males with working wives, Family roots In a state, or children. For a married
woman, mobility In career development Is even more troublesome unless there Is agreement
in a dual-career marriage on the geographic marketabillty of both partners' skills.
Wives have traditionally followed husbands wherever thelr carear promotions and
opportunities arose, with the reverse situstion less often tha case. |In our telephone
interviews, female managers Frequently recognized thelr Tmmobility due to their
husbands' professional careers. Yet, there are also cases where the female inftiated
a carear move, and her spouse accommodated by relocating his career. In other
dual-career marriages, a major metropolitan city was targeted to allow both partners
a variety of career apportunities within a reasonable commuting distance. For the
single managarial woman or man working in the positions of assistant and department

head, mobility poses the least problem.
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PART IV: CAREER PATHS AND AMBITIONS OF MUNICIPAL MAMAGERS
C: FUTURE AMBITIONS AND WILLINGNESS TO RELOCATE

Key Findings

1. Twenty percent of female managers did not indicate a future job preference due
to indecision or retirement plans, compared with 1| percent of male managers.

2. Thirty-one percent of male respondents aspire to a CAO/CM position comparad with
13 percent of Female respondents. Females are more likely than males to want to
stay in their present job and fewer women would seek the same job in a different
or larger city.

3. Tha assistant and department head job categories represent the most ambitious
respondents for both fFemales and males:

15% of female and 463 of male assistants aspire to be CAD/CM's
in their next job

15% of female and 19% of male department heads seek a CAC/CM
position in their next job

4. Female municipal managers rend to be more geographically Immobile than thelr
male counterparts:

Famales report an average of 20 years residency in their compunitcy
and 312 years In their state, while males reporc an average of 13
years in thelr community and 26 years in thelr state
5. Male managers are much more willing to relocate than their female counterparts:

73% of males lean pomitively toward relocation compared wich £7%
of familes

42% of females lean negacively coward relocation compared with
2% of males

Threse timss as many women as men sald they have not msde a decision
on geographic relocation (17% compared with 5%)

6. Age i= a critical variable on the issue of relocation. The younger the female
and male manager, the more |ikely they are to fee! positively toward relocation:

62% of females and 81% of males aged 29 and younger would
definitely or probably relocate
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7. Marriage impacts heavil y on whether or not a female manager favors relocation:

27% of married fesales Favor relocation compared with 72% of
married males

53% of married fenales lean negatively toward relocacion compared
with 23% of married males

B. Female mansgers with one toa three children are the least |lkely group to favor
relocation:

50% of females manegers with one child lean negatively toward a
geographic move cormpared with 10% of male managers with one child

46% of Femala managers with cwo to three children lsan negatively
toward a geographic move comparsd with 253 of male managers with
two to three childwan
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PART 1V: CAREER PATHS AND AMBITIONS OF MUNICIPAL MANAGERS
C: FUTURE AMBIT)ONS AND WILLINGNESS TD RELOCATE

Future Job Preference

in exploring career paths, the question of future job plans was raised. Female
and male managers were asked what Job they would like to hold next in the future.

Table 4.3 summarizes the 'next job" preferences of female and male municipal managers.

TABLE 4.3: NEXT JOB WANTED BY FEMALE AND MALE MUNICIPAL MANAGERS

e = — — - — —
Next Job Wanted Municipal Managers
: :
CAO/Manager 13 31
Finance Officer 3 3
Clerk/Treasurer/Reglistrar (3) ()
Assistant 15 11
Department Head 9 5
Faderal/State Elective (&) (1)
Federal/State Appointive 5 (4)
Local Elective 3 (2)
Same Job 15 i
Same Job/Different City (1) 3
Same Job/Larger City 3 8
Private Sector 8 10
Don't Know 12 g
None/Retire 8 6
Advisory/Consul tant (3) 3
Total (266) (189)

Twenty percent of female managers did not indicate a future job preference,
explaining that they had not thought about thelr next job, did not know whera they

wanted to take their professional carser, or that they planned to retire in their



present job. Elevean percent of male managers rasponding to this question shared these

feel ings about their career plans.
Elective Office as a Career Goal

We posed the career option of elective office to our telephone sample with the
assumption that administrators and paliticians were not similarly motivated toward
publlc service careers. Sixty-seven percent of the males interviewed said they would
not be interested in pollitics as 2 future career option with 33 percent saying they
would consider lt. Of the females interviewsd, 62 percent found public office
unattractive with 38 percent considering the career option. However, some of those
females and males who might consider politics as a career, tacked qualifiars onto
thelr positive answers: '"When | retire, | might Jlke that." "An appointive office
would be nice.' "If the right opportunities came along, | think | might try it."

Overall, elective offlce was perceived by cur administrators as a highly competitive,
public auction block where ons might have to compromise basic values and beliefs In
order to win. The nominal or low salaries of most local and state public offices also
turned up as a negative factor In choosing such an elective carser path. The growing
pressure from special intersst groups, and a general loss of confidence in elected
officials after national corruptions such as Wat&rgate, are freguently mentlioned as
negative factors to elective office.

For the women and men who say they would conslder & political career path, the
lure of public office Includes the power to affect real change, to be a part of
pol lcymaking, the excltement and challenge of being In the forefront rather chan In
the background as a staffer, and the knowledge that you are making 3 contribution to
your government.

The private sector exerts some appeal. Elght percent of female managers and
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10 percent of male managers said they would consider a move to the private sector

in thelr next job move. Yet, despite the higher salaries of private sector jobs,

female and male administrators in the telephone interviews cite job satisfaction,

job security, and the pleasure of working with people to achieve and plan 2 better
qual ity of community |1fe as the pluses of municipal management.

The largest percentage of male respondents aspire to = CAO/CM positien (31%)
while only 13 percent of their famale counterparts cite this position as their next
career goal. Females are more likejy than males to wish to stay in their present job
(15% compared with 112 of males) and fewer women would seek the same job in a
different or larger city than the one in which they are presently employed. Eleven
percent of males would like to move to a different or larger city maintaining their
same job category, compared with only threes percent of females.

Dl fferences in “next Job' preferences occur between different age groups and job
categories, For both females and males, those who wish to stay in the same job tend
to be older while those whe wish to mave into the private sector are younger. Fifty-nine
percent of famales and 62 percent of males who prafer the same job are over 35.
Forty=five percent of females and 635 percent of males considering the private sector
are under 35.

The assistant and department head job categories represent the most ambitlous
respondents for both females and males. Flfreen parcent of female assistants and 46
parcent of male assistants aspire to be chlef administrative officars. Fifteen percent
of female department heads and 19 percent of male department heads would seek a top
city management position in thelr next job. Females in both of these job categories
are more |ikely than their male counterparts to want to stay in the same Job of
assistant (30%) and department head (29%) in their next job move. Only 20 percent of
male assistants and |9 percent of male department heads would prefer to stay In the

same job catsgory In thelr next step along their caresr path.
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The 'next job'' preferences of female and male clerk/treasurer/registrars differ
sharply. Four of nine male clerks aspire to become city managers comparad with seven
parcent of female clerks. Twenty-seven percent of female clerks say they want to
remain clerks while none of the male clerks make this statement. Another 17 percent
of female clerks say they have no future Job plans or that they will retire compared
with only one male clerk.

While female and male CAD/CM's arz almost equally likely to want a manager's
post in thelir next job positien, males are twice as |ikely as females to want a

managerial position in a different and larger city.
Length of Time in Community and State

Female and male managers zmong our respondents do not move from state to state,
despite the mobility factor often associated with carsers in municipal management.
Job changes are frequently within the same stare, often the same community. The mean
length of time female managers have lived in their communities is 20 years; In their
state 32 years, compared with msle managers who aversge 13 years of rasidency in thalr
community and 26 years In their state. Of those municipal managers reporting the
states in which thelr past three jobs were located, females are likely to report
fewer interstate moves than their male counterparts. However, the majority of both
female and male managers report no intarstate movement within their last three jobs
(72% of Females and 57% of males). Seventeen percent of Females and 26 percent of
males report one interstate move out of three job changes, while 10 percent of
females and 14 percent of males report two interstate moves. For the highest level
of mobility, only one female out of more than 100 reported an out-of-state move with
sach new job, compared with four percent of males.

While geographic stability is the norm among female and male managers in cur
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sample, men are more |ikely than women Co have sharter residency In the community
or the state regardless of job category. Forty-one parcent of male CAO/CM's have
lived in their city four years or less compared with 17 percent of female CAD/CM's.
No female CAQ/CM's have lived in their state for less than four years while |8
percent of their male counterparts have. The majority of female city managers and
chlef administrative officers (43%) have lived in thelir community for 25 years or
more and 75 percent have lived In thelr state for 25 years or more. Only 22 percent
of male CAO/CM's have lived In thelr community for 25 year= or more and 53 percent
have lived in thelr state for this length of time {25 years and over).

The residency profile of clerk/treasurer/registrar closely parallels the CAOD/CM
job category. Ninety percent of female clerks have Iived In their state for 25
years or more and JO percent have lived In their community at least s quarter of a
century. Only three of 10 male clerks have lived in their towns for 25 years or more
and five of 10 male clerks have lived in their state for the same period of time.

In contrast to the geographic and community stabillity of clerks and managers,
the Job categories of assistant and department head show considerable diversity, with
more female and male managers living in their tow.s and cities far shorter time
periods. Among female assistants, 57 percent have lived In their community for nine
years or less and 23 percent have lived In their state for nine years or less.
Seventy-five percent of male assistants have resided In thelr cities for nine years
or less and 23 percent have resided in their state for nine years or less. Department
heads, both Female and male, show simllar community residency patterns with 58
percent of females and 59 percent of males living in their town for nine years or
less. Male department heads show a greater tandency to move from state to state.
Thirty-two percent of male department heads have lived in thelr state for nine years

or less comparad with |2 percant of female department heads. In summary, regardless
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of job category, males are more likely than females to be moblle and have shorter
periods of residency in both their communities and states. However, female assistants
and department heads come closest to resembling the residency patterns of thelr male

counterparts.
Willingness to Relocate

Sharp differences are found between female and male managers when the guestion
of relocation is ralsed. We asked municipal managers 1Ff they would relocats
geographically 1f a more rewarding Job opportunity arose. Overall, men wera much
more willing to relocate than their femsle colleagues. Seventy-threes percent of male
managers sald they would definitely or probably relocate comparsd with 42 percent of
female managers who leaned positively toward ralocating. Forty-two percent of female
managers lean negatively against relocating while only 22 percent of male managars
say they would definitely or probably not relocate. More than three times as many
women as men sald they have not made a decision about a geographic relocation, 17
parcent as compared to flve percent.

Looking at the lssue of mobility by job category, asslistants and department
heads are more willing to relocate than any other group of public administrators.
Fifty percent of female assistants and 50 percent of female department heads lean
Favorably toward relocation as compared with B0 percent of male assistants and 76
percent of male department heads. Clearly the assistant and department head job
categories ars moblle, carser oriented tracks for both females and males where the
majority of job holders set their career slights on a CAD or city manager position.
Within the other municipal management categories, men are mors inclined to favor

geographic change than their female counterparts.
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Aga and Mobility

Age has a definite impact onwhetheror not a municipal manager would be willing
to relocate geographically. As Table 4.% indicates, the largest percentages of both
female and male managers who would either definitely or probably relocate in order

to advance thelr career fall Into the younger age group (39 and under).

TABLE 4.4: WILLINGNESS TO RELOCATE BY AGE OF FEMALE AND MALE MUNICIPAL MANAGER

Would you relocate Age (vyrs) _
geographically If a more 29 & under 30-39 Lo-49 50-59 B0 & over
rewarding job opportunity F M F M F M F M F M
arose? 3 k4 % % 4 4 3 % %
Definitely 38 g7 26 L2 13 12 11 21 10 10
Probably 24 24 25 Ly | 20 42 18 28 14 30
Probably Not 25 7 22 9| 28 33 32 24 24 10
Definitely Not & 6 4 2 16 3 23 24 41 4o
Don't Know F 6 22 3 23 3 16 3 10 10
Total (71}  (54) | (95) (B9)|(75) (33)) (91) (29)| (29) (10)

Sixty-two percent of female mansgers and 81 percent of male managers aged 29 and

younger would definitely or probably ralocate. For females, as age increases, the
willingness to relocate deciines. While the pattern |s similar for males, an interesting
difference appears in the 30-39 age category. Although they are less decisive than
younger males, male managers in thelr thirties are more llkely than males in any other
age group to favor relocation (86%). Clearly, male managers in their thirties are

career conscious and ready to move. Within this age group, 45 percent of our male
respondents are assistants and another 25 percent are CAO/CM's. As assistants begin

to move into higher level positions, often toward a city manager post, mobility is an

important prerequisite. In comparison, three-quarters of the females in this age
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group (30-39) are assistants (50%) and department heads (25%) and the majority of
them (51%) are willing to relocates.
Among female and male managers aged 29 and under, the vast majority would be
willing to relocate and very Few express doubts as indlcated by tha low percentage
of 'den't know'' responses. Yet for femalas between the ages of 30 and 49, Indecislveness
on the guestion of relocation Is an important factor. Close to a quarter of the
females in this age group express doubts about relocation, Perhaps spousal considerations
family concerns, and community roots compllicate the ralocation possibilities for a
woman once she reaches 30 years of age. It is probable that those managers aged 29
and younger are less likely to be married or to have started a Family and, as a result,

relocatlon does not present as many problems.
Marital Status and Mobility

Marriage also has a definite impact on whether a female manager is favorably or
negatively disposed toward relocation. Only 27 parcent of married females favor
relocation, yet 72 percent of married males lean positively toward gecgraphic relocatlon.
Fifty=threa percent of married females say they would probably or definitely not l
consider relocation and another 20 percent are indecisive on the [ssue. Twenty-three
percent of married males lezan negatively towsrd relocation and only six percent are
indecisive on the Issue. |f a female manager is divorced or single, she is more {jkely
to be positive toward the idea of relocation. Seventy percent of divorced and 65
percent of single women favor relccation compared with 88 percent of divorced and 30
percent of single men., Regardless of marital status, males are far more willing than

females to relocate.

Family and Mobility

Gender diffarances also appear when we analyze willlingness to relocate among
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female and male managers by the number of children they have. Females with one to
three children are the municipal managers least likely ta favor relocation. Fifty
percent of female managers with one child say they would probably not or definitely
not ralocate compared with [0 percent of male managers. Eleven percent of females
with one child are Indecisive about relocation. Among femalza managers with two to
three children, 46 percent lean negatlvely toward relocation compared with 25 percent
of male managers with two to three children. Twenty-three percent of females with
two to three children are Indecisive about a geographic move while only nine percent
of their male counterparts share these doubts. Even among the municipal managers who
report having no children, more than thres-quarters of the males favor relocation

while half of the females react positively toward geographic mobility.
Telephone Interviews and Future Job Plans

A serles of questions on future job plans and the issue of relocation was posed
to femala and male administrators in the talephone interviews.

Four reasons emerge to explain why women and men In our public administration
telephone sample deliberataly choose tostay and manage s small town versus relocation
te 2 large community:

. roots in the communlty, area, or states

. satisfaction in being able to gst involved in the nitty-gritty of
management in 3 smaller community

. headaches, hassles, and unmanageability of large city administration

. spouse's career and/or children

Some of our administrators have gone so far as to Interview and be chosen for a
position with a larger city at more pay. They backed out of relocating in the final
declsion-making moment because of a commitment to an area and the feeling that they

can improve the quality of life in thelr homa states.
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Male managers more often than female managers mention the rewards of being
involved in the day-to-day operations of a small town. 'The rewards ars Immediate.
You aither fix the pothole or you don't. VYou either pick up the garbage or you don't,
The closeness is gratifying and you can have some sffect In the actual planning of
an area for many years in the Ffuture. You can help to make a town a viable place
with a decent quality of |Ife for its citizens," explalns a male village manager from
Florida,

Perhaps the strongest reason against moving to a large city Is the "unmanageabl!ligy"
of urban centers from the city manager's point of view. As Part |l of this report
documents, 93 percent of female and 35 percent of male CAO/CM respondents are working
in towns of 39,000 population and under. Soclal welfare problems, polizics, huge
bureaucraclies, and the fear of major corruption or controversy that will be dramatized
through the media--all combine to make city management in an urban environment a
negative career optlon.

"I'm interested In a city of not over 30,000 population, near a metropolltan
center 50 | would have access to the amenities and a good university," says a male
city manager from Kansas. 'l want a fighting chance to live a fairly normal |ife
with my family Instead of a fishbow!| existance.'

Another male administrative aide in Virginia sees a new career pattern developing
where managers are appointed within the same region. 'There used to be a lot of
golng back and forth across the country. Now | see more relocation within region.
Boards and councils feal a llttle more comfortable if they have somebody whom they
think |s Familiar with the state, its laws and politics, rather than a total outsider.,"

Although relocation poses more of a problem for a3 female manager than a male
manager when she is married and has children, men are not immune from mobility d1lemmas,

& male city manager from Ohio describes & family situation where his wife grew up an
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“itinerant' and claimed that when she married, she would be geographicaly stabia.
His clty management carear invalved seven moves within their 12 year marriage.
"Right now my daughter [s 2ight and in a gifted class at school, We may have to move
into @ community with no such program. MNow my wife and four chlldren are a prime
conslderation,' he says.

Women mention spouses' careers and Fixed job positions and the problems of
uprooting youngsters from school to schoal. 'It is easier if you're single and in
clty management,' states a female assistant city manager from California.

In summary, on the question of relocation, age heavily Influsnces a respondent's
willingness to relocate. The younger the municipal manager, the more llkely she/he
is to favor relocation. To a lesser degree, marriage and the presence or absence of
children affects female managers more than It does male managers. Married female
managers with children are less favorable toward geographic mobllity and are increasingly
Indecisive about relocation. Marrlage and children barely affect a male manager's
willlngness to consider relocation. Overall, men are overwhelmingly willing to relocate,
while women are less llkely to consider relocation. Population of the community of
a manager has very little effect on a manager's willingness to relocate. It might be
hypothesized that managers of large cities are more llkely to be mobile, to Follow
the best career opportunities whenever they occur. It |5 also possible to make a
case for the reverse situation, that administrators of small cities would want to

move up to larger cities. Nelther pattern |s apparent.
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PART V: ON THE JOB--STAFF RESPONSIBILITIES AND PERCEPTIONS OF POWER

Key Findings

Female municipal managers report working an average of 46 hours a week, while
male managers report working 50 hours a week.

A lthough female and male managers are equally likely to serve on a board or
comnission as part of thelr Job responsibllity, women are only slightly more

| ikely than men to serve on human service boards and are less likely than men to
serve on planning and zoning boards.

Male managers report supervising larger staffs than their female counterparts:

44% of male managers compared with 25% of female managers
supervise a staff of 10 or more people

Average number of persons supervised is 17 for women and 49
for men

Women In municlipal management ars much more likely to manage an all-female staff
than their male colleagues:

51% of females compared with 19% of males report managing an
all-fsmale staff

75% of female clerk/treasurer/registrars, 54% of female finance
officers, and 53% of female assistants report no males on
thelr staffs

Female municipal managers are just as likely as male managers to manage full-time
staff rather than part-time staff.

Female managers are more likezly than male managers to report that all of the
department heads In thelir towns are female. Male managers are more llkely than
femals managers to report no fzmale department heads:

31% of female managers comparad with 17% of male managers report
that all of the department heads in their towns are femals

44% of male managers compared with 27% of female managers raport
chat there are no female department heads in the cieties in

which they work

Female and male managers mention bureaucratic read tape, constituency criticism,
long hours, lack of time for long-range planning, and political deminance by the
political governing body as unexpecteéd drawbacks to their job performance.

Female managers interviewed by telephone perceive their male colleagues as
territorial, more willing to take risks, more technically oriented, better able
to delegate to subordinates, and more likely to tinker in the day-to-day werking
af 5 specific department.
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Male managers interviewed by telephone perceive thelr female colleagues as
“participatory managers'' who Include the input of other people into their

decision making, are tactful and diplomatic in smoothing tense situations, ars
more empathetic to enployee and citizen problems, are better able to give attention
to detalls, and are |ess able to delegate to subordinates.

Seventy-nine percent of femaie managers and 90 percent of male managers report
making recommendations to their governing bodles. Overall, both female and male
managers feel efflicacious, believe that their recommendations are followed most
of the time, and if thaeir recommendations were Initially rejected--at least half
the time they would eventually be sccepted by thelr governing body.

for female municipal managers the environment most conducive to a sense of efflcacy
is the small town of 9,000 and under population and the large city of 100,000 and
over. Male managers faa| the most confident of securing pollcy agresment in the
small towns and in cities of between 10,000 and 39,000 population.

While the council/manager form of government was designed to promote managerial
expertise, both female and male managers in mayor/council cities are more 1ikely
ta make recommendations and bring about acquiescence when thers Is a policy
disagreement with the governing body:

83% of female and 100% of male managers in mayor/council cities
report making recommendations to their governing body compared
with 76% of female and 87% of males in council/mapnager cities

Femals clark/treasurer/registrars are more |ikely than their male colleagues to
sarve in towns of 9,000 and under population, to be older, to not hold a colliege
degree or have served an Internship, and to earn less money:

37% of female clerks work in towns of 9,000 and under compared
with one of 1l of vale clerks in our sample

No male clerks reported thelr age as 50 or older compared with
50% of fFamal=a ¢lerks who were in this age category

92% of female clerks do not hold a Bachelor's degres compared
with two of L0 male clerks

Three of 10 mals clerks earn betwean §20,000 and 329,000 compared
with I15% of fFemale clerks
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FPART ¥: SUPEAVISORY RESPONS|BILITIES AND SELF-PERCEPTIONS OF POWER

The functions of municipal managers include planning, budgeting, financial
management systems, policy development, personnel, and Internal and external public
relations. In short, managers direct the day-to-day business of local government.

In our survey and t=lephona interviews we asked how many hours the job entalled, the
extent and dimensions of staff supervision, unexpected drawbacks to job performance,
whether female and male managers perceived differences In management styles between

the saxes, and self-perceptions of efficacy and personal power.

City managemant i< a career Field where work hours stretch beyond the average
9 a.m. to 5 p.m. work day. Evening council meetings, representing the political body
before citizen groups and organizations, and serving as lizlson to local boards and
commissions extends the 40 hour work week for most female and male managers. The
average number of hours worked weekly was 46 hours for women and 50 hours for men.
Only aight percent of female respondents and two percent of mala respondents reported
working less than a 40 hour week. Yet, approximately half of male managers (51%)
report working between 50 to 59 hours a week compared with 27 percent of female
managers. Over half of female managers (543) report spending 40 to 49 hours on their
job or in job-related activities compared with 32 percent of male managers. Being on
call 24 hours a day, seven days a week for citizen demands and meeting unsxpacted
crises such a5 a hurricana or crippling snowstorm is an accepted fact of a municipal
managar's life.

A male town manager in Maine who had just submitted a federal disaster funding
reguest for assistance as a result of a devastating February snowstorm advisad, "IF
you don't want to burn the midnight oll, If you don't want to work weekends, if you

don't want to answer a lot of calls at home, don't take this type of job.'



Serving on Committees, Boards, and Commissions as
Part of @ Municipal Manager's Job

We asked managers whether they hold or have held membership on any committees,
boards, or commissians as part of their job responsibilities. Forty-four percent
of females and 46 percent of males reported serving on at laast one committee, board,
or commission as part of thelr job. There is little variation between women and men
when it comes to the number of boards on which they serve. Forty-eight percent of
woman and 47 percent of men list one committee, board, or commission, and 28 percent
of women and 30 perceht of men list two. Thirteen percent of women list threse boards,
compared with 14 percent of men.

Limited gender differences do occur In the types of committees, poards, and
commissions listed by respondents. Female managers are less |ikely than males to
serve on planning, zoning, or housing boards (31% of females compared with 55% of
males), However, female and male managers are equally likely to serve on flnance,
capital growth, or insurance boards (33% of females and 4% of males). And women are
anly slightly more |ikely than men to be members of human sarvice boards (19% of women
and 14% of men).

Rather than reflecting sex stereotyping, service on committees, boards and
commissions In municipal government more likely reflects differing job roles and
responsibilities. For example, among female and male finance officers, flnance boards
and cormmittess rank first in service. Female and male assistants rank planning boards
highest, followed by service on municipal study boards such as government operations
task force and code revision committees. And while female and male department heads
report serving on planning and government study committees, their speciallized technical
expartise Is apparent in listings of departmental, substantive areas such as human

sarvicas, and recreation. The overall planning, staffing and budget responsibilities



of clty managers |s evidenced by thelr participation on key municipal boards and
commi ttees. Female and male CAO/CM's in the study list planning, personnal, and

financae among the top three boards and commisslions they service.
Staff Management

A critical aspect of city administration [s supervisory responsibility and managing
a staff. We asked femals and male municipal managers if they supervised a staff. |If
the answer was yes, they reported the total number of persons, both full- and part-time
and provided a gender breakdown of the number of famale and male amployees. Staff
management was analyzed by four variables: |[eb category, population, gecgraphlc reglion,
and form of government. We axpected CAO/CM's in the Central and in the Mountain/Pacific
reglon serving in medlum to large sized citias governed under the councll/manager
format to have the largest staffs.

Eighty percent of female and B8 percent of male municipal managers reported that
they managed a staff. The males in our sample manage larger staffs than their female
counterparts. For example, 4% percent of male managers report supervising a staff of
10 or mare people compared with 25 percent of female managers. The average number of
persons supervised by female managers is |7 while for male managers it is 49.

As would be expected and as Table 5.1 demonstrates, CAQO/CM's supervise the largest
staffs among both female and male municipal managers, followed by department heads,
finance officers, assistants, and clerk/treasurer/reglstrars, The smallest staffs
suparvised by female and male managers are in the Central and Mountain/Paciflic regions.
female and male managers in the Southern region report the largest staffs (283 of
women and 33% of men manage staffs of between |0 and 29 persons). Female and male
respondents in cities of 10,000 to 99,000 population reported managing the largest

staffs.
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TABLE S5.): SIZE OF STAFF SUPERVISED BY MUNICIPAL MANAGERS' JOB CATEGORY

e——— m— = = S
Department

Staff Slze CAD/CH finance 0fficer Clk/Trs/Reg.  Assistant Head
F M F M F M F M F H
B 5 & * 4 3 - % % S
| - & 14 12 413 26 50 (3) 63 b1 42 (6)
5- 93 2] 16 30 57 Lo (2) 24 25 13 (2)
10 - 29 34 21 21 I 0 (6) 10 22 29 (5)
30 - 439 ] 7 0 & 0 0 (1) (1) 0 (1)
50 - 89 1o 18 (1) 0 0 0 (2) 3 0 (2)
100 & over 10 26 D 0 V] o 1] 9 16 0
Total (23) (57) | (86} (35) | (50) (11) | (81)  (69) | (45) (16)

Surprisingly, form of government did not affect slze of staff supervision. Similar
proportions of female and male managers reported supervising personnel within the six

staff size ranges regardless of whether they served in mayor/council or council/manager
governments. For example, |7 percent of women report managing & staff of betwean 10
and 29 persons in mayor/counci| citles comparad with 19 percent of women in council/
manager cities. And 24 percent of male managers report supervising a staff of between
10 and 29 persons in mayor/counci| clties compared with 22 percent in councl!/manager

LOWnE.
Sex Segregation in Staff Management

One of our most striking findings Is that women in management are much more |ikely
to manage =n all-female staff than their male counterparts. Fifty-one percent of
female managers report all-famale staffs, compared with 19 percent of mals managers.
Part of the explanation |le¢s |n the fact that women hold the vast majority of clerical
and secretarial positions [n this nation. As Table 5.2 indicates, only slx women among
our female respondents and three parcent of male respondents repors managing an all-male

staff.
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TABLE 5.2: PERCENT OF MALES ON STAFF BY MUNICIPAL MANAGERS

Males on Staff (3) Municipal Managers
: :
Zero 1) 19
1- 39 (7) (3)
10 - 24 9 10
25 - 49 17 21
50 - 74 12 25
75 - 99 7 20
100 (6) 3
Total (284) (180)

The 1975 Manpower report of the President revealed that more women were worklng In
the lower-paying service, blue collar and clerical positions and fewer In the professional
and managerial positions In 1972 than in either 1950 or 1960. Statistics from the
1970 census showed that 50 percent of working women were in clerical jobs while less
than five percent were in managerial and administrative positions. Another study,

The 1973 Minorities and Women In State and Local Government, found that the two lowest

paying job categories--office and clerical, and para-professional--were overwhelmingly
female (B5% and 65%).

The staff segregation uncovered in this study appears to be job specific. The
female municipal managers who have predominantly female staffs are clerks, finance
officers, and assistants. Seventy-five percent of female clerks, 54 percent of female
finance officers and 53 percent of female assistants have no males on staff. Males in
each of these job categories are much more likely than their female counterparts to
have sexually integrated staffs.

Population size does not impact on the likelihood of having a sexually segregated

staff, nor does form of government. It is more likely that this finding is a



reflection of traditional female occupational roles and age-old sex stereotyping that
resulted in a significant cluster of working women filling secretarial and support

positions.

TABLE 5.3: PERCENT OF FULL-TIME STAFF BY JOB CATEGORY

Ful I-Time Department
staff (%) CAO/CM Finance Dfficer Clk/Trs/Req. Asslstant Head
F M F M F M F M F M
% 3 2 S 3 4 4 b4 % 1
Zero (0) (Q) (2) (0) (1) (@) 3 8 5 (o)
1- 9 (0) (0} (0) (0} (0) (0) | (0) (o) [ (1) (0)
10 = 24 i 4 (0) (0) (0) (0) | (o) (0) | (0) (0)
25 - 49 7 8 (1) (0) (1 {0) 3 3 5 (0}
50 - 74 25 12 15 22 1k Q) 16 19 12 (1)
75 - 99 29 43 22 22 25 (5) | 15 17 14 (0)
100 32 33 53 13 57 (&) 63 52 63 (13)
Total (28)  (51) (85) (32) | (43) (1) | (73) (63) | (43)  (14)

As Table 5.3 indicates, female managers were just as likely as male managers to
have full-time staff under their supervision. Overall, 58 percent of female managers
reported that thelr antire staff was full time compared with 5! percent of male managers.

Both female and male managers in towns with populations of 9,000 and under wers

the most |ikely not to have full-time staff.
Percentage of Female Department Heads

Municipal managers were asked how many department heads there were In their
cities and how many of these positions were Filled by women. Forty-four percent of
male managers report that there are no female department heads in the cicies in which
they work, comparsd with only 27 percent of female managers who repert no women heading

municipal departments, Almost double the percentage of female managers (31%) sald
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that all of the department heads in their towns were women compared with |7 percent
of male managers. This greater likelihood for female managers to report more female
department heads in their towns than male managers suggests some explanations. One
explanation is that the all-female department head situations could be sccurring in
reflatively small towns where staffs are limited and women perform traditienal finance

officer and clerk/treasurer/registrar functions.

TABLE 5.4: PERCENT OF DEPARTMENT HEADS WHO ARE FEMALE BY COMMUNITY POPULATION

Department Heads Who

Are Female (%) Community Pooulation (to the nearest thousand)
9 & under 10 - 39 4o - 99 100 & ovear
F M F H F M F M
4 F4 z % 1 E 4 2
Zero 28 Lg 24 51 33 26| 27 (4)
I~ 24 (0) © ] (o) (0) (0) (o) (o) (0)
25 - 43 3 4 7 8 27 13| 33 (9)
50 - 7k 8 24 33 22 22 52 33 (5)
75 - 99 (0) (0) (&) 2 (1) (o 8 (0)
100 61 24 34 18 16 10| (0) (1)
Total (64) (51) 1 (161)  (101) (45) (31)] (49) (19)

As Table 5.4 summarizes above, the smaller the town, the more likely it Is to have
an all-female department head staff. As population size increases, the chances of a
predominantly female department head staff declines.

while it appears that population affects the likalihood of having female department
heads, it is also probable that the pressnce of women in administrative and managerlial
positions can increasa the chances of hiring and recruitment for other managerial
women, The presence of managerial women at the local level was mentioned fregquently
in the telephone interviews. Once a female manager joined an all-male team, women

and men Felt It openad the door for other adminisctrative women to follow.
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Unexpected Drawbacks to a Municipal Managar's Job

Managing the clities In che 1980s means providing a multlitude of Intergovernmental
programs and meeting cltlizen demands In addition to dellvering services directly to
individuals, Families, and neighborhoods. The tremendous diversity of local units of
government make generalizations about Tocal government administration difficult. From
the large urban clities llke Detrolt and Mewark, to the sprawling suburbs of a Los Angeles
or Atlanta, to the rural span of Blue Earth County In Minnesota, the challenges change.
Yer, thare are unanticipated tasks on the Job, challenges to the profession, and roles
that women and men in clty management FI11 basic to the profession regardless of the
size and complexity of the local governmental unit.

One of our questions on the telephone survey tapped some surprising responses
sbout how Female and male administrators envisioned thalr role befors they started
working and what it was |ike after they assumed the position.

Forty=six percent of che Female administrators and &5 parcant of tha male
administrators who were [ncarviewed felt that their Jobs held some components that
they had not anticipated. Flirst among the unexpected problems clited by both females
and males was the rapid pasce of municipal management and the heavy demands beyond the
regular U0 hour workweek. Another problem which many femals and male managers did
not anticipate is the Immedlacy of public reaction to decisions, which renders managers
Y‘naked on the fronc line' of conscituency criticism. Females managers next mentioned
the bursaucratic red tape which hinders progress and ties up projscts for months at a
time. Males cited unexpecced | imits on their power and Job responsibilities, due to
either administrative restraint by mayor or council, & buresucratic structure which
dilutes power, aor a political climate which ties the hands of municipal managers.

The frustracions of the job seem to cross gender lines with both females and

malas discouraged abour curting thraugh red tape or pushing a contrary pollcical body
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to see the professional light of day. A femsle assistant city manager from Flarida
puts it this way, "'l thought it would be |like running & large business and that |
could accomplish things. Here, svery type of program that you want to implement,
you not only have to set it up technically and professionally, but you also have to
sel|l ic palitically."

A male town manager in Malns says, "My preconceived notions were that the council
wanted a persen to come |n here and run the ship--manager, policymaker, overall head
of administration=-commander of the helm. The difference is that | found the council
is not willing to give up the throne. Over the years, even though the charter says
that this Is a very strong managerial community, they have not yet besn willing to
ler the manager perform in chat moda.'!

0f thoss female and male municipal managers interviewed who had been assistants
before belng promoted Into a3 city manager post--the "front 1lne" aspect of decision
making was a common polnt of reference. An assistant Is buffered by the manager's
office. But once one assumes the top adminlstrative post, the lines come down and tha
responsibilicy between councll dlrectives and managerial Implementation rescs squarely
on the shoulders of the CAO/CM. Turn around time [s quick between a crislis In ths
city and a response to meet the need, resulting in what managers refer to as ‘‘quick
and dirty' studles of problems, tightly written memos with alternatives, and strategles
for action that have bullt=in bottom |ine budgets. ''I don't ITke that kind of a
trigger response to problems, but often that is all you have time for. The long-rangs,
extensive research opportunicies are few and Far perween,'' says a female management
sssistant from Arizona.

If the community s small or a clerk-treasurer is at the helm, a differsnt set
of frustrations seem to operate. ''l am Jack-pf-all-trades and master-of-hons, but |

manage to spend all my time putting out Fires," says a male city administrator from
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Alabama. 'We are small, understaffed, and underfinanced. We are nevar shead of
what we need to do but we keep at it, step-by-step. This year, what | consider a
real accomplishment |2 getting It across to the councl! that we must have a good
maintenance program for all our vehicles."

A female city administrator from Oregon echoes his problam. ‘Everytime | apen
a fFile drawer or a closet, thara are surprises. There is no understanding hers aof
the state laws that mandate compliance from us. We weren't holding legal public
hearings on any of the programs that demanded them. | threw out the bookkseping
system, | established the planning department, updated our ordinances, worked
step~by-stap to bring this town into the 20th century."

As smaller citi=es grow in population, as they connect closely with federal and
state mandates and programs, the responsibilities of public administration expand,
making the job more demanding and time-consuming, and Introducing clerk-treasurers

to the red tape of larger bursaucracies.
Ui ffarences 3Setwean Women and Men in Management Stylas

One of the frequently voiced opinions about female municipal managers is that
they are different than male municipal managers., Hennig and Jardim theorize in The
Managerial Woman that because of early socialization patterns of growing up female
and male, women and men develop di fferent management styles as they respond to day-to—

3 Thay belleve that different orientations, expectations,

day management sfituations.
aspirations and experiences between women and men translate into distinct managerial
styles., We examined the guestion of gender differences in municipal management styles
in the telephone interviews we conducted. In the phone interviews we asked: In what
ways, if any, do you think women and men perform dilfferantly in municipal management

positions?
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Qur telephons sample split almast eveanly on those adminlstrators who belleve thare
is a gender-based differeance in managerial style and those Individuals who beljeve
there is na diffarence other than the sterectyped image that allows men to behave a
certain way and restricts women from behaving the same way.

Many of the differencas In perceptions of management styles among our female and
male administrators are the result of societal sex stereotyping. People belleve that
wamen are mare sensitive, more intultiva, and more empathetic than men, and tha image
parpatuates itself aven in the management realm. _

One of the most frequent observations that crosses gender |ines seses woman
managers as more (nclined to ask other people's apinions before making a decision--=a
participatory management style. This administrative pattern can make a woman manager
look indecisive. Women are also perceived as frequently making decisions within the
farmal organizational structure such as in the office, at meetings, and through memos.
There seems to be less reliance on the Informal association with colleagues and the
after work relationships that men use for the purpose of channeling decisions.

Other female administrators in states from Maine to Indiana belleve men take
more risks than women managers. Female managers seem to be more cautlous, wanting
to be absolutely sure of their groundwork before they will take action. 'People are
used to seelng a male take charge. A man can go out thera and take a shot, because
he is not watched as critically as a woman is. A woman has to prove herself,' explains
an assistant clty manager in Florida.

Among the tralrs mentioned by female and male administrators characterizing
the female manager are: tact and diplomacy in smoothing tense situations; sensitivity
to the moods of people; more attention to detail; willingness to spend time on staff

morale: more concern about personal employes relationships; less of an asbillty to

delegate.
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A female director of finance from Louisiana admits, "I don't think | will ever
be able to say to someone, 'go and get me & cup of coffee.' | find myself spending
the time to xerox and type @ memo. |t is one of my weakest areas, | could be more
efficient if | 1ot someons else handle the routine.'" A town clerk-treasurer from
indiana noted that most of the clerk-treasurer positions in the state are held by
wamen because, ''We can deal with the tedious work.'

Women administrators interviewed by telephone perceive th=ir male colleagues as
territarial, willing to take risks, more technically oriented, delegating work to
subordinates, and more willing to tinker in the workings of s specific department.

A female Tinance director from Morcth Carolina says, ' think woman ars more
concarned with dolng & high-laval job than some men are, because [t s a factor for
thelr very survival. They can't afford to make s mistake.'" Similar sentiments are
expressed by other female administrators around the nation. A female assistant to a
talifornlia clity manager states, "'l think men are more willing to make mistakes. They
feel more secure and that reflects the way they treat other personnel. Women delegate
less. | think they are afraid to ler go, while men don't feel threatened, so it's
easier for them to share and glve up control."

The more relaxed, personal, and empathetic managerial style that Is noted among
some of our female Intarviewees also has [ts drawbacks. A mid-western department
head watched herself '"mother” her staff, sympathizing wich their problems and clucking
over thelr misfortunes. |f a sympathetic Female manager lends an ear to an employee's
personal problems, she may nave difficuley forgetting those problems in the future.
The employee's vulnerability has peeled through the employee-dspartment nead venser.
Distance among col lsagues may be a necessary ingredient In the managerial relationship.

| think many women tand to perform the way | do because It's been thalr

background, particularly the women who come out of marriage and childraising situatians.
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You learn how not to upset people, how to stroke their egos when it is needed,'
explains 2 New York female department head.

One final idea that finds ltself expressed differently amang female and male
administrators |Is the concept of team management. The dafinition of 'team'' changes
by gender. When women administrators talk about team, they come from a staff
parspective of doing whatever It takes to get the whole Job done, even to the paint
of taking on more than they can r=alistically tackle. When male managers talk about
team, they talk of a specific leadership role performing a specifie rask. If each
link in the performance chain covers its task, the overall goal is achieved. |f
one departmant Fails, the problem does not rub off on a successful manager wha

parformed his part of the task.
Sel f-Perceptions of Efficacy and Fower

An important aspect of a parson's job experience is her/his sense of efficacy,
achievement and accomplishment. Female and male municipal managers were asked |f
thay made recommendatjons to their govarning body and whether or not their recommendations
ware followed. Seventy-nine parcant of female managers and 90 percent of male managers
report making recommendations to their governing bodles. Table 5.5 sumnarizes female
and male responses as to whether they make recommendations and how often those
recommaendations are followed.

One hundred percent of both femalea and male CAO/CM's mske recommendations to thelr
governing bodles and 93 percant of the time those recommendations are followed nearly
always or most of the cime. Finance officers and dapartment heads are the next likely
occupational groups to make recommendations Frequently and have them seriously
considered and followed, with assistants and clerk/tr=asurer/reglstrars ranking behind

them.
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TABLE 5.5: RECOMMENDATIONS TO GOVERNING BODY BY MUNICIPAL MANAGERS' JOB CATEGORY

fo vou maks
recommendat lons
to your Department
gaverning body? CAD/CM Finance Officer Clk/Trs/Reg. Assistant Head
F N F M F M F ] F M
i t 4 3 4 % % H H £

Yes 100 100 83 97 ri {11} 72 B2 | &8 [14)
ha (o) ()| 17 3| 23 (0)| 28 18| 12 (3)

Total (30) (53] | (95] (37) | (59) (1) j(r3z)  (93)1 (hg) (17)
Are your
recomnendat ions
al | owed?
Nearly Always 43 50 | 30 b2 | 24 (4) | 39 37| 55 (3)
Most of the

£ime 50 by | 4o 56 | &4 (6) | &2 51 | 35 (9)
Half the

time 3 i 8 3 7 (1) | 10 71 8 (z)
Less than half

the time 3 ] 13 (Q) 5 (0] 9 5 3 (0)

Total (30) (58 |(77) (36) | (42) (11y | tao)  (75) | (ko)  (14)

in addition, female snd male managers were asked to indicate what would happen In
the event of an initial disagreement over policy recommendations made to the governing
body. Across all job categories,if a municipal manager's recommendations wera
inicially rejected, the majoricy sald cthat at least half the time the governing body
would come to agree with them. Only 17 percent of female and male finance officers,
and |13 percent of Famgle and 19 parcent of male assistants, reported that resolution
to a policy disagreement with thalr governing body occurs lsss than 50 percent of the

time,
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Effect of Population, Realon, and Form of Government on
Administrator's Sense of Personal Efficacy

For female municipal managers, the environments most conducive to high activity
in making recommendations to governing bodies are the small towns with 9,000 and
under population, and the large citles with 100,000 and over population. Male
managers are most active in making recommendations, and are most likely to fesl that
their recommendations are followed in towns with 9,000 and under populations, and
mid=-range populations of 10,000-39,000. |f initial policy disagresment occurs, 65
percent of these female administrators in small towns say they can swing their
councils around at least most of the time to their paint of view. |In the large clties
of 100,000 population and over, b7 percent of these women can swing their council
around at least most of the time after an initial policy disagreement. Males,
however, are more |likely to feesl efficacious in policy disagreements in cities with
populations of 40,000-99,000, and populations of 100,000 and over.

When we analyze recommendations to the governing body by the variable of
geographic reglon, the Mountain/Pacific and Eastern regions of the nation appear as
the most recepcive areas to administrator's policy recommendations. More than 30
percent of males in both of these two regions report making recommendations to their
policical bodies and having their recommendations followed at least most of the rime.
And, more than 55 percent In each reglon say that they are able to sway policy decisions
after inltial disagreement with their council at least half of the time.

More than 85 percent of female managers in the Mountaln/Paciflc region and 82
percent of females In the Eastern region report making recommendations to their
governing bodies and having their recommendations followed at least most of the time.
And, 55 percent of famales In the Mountaln/Pacific reglon and 67 percent of those In
the Eastern reglon report that they are able to successfully Influence their governing

boards after pelicy disagresments at least most of the time,
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The population density on the East and West coasts may account for the fact that
municipal managers, both female and male, feel most confident in making policy
initiatives, swaying the council, and bringing the political body arcund to the
managerial point of view, The complex, technical, and social services types of dally
decision=making associated with more densely populsted areas may dictate a heaviar
rel lance on professional staff and may be reflected In the regional differences.

It Is surprising ta find that female and male managers are mora likely to make
recanmendations to their governing bodies and are able to bring about acqulescence
when theare is a policy disagreemant in mayer/council cities than In council/manager
cities. While the councl|/manager form of government was designed to promote
government by management expertise, 76 percent of females in council/manager cities
report making polley recommendations comparsd with B3 percent In mayor/councl! clties.
Eighty-seven percent of male managers in councll/manager cities report making
recommendations compared with 100 percent of male managers in mayor/council cities.
Fifty-three percent of female managers in council/manager cities comparad with 62
parcent in mayorfcouncil cities, report success at least most of the tima In swaying
thair governing boards in the event of a policy disagresment. And, 46 percent of
males in council/manager cities compared with &3 percent of males In mayor/council
cicies say that their governing bodies eventually agres with them at least most of

the time In policy disagreamentcs.
The Hidden Level of Management

Throughout this report, we have termed the clerk/treasurer/reglstrars among our
respondents as ssrving in '""the hidden level of management.'! These female and male
clty clerks and clerk-treasurars are performing varied administrative duties, and in

many Instances are de facto CAD/CM's. They are not, howsver, tralned as clty managers



nor do they identify themselves as managerial officlals.

There are 60 female and |] male clerk/treasurer/reyistrars among our respondents.=
The majority ara from small towns. Thirty-seven parcent of femasle clerks and only
one male clerk serve in towns of 9,000 population and under., Sixty-two percent of
the females serve in towns of 10,000 to 39,000 population, compared with 10 out of 11
male clerks.

While there are city clerk/treasurer/registrar respondents all over the country,
they predominate in the Central and Southern regions of the United States. Sixty-seven
percent of female clerks and six of |10 male clerks are serving in these two regions.
The rest are serving in the Eastern region (223 of female clerks) and are least likely
to be located in the Mountain/Pacific region.

Female clerks are older than respondents in any other job category. Sixty percent
of them are aged 50 and oider and oniy seven percent ars betwesn the ages of 20-23.
This 1s pot the case for male clerks, the majority of whom fall into the age bracket of
30-39 (6 of 10).

Female clerk/treasurer/registrars are the least |ikely group surveyed to hold a
college degrea or have exparienced an internship. MNinety-two percent of female clerks
report less than a Bachelor's degree. Yetr, they are avid workshop attendants with
over 75 percent |isting workshops they have atrended. The educational profile of male
clarks contrasts sharply with their female counterparts. Six out of nina report hoiding
3 Bachalor's degres and only two male clerks report less formal sducation than a

Bachzalor's degrea. In gddition, one male clark reports holding a Master's degree.

tWhila the number of male clerks Is too small to generallze to the total population,

the female clerks represant a diverse sample that allows us to construct an occupational
profila. The female and male comparisons that follow are often In stark contrast, yet
the male responses cannot be taken as statistically representativa. However, they may
reflect gender differences within this job category. We do know that females represent
61% of this occupational category according to the 1979 Municipal Year Book, while males
comprise 39% of clerks natlonwide. This occupational category for females represents
3,710 women, the largest number of females In any municlpal management position surveyed
by ICMA In 1379,
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Most of the clerks in this study are functloning as chief administrative
officers. The majority of both female and male clerks report directly to alected
officials. They virtually all manage staffs, yet their staffs are predominantly
small (from | to 9 pecple). Ninety percent of female clerks have staffs of between
one and nine persons compared with five of 11 male clerks. The staffs are also
overwnelmingly female. Seventy-five percent of femsle clerks supervise an all-female
staff, while thelr male collsagues are more |lkely to supervise larger, gender Integratad
staffs,

The clerk/treasurer/registrars are no more or |less active on boards than the rest
of the sample. Famale clerks are somewhat less |lkely than famsles in any other
category to make recommendstions to thelr governing bodies, Seventy-one percent of
female clerks report making recommsndations, compared with 100 percent of female
managers, BB percent of female department heads and B3 percent of female finance
officers. While their recommandationa are followed most of the time, they were
considerably less |ikely than other officials to report that their recommendations were
followed nearly always. Their position is, in fact, rather anomalous. Thay serve the
councll, repart to officeholders and, in fact, perform many administrative dutlies
using their staffs, yet are relatively hesitant to make pollecy recommendations and
are lass confident of acceptance. In contrast, all ths male clerks report making
recommendations to their governing bodies and 10 out of |l clerks say their
recomnendat lons ars followed most of the tima. In general, clerks lead the Job
categories in reporting no disagreements with their governing bodlas.

Just as female and male clerks differ In their educational backgrounds, size and
gender of staffs supervised and how often they made recommendations to thelir governing
body, they differ on the salaries they earn for performing their lobs. Twelve percent
of female clerks report salaries of $9,000 and under compared with no male clarks

reporting this salary level. Comparakbls percentages of female and male clerks rsport



salaries of between $10,000 and $19,000 (73% of female and 7 cut of 10 male clerks).
Yet, three male clerks earn between 520,000 and $29,000 while only 15 percent of their
female counterparts earn this amount.

Of al| the municips! managers, female clerk/treasurer/registrars assign the most
rasponsibility to elected officials. The fact that they serve predominantiy in citlies
governed under the mayor/council| format, explains some of this deference to elected
aofficials. Parhaps thelr greater empathy towards elected officials, their Insistence
that they don't disagree with them, for example, helps explain the paradoxes In their
role. On the one hand they are expected to have policy input, on the other they
fail to perceive themselves as chief administrative officers. These are officlals whose
Job at one time was mostly as secretary, and '‘clerk' to the council. Their job now
Invelves & staff and many administrative duties such as federal and state grant-in-aid
management. The male clerk/treasurer/registrars contrast sharply with their female
pesrs and report overwhalmingly that the manager has primary responsibility over
personnel (91%), budget (100%), administration (91%), and planning (100%).

The growth and added responsibilities of thelr jobs have, In some instances,
catapulted tham into de facto management and in others, it has resulted In a stripping
away of thelr responsibllities. ‘When | came into this job such a long time ago, the
position was not very difficult. It was a job that the two previous clerk/treasurers
had only spent part-time on. When | came into office, | decided the job needed to bhe
full time because of all the federal and state regulations,' says a famale clerk/
treasurer from Indlana. And, in cantrast, a city clerk in Arlzona describes the
cumulative paring back of his job responsibilities as the city clerk when the community
grew and various functions became specialized. 'When | started here five years ago,
this position included finance, personnel, purchasing, supervision of office staff
and city clark all in one. We have since brought In persannel to speciaiize in these

areas leaving this Job primarily as that of secretary to the mayor and counci|."
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Inm & similar situation in Connectlicut, & female four-year vetsran of the city
clerk/treasurer position s waiting out har term unti] & city manager takes ovar her
duties within the year. 'My position will be replaced by s city manager because our
town voted to switch to & council/manager form of government and baslczally | bel feye
most of the duties of the city manager will bs what | am deing now,' shs says. Her
description of the city clerk/treasurer job was one that demanded diplomatic skills
and the ability to work under pressure.

While most clerk/tressurers are content to implemsnt thelr governing bodlas!
dacisions rather than att=mpt to shape policy themselves, some volce thelr dissatis-
faction in our telephone interviews. When IC comes to sttltudes toward women
clerk/treasurers, a female veteran of 24 years on the job belleves her council glves
her “all the credit In the world' for having ability, yet when she speaks up at council
meetings she continually Feels “put down.' '"After sll, | have been around a long
Lime. My opinlons and reactions should be worth something,' she says.

Another female clerk/treasurer From North Carollina, explains a problem she faces
when decisions are made by the council and eity manager. '"Unless my councll Is
stymied, they don't turn to me as part of the decision-making process, even whan It
comes ta budgetary mattsrs that are within my province.'' This desire to be recognized
among clerks and clerk/tr=asurers surfaces most Fraquently among veterans In the
position who have watched szlacted of ficials come and go.

Organizations aimed at meeting the specific nesds of these municipal employees
have been mobilized as the Job functions have changed and respansibllities have grown.
Bne of the most effective organizations serving these '"hidden managers' [s the Indliana
League of Municlpal Clerks and Treasurers. This organization meets annually, but Is
also arganized on & regional and district basis. A famale Indlana clerk/treasurar

describes the way it operates: ''We can always pick up the phone and call another
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clerk/treasurer to see i she can give an answer to a pi:nhlnm that | have come up
against, It Is very Informal. As an organization we have tried to stress that people
who are clerk/treasurers should be better trained because the job has changed so
tremendously. We now have a manual so that newly-eslected clerk/treasurers will know
what they are going to have to do in the job. When | first took office, there was no
such thing. The league has also institutsed an annual training schoal. We have In

placa a mechanism to pass on information and training skills to help zach other."
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PART VI: RELATIONSHIPS TO ELECTED OFF|ICIALS

Key Findings

I. Both femala and male municipal managers rate political parties as unimportant te
governmental policymaking, personnel decisions and their own career paths:

69% of females and 7I% of males rate political partiss an
unimportant to governmental policymaking

83% of females and 88% of males rate political parties as
unimportant to personnel decisions

82% of females and 89% of males rate political parcies as
animportant to careser decisions

2. Both female and male municipal managers rank administrators rather than elected
officlals as having primary responsiblility over a variety of governmental functions
from administration to budget making:

76% of females and 92% of males say administrators have primary
ragponsibility over administration

738 of females and 86% of males say administrators have primsry
rasponsibilicy over personnel decisions

69% of females and 85% of meles say administrators have primary
responsibilicty over bodget

6i% of females and 79% of males say administrators have primary
respongibilicy over planning

3. Politiclany are clted as having more Influence In mayor/council citles than In
councl|/manager cities:

In mayor/council cities, 46% of femals and 24% of male managers
credic slected officials with primery responsibility over gensral
administracive functions

In council/manager cities, only J% of female and no male managers
among our respondents credit elected officials with primary
administrative responsibility

4. Both female and male municipal managers clte the mayor as the most powerful Figure
in the comminity, followed by the CAQ/CM and council members:

Mayor cited by 48% of females and 41% of males
CAD/CN cited by 20% of females and 23% of males

Counci] members ciced by 18% of females and 18% of males



5. Sixnty-one percent of female and 59 percent of male municipal managers report
directly to the CAO/CM, while 26 percent of women and 29 percent of men report
directly to an slected official.

6. Forty percent of fFemale elected officials In our sample cite nonpartisanship and
administrative expertise as two reasons for the administrator/pallitican gulf.
Mot understanding pollitical pressure and reasoning and the aura of superiority
that politicians percelve In administrators, leads to tensions and antagonisms
betwesn the career appointed and elected official,

7. Seventy-six percent of female elected respondents expressed positive sentiments
toward the women's movement and its major goals, |2 percent expressed negative
sentiments and 13 percent were neutral on the Issue.

8. Elected female respondents report assocliating most frequently with male elscted
(82%) and male administrative officials (79%), at business meetings and conferences.

9. Elected female respondents are more likely to Initiate activity to appoint women
to boards and commissions rather than to engage in activities to employ women In
government :

87X of female elected officials report involvement in activities

to appoint women to government boards and commissions. Of these
femals officials, 95% report success iln gaining board and commission
posts for womsen noniness

Oonly 39% of famale elected afficials report involvement in activities
to employ women I{n government

21% choose not to extend any effort to employ woman

41% said employment activities werse nct applicable to their role
as an elected official

of those who did engage in activities to employ women in governmentc,
87% wera successful in recruiting female fob candidares

10. One-third of elected women respondents said that a '"new girls network'' existed In
their rowns:

59% =zald no women's petwork axisted
5% sald 2 womsn's network was just getting scartsd

Flectad respondents describe women's networks cperating through the
followling circumstances;

. professional organizations (43%)

. informal associacions and friendships (32%)
. comunity aceion groups (7%)

. tha League of Women Voters (10%)
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11. Although 99% of female elected officials say It is appropriate for women to enter
city management careers, only 41% believe that managerial women In government can
help them be more effactive officeholders:

Those slected womsn who felt that managerial women would enhance
their job effsctiveness cited the supportiveness of women toward
other women, Ffemale interpersonal skills, high gqualificacicns of
women in municipal management, and easing the barriers of
stareocuping and discrimination through increased numbers of women
in leadership positions

Those elscted women who falt women managers would not affect cheir
political effectivensss explained tchat gender i{s unimportant and
that only merit and qualifications count
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PART W1: RELATIONSH|PS TO ELECTED OFFICIALS

A classic dichotomy In public administration literature is the relationship
between the administrator and the politician. Situational variables such as job
tenure, Job responsibilities, and means of obtaining positions often place
administrators and elected officials at different ends of the spectrum.

A recurring theme In both the survey data and the telephons interviews s the
distance and problems associated with communication between the two sides of
government. Respondents describe a natural tension betwszen the politician and the
administrator. Tenure in elected office Is often short and uncertain., Adminlstrators'
job security |s based on technical expertise and career credentials. In theory,
politiclans formulate policy while administrators Implement it. Yet realistically,
Jjob stabllity, familiarity with issues, and technical expertise on the part of the
administrator places her/him in a position to shape policy as well as implement it,

Elected officials depend on the veters favor to gain their position while
administrators attain their career positions based on credentials, training and
technlcal ability. Given all of these factors, It Is not surprising that politicians
follow the short-range demands and problems of thelr constituency while the manager
often keeps her/his eye on the long-range solutions. Built into the governmental
process Is a check and balance system that has the potentlal for stress, opposition,
and even circumventiaon.

Despite this tension, our survey found that many elected women do get involved
in activlties to appoint women to government boards and commissions and, to a
lesser extent, to recruit them Ffor governmental employment. This Finding indlicates
that an Informal famale support linkage cperates within municipal mapagement, and
often transcends communication barriers between adminlistrators and politicians.

Dur study also shows that those alected women who chocse to actively recruit

other women sxperience a high Success rate. This fact suggests that the female



126

officials involved not only are effective in making recommendations to thelr
palitical peers, but that they also must have informal ties to female networks.
In fact, approximatzly one-third of eslected women respondents say that a '‘‘new
girls' network'' exists in thelr towns and that it operates through professional
organizations and informal personal associations.

The limited numbers of women in both the political and administrative areas
in 1579 may foster their banding together for mutual support, mentoring and
networking, regardless of whether they ars politicians or administractors. Respondants
in the telephone interviews describe situations where female councliwomen rely on
female administrators for information and/or technical expertise. The marginal
impact of women in municipal government--both politically and administratively--may
foster a sense of common purposs and recognition of shared problems among females.

We asked = series of questions to determine the extent to which pelitical parties
ara involved in the governmental process, the extenr to which the polfecician participates
in the administractive process, and to discover their perceptions of who the powerful
individuals are In municipal government.

Female and male managers ranked the importance of political parties to governmencal
policymaking, personnel declslons, and their own caresr advancement. Overall, both
female and male managers rate policical parties as unimportant in all thres situational
contexts. Sixty=-nine percent of females and 71 percenct of males say political parties
ara not Important to governmental pollicymaking. Elghty-three percent of Femsles and
8B percant of males say that political partles are not important in personnel decisions;
82 percant of females and 39 percent of males say that policical partles are unimportant
to their own carser advancament.

Mot surprisingly, the sastern reglon of the nation, particularly the Middle
Atlantic states with the domlinance of the mayor/counci|l Form of government, glves the
highest ratings to the influence of political parties along all thrze dimensions

measured. Munlclpal managers are nore likely to say that poljtical parties are Imporiant
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if they come from larger towns and/or mayor/council cities. Yet, even In these types

of citlies, the majority of female and male managers continue to rate parties as not

Important. Career administrators do not rate pollitical parties as powerful initlators

or contributors te governmental pollcymsking, personnel choices, or their own carsers.

Responsibility for Key Administrative Functions

Municipal managers were asked to cite which office had primary responsibility for

personnel, budget, planning, and general administration. As Table 6.] summarizes,

municlpal managers view administrators as much more influential than elected officials

regardless of the governmental function.

TABLE 6.1: MUNICIPAL MANAGERS' ASSIGNMENT OF PRIMARY RESPONSIBILITY FOR KEY

GOVERNMENTAL FUNCTIONS

Wha has primary
responsibllicy?

Key Governmental Functlons

Parsonnel Budget Planning Administration

F M F M F H F M

E b {4 4 1 3 - ¥

Municipal Manager(s) 73 8& 69 8s 62 79 76 a2
Elected Official(s) 22 1 20 9 25 3 19 7
Manager(s) & Elacted I (5] 10 i B 3 4 m
Special Bd/Town Mtg (5) 0 (8) (&) 7 8 (3) 0
Tatal (366) (214) | (362) (215} (352) (214) | (357) (214)

While it was esxpscted that municipal mansgers would report their own hegamony

over administration and personnal In management orlented cities, |t was somewhat

surprising that administrators also cite their dominance of the planning and budget

making process.

When it comes to administrative responsibility, female and male managers ars in

agreement on their dominance over slected officials. Seventy-six percent of women
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and 92 percent of men cite municipal management responsibility for day-to-day
administration,

Yet, male managers are more |ikely than female managers to assign municipal
managers primary responsibility over personnel decisions in their towns. Double the
percentage of female managers as mele managers give credit to elscted officials as
those who are responsible for hiring, firing and other personnel decisians (22% compared
with 11%).

Women are also more llkely than men to see elected officials or a combination of
elected and administrative staff as having primary responsibility over planning
functions (31% of women compared with 12% of men). Yet, the majority of women (62%)
still cite the adminiscrators’' control over the plaaning process.

The most striking gander diFferences occur when Female and male managers are
asked who has command over tha budgetary process. Thirty percent of women credit
elected officlals or a min of 2lected and adminlstrative offlclals as having fiscal
responsibllity compared with only 13 percent of men. And 69 percent of female managers
compared with BS percent of males say the budgetary process Is controlled by municipal
mansgers.

Acrass all Job catagories, male managers asre more llksly than female managers to
gsslgn municipal managers rather than elected officials primary responsibility for
administrative, planning, personnal and budgetary functlons. For example, 8] percent
of male CAO/CM's report municipal management responsibility for planning functions
compared with 45 percent of famale CAO/CM's, And 32 percent of male CAOD/CM's say
that municlpal managers control the budgetary process compared with less than
thres-quarters (732) of thelr femal= colleagues.

Of all job catagorijes, famales and males working as asslistants In municipal

management are closast in thelr perceptions of who has primary responsibility for
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personnel , budget, planning, and general administration. Strikingly similar percentages
of female and male assistants concur that municipal managers rather than ealected
officials control all four of thess functions. For 2xample, 94 percent of Female and
58 percent of male assistants say that municipal managers are primarily responsible
for administrative functions. Eighty-thres percent of female and BS percent of male
assistants concur that managers are responsible for planning functions in local
government. Theses matching perceptions suggesting municipal management dominance In
local government could be accurate reflections of highly professional govarnment.
These professional governments are more |ikely to have larger staffs and thus mors
assistants. Or, thase perceptions may (ndicate assistants' insulation from political
pressures because of their relative youth and more professionally oriented educations,
their limitad tenare in publlc service, and thelr accountability to managers rather
than policlicians.

MUMICIPAL MANAGERS' ASSIGNMENT OF RESPONSIBILITY FOR KEY GOVERNMENTAL
FUNCTIONS BY FORM OF GOVERNMENT

T
Who has responsibilicy? Key Gavernmental Functions

TABLE 6.2:

Personne | Budget
Mayor/Councll Councl|/Manager Mayor/Council Council/Manager
F M F M F M F L]
i : & % 3 3 3 i
Municipal Manager(s) ki 59 gk 99 b3 68 87 94
Elected 0fficial(s) 51 36 4 0 35 24 8 3
Manager(s) and Elected 6 5 3 (1 17 5 4 3
Special Board/Town Mtg. (3) 0 0 0 (2) 3 0 0
Total (123) (60} | (218) (148) | (122) (59) | (215) (147)
Who has responsibllicy? Key Governmental Functions
Planning General Administration
Municipal Manager(s) 3 54 33 g1 43 75 96 100
Elected Officals(s) 51 29 1a {2) L& 2k ;| 0
Manager(s) and Elactad 7 3 5 3 9 (1) (2) a
Special Board/Town Mtg. 1 14 2 g 3 a o o
Total (17) (59) | (212) (146) | (120) (53) |(213) (147)
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Table 6.1 summarizes differances In assigning responsibility between rsspondents
in mayor/counci| and councll!/manager cltles, Managers In mayor/council cities ars
much more |lkely than thelr counterparts In councl|/manager citias to ldentify =lectad
officials as the locus of responsibility across all four governmental areas. VYet,
female managers are more likely than male managers to assign elected officials prime
responsibility, even within citiss governed under the mayor/council format. For example,
46 parcent of female managers say that electad officials have prime responsibility for
general administration compared with 24 percent of male managers in mayor/council citles.
And 51 percent of female managers grant zlectad officlals primary responsibliliity in
the areas of planning and personnel-—the only instances where elected officials get a
majarity percentage on responsibilicty for key governmental functions.

Sharp differances in perceptions of governmental responsiblility occur between
female mansgers working In mayor/counc!| and counci)/manager governments. Those
females working under a counci|/manager format share the perceptions of their male
col leagues and overwhelmingly claim administrative dominance, while thelr female peers
in mayor/council cities give considerabie (budget and administration) and sometimes

major credit (planning and personnel) to elected officials.

TABLE 6.3: MUNICIPAL MANAGERS' JOB CATEGORY BY FORM OF GOVERMMENT

Job Category Form of Government
Mayor/Caunci | Counci | /Hanager
F H F ]
2 :
CAD/CH 6 42 8 22
Finance Officer 35 i5 20 g
L1k/Trs/Reg 28 5 I 5
Assiscane 15 i3 ke =5
Department Head 16 5 13 3

Total (127) {80) (220) (148)
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As Table 6.3 shows, 61 percent of female managerial respondents In mayor/council
cities are working either as finance ofFicers ar as clerk/treasurer/registrars. In
contrast, 62 percent of female managers in councl|/manager cities are working as
sssistants and department heads. Our Findings in Parts | and 1] show that fFemala
flnance officers and clerk/treasurer/reglstrars are among the older, least esducated
managerlal women surveyed. Seventy-five percent of female finance officars and BA
percent of female clerks are 40 years of age and older. S5ixty-six pesrcent of female
finance officers and 32 percent of female clerks have less than a bachelor's degrsa.
These factors suggest that che profile ag managerial women warking under the two forms
of government is differant. Managerial women in mayor/councl] citlés are concentrated
In the Job categories of finance offlicer and clark and tend to be older and less
educated. Managerial women In councl)/manager cities tend to be working as assistants,
Finance officers, and department heads and are younger and more highly educsted. The
more professional profile of women in councl|/manager cities may be raflected in thelr
attitudes toward sdministrative dominance of municipal government. Thelr counterparts
in mayor/councl] cities may feel hesitant to exert thelir authority due to the traditional
strength of political governing units and their lack of formal credentials.

This pattern of parcsived administrative dominance and underestimation of =lected
officlals' rolas, adds to the tension between the elected and career officlal. It
underplays the political responsibility of the slected official whose job It Is to
create pollcy and shape programs. It is the polltician who judges the adminlstrator
gnd Is ultimately responsible for hiring and firing the manager. Yet, clearly among
our managerlal respondants, 2ither they dominate the governmental process In their
cities, or they ¢lrcumvent the elected official by taking the decision-making process
inta the maenagerlal and technical realm rather than the political. Elther slituation

highlights the fact that rather than having natural alliances, politiclans and
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administrators have 3 relactlonship characterized by bulit-in antagonisms. |F
elected officlals In the cities that this study represents do not have primary
responsibility for any of the four functions explored, then their representation of
the public does not have pallcy clout. |If the administrative hegemony percaived by
female and male managers is wishful thinking rather than reality, then a wide gulf
exists between the elected representatives and those administrators hired to execute

their policies.
Powarful Community Figures

Despite the failure of administrators to rate parties with much ciout, and the
indication that slected officlials have limited responsibilities, municipal managers
are likely to list the mayor as the most powerful individual in cheir communicy.
Forty-eight percent of femalea managers and 4l percent of male managers cite the mayor
as the most powerful Tndividual in their town. The CAO/CM is listed by 20 percent of
wamen and 23 percent of men as the second most powerful flgure, while council members
are listed third in the powsr hlerarchy (by 18% of both female and male managers).
Political party officlals have negligible impact. Overall, listing tha four most
powerful people in the community, 46 percent of those municipal figures Tisted wera
elected officials while 50 percent were municipal managers. Less than one percent of
those municlipal Figures listed were political party flgures.

Another dimension to the relationship between elected and appolnted officials
is who female and male municipal managers report to directly. The clear majority
of female (61%) and male (59%) managers say they report directly to the CAQ/CM while
anly 26 percent of female and 29 percent of male managers say they report directly
ta elected aofficials. The remainder of female and male managers say they report to

s mix af elected and managerial officlals (13% for woman and 12% for men).
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While managers racognize local elected officials as powerful community forces,
they fail to recognize thelr responsibility when [t comes to key administrative
functions In municipal government. Perhaps the lack of technical sxpertise associated
with politiclans leads administrators to presume that thelr skllls and training are
primary to the operation of municipal government.

The electaed women surveyed provide additlionzl insight on this Issue of the
political fadministrative relationshlip. Thirty-nine percent of slected women said
thera were barriers between managers and elected officials. FPoliticians win office
through elections and voter approval, while administrators gain appaintments through
educatlonal credentials and technical knowledge, Not surprisingly, than, the barrier
most often clted was the fact that administrators feel superior becasuse of thelr
expertise and skills, and oftan treat politically sensitive issuss with a nonpolitical,
textbook spproach. Elected women also explain that administrators aither chooss to
ar are required to be nonpartisan and, as a result, keep their distance from alected

officials.

Telephona Interviews and Elected Officials

Telephone respondents ware sometimes extremely outspoken on this Issue. When we
talk about unancicipated aspects of the management job, we guoted a3 male CAOD From New
England who described his council as unwilling te "give up the throne...to let the
manager perform... "

A female clerk/treasurer from Mew England expiains the differsnt perspectives of
administrators and politicians succinctly:

«++for the most part the politicians have a greac distrust of
the decerminations made by so-called professicnals and feal they
have more of the answers and more of the pulss of the community
than che psople who are here managing or doing the actual work
and, for that reason, guite frequently revommendacions made by
the professionals who are working for the city ars completely
disregarded.
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The professional administrator responds to leng=range problem salving while che
alacted official must face constituent demands and short-range solutions.

At the 1978 ICMA convention, the Women In Management subcommitces dlscussad this
problem. A male ex-manager from California felt there were no links between appointed
and £lected officials; one could not expect, for example, that elected women would
help the carsers of female managers. ''Elected officlals...have no real concepts of
what administrators do. Thelr main concern Is getting elected again and bartering
Interest.” He continued to describe the special difficulties of elected women In
helping management women. '"'Elected women have chits to pay and they need their
credentials. It Is asking too much of them to put themselves on the llne and hire a
woman city manager who is going to maybe become an albatross around thelr neck. Whe
neads the added pressuras?"

A female city manager from California echoed his concarn. She had Interviewed
before counclls with two or rore women. ''| knew | was 3 top candidat=. | was told
by my agency that | was a top contender for tha Job, yet the councliwomen felt the
prassure politically, and decided to go with a male. | can understand that pressure.
I feel It too now when | hire a woman For a top position in city sdministratinon., We
don't talk sbout it but that Feeslling l= thers."

In surmary, municlipal managers rank themsalves as powerful pesple in theip
communitlies Influencing a broad range of municipal Functions from budget s=tting to
planning to personnel decisions. Job stabilicy, technical expertise, managerial
skills, and day-to-day issue famlllarity converge (o bolsimr the adminstrator's roie
in municipal government, Yet, the policymaking power vested in the elected official

is an inherent source of tension betwesn administrators and peliticians.
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Linkages Between Elected and Appointed Women

After exploring the relationship between municipal managers and their political
governing bodies, we turned to an investigation of |inkages between managerial women
and 2lectad women sarving in the same municipality. What roles, |(f any, do women
elacted officials play as mentors in the recrultment, hiring, and promotion of managerial
women? Inversely, what roles do women In municipal management play in the pollitical
careers of women elected officials?

One can hypothesize that as Femalas, both elected and appointed, join the
governmental elites they exerclse leadership and personal power to recruit, hire and
promote other women in public service. The undarlyling assumption Is that these female
ellites are predominantly pro-feminist and willing to exert thelr own personal power
to further the concerns of the feminist movement by bringing mors women into public
sector pollicymaking positions.

A differing hypothesis would be that female elected and appointed afficials are,
by nature of their limited renure and scarce numbers, not confident sncugh nor willing
to exsrt feminist leadership that may stereotype them In the public esys as & feminist
politician or label them as "Women's Libber Managers.'' Thay may be positive, lukewarm
or negative to feminist concerns and positions, but the political risk in publically
and professionally exercising their sttitude positions outwaighs the benefits.

Two nationwide surveys of female political slites have uncoversd a mixture of
faminist and non-feminist tendencies. Susan Carroll's study of women candidates in
1976 used the term "closet feminists" to describe women candidates who were found to
be generally commitied to women®s issues and the goals of the feminist movement yer
carafully hiding their positions from public view during the campaign period of their
public Iife. ® Carrol] prasents two ressons for this concealed feminism on the part

of women candidates in 1976: Faar of being stereotyped as 3 one-lssue candidate,
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and lack of a conscious recognition and acceptance of feminist pradispositicns--a
lacent, unactivated feminism.

in 3 natlonwide survey of elective and appointive women officeholders serving
in 1977, Johnson and Carroll found chat women public officials demonstrated strong
support for Feminist lssues (ratification of the ERA, favoring social security benefits
for homemakers, and opposing 2 constitutional ban on abortlon). Yet, at the same
time, they were not Jociners of feminist organizatlons and few listed women's [ssues
as one of thair top three priority ;:i"::l,ii:l.‘.l:s.H

These two studizs point to the duality of feminist attitudes and behavior for
women candidates and a2lected officials. There are other sxamples whare women leaders
become actlivist In their approach to bring cther women Into public service leadership
positions. For example, by August of 1378, then Secretary of Housing and Urban
Development, Patricia Harrls, had managed to FIll1 51 percent of 155 top appointments
at HUD with women. Forty-seven percent of these women ware at GS-l| range earning
518,000 and over. Determination and reminders to top staffers that they can and
should find qualified women filterad from the secretary's office throughout the Fedaral
agancy.

Elected wamen were First asked how they felt overal| about the women's rights
movement and (ts major goals. Five response options were listed from very positive
to very negative. Seventy-six percent of female officsholders expressed positive
sentiments toward the feminist movement and its major goals. Thirteen percent said
they were neutral on the issue and only 12 percent expressad negstive reactions.

in exploring whether |inkages exist betwsen 2lected and appointed officials we
ashed elected women how often they assoclated with both Female and male appointad and
elected officlals In three diffarent circumstances: business meetings and confarsnces,

informal or social contacts, and formally organized groups. As Table 6.5 shows, slacted
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women assoclate the most with other elected males and mele manageérs and the interaction

occurs most often In business settings or within Fformal organizations.

TABLE 6.4A: FREQUENCY OF ELECTED WOMEN'S ASSOCIATION WITH FEMALE AND MALE ELECTED
OFFICIALS BY CIRCUMSTANCE

Frequency of Association Circumstances of Assoclation w/ Elected Officlals
Bus iness Mtgs. Informal/Soclal Formal

Conferences Contact Organizations

F M F M F M

% F 4 4 1 z s

Very Often 45 82 17 23 21 39
Occaslonal ly 33 15 §7 54 43 39
Rarely 16 2 23 12 22 14
Not at all 7 (2) 13 b 14 8
Total (382) (384) (379) (379) | (378) (376)

TABLE 6.48: FREQUENCY OF ELECTED WOMEN'S ASSOCIATION WITH FEMALE AND MALE MUNICIPAL
MANAGERS 8Y CIRCUMSTANCE

Frequency of Associatlon Circumstances of Associatlon w/ Elected Officlals
Business Mtgs./ Informal/Soclial Formal

Coanferences Contact Organizations
F M F H F M
I z 4 F 4 3 ]
Very Often g+ 79 1 28 11 7
Occasionally 31 16 40 49 41 36
Raraly 25 i 31 19 26 18
Mot at all 12 (L) 18 k 23 9
Total (380) (380) (376) (379) | (374) (378)

Elected women report associating most frequently with male elected officials
(82%) and male municipal managers (793) at business mestings and conferences. Their
frequent contact with elected males through formal organizatlons ls considerably less

(39%) and they are least likaly to associate very often with thelr male pesrs In
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informal, social situations (29%). The frequency of association reported with other
elected women and woman municipal managers is considerably less than with m=le pssrs
or administrative colleagues across all three circumstances. For example, 21 percent
of women offlceholders report associating very often with other female electad
officlals within formal organizations and only 11 percent say they assoclate very
often with mansgerial women In the same situstion. This lack of association with
sither szlected or appointed women through formal organizations may reflect the relative
newness of women's caucuses wlthin professional associations and/or the Fact that
these females do not join Feminist organizations. Elected women are almost twice as

| lkely to associate very often Informally with alected men (29%) and male municipal
managers (28%) than they are with sither slectad women (17%) or managerial women (11%).
The highest frequency of association among women occurs at business meetings and
confarences where slected women report assoclating very often with other elected women
(45%) and managerial women (32%).

When we asked female municipal managers to report how freguently they assoclated
with other women In government, the business meeting and conference setting is also
ment loned most often (by 45% of the respondents). Only 23 percent of managarial women
reported associating with women In government in an informal, seclial setting, and
4 percent reported such activity with formal organizatlons,

The greatar |lkelihood for elected women to assoclate more fregquently wich other
alected male officials and male administrators In all three sltuations may be
explained by the traditional male dominance of political and governmenta! leadership

positions,
Activities to Appoint Women in Public Service

An overwhaiming majority of elected women have been actively inwolved in appointing

women to serve on government boards and commissions. Eighty-seven percant of famale
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officeholdar respondents said they had tried to get women appointed. Oaly Flve percant
reported that they had never bean involved In any actlvity to appoint women to boards
and commissions, and another eight percent reported that this activity was not applicable
to their slective Job role. Of those women who took a leadership role in supporting
women for appointments, 95 percent report success In obtaining Female board positions.
Flye percent of female elected officials reparted that they were unsuccessful in their
efforts.

TABLE 6.5: FREQUENCY OF ELECTED WOMEN'S ACTIVITY TO APPOINT WOMEN TO BOARDS AND
COMMISSIONS

Number of times involved in activity to

appolint women to boards and commissions Electad Women
1 to b 36
5tw8 )
10 to 14 17
15 & over 5
Total (150)

Tabla 6.5 summarizes the number of times elected women report Involvement in
sctivities to appolnt women to government boards and commissions. Fifty-eight percent
repart trying to appaint women from 5 to |4 times during their term(s) in office.

The median number of times an elacted woman tried toc get other women appointed was
seven, Mot only have slectsd women engaged In multiple attempts to place a woman on
a board or commission, but of those who tried, 4| percent report a perfect success rate.

Those female officeholders who tried to appoint women to local government board
posts frequently depended on Informal, subtle means such as talking to another elected
colleague (67%), or speaking to 2 public offical (57%). They were less |lkaly to take

direct action themselves, alther by recruiting women nominees (3%) or initiating
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nomination (42). Close to a third of the elacted women who tricd to appoint a woman
to a board or commission reported writing a letter of recommendation to support a
nomination.

Pertaps this reluctance to actively recruit and nominate other women to boards
and commissions |s a reflection of the fear of being stersotyped by colleagues or
the public as a feminist or being held accountable for female nominations. The
rellance on informal conversations with colleagues and administrators may be 3 lass
threatening means of supporting other women without risking pollitical capital before

the public.
Activities to Employ Women in Public Service

When it comes to activities surrounding the employment of women In public service,
the majority of slected women (413) say that such activity is not applicable to their
role as an elected offlcial, OFf those who could participate in recruiting, Interviewing,
or hiring women In government, 65 percent say they have been Involved In an effort to
employ women whlle 35 percent say they have not extanded any effort In this direction.

It seems that once the declsjon Is made to actively get invalved in employing
women In government, female elected officials are axtremely successful, Elghty-saven
percent report success in recruiting women For government employment. When guestioned
on what method proved most effective In ldentifying and recrufting women candidates
for employment, 72 percent of elected women name personal contact or sallicitation,

They describe using persanal networks to identify famale job candidates or putting
pressure on elected colleagues or administrators to consider female applicants for
municipal job positions. Talent banks accounted for |4 percent of the successful
recruiting done by elected women, and women's groups wers credited by 12 percent. Only
saven parcant of female offjceholders ssid that they used public zdvocation of hiring
women as a successful recruitment strategy. Tha informal netwarking and behind-the-

scanas conversations ars the most =ffective means utilizad by elactad women o
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Identify Female job applicants.

For those zlected women whose recruitment =fforts fafled, the majority (58%)
point to anti-female attitudes such as sex-role stereotyping and gender discrimination.
Other barriers cited to placing more women in municipal management pesitions included
lack of qualified female applicants (38%)., lack of confidence of female applicants
(13%2) and not snough female candidates in the management labor pool (11%).

in summary, elected women are more likely to initiate activity to appoint women
to boards and commissions rather than to engage in behavior to smploy women In
government. Several factors may affect this sltuation. Appointments are generally
included within palitical job roles while employment activities may or may not. In
council/manager cities, elective officlals usually kesp out of personnel decision-making,
leaving primary responsibility to the municipal manager. The minority status of
elected women, their dependence on male networks for information, and their |imited
numbers among political governing bodies, may converge to make them hesitant about
taking an activist role to recruit other women into public service. Political culture
and environment, which is anti-feminist as some respondents describe it, may not be
conducive to their recruitment or appointive effarts on behalf of women job candlidates
or nominees. Tha finding that so many elected women do get involved in activities to
appoint women, and to a lesser extent to recruit them for employment, may Indicate that
an informal female support network is operating within menicipal management, The
high success rate of slected women who choose to actively recruit other women, may
suggest that they will not get involved in recrultment efforts unless they are fairly
confident that thay can bs successful--thereby minimizing their political risk.

The heavy rellance on informal conversations may indicate that slected women
are policlecally astute and after svaluating the political winds, they push for female
employment and appolintment in ways that will not cost them votes or Jeopardize thsir

political Image of representing all the people.
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Existance of 3 New Girls Netwoark

Meeting common nesds through group action has traditionally been the sesd from
which organizations and assoclations grow. As CAWP's study 'Women's Organizations In
the Fubllie Searvice: Toward Agenda Setting' documents, female caucuses and assoclatlons
multiplied in the 1970s in response to the lzolatlon, exclusion and newness of women
in governmant,

Recognizing the growlng organizations of alected and appointed woman across the
country, we asked female slected officials whether or not 3 "new giris network'
existad In thelr community, and how It operatad either formally or Informally, or why
a network did not exist,

One-third of elected women reported that 3 women's network existad In their
towns operating at a formal or informal level. Over half (59%) reported that no
women's network existed and another five percent sald It existed minimally or was
Just gatting started. The remainder (33) said they didn't know (f a women's network
existed or not.

In describing how new networks functloned, 43 percent of elected women sald they
pperated through prafessional organizations. The professional arganization can pull
mambers together through common concerns and interests and 2llow women to sesk out
other women with whom they would not ordinarily come into contact. Thirty-two percent
of female officeholders say their networks operate through women informally In the
‘new girls networks" in their towns. Only seven percant rsport that networks opeérats
formally, Women seeking out other women through community action groups accounts for
sIx percent of female networking and alliances made through the Lsague of Women
Voters accounts for 10 percant.

The dependency on professicnal organlzations as & support system for elected and

appointed women places responsibllity on these assocclations to try to meet the neeads
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of newer entrants to palltical life. As '"Toward Agenda Setting' describes, some of
these organizations have responded by encouraging thelr female members to form caucuses

and by Initliating arganlzational subcommittezes and task forces.
Reasens for Absence of a "New Girls Hetwork'

The majority of elected women who clte a resson why a feminist network did not
exist in their town sald there was no nead for one (57%). Twenty-four percent of
elected women ssid there were too few woman to make a network a viable support system.
Among other reasons given for the lack of a women's network were apathy among women
in the community (18%); the fact that women wers too busy with job responsibiiities
(7%); lack of leadership/organlizational skills in the community (7%). Surprisingly,
male domination or chauvinism and negative community reaction only accounted For 12
parcant of the reasons cited for the absance of a network. Elected women efther do
not se= 3 need for networking, =xplain that women's numbers in political leadership
positions ars too few, or place the blame on women's apathy, work schedule, or lack of
leadership ability. Apparently community reaction or male attitudes concerning women's
organizational efforts have litctle impact on the lack of a female natwork.

Desplite the fact that 99 percent of female slected respondents say It is
appropriate for women to anter careers In clty management, only Ul percent fesl that
the presence of female municipal managers can help them to be more effective officeholders.
Fifty-nine percent felt that the presence of femals managers would not help them
perform their elective duties more effectively.

Of those female elected officlals who Felt women managers could Increase their
political effectiveness, b6 percent explained that women were supportive of other
women. Thirty-seven percent cited the reason that more women in government would ease

barriers and thersby help them function without being hindered by stsreotyping and
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discrimination. Other elected females said women were highly qualified (213) and
that women have good interpersonal skills (21%).

Of those female slected officials who felr women mansgers would have no effect
on thelr political 1ife, 98 percent explained that gender Is unimportant, merit and
qualifications count. They view themselves positively, as effective elected officials
and the presance of managerial women would not change or =nhance their performance,

In summary, supportive networks ars beginning to link professional women In
government servica, The fact that 3 third of elected female respond=nts report that
a4 '"'new glrls network' exists in their town and that it operates either through
profassional organizations or informally, documents that woman have begun to mobillize
within government service. At the same Cime, the 59 percant of elected respondents
who report that no women's network exists in their towns explaining that there is no
reasan for one to form, paints to a lack of awareness or recognition that such a
suppart system would be helpful. A dualistic pattern of pro-Ffeminist and non-feminist
attitudes and behavior exists among Famale elected respondents. Thosa women who are
joining forces through mutual concerns and Interasts are utilizing the professional
organizations or informal personal associations as their networking vehicle. Those
women who do not recognize nor believe In thae need for a support system among women
in government still feel that it is appropriate for women to enter careers in city

management and are generally supportive of the Feminist movement and major goals.
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PART VI1l: BARRIERS AND SUPPORT SYSTEMS FOR FEMALES IN MUNICIPAL MANAGEMENT

Key Findings

Female managers rate their communities' receptivity to professional women in
government lower than male managers:

57% of females rate their communities' receptivity to women in
government as moderats to very low comparsad with 393 of
male managers

Female municipal managers consider the employment of women in the public sector
to be a more important issue than most of their male counterparts:

53% of women managers believe this issue is "very important®
compared with 30% of men managers

Male managers are able to hire or appoint women more regularly than female
managers. Both female and male managers =ngage in activities to recommend and
hire women for governmznt employment or to recommend and appoint women to serve
on public boards and commissions.

HOWEVER.

Femsle managers are slightly more likely to recommend women for
emplogment (48%) than they are to recommend women for
appointments to boards and commissions (41%)

Mzle managers are more likely to recommend women =5 appointees
{61%) than they are to recomm=nd women for emplouyment (53%)

Among both sexes, barriers to hiring/recruitment and promotion are cited
consistently as serious problems facing women sesking caresers in municipal
management.

Both female and male managers agree that lack of training, and/or educational
qualifications and insufficient numbers of women in the management Isbor pool

are critical barriers facing women's advancement in careers in municipal management.

Overall, male managers are the least likely group surveysd to cite barriers as
important to women's advancement in the field, and female managers are the most
llkely group to perceive barriers, Elected women tend to share the perceptlons
of their female administrative peers on the subject of barriers, rather than the
outlook of the male administrator:

Male managers name insufficient numbsrs of women in the managerial
labor pool, lack of training and/or educstional gualifications,
and individual personality traits as the top three barriers
women managers face. All three of these barriers place the blame
for women's lack of penstration into municipal management not on
the system, but on the womsn herself,
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In contrast, women pame individaoal personality craits, diserimipation
by employers, and scersotyres about women's role ln society as
che top three barriers they perceive. While women assume some
of the blame for the problems they experience, they also poine
to serious barriers within the work place and society In
gensral impeding their integration and upward mability in
municipal management.

Female and male ménagers differ sharply in rating the importancs
of three formidable barrisers to women's advancemsat. Women say
they face difficulty in being taken seriousiy, inm exclusion from
male networks, and in discrimination from smployers. Mals managers
consider these lssues as less important in understanding women's
status in municipal management.

Women managers rank anocher ser of barriers consistencly higher
than their male colleagues. Individusl personality traits,
stersotypas about women's role in society, and prejudice of
public and governmental employees are considered as important
barriers by women managers. Males are less ligely to consider
these issues as Important.

7. Problems of human sexuality In the work place (inciuding sexual harassment, gossip,
and innuendos) place strain on female administrators.

Special Advantages To Being A Female in Municipal Management

8. In telephone interviews, femzle and male managers cite several advantages to belng
& woman in municipal management in 1979:

Both fsmale and male managers agree that male overprocection
operares in professional settings whean men treat women with
kid gloves or shield chem from tough situvations or criticisms.
It is viewed as a3 dubiocus advantage.

Feminime charm is mentioned ss an advancage that cperates to
smooth egos and ruffled tempers in municipal management., It
is & double-edged advantage that easily translates into other
kinds of sexual problems in the work place.

Female managers experiance the temporary advantage of high visibility
that comes with a sexually imbalanced profsssicnal world.

Long-range, cumulative advantages that help women managers are che
changing attitudes affected by the women's rights movementc, =he
legal mandaces for egual employment opportunities, and the federal
administrative guidelines calling for affirmacive accion.

Boch female and male managers perceive women to be more smpathecic
to che needs of their communities, good listeners, and sensitive
to the concerns of their employses.
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PART Vil: BARRIERS AND SUPPORT SYSTEMS FOR FEMALES IM MUNICIPAL GOVERMMENT

In oy own community I have sesn change. I think there [s still s reservation in
Women are moving into more adminiscracive, putting women in top positions. It is
decision-making positions. Inroads are going to taks ancother generstion before
being made. I sse progress. we get out of this situation and see
women 1n montradicional eypes of rolas.
Male Dirsctor of Public Works, Wisconsin Actitudes are very slow in changing.

Female Administrative Assistant, lows

why do so few women work at a managemsnt level In municipal government? Our study
of managers within municipal government led to a series of discoveries about the
obstacles that esither block or temporarlly sideatrack women In being recrulted, hlred,
and promoted, Some of these obstacles are rooted In socletal stereotypes, exclusion
from influential male networks, and age-old sexist attitudes. Still other barriers
are the result of lack of training or education credentlals, and individus! parsonalicy
trajts.

In order to place female and male pearceptions of barriers Into an overall
framework, a series of questions was askad to determine the community receptivity to
woamen In government; how Important female and male managers felt It was to get more
women employed or appeinted In government service; how often they recommended, hired,
or appointed women for government s=mployment or service,

When female and male managers were asked to rank thelr communities' receptivity
to the employment of profassional women In government, women rated thelr communities
lower than men, FlFfty-seven percent of female managers rate thelr communlties'
receptivity to women Tn government as moderate to very low compared with 39 percent
of male managers. There Is a greater tendency for male managers to think thelr
communities are very receptive to the influx of women in government service, with
23 percent describing their town's receptivity as "very high.'" Only 13 percent of

females describe the climate of thelr town with this highest rating.
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When it comes to the overal! importance of employing more women in the public
sector, more than half of the women managers {53%) Feel that this Is a ‘‘very importanc®
issua compared with 30 percent of men. The majority of males (48%) and 31 percent
of females consider this issus 'Ymodarately importanc.'

To some extent, the desire to employ other woman is affected by region and
population. Female managers located along the Paclfic Coast are the most interested
in the importance of employlng more women In government--66 percent view it as a
strong priority compared with a natlonal average of 53 percent. Municipsl manacers
In large cities, regardless of sex, place mora emphasis on employing women than those
managers In less populated communities.

Female elected officlals concur with thalr female administrative peers about
the employment of woman and see It as a more sallent Issue than male managers.
Farty-eight percent of female elected officehalders rate the employment of women as
a high priority, and 40 percent feasl that It Is a moderate priarity. Thalr Judgment
of community receptivity to professional women in government also closely matches
the perceptions of the female managers; they are aqually pessimistic about a woman's
opportunities In municlipal management.

TABLE 7.1: COMMUNITY RECEPTIVITY TO WOMEN IN GOVERNMENT 8Y MUNICIPAL MANAGERS'
RANKING OF IMPORTANCE OF EMPLOYING WOMEN

Community Receptivity Emplayment of Women
Very Moderately Somewhat Not

Important Impartant Impartant Important
F M F M F H F M
E | 5 3 H 9 4 i H
Very High I 21 ! H 2 71 1N 15 20 27
High 27 i 32 4 L %] I 35 18
Moderate 37 27 Tk 24 34 53 20 La
Low 15 8 11 b 1 i6 10 k)
Very Low 7 3 2 1 5 3 i5 (@)
Total (194) (63) | {114} (1o1) (38) (37) (20) (11)
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Table 7,1 summarizes female and male rankings of the level of community
receptivity to women in government by the importance of amploying women In government.
O0f those municipal managers who believe that the employment of woman is 5 very
impartant priority, women are less |lkely than men to rate their communities'
receptivity as high ar very high (413 as compared with 62%). This difference holds
even for those women and men who view the employment of women In government as a
moderately important lssue, Woman are still more pessimistic and men are more
optimiscic in rating community climate. Only 43 percent of woman view thelr
communities' response to women in government as high or very high, while 70 percent
of the men choose these positive ratings.

As the Importance of emplaying women diminishes, a female manager's view of her
community's receptivity rises, aven to the poaint of surpassing the optimlsm of her
male col leagues. OF those women rating employment of women as somewhat Important,
5| percent fesl that community receptivity is very high or high compared with 38
parcent of the men. Of those women rating this issue as unimportant, 55 percent Fzel
the community is very receptive to women In government compared with 45 percent of
the men.

In summary, among women managers an inverse relatfonship =sxists betwean the
priority they place on employing more women in government carsers and how they rank
their community's receptivity to women. For the female municipal manager, the greater
har desire to see more women anter government service, the greater her frustratijon
with her community's progress In this area. The less important this [ssue Secomes
for women, the more |ikely they are to rate thelr communities as receptive to the

employment of women in government.
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Municipal Managers' Activities to Increase the
Number of Women In Government Service

when we assessed the actlvities of female and male managers In their efforts to
elther recommend or employ women in municlipal departments and also to recommend and
appoint women Co serve on boards and commissions, we found that,generally, both sexes
atteamptad to open opportunities for women In municlpal governmsnt. Many managers were
quick to point out that when it comes to recommending women for boards and commissions
or appointing womean to sérve on these boards, their role is limited by political
considerations. Seventy-three parcent of female managers and 71 percent of male
managers sald that appointing women to boards and commissions was not applicable to
their jobs. Even In recommending women for appointments, 29 percent of femsles and
35 percent of males explainad that this function was not one that they normally
handle. In contrast, among elected female respondents, 87 percent report activity
in getting women appointed to boards and commissions (see Part Vi). Elacted women
are less |ikely to engage in activities to employ woman in government, reserving
parsonnal decisions to administrators.

Tables 7.2A and 7.28 summarizes the frequency of these activities for those
female and male managers who are asble to hire or recommend women regularly, elther
for employment or for service on boards or conmissions within municipal government.

TABLE 7.2A: MUNICIPAL MANAGERS' FREQUENCY OF RECOMMENDING WOMEN TO GOVERNMENT
POSITIONS

Recommend Women Appointass  Aecommend Women For Employment
Freguency of Activity ta I%Eds and Commissions in Municipal Government

M F [

3 P 3 3

Regularly bl 61 48 53
Occasionally 36 28 44 40
Infraquently 3 ] 4 5
Mot at all 13 5 4 z
Total (253) (137) (331) (132)

= e e e eSS
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TABLE 7.2B: MUNICIPAL MANAGERS' FREQUENCY OF ACTIVITY OF APPOINTING AND HIRING
WOMEN 7O GOVERNMENT POSITIONS

Appoint Women to Hire Women for

Frequency of Activity !Iuargi and Emis:luns Government 'ﬂlomﬂ nt
2 4 7 T
Regularly 37 51 58 60
Occasionally 5 30 i3 33
Infrequently 8 I8 5 4
Not at all 23 2 5 4
Total (35) {61) (286) {181)

n a regular basis, more men than women recommend, appoint, and/or hirs women
for government positions. Female managers were more likely to recommend women for
employment (48%) than they wers to recommend women 3s appointess to boards and
commissions (§1%3). The reverse [s true for male managers, who were more likely to
recommend women as appoint=es (61%) than thay were to recommend women for employment
opportunities (53%).

When it comes to the issue of hiring women for government employment, female
and male managers are egually likaly, whether regularly or cccasionally, to hire a
woman {sea Table 7.28). Yet men are still more likely o appoint women to boards and
commissions either regularly (51%) or occasionally (30%) than their female calleagues.

Overall, male managers report a greater frequency of recommendations, hiring,
and appaintments of women to government positions. There are several clues that
suggest possibie explanations for this finding. It may be that men are less inhibiced
about appointing women to boards and commission than their Female counterparts.
Some women managers who are in a position to make these recommendations, yet choose to
do so less often than thelr male counterparts, may be hesitant to "go out on & I|imd"

for ancther woman. |f the appolintee or amployee falls, thatr failure could reflect
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on the female manager who made the recommendation. The political/carser risk of
supporting a female job candldate may be too great for a female manager still in the
procass of establishing her own credibllity withln an organization. It may alsa be
that malas have better political connections to the appointive process.

There s also evidence From our telephone Interviews that female clark/treasurer/
registrars operating as CAD/CM's, often place their Ideas and suggestions concerning
personnal and projects Into the heads of male administrators, This occurs when women
managers belleve they are not taken serlously and dellberately choose to Influence
decislons through the powar and status of a male colleague. |IF this |s happening
regularly, then It Is possible that some male recommendations concerning appointments
or employment of women in government are spurred by female suggestions,

Another clue suggested by our data: male managers In our sample have larger
staffs than thelr female counterparts and, thersfore, they also have more opportunities
to employ personnel directly. Fifry-five percent of males manage staffs of more
than 10 pecple compared with 39 percent of females.

Finally, it must be remembered that because of the spllt respansibllities
between the politlical and administrative spheres, It 15 often impossible for Female
and male managers to appolint or employ other women. Table 7.3 summarizes the priority
placed on employing and appainting wamen In government service for Female and male
managers whose [job responsibillitles preclude them from these activities.

Female managers who ars unable to recommend other females for board appointments
or amployment, or to appoint or hire them for government positions, still place
high priority on the Importance of employing and appointing womsn In government.

In fact, across all| four activities excluded from their job responsibilities In
Table 7.3, female managers consistently place higher priority on the smployment and

appolntment of women in government than their male counterparts.
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TABLE 7.3: |IMPORTANCE OF APPOINTING/EMPLOYING WOMEM BY ACTIVITIES EXCLUDED FROM
MUNICIPAL MANAGERS' JOB RESPONSIBILITIES

Appointing/

Employing Women Activities Excluded from Job Responsibilities
Recommanding Recommend |ng Appointing Hiring for

Board Appointments For Employment  For Boards  Govt. Jobs

F M F M F M F N

4 2 z 3 3 9 b :

Very Important 57 2k 48 32 1 3| 55 30
Moderately Important iz 53 36 b1 32 be | 30 52
Somewhat |mportant 5 17 3 23 B 16 7 j2
Mot Important 6 7 12 5 5 6| 7 b
Tatal (102) (72) (33) (22)] (253)  (143)|(83) (33)

Barrlers

Although the majority of female and male managers are active In attempts to
further the employment and appointment of women In government service, they are quick
to Indicate barriers to the employment of women. While Information about barriers
women face in moving up a career ladder In public service is dIfficule to collect,

It Is clear that obstacles do exlst and that they are numerous and varled. Are women
sctively recrulted for municlpal management positions? Do they face barriers at the
hiring stage? What barriers have an impact on women who seek promotions? Are thers
barriers which impede a woman manager's effectiveness an the job? We asked female
and male managers and female elected officeholdars to rate 11 differenc barriers

for their impact an three critical areas of a woman municipal manager's career:
recrui tment/hiring, promotion, and effectiveness.

On the whole, males are less apt to see barrlers as Important to female entry
into the fleld, promotion up & career ladder, or effective performance on the Jab.
Female managers are the most llkely group surveyed to rate barrlers as Important and

to parceive them a5 stumbling blocks across all three situational contexts. Elected
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women tend to closely share the perceptions of their female administrative paers,
rather than to share the outlcok of the male administrators.

Women and men agree that barriers are the most serious at the recruitment/hiring
and the promotional stages for females in municipal management. The top thres barriers
named by male managers are:

- insufficient numbers of women in che managerial labor poocl

« dack of training and/or educaticnal qualifications

individual personality traits
All three of these barriers place the blame for women's lack of penetration in the
managerial ranks not on tha system, but on women thamselves.

in contrast, the top chree barriars named by women managers arae:

« individial personality traits

. discrimination by esployers

+ Stersptypes about women's roles in society
While a barrier related to Individual personality traits may place some of the blame
on women, the combination of this barrier with the other two which were highly ranked
may also point to serious problems within the work place and society in general.
Women managers Ffeel that ssxisam in one form or another impedes their further
integration and upward mobi licy in municipal management.

Among the restraines |imlting upward movement of women on 3 municipal management
carear path, nine of the || issuas listed on the survey questionnaire emerged as
important barriers to women's advancement in the field. The perceptions of female
and male managers usually do not ceincide. Female and male managars do agrae, howaver,
on two barriers: Insufficient craining and/or [nadequate educational quallficacions;
the small numbers of women In the labor pool. Thess two Issues are significant

barriers fFrom the viewpoint of both women and men.
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Female and male managers differ sharply in their ratings of thres other lssues:
discrimination by employers; difficulty in being taken seriously; exclusion from
male networks. Women rate these three issues as highly Important and formidabla
barriers to thelr advancement In the municipal management field. Male managers
conslder these Issues as less Important in understandling women's status.

Three other barriers draw high ratings from female managers while male managers
consistently rate them as less Important. Women consider the problems of stereotyping
about women's roles In society, prejudice by public and governmental employ=es, and
Individual personality traits as critical roadblocks to thelr advancement.

In addition to exploring each of these nine barriers which ware ranked as
important by female and male managers, the issue of human sexuallty In the work
environment will be axplored for its negative impact on a woman's chances to be hirasd
or promoted, or to parform effectively on the job., This sensitive and often overlooked
dilemma of sexual tension between female and male managers in the work place was
examined In the telephone Interviews. Managers stressed the importance of thls Issue
and described it as a serlous barrier that confronts women professionally.

Elected women agree with female managers about the importance ~f exclusion from
male networks, stereotyping about women's roles in society, and the dIfflculties
women face in being taken sericusly, They concur with women and men managers on
the problems of lack of training or educational qualifications and the insufficient
numbers of women in the management labor pool. They are less likely than their femala
administracive peers to sse discrimination by employers and individual persenality
traits as serious problems., Perhaps one explanation |s that often they are the

employers and do not like to think of themselves in discriminatory terms.
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Lack of Training and/or Educational Qualificatians

The paralle!l perceptions of female and male managers about the Importance of
lack of training and/or educational gqualifications, and the Insufficient numbers of
women in the management l|abor pool are striking. As Tables 7.4 and 7.5 indicace,
equal percentages of feamale and male managers believe that these two barriers are
critical stumbling blocks to women in government service at the recruitment, hiring

and promotional levels.

TABLE 7.4: LACK OF TRAINING AND/OR EDUCATIONAL QUALIFTCATIONS

Raring Female Municipal Managers' Career
Recrul tmant/Hiring Premotion Effectiveness
F H E F H E E M E
2 ' 2 L] 3 5 i i x
Somewhat to
Very Important 82 B2 a1 82 a2 17 73 Ba 72
Not Very
Important IB I8 15 18 18 23 7 20 28
Total (316)  (196) (295)|(307)  (1%5) (z77)) (303)  {(154) (275)
F = Female Managers M = Male Managers E = Elected Women

Eighty-two percent of Fenale and male mansgers rate che lack of aducational
background and training as somewhat to very important at entry level and in moving
women up a3 promotional career ladder. Male managers are slightly more |ikely (BOX)
than thelr female countersarts (733) to feel that this barrier Is also critical ro a
woman's sffective performence on the job. Our Findings (In Part 111 of this repart)
document the prasent reality that males have more Formal educational cradentials and
training than thelr female colleagues in municipal management. VYet this finding Is
tempered by the Fact that younger Females entering municlipal management at the

baginrning and middle management levels are beglnning to resemble their male counterparts
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in aducational achievement levels. Additionally, the growing numbers of young women
encering graduate programs of public and business administration around the nation
will provide a larger pool of educaticnally credentialed young professionals in the
future. For example, In 1973, only 10 percent of the 12,600 M.P.A. students were
female according to a survey conducted by the National Assoclation of Schools of
Public Affairs and Administration. In their 1377 survey, NASPAA reported that femsles
represented 22 percent of the 24,836 students identiflied. So the supply of career-
oriented women geared toward the municipal management field is steadlly Increasing.
Yet, today there Is an acute awareness of women's lack of training or education on

the part of both female and male managers, as well as total accord between them about

the Importance of this barrier.

TABLE 7.5: |INSUFFICIENT NUMBERS OF WOMEN IN THE MANAGEMENT LABOR POOL

Rating Female Municipal Mapagers' Career
Recruitment/Hiring Promotion Effectiveness
F M E F M E F M E
H % E 4 S % F ¥ F 4 %
Somewhat to
Very Important Bs 85 90 83 B3 78 69 S8 61
Not Very
Important 15 i5 10 17 17 2z | 31 42 39
Total {308) (137} (301) (298) (193) (282)] (291) (187) (277)

The lack of women available for managerial positions Is closely relatad to the
educational barrier, The consistent percentages (B85% for recrultment/hlring and B3%
for promotional opportunities) among female and male managers Indlcates an awareness
of the present Job market and the difficulties presented when there is a |Imited
number of managerial women to recruit, hire, and promote.

As wamen continue to make bresakthroughs through affirmative action efforts,
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through their own educational achievements, and through their growing confidence on
the job, this barrier should become less and less prohibitive,

In summary, the two lssues that evoke close agreement between female and male
managers are barriers that are changing across time. They are also roadblocks that
women can redress through thelr own efforts. In contrast, the three barriers to be
discussed next not only highlight sharp disagreement between female and male managers,
but also challenge employers and male colleagues to 2liminate discrimination in the
work place and to Include women in the powerful networks that affect decision-making

at the municlpal leval,
Discrimination by Employers

The issue of sex discrimination Is one that permastes managers' comments throughout
the telephone Intcerviews, It is also highlighted on the survey questionnalre when
women conslstently rank tha problem of discrimination by employers s more important
than their male colleagues, regardless of the situational context. Table 7.6 summarizes

the levels of Importance that femals and male managers attach to the issue= of

discrimination by empl -yers.

TABLE 7.6: DISCRIMINATION BY EMPLOYERS

Rating Female Municipal Managers' Career
Recruitment/Hiring Promot ion Effectiveness

F M E F M E F M E
i & 3 3 b 3 1 5 X
Somewhat to
Very Impartant 85 70 79 86 &9 78] 8o 61 63
Mot Very
Important 15 30 21 14 3 22 20 39 37
Total (309) {192) (2a1) | (306) (194) (277)] (300) (195) (278)

Women administrators In our sample describe the frustration of watching younger,
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less experienced men being groomed and given assignments that lead to a city manager's
post while they are left walting in support positions. Because women hawve traditionally
played a second-string role, they are still viewed as assistants while males are

readied for top management jobs.

Male administrators in our sample belleve that a2 woman has -a tougher time in
management because she has to ''averpresent' hearsalf. Another example of a situation
of sexual Inequality is that men can be average while women must be outstanding. A
female assistant to the city manager Iin a southern metropelitan city says, 'On the
whole, women In management have to be smarter than men. There are fewer of them and
they already have paid their dues through graduate school. They have to work harder
and be brighter than their male colleagues to get the Job In the First place.'’

Other studies have documented the barrier of sex discrimination within the
private sector corporate setting. Marion Woeds finds that women executives nead more
than the basic personnel requirements of technical competence and educatianal
credantiais.12 The managerial woman must not only be sharper than her male counterpart,
but she must also demonstrate competence over langer perieds of time, resulting in
long apprenticeships and extended waiting perieds for promotlions.

In the work of Rgsen and Jerdee, subtle forms of sex discrimination were Found
operating within organi:atioﬂs-tj Management showed 3 greater concarn for the career
paths of men rather than women, and managerial skepticism about a woman's abllity

to handle the dual career demands of work and famlly l|ife was found.
Difficulty in Belng Taken Seriously

Sex discrimination and difficulty in being taken serlously go hand=-in-hand,

yet female and male managers differ sharply in how critically they perceive the problem

of lack of credibility to be for 3 woman in municipal management.
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TABLE 7.7: DIFFICULTY IN BEING TAKEN SERIOUSLY

Rating Female Municipal Msnagers' Career
Recruitment/Hiring Promotion Effectiveness
F M E F M E F M E
% [ 4 % . 5 i 4 H
Somewhat to
Very Important 74 L7 71 78 54 72 78 g3 66
Not Very
Important 26 53 29 22 46 28 2 L7 3k
Total (299) (183) (293) | (298)  (191)  (284)] (295) (153) (283)

Seventy=four percent of female managers believe that difficulty in belng taken
seriously hampers their recruitment and hiring chances and 78 percent of females feel
that it hampers their promotional prospects, Only 47 percent of male managers agree
that credibllity is 3 problem in the recrultment/hiring stage and 54 percent of malas
recognize it is an obstacle to promotional opportunity for women.

The credibility dilemma takes many forms. Women say that often their phone calls
or requests for information ar2 not returned or answered. Thelr presence and suggestions
at meetings are Ignored. They are excluded From the decision-making process. Even
when they ars asked for an apinlon, they are Frequently second-guessed by a male. A
female assistant department head From Maryland explained 2 situation she sncountered:
My boss was explalining something to me and he was belng very repetitlous about the
whola thing. | sort of turned around and said, 'Do you see somebody dumb in this
room?' It took him a whiiz to catch on to [t. | understood what he was talking
sbout even befores he sald anything."

In part, the difficultles that women face In belng taken seriously stem From
socletal attltudes which 1imit women From assuming professianal roles. The belief
that a woman's place is in the home, caring for children and husband is obviously ac

cdds with a female municipal manager's career, Some male administrators will readily
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admit, | have a rough time taking 2 woman seriously." When he turns on the TV sat
at night, a man s likaly to See women portrayed as cooks, laundry experts and
advocates for household detergents. It is difficult to grant her professional respect
when she is making policy Instead of serving coffes. Qldar male departmant heads
grew up in another &ra. For them, women manage the housshold, not the city. These
men are accustomed to woman whose roles are to support men's professional activities.
They find it difficult and disconcerting to learn new rules for professional behavior
between the sexes.

Among our ‘hidden managers'' (the clerk/treasurer/registrars), the problems of
credibility and difficulty in being taken sericusly are especially acute. Their job
responsibilicies have grown enormously in recent years, yet their lack of educational
credentials and thelr traditional secretarial backgrounds lead to special problems.
In Florida, several former clerks have assumed village manager positions, and the
image adjustment has not been easy. A male village manager from that state puts Tt
this way: "It was a situatlon whera good old Elalne, who has been the town clerk
for years, is made manager. It affected other managers around here. They all said,
‘Hey, this lady is nice, but she s basically a clerk.'! It diminished our positions.
She hung on for a couple of years, and grasped for what she could get, and it worked,
but it was hard for her."

in other states, other women administrators in our telephone sample experienced
similar problems in establishing their credibility. In Pennsylvanla a woman moved
in and out of township employment twice as a secretary before becoming a township
manager. She believes the reaction was, '"Who does she think she |s, she was Just a
secretary. | wouldn't want her as my township manager.'' In indiana, a former
clerk/treasurer chooses to put her words, ideas, and programs into the mouth of a
male board member who is che finance chairman because, '‘“When he speasks, people listen."

A mala clty administratar from Kansas describes how he gers a lot of good,
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mature, well-thought-out [deas from a Female city clerk and a female deputy clark

because they tell him, "1{ wll] mean more |F you say lE." '"These women were around
a long time befare | was, and they wil] be around after | leave. Yat they bellave
peopla wlll listen more if | say It. This attitude s in their minds. | want them

to push their own ideas and make people listen,"
Exclusion From Informal Male MNetworks

The last barrier about which women and man diffar sharply in thelr percezptions
realate to women's exclusion from informal male networks, Table 7.8 summarizes female
and male rankings of the importance of this barrier to recruitment/hiring, promotion

and affectiveness for wonmen |m municipal management.

TABLE 7.8: EXCLUSION FROM |NFORMAL MALE MNETWORKS

Rating Female Municipal Managers' Career
Recruitment/Hiring Promotion Effectivensss
F H E F " E F M E
£ z E S H 5 H 4 H
Somewhat to
Very Important 75 54 75 74 55 70 67 49 sh
Hot Very
Important 25 L6 25 26 L5 3o i3 51 Lé
Total (310)  (ish) (295)| (307) (133) (279)] (305) (135)  (273)

Approximately three—quarters of female managers consider exclusion From influential
male networks to be a significant barrier in situstions of recruitment/hiring and
promotion. Only slightly more than half of male managers agree with their female
col leagues' assessmant of che problem,

The 'old boys' network, as It is described by managars in our sample, takes many
forms. It exists and operates in towns across the nation, whether they are urban or

rural, large or small. |is nucleus can consist of powerful businassmen in & communitcy
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or town patriarchs who exert considersble influence on community declsion-making.
Sometimes it extends male connections from school and college into the work place.
And it slways cperates informally and usually outside of the 9 a.m. to § p.m. office
day.

A male finance officer in Oregon describes the "'old boys' network this way:
"It is cooperative and informational. It is & valuable resource of getting [deas,
learning what citizens really want, and coming up with the names of people that can

help you."
Woman managers perceive the male network operating on the golf course, through

sports events and activities, at the Elks Club or Kiwanis and at the country club.

A female deputy city manager in Michigan says:

I*il probably never be able to overcome beilng out of this
network because I'll never be considered one of the boys. The
influsnce is asserted in private, informal ways and in perscnal
relationships, I lose the feel for what's really going on at
times, and I realize that somebody's gotten to somebody and T
wouid have known that if I werse in with the guys.

Although exclusion from the old boys network is usually perceived as a barrier,
it can also be the result of avoiding sexuality in the work place. A mzle finance
director from Michigan explains the phenomenon this way:

If decisions are made after work at the bar—and lat's face
it, it does happen--cor out on the golf course, it is hard

for me socially to have a woman in my group. Once you start
doing this, the next thing you know, sspecially in our
community of about 21,000, people wonder, 'Gee, thers must be
more to that than business.' So from the standpoint of social
mores, I have 3 problem. After work I can go out with che
guys and have a drink, but noc with a woman, or my wife would
come down and drag me hom=. Well, it wouldn't be that drasetlc

maybe...but it would be a problem.
Overall, women administrators watch the male network operate and raslize that
they are excluded from ft. One female manager referrad ts 1t as an Intricately
constructed Linker toy building stretching up to the highest electoral offices and

reaching down to the lowest maintenance levels. Apother woman captures the gender
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diffarences that characterize tha neétwork in & sarcastic phrass. She calls it the
“"urinal elub."

Discriminaction by employars, difficulcies in being taken sariously, and exclusion
from male networks are barriars that often merge togather and Fform 2 sat of problems
that women cannot combat alona. Tha fact that male managers perceive as least
important the very barriers that women ratz2 as very important, explains some of the
difficulty In overcoming these barriers. Sensitizing employers and male colleagues
to the disillusionment and frustration that female managers expariunce when they
confront these three barriers Is only part of the solution. The familiar refraln
heard over and over during the course of this study--"'attitudes change slowly''--Implies
that these barriers change incrementally and are likely to confront and trouble
municipal managerial women for some time to come.

The next three issues we shall discuss present some problems that women must
address In their style of menagement as they deal with the |Ingering effects of

feminine stereotyping and prejudice from fellow employees.
Individual Personality Tralts

Table 7.9 indicates that female managers are much more |ikely than their mals
counterparts to consider individual personality traits such as being too aggressive

or not aggressive enough as a critical barrier.

TABLE 7.9: |[INDIVIDUAL PERSOMALITY TRAITS

Raring Female Municipal Managers' Career
Recruitment/Hiring Promotion gffectiveness
F H E F M £ F L] E
3 4 H - 3 £ [ : %
Somewhat to
Very Important 87 72 T a1 76 76 85 73 mn
Mot Very
Important 13 28 29 3 25 24 B 27 25
Total (308) (189) (292) | (307) (150)  (287)](304) (132) (283)
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Very high percentages of females consider this barrier somewhat to very important
across the range of situational contexts: 87 percent for recrujtment/hiring, 91
percent for promotion, and B3 percent for effectiveness on the job. Males consistently
rate this barrier as less important across all three categories: 72 percent for
recrultment/hiring, 76 percent for promotion, and 73 percent for effectiveness on the
job.

Female managers in our telephone interviews explained how personality traits
affected their Job performance. |n Chio, 2 female community development director says
her lack of assertiveness disturbs her. | feel inadeguate if | cannot be forceful
enough to get across one of my ideas and get the men to accept it. | also feel it is
because | am a woman. If | wera a man, they would respect me and sccept my ideas
automatically."

Another female assistant city manager from Florida sajd, '"Part of our problem
we bring on ourselves, because we stil] feel uncomfortable and ambivalent in our role.
We don't know if we want to be women or managers. |f we are amblivalent, the men look
on us the same way.'

5till other fema'=z managers point out that women have to be assertive and
consider themselves to be serious contenders in their managerial roles.

Yet some women find themselves in what Chapman and Luthans refer to as the

W When a female manager tries to be strong and assertive, bent on

"sehavioral bind.
taking a leadership role and moving up a career ladder, she discovers that what works
for a male in management often backfires on a female. Typical female behavior is
often misinterpreted as weak and passive in dealing with male colleagues. Yet when

a female assumes traditlfonzl male behavior, she is perceived as too domineering, too

pushy, too bitchy.
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Problems af Stereotyping

Stereotypes sbout women's roles In society aperate as another cbstacle that
blocks the advancement and hiring of women In government service. Table 7./0 shows
that once again female managers perceive a barrler as more critical to their upward

mobllity than their male counterparts.

TABLE 7.10: STEREOTYPES ABOUT WOMEN'S ROLE IN SOCIETY

Rating _ Female Municipal Managers' Career
Recruitment/Hirlng Promotion Effecciveness
F M E F M E F M E
4 2 3 4 & : % z b4
Somewhat to
Very Important s 71 82 84 &9 79 78 64 70
Hot Very
Important 15 29 18 16 31 21 22 13 30
Total (309) (1s%) (302) |(305) (194) (287) (303) (195)  (279)
— E—

Women see sex sterpotyping =s 3 serious restraint to their recruitment and hiring
(85%) and to their promotion In the fizld (B4Z). Fewer males see stereotyping as an
Important barrler to antry level positions for women, (71%) or see It as & barrier
to women's promotional opportunities (69%).

Women managers frequently rafer to the 'secretary syndrome'' where they are
repeatedly mistaken for clerical aldes. One female assistant clty manager recalls
golng to professional conventions with her male city manager and being mistakenly
introduced as his wife.

There |$ another less blatant but equslly Important effect that stems from the
barrler of stereotyping=-that of paternalistic sheltering of female employees. This
more subtle form of stereotyping s expressed In many ways. It is manilfested in the

hesitancy to critize a woman subordinate, or to give her negative feadback which is=
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important for Improving her performance an the management team. It arlses in the
reluctancs to glve women distasteful Jobs in the organization--Ffor sxampie, the Job
of firing people or hearing =mploye= appeals. Men who are socialized to protect
women avoid communicating hard facts about the organization, and shelter women from

participating in activities Involving trade-offs and informal bargalning.
Prejudice of Fellow Employees

The final Issue that women believe affects them In the work place is prejudice
of public and governmental =mployees. Table 7.!1 summarizes the differences In the
perceptions of female and male managers regarding how this barrler affects women In

three different clrcumstances.

TABLE 7.11: PREJUDICE OF PUBLIC AND GOVERNMENTAL EMPLOYEES

Rating Female Municipal Manaqers' Career
Recrultment/Hiring Promotion Effectiveness
F H E F M E F H E
3 3 3 - 1 - 4 4 . -
Somewhat to
Very Important 78 1 72 77 58 70 73 52 A0
Not Very
Impertant 22 39 28 23 42 30 27 48 ko
Total (294) (183) (302) | (291) (190) (281)] (288) (132) (280)

Sevenity-eight percent of women belleve that prejudice Is 8 critical Factor in
the recrulement/hiring stage, with &1 percent of men agreeing. Female managers continue
to rate this barrier highly In the two remaining clrcumstances of promotion (77%) and
affectiveness (743), while only slightly more than half of their male colleagues concur

with chat assessment.

Prejudlce takes many forms, It [s the reluctance of both women and men ta work
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under a woman manager. It Is the aversian to glving women the powsr or clout that
sccompanies thelr titles. It Is the withhalding of information or help that a female
needs to do her job just because she Is a woman, and |t [s the use of a female
manager as a scapegoat for the errors of octhers In the arganization.

A female clerk/treasurer from Connectlicut describes the situation she faced when
she assumed her management pasition. '| Felt a great deal of animosity toward me by
the people who were already working fFor the city. | felt as though | had to prove to
them that | could do the Job. Subsequently, clity employees have admitted to me that
they felt a great deal of apprehension In working with me because | am a woman,'' she
explained. The distrust of her decisions and general feelings of animosity gradually
subsided as city smployses watchad her handle policy problems and make decisions
which proved her credibility, Yet she feels she would not have faced this problem had
she been a male assuming the same job.

The '"behavioral bind" that female managérs experlence |f they are too assertive/
not assertive enough makes the barrier of Individual personality traits an issue chat
women cannot address completely on their own. Male reaction to the ‘domineering'
woman manager is in part the result of feminine stereotyping that places women in
suppaortive, passive roles, nurturing and helping men. The barriers of stereotyping
and prejudice of public and governmental employees require a mental readjustment that
redefines women's societal roles to encompass a broad range of leadership and
managerial jobs. Only when men and women no longer define a woman's role as passive
and secondary wil] these last three barriers be recaorded in history books as archalc

discriminatory practicas that once restricted cpportunities for women.

Problems in Human Sexuality in the Work Environment

Careers in government often place smployees in @ community goldfish bowl where

their actions aznd declsions ars open to publ ic judoment. As more and more women enter
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the public arena In managerial positions, the issue of sexuality in the work place
posas increasingly difficult problems. In telephone interviews with managers, we
posed gquestions about human sexuality In the work environment and we wars barraged
with reactions from bath female and male administrators. Their reactions lead us to
pel leve that the issue Is real, recurrent, and important.

Overwhelmingly, female and male managers mention the tensions assocliated with
professionally related social 1ife and travel as troublesome problems they confront
in their daily work environment. Often [t Is less the reallty of sexual i(nvolvement
between & female and male colleague, and more the fear of gossip, Innuendo, and what
others will think If they have lunch or dinner, or have to travel out of town on
business with a colleague of the opposite sex.

The issue of sexual advances and overtures between professional women and men
somat Imes arises., When It does, femalz and male managers seem to abide by a general
rule-=-don't get Invalved. '"For 3 woman on the way up, It is the quickest way down,'
warns a female assistant to a clty manager In Alabama, "Involvemeant [s taboo,' she
says. The same rule is generally appllied to genulne attractions between female and
male colleaguss. Few managers mentionad the issue of being romantically attracted
to o colleague of the opposite sex and, of those who did, no manager was willing to
act on her/his attraction. "It Is better to suppress the fesling than get Involved
in a situation that could become messy when one partner bacomes uninterested. It is
Just not worth the price. There [s an unwritten rule here, that dating and mixing
in that way is Frowned upon,' explains a young, single, female administrative

assistant from Virginla.
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In contrast to the concise warnings surroundling the Issues of sexual advances
and attractions, most managers had much to say on the issue of tensions sffecting
work situwations and career cpportunities:

If I say to the mayor, "Let's go and have lunch,' and the
mayor is a man, then you know {mmedistely there is going
to be someone im the community or in the county who 1= going
to say she is sleeping with Mim, Sex is an issue, and it
is a very real Issue. And LIf anybody tells you it is not.
they are crazy. J1 have almost decided that that may turn
put In the long run to be an advantage because pou are going
to force a diffsrent kind of commupication on problems that
really—magbe—=don'tc belong at che local bar or the Lions
club.

Female Assistcant to a Missouri City Manager

Until recently, the city management profession has been a predominantly male
field. Male unfamiliarity In working with female managers as equals leads to some
troublesome sexual problems. Historically, men have been accustomed to dealing with
women as mothers, wives, and girlfriends. The entertainment industry has portrayed
women a5 sexy actresses, pin—up poster models, and bathing beauties. Dealing with
women as equals, colleagues, supervisors, and managers is disconcerting when one's
main experiences with women are (n domestic situations. It Is hard to work with
women dressed in business suits and acting like professional colleagues when one s
used to viewing women as sex objects.

A period of transition is evident. It is a transition In which many old attltudes
and bel lefs co~exist with newer behaviors urging social equality and colleglial
cooperation. As one male finance director In Michigan put 1t, "It Is a real problem.
If averyone accepted the fsct that women and men can work together without anything
happening, then | wouldn't have a problem. But we still have not said that is
alright and everything is sboveboard. |t doesn't work that way and the entertalnment

industry, aspecially the movies, keeps polnting out what happens.'

At a management level , business lunches and dlnners are commonplace avents, A
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female city manager From Florida pointed out that in these times business discussions
take place over lunch or dinner because it Is a let more satisfactory than In an
office where there are constant ringing phones and interrupctions. Sometimes there Is
a hesitancy to Include a female (n an all male group or with & single mals because of
fear of gossip and innuendo:

I think it is too bad because we lose 3 chance to communicate,
and the more parsonally scguainted we are and the more informal
the conversaction can be, the more valuable the content. We
just don't have enough time when we sic down here at board
meatings and try to relate everything chat should be relaced.
And there is the added hesitancy to tell the public all of ’
the angles. If I met these people more often, I cthink it would
benefit tham too because they would know more abouc the inside
workings of the cowm.

Female Town Manager in Indiana

This hesitancy to share working lunches and dinners exists for both females and
males and, at times, it has even affected job interviews. Several women administrators
describe Job interviews for positions in which thelr predecessors were men who
frequently went to lunch with council members. This activity was perceived as a
valuable part of the job. Councilmen acting as interviewers for female managerial
applicants recognized this important communication link and wanted to preserve It,
but at the same time were concernsd that being seen often in public with the same
woman could be bad for their reputation.

Fear that the town will talk is a real barrier to continuous communications both
insida and outside the work environment. Strategles for dealing with it range from
ignoring the sictuation totally to aveiding dinners and sometimes even lunches with
married members of the opposite sax:

Thers was period when I bad to meet the same man for lunch or
dinner working on a special project. [ know there was talk.
Let chem comment all they wanc. This is a small cown, and
in smsl] towns the number of placres whare you can go with
someone is limiced. As a result, ygou are s==en in the same
place repeatedly. That is something you have to just live
with and ignore.

Female Clty Clerk/Treasurar from Connecticut
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At the other extreme, a femals community development director in Ohio tried
to establish communications with 3 newly elected mayor in her town. She experienced
a series of rebuffs from him before Finding herself In 2 group of city empioyess at
an informal meeting in a local bar after a town meeting. Finally, there were only
twa people left--herself and the mayor. Sha thought, "This is great. It will give
me a chance to go over some items on my agenda and inform him of my projects
one-on=gne.'" Much to her chagrin, he leaped up from the table, downing his drink
inone final gulp, and made his fast goodbyes before she had so much as a chance to
phrase one question. ''I think he felt very uncomfortable with me becsuse | am &
waman, ' she said.

Some women draw a fine line concerning meetings outside the office. A female
county administrator in Florida decided that she would accept luncheon meetings
because she could handle gossip about her behavior in broad daylight. But dinner or
a drink with a2 male colleague under any circumstances were ruled out because "who
needs rumars, especlally a woman?"

Other female administrators echoed her view with the questien, '"Why fan the
fiames of public gossip?' Unspoken rules develop. For example: | don't go out with
a male alone. | will attend a luncheon meeting with other people present. |If the
man 1s married, & drink and anything that could look the lzast bit socfal is out of
the guestion.

The smaller the town, the less likely it will be that a female and male col league
will go to dinner to discuss business. "It just isn't done,'" explains a male town
manager from Maipe. 'There is very little going out to eat unless jt is with your
spouse or friends for an evening. Everyone brown-bags it around here. | would find
an excuse to go out to eat alone or else find a way to conduct business in the office
rather than go against local custom.'

The more metropol itan the community, or when a husband and wife are both working
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professionals in the community, the situation seams to change. A female administrative
assistant to an lowa clty manager explalns, 'My husband is a director of community
devalopment, | often bump into him at a business lunch at the same restaurant, and

we are both with different people. It doesn't bother him and it dossn't bother me.
Everyone In town knows us as professionals. It |s & matural part of our job."

A male village manager from Florida expresses the same opinion. 'My wifa and
| are both professionals and | don't think any more of her going out with somecne for
lunch than | would of myself. And | don't worry about what my employees think either.
Yet, | know of a colleague who will not have Tunch with a female peer unless a
‘chaperone' is along. | think it is an individual decision."

Anather problem of sexuality that surfaced during our telephone interviews is the
issue of resentments or anxieties from a colleague's spouse concerning ocut-of-town
trips and waorkshops,

I travel a lot. It is part of my job. I know £ get the cold
ahoulder from my boss's wife and there is talk. I ignore it.
What else can I do? When I attend a workshop in Washington
or Chicago, I have to sleep overnight.

Female Economic Development Coordinator from Chio

Several women managers choose to deal with this problem outright. A Michigan
deputy city manager del iberately made friends with the city manager's wife to defuse
any threats or questions she may have had regarding their professional relationship.
Although this strategy often works, questions and perceptions of ''what might happen'
remain as stumbling blocks to professional development.

A male city clerk from Arizona says that he avoids traveling with a woman colleague
because his wife would be "susplcious." ''She doesn't even like all these night
meetings,' he explains.

A dlrector of public works in Wisconsin related a conversation he had with a

salesman for the civty. The first comment the salesman made was that everybody knows
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why business peoplea go to workshops, seminars and conventlons--the food, the drinks,
and the wild women, ‘''Mow we know that isn't ths case, but pecople have this in chair
minds. Why 2lse ara these mestings always held In big cities? | can see whare in

a small community |ike ours, if you go out of state or even oul of county too often,
pecple start to talk."

Even when the situation is beyond reproach, individuals still opt out of overnight
trips for personal reasons. Traditionally, township managers in Pennsylvania had a
weekend retreat where they spent concentrated time comparing notes and brainstorming.
The setting was a remote wn;ntaln cabin in the woods. A femals township manager in
ber 60's declined the invitation to Join her male colleagues on their management
retreat, not because she didn't trust them but because she did not want her husband
to be subjected to any kidding that might result from her participation. ‘''Goodness
knows, they are all younger than | am,'" she said, "but my husband didn't feel
comfortable about my going."

Perhaps the most maddening type of sexual discrimination cited by our telephone
interviewaes involved situations in which ether pecple believe a woman professional
got her job not because of her credentials or ability, but because of a sexual
relationship with a male superior. A female department head from California says,
"When | first came into what you would call mid-management, the talk arcund the office
was that | got the job because | had a housekeepingarrangement with my boss. | was
stunned.’

Sexual harrassment and hate campaigns are not unheard of. |In one case, a woman
who rebuffed the advances of a male superior found herself targeted for sabotage of
her programs and was undercut with her staff and the subcontractors with whom she

worked., Her lesson from cthe incident was that she should have known how to turm

away more gently. ''You have to learn to be cool about everything and say, 'Gosh
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that's an attractive offer, but |'m not really into that right now.' You have to
Be tactful so that you don't hurt anybody's Fe=|ings."

In another instance, after a devastating campaign of jnnuendo and gossip, a3
woman administrator picked up her career and left the town seeking other employment,
'"You have te lsarn to cope with these things. You have to know what to say and what
not to say-—and when to give up."

One strategy has been ldentifled by women managers as the 'neuter stage."

Women dress in gray, navy, or brown, wearing little or no makeup, and choosing
business|ike short halrstyles.

But other women Insist that desplite the problems they encounter, they must Fight
to be themselves and retain their own identitles,

I won't do chat angmore. I'm always businessliilke in myg
demeanor and in my dress, but I won't aveid silk blouses
anymore. We can't be asexual, It is & cop-out. It is
denying something that we are going to have to take the risk
for and cthe credit for and learn to deal wich in che snd--
being a woman manager. We really don't have the time to
waste tzlent anymore. Thers 1s toeo little talenc fleoacing
around. We can’t waste it simply because somsons (s ths
wrong color or sex.

Female Department Head of a Texas City

Given these formidable barriers ranging from discrimination to problems of human
sexual ity in the work envlronment, what strategies have women evalved for overcoming
them and moving forward to build credibility and |eadership stature? Here ars some
suggestions from women administrators in our sample: Persevara anddon't give up.
Stand wp and be counted even though the male administrators may not want to count you.
Don't be pushed intc a management back seat. Control information and use |t as a
lever to Influence policymaking. |f you do your job weil encugh, they will have to

coma to you for Information. Be assertive and strong in the beginning even though

that may be difficult In a new managerial rola. |If you're weak at the cutset, people
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compared with only six percent of males. Civic associations [ncluded groups such as
PTA, League of Women Voters, Chamber of Commerce, United Way, and historlical and
preservation socleties. Tradltionally, women have joined as volunteers in civic
organizations within thelr conmunlities,

Male managers are more |l kely to report membership in political action groups,
whila 37 parcent of female managers say they do not belong to any groups In this
catsgory. Yet, close to half of the males (45%) report at le=ast one political, social
action group membership and more than one-third (35%) report two to three such
memberships,

The greater frequency wlth which male managers join professionzl and palitiecal,
social action groups and organizations may help explain the strength of male networking
that extends across organizations. Participation in organizations and groups often
goes hand in hand with policical activity. Developling public speaking and leadership
skills in addition to bul \ding contacts and a grass roots community base are [mpartant
spin-off banefits to orgenization membership. It Ts also possible that because males
hald more city management positions overall, they Join groups and organizations as a
consequence of thalr municipal management positlon. Maintaining llaison and exchanging
information with clivic leaders may be viewed as critical to a management job.

When we asked municipal maragers what kinds of professional organizations they
belonged to, International/national organizations ranked first, followed by state,
regional, and local groups. Fourteen percent of female managers report memberships
in professional women's groups among thelr professional organizations. More than
double the number of male managers report joining ICMA (553 as compared with 264 of
femala managers). Almost equal percentages of female (12%) and male (14%) managers
115t ASPA under International/national organizational memberships. Other national
organizations listed are Job specific such as the Municipal Finance Officers Association

and the American Soclety for Planning Officials.
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Within professional organizations, females are just as likely as males to hold
leadership positions, Of those women who report holding or having held office, 70
percent raport one to two offices and Z| percent report three to four offices compared
with 75 percent of men who hold or have held one to two offices and 18 percent of men
reparting three to four offices. Among the offices listed, women have held the Ffull
ranga of leadership posicions from president down to secretary. Femsles are less
ITkely to hald top leadership posicions when compared with males. Thirty-two percent
of females reporting offices clte presidencies as compared with 47 percent of males.
Woman are slightly more 1ikely than men to chair a committee within a professional
organization (20% as compared with 14% of men).

TABLE 7.13: NUMBER OF PROFESSIONAL ORGANIZATION MEETINGS ATTENDED WITHIN PAST FIVE
YEARS BY TYPE OF MEETING

# of Professional Organization Mestinags
Attended Within Past Flve Years

F ] F M F M

3 3 % t 9 1

Zera 34 iz 22 21 12 5
l o9 62 64 | 49 57 6h 63
10 to 19 3 1 10 7 13 20
20 to 29 (1) (13 10 3 h b
30 o 39 (o) (o)| (5) (2) & 5
ho ro 43 (o) (o) (3) (2) (0) (1
50 & Dver (0) (o) 5 3 3 3
Total (181)  (r31)) (208) (126) | (255) (170)

As Table 7.13 summarizes, there is very little difference between women and men
in the number of professional organization meetings they report attending In the last
five years. OF the three types of mestings, state meetings rank highest In attendance,

followed by regional and national meatings. The majority of municlipal managers have
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attended one to nine of sach type of meating within tha last five years, with the
number of meetings attanded during this period ranging up to a high of Fifty and
over. Overall, the majority of both female and male municipal mansgers join
professional organizations, and the majority of them report high attendance at state,
regional, and national professional organizatlion meatings.

female respondents were asked if a women's caucus cperated within any of the
organizations In which theay hald/hold membership and IFf one existed to indlcate
whether they wera/are a caucus member. OFf 54 female municipal managers who reported
a women's caucus existing within an organization they held membership in, 46 pearcent
reported that they jolnad the women's caucus while 5S4 percent sald they did not.

In summary, It appears that women in municipal management actively Join
professional organizations, hold leadership roles, and attend meetings almost as
frequantly as men do. In addition, women are forging links through professional
women's groups and organizations, and & small percentage of them have become active
in women's caucuses within professional organizations. Yet, male managers, averall,
tend to hold higher numbers of membership in professional groups and in politically
oriented secial action erganizations. Perhaps this tendency for males to hold
multipla memberships explains the informal male networks that are described by both
femsle and male managers. As managerial women increase in number, It could be
expectad that they will join more professional organizations thus strengthening
their informational and professional base.

As Part V| of this report summar|zed, one-third of elected women respondents
said that a "new girls network'' was operating in their towns. Often the beginnings
of these networks lie in the League of Women Voters and In other civic organizatians,
or in the informal exchanges that take place between civic minded women in their

professional and/or volunteer capacities, Professional organizations formed the
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base of networking opportunities for 43 percent of alected women. Professienal
prganizatieons alsc appear to form the beginnings of a network base among female municipal

MANSgers.

Spacial Advantages to Being A Female Municipal Manager

While both female and male administrators in our telephone interviews cited more
dlsadvantages than advantages to being a woman in city management in 1979, some benefits
were named. These include dubicus advantages for which women often pay & price=--for
example, male overprotection and sexual charm. Other advantages mentioned may be
temporary occurrances--for example, the high visibility femala managers have in a
saxually imbalanced professional world. Long-range advantages furthered by the women's
rights movement and governmental mandates for afflirmative action and equal employmant
opportunities have paved the way for new opportunictiss for career women. And perhaps
the most important advantage named often by female and male managers is the perception
that women are good |isteners, sensitive to the needs of their community. This
positive attribute often raises an important question about whsther women will bring
new approaches to problem solving in the work places they enter as influential

professional managers.

Ironically, the most Frequently mentioned advantagas for a female manager Is that
men have a tendency to show women more conslideration for their feslings than they
would for another male. The "advantage'' arises from parsistent stersotyping of women.
A male Finance diractor from Michigan explalas, ''lt Is easier for me to go ro another
department head [f he is 2 male and say, 'Hey, you're out of line.' It is rtougher
for me to do that with a2 female. |'m trylng not to do that because | would rather be

the same with everybody If | possibly can, but It happens. You know, we ara taught
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that men are stronger and women are the weaker sex. It |s hard to overcome.'' The
consequencas of this "“advantage' may be more detrimental than benaficial insofar as
pverprotectlon alsa thwarts profassionzl growth.

Ancther male township manager in Maine echoes those thoughts. 'There is a great
hesitancy around here to critlclize s woman. They revers the femals status. They will
take 3 potshot at a male manager anytime, not the female."

Indeed, women admipistrators perceive men treating them protectively, with kid
gloves. A female city administrator from Ohlo says she s treated a little mora
gingerly than a mala would ba in her position. '"Men won't starm into my office and
cuss me out the way they do other male directors around here."

Another femals township manager in Pennsylvanla says that when complainers drop
Inta her office they usually preface thelr remarks with, "If you weren't @ woman... ."

"You can go Into the Field and indicate to contractors and developsrs your
Interpretations of the ardinances and laws that you have careful |y researched., Many
times you can challerge and stop a project and do what 1s necessary to have the
contractor comply with the laws, and not get hit with a shovel In the process. |f
you were a man, you would probably get socked.'" 3o states a female flinance director
in Kentucky.

The other dubious advantage that operates somet|imes for, and other times against,
female managers is feminine charm. It is an sge-old stary, one which many women
would like to change. Nonetheless, st the present time, traditional womanly wilas
still oparate In mized sex a2nvironments--some women know |t and use |t. As one
sssistant to a county manager In Wirginia puts it, "It Is the way a woman can smile.
| think most men will find an attractive smile most disarming."

Woman adminlstrators admit to uwsing Flattery, charm, and their femininity In the

wark environment when it will be perceived as & plus for them. "|t works, so | use
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it as a tactic when | think it will be helpful and it won't hurt me," says s young
female administrative assistant from Ohio.

A frequently mentioned advantage resulting from the |imited numbars of woman
managers in top positions sround the nation is the high visibilicy factor. A female
nenefits as the lone woman in an all male management group. When she walks into the
room, there is immediate recognition. 'The young men in their blue pinstriped suits
are gojng to have to fight for that recognition. They have to speak up and say
something intellfgent. You Just hawve to sit there and look intelligent. |If you do
nathing and you're low-key, you're probably ahead," states a Female staff director
of a metropolitan southern city.

A true advantage recognized by female and male managers is a woman's perceived
ability to smooth ruffled tempers, to be empathetic to expressed concerns and to make
people fesl better by allowing them to wvent their frustrations. Women administratoers

feel they are patient and ''good )isteners.' Ewven though they cannot salve every
staff problem passing through their office doors, they can be sounding boards to
release frustrations. Sometimes this Is an advantage, furthering effective job
performance. A female finance director from North Carollina puts it this way, '"Cur
psychology is a little different. | think sometimes we can effectuate & salution to
problems by just simply having this feminine approach. Sometimes men are impatient
and blunt and would be as successful as guickly or as smoothly.' This advantage was
mentioned in Parc ¥ in our discussicn of diffarences in managerial styles between
women and men, and it continually arises as a positive attribute that women are
beljaved to have.

The cumulative effects of governmental affirmative action guidelines and the
changing national consciousness resulting from the women's rights movement of the
past decade have made the best women managers highly sought afrer amployees. A mzie
city manager from Ohioc sums up the advantage developing from social change when he

says, ''"Everybaody is looking for a good woman administrator now. Because of affirmative

action plans, we are looking for talanted women for management positions.'
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EPILOGUE

Perceptions of Change

There used to be & joke in the early saventies dealing with the professional
woman in local government. |In a cartoon illustration of different types of managers,
a caption reads "Typical Woman Manager.'" The illustration is blank. At that time,
it was not far from the truth. In 1973, ICMA Tdentified only 15 women listed as

chief administrative officer positions in its Municipal Year Book. By 1975, ICHA

could point to 37 women serving around the nation in the CAQ capacity. And by 1979,
the number of women serving in responsible positions as administrative heads of
cities ropse to 177.

Overall, women workers have made substantial progress during the last several
years in their efforts to penetrate managerial positions. Several Factors have
contributed to the changes in lifestyle for American women. They include longer |ife
expectancy; greater educational attainment; Increased participation in the laber force.
A substantcial increase In the proportion of women In the )labor force has occurred in
the last several decades. In 1974, there were approximately 36 million women working.
By 1980, this figure is expected to reach 39 million and by 1985, 42 miliiun.a
Current predictions from the U. 5. Department of Labor indicate that aight out of 10
women will work for at least 25 years. As women join the managerial and administrative
ranks, they will become less and less a rarity.

A considerable part of this progress js attributed to two important pieces of
lagislation at the federal lavel that paved the way for Increased employment
opportunities for women and encouraged equitable salaries--the Equal Pay Act of 1965;
Ticle VIl of the Civil Rights Act of 1964 which prohibits discrimination in =mployment

on the basis of sex, Title Y|l was a clear statement of a national policy favaring
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sgual employment epportunity. The magnitude of the effort It would take to completely
egual ize access to jobs and to fully open opportunities to women and minorities has
vet to be raallzed.

The legal mandates of Title VIl and the Equal Pay Act set the scene for what
would be called affirmactive action, a numerically basad remedy with timetables and
goals that would be tied in with the Tdea of contract compliance. Affirmative actlion
has come to mean an evalustion of patterns of employment of women and minorities,
Identlfying obstacies to thelr hirlng, and setting goals and timetables to address
the barriers to thelir employment. |f contractors fall to follow these steps wlth
the federal government, they can lose thelr contract. |F the contractor Is 3 state
or local government, it will not be eligible for federal grants until its affirmative
actlon plan Is approved.

Proponents of affirmative actlon recognize that termination of overt practices
of discrimination cannmt end overnight and that change wlill not occur unless nagatlive
sanctlons are attached to noncompliance.

In most municipalities afFirmative actlon programs have been in 2ffect For less
than a decade. |n our teleghone interviews with muplcipal managers, respondents were
asked if they observed change taking place In their own communities sither in the
numbers of women who they see getting administrative Jobs, or in the amount of
influence or power thosé women wield compared with the past. |In addition, we asked
if the faderal government's affirmative action policiezs had any impact In their towns
in 21ther changing the hiring practices, changling attitudes, or altering the climate
surrounding promotional cpportunities.

Despite the barriars ldentified by both female and male administrators, (see
Part VIl of this report), respondents Interviewed in our telephone survey remain

generally optimistic about the prospects for change in employment and promotional
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apportunities for womsn in the urban management field. MNinety-one percent of the
mgles sald they recognized change occurring in elther the number of women hired For
administrative positions or the power thoss women have relative to the recent past.
Only nine percent of the males Interviewed by phone reported no change occurring.
Female telephone Interviewses wara sllightly Tess optimistic about change, but mors

than three-fourths did perca=ive change. Another 216§ percent reported a static situation
In thelr town: regarding women In administracion.

Whan asked to evaluatz the Impact of the federal government's affirmative actlon
policies on changse In the smploymnt or promotion ﬂf'mn. both females and males
interviewed were l=s55 optimistic. Forty-seven percent of the males reported that
affirmative acetion guidelines mandated by the Federal government had aschieved a
positive impact in their towns as compared with 53 percant who saw no impact, OF the
females telephonad, 52 parcent perceaived a positive impact from affirmative actien
guldel ines at the local level, and 48 percent perceived no lmpact.

Overwhelmingly, the female and male telephone intarviewses who clte the federal
government's affirmative action pollcies as having impact In changing the employment
prospects for women In management attribute the strength of affirmative action to
the threat of lasing federal funding and federal contracts If noncompliance is
discoverad. A management assie<tant from Arizona put It directly: "It is definitely
not the nagglng conscisance that, yes, we have to right the wrong and glve women the
chance. |Instead, It Is the sladgehammer=<|f we don't seem to comply, at least on
paper, we won't get our federal dollars."

A female asslistant to a clty manager In Florida clites an affort to rework
personnel rules and regulations to include Improvement of an evaluation system and
a hard look at retirement practices. ''| don't think this city would have done that

if they had not been asked to by the federal government,! she says.
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in another part of the natlon, a male director of finance in Michigan explains
how he sees change operating through an sffirmative action plan.

I see us hapdling 2 lor of things differentiy today than we 4id
five years ago with the ladies that work for the city, such as
being concerned about thelr richts in terms of their special
groblems, Affirmative action impacts us because we have co

be guper careful & msxe sure we g2t the fadersl grants, We
are very careful that we have minoricy peopls, women in cercain
places. Parscnaily, that s why I think this girl was hired
ta . be director of community developsent. She (3 famale and shs
iz black.

On the other hand, the reassons citad for affirmative action plans and timetables
having a weak Impact Include: a no-growth budger; fairly shallow staff in small
towns; the national economic pleturs; asnerational attitudes of some Females and
males toward woman working. Among respondants who r2act negatively to sffirmative
actlon plans, some reason that, '"You can't leglislate equality." A male vlllage
manager in Florida explains:

Some pilans 2ic on 4 shelf and collect dustc. They are paper
documents thac are dusted off and paraded befors the governmsns
at grant time to reap in federnl dollars. It iz comnmitment
chat really counts, and I am commicted to seeing sore women
gain leadership managemsnt positions in my town.

While change is noted, time Is considered an Important varlable In tracking women's l
prograss in public employment. ''For the top positions paying top dollars, womsn have
not bean in the profession lang enough to compete equally with men, In other words,
when we advertise for a position such as department head, we don't get any applications
from women, and | think It is just a matter of time and not a guestion of women
aren't qualifisd to do the work. | would fully expect women to compets quite well,"
explains 3 male administrazive ajde From Virginia. It «ill take mor=s time Ffor many
more w~omen to acquira appropriate educationzl credentials and professicnal experiance

for the top |obs in urban management.

Telephone respondents also mention szeing change in a variety of responsible
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positions ranging from the elected political sphere to private industry. A female
assistanc city manager from Alabama noted that three women currently sarve on her
city counci!l, a racord number. Not only do thess alsctad councilwomen hold the
seats, but they a&lso exercise conslderable lesdership and masagerial skills. A
female finance dlrector From Kentucky notes sa2eing women become increasingly active
In elty government to the point of 'leading the charge" for reform on seversl key
Issues. "And | would conslder my clty conservative,' she adds. Watching women
3cross the country run and win elected office provides additicnal eyidence that woman
can and do become leaders who are able to exert Influence and shape policy dirsctives.

Both female and male administrators observe more and more barriers falling
today, especially those which traditionally slotted jobs '‘for men only' or “for women
gnly." As more women perform untraditional jobs In the private sector, thelr presence
becomes l=ss "odd."

The changes observed In the publlic sector and In the elected arena are also
evident Ia the private sector. 'One of the things | have notlced In the business
section of our newspaper s that more and mores women are achleving a higher place In
banking, Insurance, and corporate [Ife., It Is not unusual For us to pick up the news
and see an announcesent that & woman has been promoted to vice president of a bank or
vica presidant of s compsny. Before, you never saw a femala face appear In the
promot ion section of the business page,' describes 3 female town clerk from Indiana.

Mynicipal managers zl<0 note that Increasingly they sse womsn named to Important
boards and commissions that are guasi-governmental, which halps to bul |d the Image of
women as governmental feaders.

Finally, one overlooked and positive pathway to changs s through the attltudes
and efforts of individuals. In an ara when blg government and multi-mational

corporations have awed and often overwhelmed the power of the Individual In society,
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it was a rafreshing surprise to hear how change occurred through one person's spacial
effort to make it happen. For example, a female department head in Texas explains,
‘'Change occurs hera because our manager beljeves it s important. He is taking those
steps personally te see that it happans and he [s making |t clear to the assistant
managers who work far him that that sort of thing is expected and that everybody Is
glven a chapcea.'

A male city mapager in Ohlo states, “'Yes, change occurs because of me probably
mare than anything alse. | think that it is just going to take time for us men to
become aware of the fact that we are passing up a hell of a reserve of people. We
don't have to look too far, the talent is there."

Another male city administrator from @ small Kansas town fesls that his town |s
so small that It could get by without appointing women and no one would be the wiser.
However, change does occur, ''mostly due to the mayor and myself. My wife and his wife
are the local |lbbers here. They put pressure on us and, between him and me, we have
gotten women appointed to boards and commissions and Into administrative |obs,' he said.

In other cases, the women administrators themselves Initlate action or make a
commi tment to change. Some of our interviewees have gone on local television, helped
put together commissions on the status of women, have written the town's first
affirmative action ardinance, testified bafore personnal committees, protested
nose-ta-nose whan they found diserimination prasent in the clity manager's office,
reguired strict adhersnce to affirmative accion cimecables for minorities, hired
para-professional women, pushed thelr secrataries into adminiscrative and professional
caraer psths, supported subordinates who flle EEQ complaints, and served as role modals
themselves. A female assistant housing coordinator explains:

Just @y prasence s somsthing new to the male sdministrators.
The fact that, when I open my mouth, I have things planned and
orpanizad. Not svery woman puts her Ffoet in ber mouth. 1T know

what ['m talkxing about =and they take norte of it, and T see their
getitudes changing.
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In summary, changs gccurs because of thres factors. The first is a general
socistal trend toward longer |ife expectancy, higher educational attainmant, and the
contjnuing integration of women into the work force. The second Factor is the clout
of federal legal mandates that, taken tagether form 2 national policy of equal
employment opportunity. And finally, there are the individual efforts which extend

new opportunities to women.

Throughout this study we have interv|ewed and surveyed women In executive
municipal roles. These roles call for rational decision-making and the exercise of
power and authority. These female managers must not only do the job but they must
also adjust to the effects of their work performance on organizational relationships
around them.

A transitional period of evolving values and new professional relationships for
women and men has generated |ts own set of challenges. Women get tired of explaining
offensive and discriminatory treatment to men. Yet, it is critical that women
understand the confusion and frustration of their male ¢olleagues whose comfartable
patterns aof behavior are suddenly under attack. For men there is the need to
understand che fruscration, anger and disi|lusionment that women feel as they move
inta a traditionally closed profession. MNew behavior and new expectations often cause
surprise, confusion and some resistance.

We have heard through the voices of female managers that decision-making
assertivenass, and accountability make the managerial carser path a lonely one.
Exercising power calls for behaviars that are not well practiced by some women.
Somecimes a woman manager feels “'awkward'' expressing her views Tirst and asking for
others' second, taking action instead of reacting, exercising personal power rather

than sharing [t.



Far men, the entrance of women into city hall Increases the potentlal For
relatfonships invelving closeness and they fear that closeness could lead to sexual
exchange. Threatened, anxious, or Just fearful that the town will talk, male managers
and officials and thelr wives may not welcome the presence of women in municipal
management. For a woman, the (ssue s how to relate to a male colleague wnose First
evaluation of her may center on her sexuality rather than her capabilities and
technical skills. Forming friendships and creating callegiality with both men and
other women are perhaps new bebaviors that will have to be learned in th: process of
opening up employment cpportunities in management.

Mew support systams will have to be Formed to circumvent some of the barriers
documented In this report. Women will have to rely on support from other women because
they are excluded from Informal male networks. (If the numbers of women in management
are sparse for a while, women throughout municipal government will have to seek each
pther out and bulld their own support systems. Overall, change is happening in municipal
management today. Some may Find the svidence In this report of women's progress modest
and fragile. MNonetheless, it [s there. It arises In the growing number of younger
women who are as credentiallad as their male colleagues. [t shows in female managers'
performance on the job. It becomes svident when we talk about futurs ambiticns and
whara women want to go. Perhaps the most important factor wnich will influance women's
prograss, time, will usher in 3 new importance for women in the labor force, the
erosion of cultural bizses, and the upward movement of today's young professiaonal
women through che managerial ranks. The background, performance and desire is thers
among Temale managers of 1979, |(f their numbers do Increase substantially and If
their power matches their titles, the role of women in the municipal management picture

of the 1390's will surely be different.
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SURVEY QUESTIONNAIRE FOR FEMALE MUNICIPAL MANAGERS



204 ~ Ko,
QUESTIOMIATRE FOR WOMEN CURBENTLY WORKXING AS CAREERP PUBLIT OFFICIALS .
(Plzase print or typs) A8

. Hamez

Occupntional Tidla

2. Covern—ental office address

Strest and MNumber

Clty County State Zip

Fallcw-up talephone Interviews willl be conducted with & sample af respondents. Plsagse
indicate an appropriate pnone numher and time becween B a.m. and 3 p.m. when it would
be convenient to call.

Talepnene: Arsa Code Mumber &.m, P .

3. Home addiosss: Street acd number

Cley County State Zlp

EDUCATIONAL BACKGROQUND

k, Llst schools you attended beyond high scheol, major fleld of study, dates of attendance,
and undergraduate and advanced degrees earned (I1F any). Include degree programs
presaently enrollad In.

Dates of Ma jor Fleld Degraa
Colleges Attendance af Study Earnad

5. Have you ever parzicipated In an Internship program 2s pare of your educaticnal pregram?
yas no.

NON DEGREEZ COURSES OR WORKSHOPS

6. Apart from work toward z dagrees, during th= past |12 months have you attended professionz)
conferences, workshops, or saninars or taken any Jodb-related course? yes o

|f yes, plzase list the title of each course or program, the sponscring agsncy l=.g. (LMA)
dates of attendancs and whara it teok place.

Sponsoring Dates of
Tiztle Agency Attendance City, Stat<
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ORCANTZATIONAL MENEERSHIPS

7. Please |ist creanizations in which you currencly hold memoership or have helsd sctive
mambersiar !n e last 19 years. Please give the complete pame of the arganization ong
Indicais your years of affiliacion. 1If you are currently & mesber write “presant® in
the spsce for the second date.

Professional, Occupatlan, or Labor Unfon Memberships Dates
15 o
19 to
19 to
19 to
19 to

Civic, Service, and Rellgious Organlzations Dates
15 e
19 ko
15 to
19 to
19 to

Political, Soclal Action, and Public Interest Groups Dates
19 to
13 to
19 to
19 to
i8 Lo

8. Over the past 5 years, how many mec ings of professional assoclations or organizations
have you attended?

Mational meetings Regional meetings State meetings
3. Do you hold or have you ever held an office or chaired a committee in your professional
organizations?
yes no

If yas, please 1lst the afflice and organization.
Offlce Organization
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10. Is there » women's calcus operating within any of thz urganizatioas In wilch ysu haye

held or hld gencersinfp?  if yes, please 1ist e orgsnizations and indicate whizther oo
wero/are & meruer of the <assus.

Organizatjons women's Caunus Memher

JES T

yes no

1l. Do yvou carrently hald or have you hald PUBLIC OFF|CE3, =ither slected or appolintaa?
Include beards and comajssions except those you serve on as part ef your current  ob
responsibilities.

Level (local, county, Dares of Elective or
Office state, natiunalr Service Appointive
19 to E
19 to E 4
12 to E
12. What §s your pnlitical party affiliation?
Democrat Repub 1Tean Independent Other (Specify])

13. BDe you hold or have you hald elective ar appalntive positions within your political parte?
(e.g. county comaltteswoman, precinet leader)

Leve!l {local, county, Years of Elective or

Position state, national) Sarvice Appolntive
13 to E [
13 to E A
19 to E 3

OCCUPATIONAL HISTORY
4. What was your first job in public service?

Title Years of Employment 19 o
How did you find out about the position? (Check the rejevant answer{s))
Prafessional publication __ TJalent bank
Newspzper/advertlsement __ College placement service
Municipal posting Professional placement service
Friend/professional associate Political pargpy
Teacher or professor __ Other (Please specify)

Internship program
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1. How did you Tind out about your current pasirion? (Chrok me relevant answer(s))

Praf=ssional publication Intornship yrogram
Kewspaper/advertisanant Collcge plotemane service

__ mMunlgipal posting ____ Profeszsional placement service
Friend/professzlonal associate Palitical garey
Talent bank Promtional ooportunlty
Teacher or professaor Other (Plzase specify)

16, What s your anmual salary In your present position?

17. Please list a)l positions you have held from 1288 theough 1978 including officlal title.
emplover, city and state of employment, years of employrmnt, and starting =salary.

Years of
Gfficial Title Employer City and Stata Employment  Salary

| WORK RESPONSIBILITIES (Questions about the community in this section refer to the community
in which you wark.)

8. To whom do you report directly? [(e.g. mayor, council, chief administrative offlicer)

IEE- Do you supervise a staffl yes no

Number of Female Humber of HMale

| £ yes, Tetal number of persons

Number of full-tlme smployess
Rumber of part-tims smployees
0. DOn the average, =stimate the pumber of hours per week you spend on your job ar Ip
requlred job-related acrivities: hours per week,
21. What Form of government |5 specifled in the clty charter?
Mayor-counc| | Cauncll=city manager
Gther (Please specify):

22. Has your munfcipality adoptad a professional mansgemant plan? yes no

Date adopted 19

23. Does your municipallty have an affirmative action plan? YEBE no

Bate asdepred 13
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26.

27.

28.

23.

30.
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I6 vaur grehinl gy, vhich oVFl=e (¢, 8, =2yer eovnzll, shilef sd5iafsirsion) bas primory
responsibility for the following;

Personnal (hiring =nd Firing)

Bude=t

Plannirg

Senerz) Administration

Munjcipalities vary in the extent to which politiczel parti=s are inwilved in the
governmental process. In your municipallicy, hew imporzant arc parties toa

Very Moderztely Somewhart Not
Important Important lmoortant |mpartant

Governmental pollcy-making

Personnel decisions

Carser advsncament

Do you hold or have you held membership on a commlttee, board, or comission as part of
your job respoasihillitles? yes no
If ves, please llst.

Do you he.d or staff a commitiee, board, or commission? yes na
If yes, please |ist.

Is the population of yaur community
Growing rapidly Increasing slowly Remaining steady

Declining slowly Declining rapidly

Overall, how would you characterize the climate of the community in whigh you work!?
Likeral Moderate Conservative
Who are the people you consider the most powerful pr Influencial within vour aunicipal

govermment? List by title (e.g. mayor, counciiparsan, department nead, clerk, party
official, police chief, attorney)

. 2.

3. 4.
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11, Do you make recomrendations o the municipal governing hody? wes nn
If yes, are your recamazndatlons fol lgwad?
Nearly always Fost af the time
About helf the tlime Less than hal F the time
32. In the event that you and the munleclpsl governling Sody Inltielly Jisagrea on 2 polley or
actlon, does the governing body éventus|ly coma to agrec wilh you?
Hearly alwrays Most af the tine About half cthe time
Less than half the time We don't disagree
33. In your municlpality, how many department hsads are there?

How many of the department heads are women?

PROFESSIONAL AND COMMUNITY CONTACTS

3%. In meetings of organizatlons to which you belong, how of ten do you come [nfo contact with
other elected or appalnced aofficlals?
Very oftan Occaslonally Rarely Not at all
35. How often do you associate with other women In goverpment (Including elected and appointed

officials) in the following clrecumstances:

Formal Organized Women's
Groups or Caucus

Very often
Decaslonally

Informal or
Social Contocts

Very often

Business Meetinas
or Conferences

Very often

Dccaslonal ly Occasional ly

Rarely Rarely Rarely
Not at all ot at &ll Not at all
!36. (a) Im your job-rslated associations, (b) In your job-relared friendships,

is your time spent:
Mostly with women

Mostly with men

With a Fairly balanced mix
of women and men

is your time spenc:
Mostly with women
Mostly with men

With a falrly balanced mix
of women and men

"ERSONAL AND FAMILY BACKGROUND

i7. Has anyone in your family either held politizal office or worked in a clvil service, or

governmental administration job? le.g. spouse, parents, siblilngs)

Gavernment

Person's Relation- Civil Service Administratics

ship To You Pelitical Office Elected/Appolated {give title) (glve titlel
E A
E A
£ A
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38. What s your age? years
39, What s your current marital stacus?
Married Divorced or sejparated Wl gowed Singl=, never morried

k0. tow many chlldren have you k=d? linclude &11 vour ehfldrén, livipo or nol, snd all
adopted children.)

children (If no zhildran, writa "none.")
If you have childres, how 2ld i3 the youngest chi.d?

Li. Which one of the following words would best identify you:
White Black American Indian Hispaniec Az lan Amarican
Other (Please specify)

42. How Jong have you resided |n the comunity where you mow |jve? years

In the statel yEars

FUTURE CAREER GOALS

43. |If you had the necessary support and the right opportunities, would there be alective or
othar appointive offices or positions at the local, county, statz, or natlonal levels that

you would eventually 1lke to hold? yes no

If yes, plesse list aoffices In rank arder |n which you would be Interested.
1. 4.

2. 5.

3. E.

bh., what lob would you ITke to hold next In the Futurae?

45, Weuld you relocate geographlcally If a more rewarding Job opoortunity arose?
Definltely Protab ly Probably not Pefinitzly not Don't kpow

THE EMPLOYMENT OF WOMEN [N GOVERNMENT

46, Do you consider gerting other wem=n appointed ar employed:
Very {mportant Moderately imporcant Somewhat Important Mot Imoortant
47. How would you describe the receptivity to profassicnal womsn in government in your
municipal ity?
Very high High Moderate Low Vary low
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Plaase use this scale for tha tollowing question:

1o Regularly 3. Infroquzncly 5. Mot asgiicabie
2, Deazsionally . liex at all
Have you:

recomnended woman for ewployrant in depareernts wicthin municipal zowmroment
_____recommended women for consigaration 2s sppointees o municipal boards and commissions
hired women for governmanr anployment
___appointed women to boards ang coruissions
There are relatively few women In MONICIPAL mansgemsnat positions natiomwide. Using your
own obzervatlons and exparlances, decide which numbar cotes clos=st to your own Fesllings

about the barriers women face regarding: (A) racrulting/hiring, (B} promotion, and
() effectiveness.

| = very important 2 = somewhat [portant 3 = not very Important
(A) (8) (c)
Recrulting/ Effective~

Hirling Promotion ness

Exclusion frem influential informal male networks
(e.g. business associations, clubs, etc.)

Lack of training and/or educationa! qualifications

insufficlent mumbers of women in the management
labor pool

Family responsibilities

inability to travel and relocacze
Discrimination by employers

Discrimination by party officials

Prejudice of public and governmental employees

|

ARN

Stereotypes about women's roles in sociery
Difficulty in belng taken sericusly

Individual personality traits (e.g. too aggressive,
not aggressive enough)

NERRERE
RERRERE

1]

The faderal government |s lnterested In assisting In the developmant of programs o
increasa the numbers of women and minorities In public sarvice. |If you were a consulcant
to the Department of Houslng and Urban Development, what suggestions waould you make to
meet this goal? (Feel free to attach addicional pages if necessary.)

THANK YOU FOR COMPLETING THE QUESTIOMNAIRE.

PLEASE ENCLOSE IT IN THE POSTARE PAID ENVELOPS FROVIZED ARD MA L IT PROMITLY.
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SURVEY QUESTIONNAIRE FOR MALE MUNICIPAL MANAGERS



QUESTIONNALIRE FCR CAREER PUBLIC OFFICIALS -
(Please print or type) “

1. MName "

Cecupnt/onal Title

2. Governcental office addrass

Strect and number
City Caounty State Zip

Follow=up telephone Intarviews will be conducted with a sample of respondents. Flease
indlcate an appropriate phone number and time between 8 a.m. and § p.m. when It would
be convenient to call.

Telephaone: Area Code Number .M. paim.

3. Home address: Streat and number
City County State Iip

EDUCATIONAL BACKGROUND _

. List schodls you attended beyond high school, majer Fleld of study, dates of atiendancs,
and undargraduate and advsnced degrees earned (If any). Include degree programs
presently enrolled in.

Dates of Major Fleld Degree
Colleges Attendance of Study Earned

5. Have you ever participated in an Internship program as part of your educational program?

yes ng.

ON DEGREE COURSES OR WORKSHOPS

6. Apart from work toward a degree, during the past 12 montns have you attended professional
conferences, workshops, aor seminars or teken any job-related course’ _yes no.

If yes, please list the title of esach course or program, the sponsoripng agency (e.g. [CMA),
dates of attendance and where it took placs.

Sponsoring dates of
Title AgEncy Avcerdance €lcy, Stace
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7. Plozsp |isr arganizations (n which vou gurrently hefd oooba ) =hin or rewe hele ascyive
mombersipg in v jast |d years. Plefse give tna coogletd aare ¢f L2 Argenic=tisa &=
Tndleate your yoars of affilTactlhen.  IF wou are curvesclv 8 meabar write ' present! |in
the spaice for the zccond dote.

Professioral, Jccupation. or Labor Union Hemberships Detes
15 to
19 &5 -
19 to
13 te
19 to
Civie, Service, and Raliglous Organjizations Dates
. 19 to
19 Liy .
19 ta
19 to
19 o
Political, Social Action, and Public Interest Groups Pates
19 to
19 Lo
15 o
19 to
13 4]
8. In meetings of eorganizaciens to which you belong, how often do you coms into contact with

other alected or appointec officialst

Very ofcan Decasionally Rarely Not at =i

3. dver the past 5 years, how many mzetings of professional assoclations ar orsanizaticns

hava you attended 1

National meetings Reglonal meetings State meztings

10. De you hald ar have you sver held an offlce ar chalred a committes in your grofessionz|

Organizations?

YES no

|f ves, please list the office and organization.

OFfica Organizatien




11, Do you gurterncly hold or have you held PUBLIC OFFICES, elther eluested ar 2
Ing ludé boards and commisejons excopt those Yoy cerye o =25 zort of you
responsibl ) ieias.

Leval {local, souincy, lz1e5 of Eleztive or
O Flee state, pationel) Suryicu fApeaingive
] ) ) E
g to E
e 1o E
12. Wnat Ts your palitical parry affiliation?
Democrat Republican Independent Other (Specify)

13. Do you hald or have you held slective ar appointive positions within your palitical party?
{e.g. county committeeman, pracinct leader)

Level (local, county, Years of Elective or

Position stare, national) Service Appaincive
19 Lo E A
19 to B £ A
19 to E A

OCCUPATIONAL HISTORY

14, What was your First job In public sarvice?

Title Years of Employment |9 to
How did you Ffind out about the position? (Check the relevant answer(s))
Professional publication _____ Talent bank
Newspaper/advert]|sement _____ College placemnent service
Municipal posting ___ Professional placement service
Friaend/professiaonal associate __ Political party
Teacher ar professar _____Dther (Please specify)

Interncship program

15. How did you find out about your current positfon? (Check the relevant answerl(s))

Prafessional publication internship Program
Newspaper/advertisement College placement servica
Municipal posting Professional placement service
Friand/professional associate Polltical party

Talent bank Promotional appartunicy
Teacher or professor Other (Please specify)

16. What Is your annual salary In your prasent position?
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17. Pleasie 1ist 811 posltlons you have hatd Frem 1963 through 1978 Including ofFleta] title,
epployer, city ard state of employrent, ycars of cnployment, =nd starting salary.

Years of
ofTicial Title Ezp loyear City and State Eployment Salary

WORK RESPOMNSIBILITIES {Quastions about the community in this section refer to the comunit
in which you work.)

18. To whom do you report directly? (e.q. mayor, councli), chlef administrative afficer)

15. Do you supervise a staff? yes na

Number of Female  MNumber of Nale

If yes, Toral number of persons

Number of full-time employees
Number of part-timz smployees
20. On tha average, estimate the number of hours per week you spend on your job or In
requirad job-related acrilvicies: hours per weesk.
2l. What form of government is speclified in the clty charter?
Maydr=councl] Council=city manager
Other (Please specify):

22. Has your municipallty adopted a professional management plan? yes o
Date adopted 13

23, Does your municipallty have an affirmative action plan? Yes no
Date adopted |5

24. In your community, Which offica (e.g. mayer, council, chlef administratar) has primary
responsibillity for the followlng:

Personnel (hiring and Tiring)

Budget

Planning

General Acainistracion
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£7.

28.

3.

J2.

J3.
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Municipalivtes varv In the extent to which pollclcal parcles ara lavalved in the
govarnmantal pracess. Lo your municipality, how Important are parties Lo
Very Hoderstely Sormdvhat Het
Important Irpartant Important Important
Govermmantal poalicy~iarlng

— e

Personnel deacisibus

Carcer advancement

0o you hald or have you held menbershlp on a commitiea, board, or conmissicn as part of
your job responsibilicies] e e
if yes, please fisk.

Do you head ar staff a committee, board, ar commission? yes no
iIf yes, plaase |ist.

Is tha population of your community
Growing rapidly Increasing siowly Remaining staady
Declining slowly Declining rapidly

Overall, how would you characteriza the climata of the communicy In which you wark?
Liberal Hoderate Conservative
Who are the people you consider ths most powerful or [nfluential within your municipal

government? List by title (e.g. mayor, counciliperson, department head, clerk, party
official, police chief, attorney)

l. 2,
3. 4.
Do you make recommendations to the municipal governing body? yes no
If yes, are your recompendations fol lowed?
— Nearly always __ Most of the tise
___ HAbout half the time _ Less than half the time

In tha event that you 21d the municigal coverning Bae'y Inicially dissaree on a pol'ey ar
action, does the governing body eventuslly come 1o agree with youl

Hearly always Most of ihe tims About half tha time
Less than half the time We don't disagres

fn vour municipailcy. how many depsrtment hesds are there?

How many of +he depgartmant heads ars mes? womeni
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“RSOLAL AND FAMILY BACKGROUNR

34, MHas amona In your Family 2ither held pelitical afflice or worked in a clvll servize, or
cavarpmants] admiaistrallzn Job? (e.g. spuausc, pareris, siblings)

fiovsrn=ant

Persen's Falation= Civii Service Adalnlruratic
ship To You Political OFffice Elected/Appointed give zitla) (glve citle!

E A

E A

E A

35. vhat |s your age!? years

35. \hat s your current marital status?
___ Marrled _  Oivorced or separated _ Widowed ___ Single, never married
37. Mow many children have you had? (include 2ll your children, living or nor, and all
adopted children.)
Children (If no children, write "“none.')
IF you have children, how old Is the youngest child?

38, Which one of the followlng words would best ldentify you:
White Black American Indian Hizpanic Asfan American
Other (Please specify)

39. How long have you reslded in the community where you now live? years
In the stata? years
FUTURE CAREER GOQALS

40, IFf you had the necessary support and the right opportunities, would there be 2lective ar
other appaintive offices or positions at the local, county, state, ar national levels that

you would eventually llke to hold? yes na

I yes, please list offices in rank erder In which you would be interested.
1. b,

2. 5.

3. 6.

4). what job would you |ike to hold next In the future?

42. Would you relocste gecgraphically |f a more rewarding Job opportunity argse?
Definitely Probably frobaply not Dofinltely noc Som't know
THE EMPLOYMENT OF WOMEN IM SOVERNMENT

k3. Do you mnsidsr getting women aopointed or employed:

Vary [mportant Moderszaly |soortant Lomzubzt lnzorzant ae inparzes
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How would you describe the recapilivity to professional sween in guveriioen. T vour
municipal fty?

Very high High Modzrate Low ___Very loa
Please uze this scale far the following goastion:
I. Regularly 3. Infroguently 5. hot apslicable
2. Occaslonally 4, Not at all
Have you:

recommended women for employment In departments withla municizal government
____racomnended women for consideration as appointess to municipal bosrds and comnisslons
___hired woman for government employment
____appointed women to boards and commissions
There are relatively few women in MUNICIPAL management mpositions nationwids. Using your
cun cbaervatlens and experiences, decide which number conzs clesast to your own Tezllings

about the barriers wosmen face regarding: (A) recruiting/hiring, (5) proatien, and
(C) effectiveness.

| = very Important 2 = somewhat important 3 = not very important
(&) (8) (c)

Recrulting/ Effective-

Hiring Promotion ness

Exclusion from influential Informal mule netwarks
(2.g. business associations, clubs, ete.)

Lack of training and/or educaticnal gualiflications

Insufficient numbers of women in the managemant °
labor pool

Family responsibilities

|
N

NRRRRRREE

Inabilicy to travel and relocate .
Discrimination by employers

Discrimination by party officials

Prejudice of public and governmencal smuioyaes
Stereotypes about women's roles in sociary
Difficuley In being raksn serliously

ARRRERE

ERRRERN

Individual persoralicy cralfes (2a.g9. roa agoressive,
not aggressive enough)

THANK YOU FOR COMPLETING THE QUESTICHNAIRE.

PLERSE EMCLOSE IT N THE POSTAGE PAID EMVELIPE PPOVISED ~N3 MAIL IT =ROr2TLY.
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SURVEY QUESTIONNAIRE FOR FEMALE ELECTED OFFICIALS
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QUESTIONNAIRc FOR ELECTEZD WGMEN OFFICIALS
(Pl=asz arint or tyoe)

1. MHamm
Governmantal Uffice (e.g. councilparson, mayor)

2, Governmental office address

Street and number
Cloy County State Zip

POLITICAL EXPERIENCE AND BACKGROUND

3. What is your political party affiliation? (1f you are Independent skip to Question B.)

Democrat Republlcan | ndependent Other (Spec]fy)

h. Do you hold or have you held elective or appointive positions within your policical
party? (e.g. county committeewoman, precinct leager, convention delegate)

yes ) If yes:
Level (local, county, Years of Elective or
Position stata, nationall Service Appaintive
19__ro E A
ta_ﬂ;n E A
19 ro E A

—

5. How active are you In your local party organization?
‘ Very active Somewhat actlve Dccaslonal ly active Raraly sctive

COMMUNITY CHARACTERISTICS (Questions In this section refar to the community In which
you serve In offlee.)

6. In your community, which office (e.y. mayor, council, chief administrator) has primary
responsibility for the Follewling:

Persannel (hiring and firing)

Budget
Planning
Genara| Administration

7. Are elections to c¢ity council of Flce In your commurlty:
Partisan (party label appears on the ballot with the candidate's name)
Non~partisan (no party labels sppear on the ballot)
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B. Apart from whether elscrions are partisam ar nop=gartisan, runicipallieles vary In
the extent to which palitical pargies are Tnvoluad In the covermmental process. In
your asunicipallty, how important sre parties to:

Very Mod=rately Someihet hot
Impartant lmparzant Irportant Itpariant

Governtental polley-=aking

Personnal declisions
Career advancement

9., Dverall, how would you charagterize the ¢linate of the comwunity in which you serve In
gffice?

Very |lberal Libaral Moderats Conservative Very Conservative
10. Who are the people you consider the most powerful or influgntisl within your municlioal

government? List by name and title (e.g. mayor, councilperson, department head, clerk,
party afficlal, police chiaf, attorney)

1. .
3. 5.

PROFESSIONAL AND COMMUNITY CONTACTS

11. How aften do you associate with APPOINTED FEMALE caresr public officlials (e.0. clty
managers, assistant managars, department hesds) In govarnment In the following

c il rocums tances:

Bus iness Mestlngs Infarmal or Formally

or Canferences Soclal Contacts Organlzed Groups
Very aften Very of ten Very ofren
Occasionally Decaslonally Occasfonally
Raraly Raraly Raraly
Not at all ot at all Mot at =11

12, How often do you assocliate with APPOINTED MALE career publlic afflclals In government [n
the following clrcumstancss:

Bus lness Me=tings Informal or Formally

or Conferences Soclal Contacts Organired Groups
Very often Very often Very of ten
Dccasionally Occaslonal ly Decas lonally
Raraly Rarely Rarely
Mot at al) Hot at all Not st all

13. How often do you assocjate with other ELECTED FEMALE offizlals in government in the
fol lowing circumstances:

Bus iness Mestings Informs!l er Formally
or Conferences Social Contacts Organized Groups
Very often Very of t=n Very often
Decasianal ly Occasionally Dcecasionally
____"-ll‘l'lf hfﬁ!]’ _Rarﬁly

Hot at all Moz at sl Mot at al!

m— —_—
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14, How often do you sssociate with ELECTED MALE offlcials In gcovernment In the foilowing
celrcumstances:

Business Mearlngs Informal or Farmal ly

er Lonfarences Socfal Lontacts Organlz=d Groups
Very oftan Very often Very ofien
Occasianal by Dceas|anal |y Jecas Janaily
Farely Rarely farsly
Nat at all pot at all Mot at all

15. MName the women In govsrnment with whom you associate mast fraquently!

- by tizle {e.g. city ranager, mayor, finance dirsctor, cily attorney)
= under what clircumstances (e.g. formal, informal, sacial)

Ve
v
3.

16. |In your exparience, are there any special barriers that hinder communication or association
betwean career public sdmipistrators and electad officials? ves na
If yes: FPlezase describe.

THE EMPLOYMENT OF WOMEN IN PUBLIC SERVICE

17. Owversll, how do you fes! sbout the women's rights movement and its major goals?
Very positive Somewhat positive Neutral
Somewhat negative Very negativea

18. Do you consider getting women appointed or employed in public ssrvice positions:
High priorlty Moderate priarity Low priority Mot imporcant

19. How would you describa the receptivity to woman career public administrators (e.g. elty
managers, assistant managers, department heads) In your communityl

Very high High Moderate Low Very low

20. Have you been involved in any activity regardirg the appointment of woren to boards and
cogimi s=Tans in your community?

yEs no not applicable (e.g. not part of my Job)
IF YES, PLEASE GO ON TDO NEXT QUESTIOM, OTHERWISE, SKIP 70 QUESTION 23.
21, What means did you employ 'n sesking to have the wosan/women sppointed to a Ssard or
commission? (Check all that apply.)
Talked to an elected colleague of aine about the appointment
Wrote 3 lecter of racommendation
Spoke o 4 publlc officlal an har behalf

Other (please specify)
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23.

224

g) Werz your activitices successful In gecting & worman appointed to 2 board or

comifesion? g no
b) If your activitizs resulted in getting more than one woran appainted, plzase
indicate the nusber of tites you wWere successful i getting a wosan appo|nted
and the nomber of tinmes you were unsuccassful .
Have yvou bean involved in any activity aimed at erploying woman in governmant ir yvour
community 7
V&S no not applicable (e.g. not part of my job, no hiring sinca

I've bzen Tn office.)

IF YES, PLEASE GO ON TO NEXT QUESTION. OTHERWISE, SKIF TD QUESTION 25.

24,

25.

26.

27.

Please check which of the following saurces you have used In ldentlfylng and recrulting
woman for positions ia government,

Worien's groups and organizations Political parties
Political clubs Talent bank
Dther organizations Educational Instltutions

Personal contacts and friends
Other (please specify)

Wera your recrultment efforts succassfull yes no

If yes, which means of recrultment have you found to be the most effective In placing
women In pesicions in municipal government?

If no, what dc you think the barriers are to placing more women in municipal managsment
positians?

Some people are saying that women |n government have besn organizing, Formally or
informally, into a "new girls newwork.'" Please describe whether snd in what ways chis
"network'" exists in your community. f{e.g. among elected women, among managerial women,
among elected and appointed career public officials)

If no "new girls network! exists in your community, what do you think are the reasons?

i
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28, 7o what sxtent, |7 any, have you personzlly had experlence with the entrance of wormen
in municigal manage=ent pasitions?

Have you:

Reccrmended women far emloysent in

depart=ents within =unicipal covercment yes (<] not applicabl=
Hired women for governmant employment yes ) not applicable
Appolnted womsn to boards and

commissions yes na not appllcable

Had the opportunity to create job

opportunities withia municipal government

with women in mind (e.g. flexi-time,

part=tims, Job sharing) yes no not appllcable

Initiated discussions about in-service
training opportunities for municipally
employed woman yes no not applicablm

Kept an informal or formal list of qualified

women for referral when municipal job openings
occur yes no not applicable

2%. Do you fesl the presence of appointed women career public officlals could help you
formally or informally to be a more effective officeholder in your communicy?

l‘f&! no
If yes: Please describe in what ways.

If no: Please describe why not.

30. Do you Feel that It Is appropriate for women to enter caresrs In clty managsment or
administration? ves ne

If yes: Please describe why,

If not What are the reasons why it i5 not appropriate for women to be in ¢ty =anagement
positions?
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There erw raletively fes wom=n in NUTICIPAL W NASENENT pusitions (e.g. clty —araser,
el ty adulnistrator) mstieacida. Ushi yuur s obsorvetions and sxperlunces, declde
which niower best describsy tha borrlurl Lemwn encaunter In (A) rearulting/hiring,

(8) prom=tisn, and (2) eoffac.ivencse.

Pless= usa this scale:

[ = werv Imptriang 2 = somewhat Ingartans J = nat very Tmportan:
(A) (8) (<)

Recruiting/ Effective

Hiring Promoion ness

Exclusion Froor inaflusntial infor=a] =ale
netiarks (e.q. businsss associations.
clubs, etc.)

lock of training and/or educational
gualiflecaclons

Insufflicient numbers of women Tn the
managemaent labor peol

Famlly respoasiblilities

Inabl11ey to travael and relocats

Discriminatlaon by employers

Discrimination by party offlclals

Frajudice of public and goversmental
enployeas
Stereotvpes about women's roles In society

T

Difficulty in being taken serloutly

Indlvidus! personalizy traits le.qg, too
aggressive, not asgressive enough)

The federa) government 15 Interested In assisting in tha development of programs to
Increase tha numbers of women and minoritles In appointive, manzoerial and administrative
positions, What suggestions would you make about programs and other governmental efforcs
which would best meet this goal? (Feel free to attach sdditional pages 1f necessary.)
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FLa3dbAal Akl FAmILY BACKGRISUND

3s.
Ih,

35,

37.

Wres 1. vir dge? vedrs
g

Wiad i vaur current carital stasusl
___Married  __ Divorced or sefarated __ Wideaed — Singla, mevur nurtisd
Hewe mamy ¢children have you had? linclude all your children, living or not, and all
adspred ehlldren, )

children {(IF no chitdran, write "none.")
If you have children, how old is the youngest child?

Which one of the following words would best idantify you:
White Black Americen Indlan Hispanic Asian Aderican
Bther (please specify)

How long have you resided In the community whare you now livel years

EMPLOYMENT AND OCCUPATION

laf

In addition to holding of fice, are you now employed? yE5 na

a. If yes: Are you employed full=time or part-time?
Whar Is your occupation? (please specify job title and Lyps of business or Inzdustry)

b. If no: In what year were you last employed? 19

Wnat was your occupation In the year you were last enployed? (plesse spacify job
titleo of business or industry)

THANK YOU FOR COMPLETINS THE QUESTiILYLIFE.
PLEASE ENCLOSS I {N THE POSTAGE PAID SWYEZLIPC PROVISEDS AND mAIL |7 PEpmiiod,
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APPENDIX B

Telephene Interview Schedule for
Female and Male Municlpal Managers
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FOLLOW-UP TELEPHONE INTERVIEW FOR FEMALE AND MALE MUNICIPAL MANAGERS

% indicates thar questlon was asked only of Femals Municipal Managers

Let's begin by getting a3 picture of the political scene In your community. Some
people describe thelr community as a place where palitics dominate professional
dacisfon making. Others say daily administration goes on in & horse trading
atmosphere, and still others say ths professional is the relled upon expert when
it comes to declslon making.

|+ How would you describe the poiitical situacion In your community to someons
unfaml | far with your town? What are some of the groups or organizatians
that are important In town politics? Would you say that "playing pollitics”
is necessary/unnecessary to getting the job done? What would playing politics
mean to youl

Our survey questionnaire has tapped the nature of the types of jobs pecple in
municipal managsment hold. Turning to your own jab of now, | would |ike to
talk a bit abour what it is like to be a

(Adjust question depending on tenure In job.)

2. Thinking back to when you first started your present job, what did you think
the job would be |ike? What were some of your first impressions? Has the jab
differed from your expectations?

Since part of HUD's mandate is to get more women intarested in sesking out municipal
management positions, | would llke to ask you a few questions about the best way
to enter the clty management Field.

3. Based on your own experience, if a woman interested in a career in city
management came to you for advice, what would you tall her? What skills
do you need to move into top management? What do you think an ideal career
path would look |ike?

What educational training do you think is the most benaficlial/helpful in
getting a city management job? What majar/minar would you recommend?

In sddition to belng qualified and having the educational background, what
slse do you need to be an effective city manager? |s thare anything special
that a woman has to do to be an effective city manager?

We are intarested in comparing female and male career patterns to see |f there are
any differences [n backgrounds, styles of management, or caresr mobility patterns.
Alght now, | would |lke to ask you a serles of questions to help us clarify some
of the Findings In our study.



e

230

4. Im what ways, IT any, do you think women and men perfarm differently in
municipal management positiens? For example, do women seem to be less
competitive or more ambitious than men? Do you think women tend to get
along better with people or not? Uo women or men tend o be betcer at some
Jobs than wthers?

{If present job was promerional cpportunity, check to see if previous job
involved interview, otherwise skip guescion.)

5. Thinking back to the time when you were hired for your present Jab, was
there anything in the interview that made you feel uncomfortable? Were you
askad guestions duripg the interviewing process that you found offensive?

If yes, could you give an example?! Do vou know of anyane whe want through

3 similar situation during the hirlng stage? By the way, were you recrulted
through a cansultant ar cutslide recrultment Fiem7 |IFf yes, what kind of a
role do you think they played In the hiring procass?

(This question adapted For males.)

8. Do you think establishing yourself in this position In city government was any
different For you because you are a woman? Why do you say that? GSoma women
In municipal administratien have mentioned the problem of b=ing taken
sariously when they first started in their jobs. |s that a sltuation you
have had te face? If yes, how did you deal with it? How do you achleve
Influence within municipal government? What about looking at the othar side
of this question faor a moment. Any special advantages to being a woman in
municipal management? Why do you say that? That's intarasting, could you
sxplain that point further? Give me an exampla.

We have besn getting some interesting comments on the barriers women Faca regarding
rzcrultmaent, hiring, promotion and seffectiveness in municipal management positlons.
Some respondents have sald that when & woman speaks, she is Tgnored, but if a

man speaks, ha is listened rto. Other respondents have complained about being
circumventad by not being invited to key meetings, or not having phone calls
returnsd. And, still others say sexual problams within the wark envirenment crop
up and must be dealt with, |'d like to turn to 3 seriss of questions now that

will help us ¢clarify som= of our Findings in this area.

7. Some womgn in municipal administration feel that decisions ars made around
them because they are not part of the "old boys" network. Why do you think
this is so? Does this happen in your municipality? Have you ever had an
experisnce ]like that? Do you know of a collsagus who has had an incident
invelving this problem?

3. Another comment that crops up on the guestionnaire (s tha nsed to talk informally
with another woman In city management. Questions |jke what to wear, what
to call your boss, whether to criticize a superior or not....are hard to des|
wlth when you are the only woman in management. Are thars mores sxperianced
women you can turn to in these types of situations? Have you ever felt you
wanted to turn to another woman ‘'Who has been there'' to ask her advicel
When? Undar what circumstances? Do crher women turn to you for help or advice?
When? Under what circumstances?
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When wamen and men work in close proximity, issues arise of sewxual attraction,
or advances, or what meaning will ba gjven to having lunch or ainner with a
female/male collieagua. 0o you fesl that this s a problem in your work
sjtuation? Have you ever had an experience like this? Do you know of anyone
wha has bad to deal with an incident involving these problems?

One of the major tasks that HUD has asked us to accomplish is to come up with
suggestions for programs that can assist women and minoritiss in being hired and
promoted within the municipal management field. | would like to get a sense of
any changes you see happaning Coday and then talk about what types of warkshops
ar skill=building sessions could help you right now.

10.

& 1.

12.

* 13.

In your own community, do you see a change taking place? By chat | mean
either in the numbers of women that you see getting administracive jobs or

in the amount of influence or power that they wield comparad ro the past?
Has the federal government's affirmative action policies had any impact in
your town? For example, either in the hiring practicas, changing the climate
surrounding promotional cpportunities, changing artitudes, ralsing
CONSCiOUSNESS ... ..

Do you think professional organizations such as ICMA or ASPA are doing enough
to meet the needs of women in the field? If no, what would you like Lo see
a professional organization do toc betrer meet your needs?

(This gquestion must be adapted if First job is present job.)

Thinking back now to what it was |ike when you started in your First posicion
in municipal management, what kinds of workshops or seminars would you have
found helpful then? What types of resources or technical assistance programs
do you think would be most helpful ro you today? What abour in the future?

What are the most valuable benefit/benefits from artending these kinds of
sessions? For exampie, some respondents feel it is worth 1t Jus to be able
o meet their peers in other cities, others cite skill building ar the
opportunity to gat information explained to them in derall.

Some people are saying thar women in government have been arganizing, formally
or informally, into a "“new girls netwark." | see on your questisnnaire that
you say you associata vary often, oceaslonally, raraly with
women in government.

Could you describe whether and In what ways, If any, & network exists In your
communlty/reglon/state, for example, among managerial women, among slected
and appointed career public officlals, among elected women! How do you think
natworking could/could not help you In meeting your career goals? What do
you think networks accomplish?

Mow we would |Iks to gét a picture of what career plans and pattarns of mobillty
people In city management have mapped out For themse|vas.
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i4. How many municipal or county nonelective Jobs have you had? Iin how many
different cities have you held these jobs? In how many cities have you held
the same job? |If they name more than one clty--Have you always moved From a
smal ler to a larger city in your career route to your present pasition?

|5. | see that you mention being Interested in elective political office In the
future. What makes political office an attractive/unattractive alternative
for youl

6. Where do you see yourself going from here? What would you say ars some of
the more likely possibiiities for you in the future? What are some of the
possibilities that appeal to you least? What factors would make you choose
either? How do you add up the pros and cons now? | sea that you mention that
you would/would not relocate if 2 more rewarding job opportunity arose in
the future. Why is that? Does having/mnot having a family affect your decision?
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APPENDIX C

Tables not included in text.



Part |1:  NUMBERS AND LOLAT|OM OF FEMALE MUNICIPAL MANAGERS: COMMUNITY
CHARACTERISTIC: OF WHERE THEY WORK

TABLE 24: MUNICIPAL MANAGERS' CCMMUNITIES' POPLLATION GROWTH

234

Community Population Growth g Municipal Managers
M

Growing Rapidly 39 15
Increasing Slowly iz 39
Remaining Steady 22 18
Declining Slowly 6 7
Declining Rapidly (1) {0}

Total (363) (217)

TABLE 2ZB: MUNICIPAL MANAGERS CHARACTERIZE COMMUNITY CLIMATE

— —_—
Communicty Character Municipal Manavers
: :
Liberal & &
Moderate 48 b2
Conservative 46 g3
Total (365) (215)

TABLE 2ZC: MUNICIPAL MANAGERS' COMMUNITIES FORM OF GOVERNMENT

Form of Government Munlcipal Managers
' :

Mayor/Counci | 1k 0
Councl | /Manager 59 69
Loomissian (4} (@)
Town Meering 3 2
Representative Town Meet Ing &) {1)
County Administrator (3) (1)
County Executive fa) (al
CLounty Commissiaon {ol (@)

Tats| {370] (215)




235

TABLE 20: MUNICIPAL MANAGERS' AFFIRMATIVE ACTION PLAN

Does your municipality have an Municisa| Managers
atflrmative action plan?

T ]

Yes &7 73
Ho 33 27
Tacal {347) (212)

TABLE 2E: HMUMICIPAL MAMAGERS' PROFESSIOMAL MANAGEMENT PLAN

Has your communlty adopted a Munlclpal Manasgers
praofessional management planT F M
L =
- -
Yes 26 &3
o 78 57

Total (318) (104)
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PART 111: EDUCATIONAL BACKGROUND

TABLE 3A: MUNICIPAL MAMAGERS' MAJOR FIELD OF STUDY

Malor Fleld of Study Municipal Managers
F M
4 4
PublIc Administration 3) 43
Buslness Administration & Related Technlcal Areas 3] 26
Soczlal Science 10 11
Planning 5
Urban Studies 2
Engineering (1) 5
Humanities 5 (2)
Math, Bio & Physical Science ] 2
Other Liberal Arts 4 (i)
Law 2 (1)
Medicine/Health 2 (2)
Other Professional fApplied 6 3
Total (254) [207)

TABLE 3B: WORKSHOPS ATTENDED BY MUNICIPAL MANAGERS

Workshops Attsnded Hu?i:ina! Mananers
: :

Budget/Finance 39 26
Managament/Administration 29 35
Single Topic/Infarmational 18 28
Personnel /Labor Relations & ;!
AA/ELE.D.C, 2 2
Intergovernmental Relations (4) (3)
Qther 4 (1)
Total (538) (281)




PART IV:

TABLE LA:
JoB8
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RECAUITMENT AND CAREER PATH FUTURE AMBITIONS

MUMICIPAL MAMAGERS' MEANS OF FINDING !st PUBLIC SERVICE JOB AND PRESENT

Means of Finding Job Job
Ist Public Service Presant
F M F M
a 4 E 2
Friend/Professional Assoc. 49 30 26 22
Newspaper Ad 14 17 & ]
Internship 8 15 3 (1
Teacher/Professor 4 8 (2) (2)
Political Party 5 (4) 4 (1)
Municipal Posting 4 5 3 5
College Placement Service 3 5 (0) (0)
Prafessional Placement Service 2 (4) (2) (1)
Professional Publication (1) g b 23
Promotion (%) (1) L7 32
Talent Bank (0) (3) (3) (0)
Other 8 10 5 (4)
Total (358) (213) (231) (185)
TABLE GB: FAMILY MEMBERS IN PUBLIC SERVICE BY MUNICIPAL MANAGERS' Ist PUBLIC SERVICE

JOB CATEGORIES

Family Members in
Public Service

lst Public Service Job Cateqor]es

CAO/SCH
F n
5 z
Yes (z) (1)
No {z) (5)

Total (&) (6)

Finance Department

Officer Clk/Trs/Reg. Assistant Hezad

F M F ] F M F M

4 z i : A g z 2
28 21 32 i4) 26 36 27 25
12 79 ed {(7) | 74 &4 73 75
(25) (19) | (135) (1) | 19y (333 (140) (118)




TABLE AC:
CATEGORIES
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FAMILY MEMBERS IN PUBL|C SERVICE BY MUNIC|IPAL MANAGERS' PRESENT JOB

Family Members In
Fubilic Service

Present Job Category

Finance Demartmant
CADJ/EH Officer Clk/Trs/Reg. Asslistant Haad
F M F M F M F M F M
4 F 3 5 £ £ x Z 4 -
Yas h3 27 25 24 37 (2)] 20 2B | 24 35
No 57 73 75 76 63 (3)] 70 72 17 65
Total (30) (59) ) (386) (37) | (8Q) (rny) (13s)  (g93) | (17) (51)
TABLE 4D: PUBLIC OFFICES HELD 8Y MUNIC!IPAL MAMAGERS*
Public Officas Held Hunicipal Mansgers
: ;
Hunicipal Management Lo 55
Boards or Commissions BE hg
Local /Nenadministrative 17 14
State Elective (1) (1)
Stata Administrative {9) {1
Tatal (59) (51)

“Up to 3 answers were counted from sach respondent. Parcentages are calculated by
dividing the number of times each type of public office was cited by the total
numbar of municipal managers who answered this guastion.
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TABLE 4E: HMUNICIPAL MANAGERS' AVERAGE JOB TENURE®

—_———

Average Job Tenure Municipal Managers
: 3
Less than One 8 4
}.2 - 1.9 27 7
2.0 - 2.9 19 32
3.0 - 4.9 20 16
5.0 - 9.9 19 \5
10.0 - 14.9 3 (2}
15.0 - 19.9 3 3
20.0 & Over (2) (2}
Total (270) (163}

.

“Average job tenure is calculated from up to 3 of each respondent's most recent former
jobs.

TABLE 4F: 1Jsct PUBLIC SERVICTE JOB BY MUNICIPAL MANAGERS' PRESENT JOB CATEGORIES

Ist Public Service

dob ___Present Job Category
Finance Department
CAD/CH Officer Clk/Trs/Reg. Asslistant Head
F M F H F M F H F M
% 2 x E4 & % 3 z 4 3
CAQ/CM 13 5 (G) (a) (0) (0) (0) 3 (0) (0)
Finance Officer (0) s 15 32 10 (3)] (0) | 3 (0)
Clk/Trs/Reg. 47 5 35 8 48 (2)] 28 2 16 5
Ass|stant 17 54 29 32 15 {1y 57 70 L3 W7
Department Head 10 19 3 14 3 £ 2 i |6 |8
Ocher Profassional 7 10 L i (a) (o] 10 3 24 24
Ocher 7 2 3 I 3 (1) 4 3 (a) b
Total (30) (53) | (26) (371 | (60) (1iy](136) (a3)] (51}  (17)
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TABLE 4%G: NEXT JOB WANTED BY MUNICIPAL MANAGERS
Finance Department
Mext Job Wanted CAD/CH Officer Clk/Trs/Reg. Assistant Head
F M F M F H F H F M
3 i 3 X 4 X 3 3 3 5
cAD/CH 15 18 9 14 7 (&) 15 & | 15 19
Finance Officer (0) (1) ) 10 3 (o)} (2} (2)] (o) (0)
Clk/Trs/Reg. (0) (0) 3 (0) (o) (o) (ny (a) (o) (0)
Assistant (o) (o) | (1) 3 (0) (o) 130 20 15 9
Department Head 3 (1) (1) (0) (0) (Q) 8 7 29 19
Fed/State Elective 5 (n 3 (0) 3 (@) (2) (oy| (9) (0]
Fed/State Appointive (0) 4 6 (o) | (o) (a) 5 (1| 10 &
Local Elective 5 (o) | 5 71 10 (@ (@ (0)] (0) (0)
Same Job 25 22 25 24 27 (o) 8 {2) 7 (0)
same Job/0iff.Cicy (0) 8 | (o) (0) | (0) (@] (1) (2y| (o) (0)
Same Job/Lgr.City 10 20 5 17 (0) (@) (1) (o) 7 6
Private Sectar 10 8 8] 7 7 (2) 7 1 7 13
Advisory/Consult.  (0) (0) | (o) 3| (o) (@) 3 (2)| (o) 13
Don't Know 10 8 " 7 '7 (2)| 13 {z) | 10 (0)
None/Retiring 15 8 9 7 27 (1) h b (o) {6)
Total (20) (50) | (64) (23) | (30) (9) |(112) (85) | (&1) (16)
TABLE 4H: FREQUENCY OF INTERSTATE WOVES WITHIN PAST 3 JOBS

# of Interstate Moves Within Past

J Jobs Municipal Managers
: :

None 72 57
17 26

2 io L}
3 (1) 4
Total (106) (51)
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TABLE 4): MUNICIPAL MANAGERS' LENGTH OF TIME IN COMMUNITY

Langth of Time in Finances Department
Community (yrs) CAO/CM Officer C1k/Trs/Reqg. Assistant Head
F M F M F M F M P M
% 3 : 3 % % % 3 2
4 & Under 17 41 12 13 5 (&) 37 50| 33 35
5~ 9 i3 16 7 i 3 (3} 2o 25 25 24
16 - 14 3 12 7 -8 3 (o) 8 4 & 12
15 - 19 13 5 3 I 1o (o)l 1o 4 6 12
20 - 24 10 3 1y 5 8 (o) 3 A 3 8
25 & Over 43 22 | 51 4% | 70 (3 17 12| 24 12
Total (30) (58) | (95) (37)] (60) (10)] (132) taz)l (s1) (17

TABLE 4K: MUNICIPAL MANAGERS' LENGTH OF TIME IN STATE

Lenqth of Time Finance Department
in State (yrs) CAD/CM Officer Clk/Trs/Req. Assistant Head

F M F M F M F & F M

5 % 3 4 4 % A 2 i e
4 & uUndar (o) 18 5 3 (1] (1) 15 12 (1) 15
5= 9 11 13 2 3 (1) (2) 9 i1 12 13
10 = 14 (o) ) & 3 b (o) 12 10 6 (0)
15 -~ 19 i & (1) : 6| (1) (o) 8 71 10 (0)
20 - 24 {0} 5 5 3 (1} (z) 14 5 ) &
25 & Over 75 53 76 83 89 (51| 43 55 6k 63

Total (28) (55) | (34) (36) | (56) (1o [(128) (31)) (500 (i6)




TABLE 4M(z): MUNICIPAL MANAGERS' WILLINGHESS TC RELOCATE

242

wWwould you relocate if a more
rewarding job opportunity arose?

Definicely

Probaply

Probably Hot

Definitely Not

Don't Know
Total

CAD/EM

4 B

a %
20 26
20 36
37 13
17 12
7 7
(30) (58)

Finance Officer Clk/Trs/Req.
F M F M
- i FA z
18 32 b (1)
21 32 18 (7]
22 13 33 (2)
& B 28 (0)
19 8 18 (3)
(94) (37) (57) (1o)

TABLE 4M[{5): MUNICIPAL MANAGERS" WILLINGNESS TD RELOCATE

Would you relocate IF a more
rewarding job opportunity arose?

Definitely

Prabably

Probably Mot

Pefinitely Mot

Bon't Know
Tutal

Assistant
F M
28 Lé
22 34
26 10
7 ]
17 3
(132) (33)

Department Head

F
b4

26
24
22
10
18
(50}

-
%
47
29
12
6
6

(17)




TABLE 4N: MUNICIPAL MANAGERS' WILLINGNESS TO RELOCATE BY MARITAL STATUS

_— e e = == ——

Would you relocate |f a3 more
rewarding job opportunity arosa?l

243

Marital Status

Married Divorced/Separacted  Widowed Single

F M F M F M F M

z 5 x F 3 5 x %

pefinitely 11 33 37 (5) Zh (o)l W 65
Probably 16 39 i3 (2) 24 (o)| 2b 15
Probably HNot 35 14 10 (1) 28 (o) 12 15
Definltely Not 14 9 | (o) 18 (o) 7 5
Don't Know 20 6 1z (o) 8 ()| 18 (o)
Total (219) (188) (6Q) (8) | (25) (0)] (58) (20)

TABLE 40: MUNICIPAL MAMAGERS' WILLINGMESS TO RELOCATE BY NUMBER OF CHILDREN

Would you relocate if a more
rewarding job opportunity arose?

Number of Chilldren

Mane 2-3 L -5 & & Over

F M F M F H F M F H

4 3 i 5 4 2 4 i 2 3

Definitely 29 7 | 23 60| 13 241 15 15 | (2) (2)
Prabably 22 0| 15 3| 18 41 | 33 Ly (&) (1)
Probably Not 23 15 | 34 5| 27 16| 30 22 | () (1)
pefinitely Not 10 | 16 5| 13 31 13 15 | (@) (1)
Don't Know 17 L} 1 (o) 23 9 10 b4 (1) (o)
Totsl {115) (571 ) (61)  (m2)j(r28) (87)| (4o} (27) | (7) {5)
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PART V: ON THE JOB SUPERVISORY RESPONSIBILITIES

TABLE SA: TIME SPENT ON JOB & REQUIRED JOB RELATED ACTIVITIES BY MUNICIPAL MANAGERS

Time spent on job relatad

activitlies (hrs/wik) Munlcipal Managers
;1
i4 & Under 4 (4)
35 - 39 4 (1)
40 - 4§ 4 32
50 - 59 27 51
60 & Over ia 14
Total (382) (215)

TABLE 58: NUMBER OF MEMBERSHIPS ON COMMITTEES, BOARDS & COMMISSIONS BY MUNICIPAL
MANAGERS

Number of memberships on committees,
boards, & commissions as part of job

responsibilities Municipal Managers
: :
! L8 47
Z 23 30
3 13 145
“ 5 |
5 & Over 5 {2)
Total (151) (91)




TABLE 5C: COMMITTEES, BOARDS, £ COMMISSIONS SERVED ON BY MUNICIPAL MANAGERSS

Which committees, boards, or commissions

do you or have you served ond Hunicipal Managers
: .
Local Government Study/Advisory o 23
Finance/Capital Growth/lnsurance i3 14
Planning/Zoning Housing 31 55
Personnel /CIvi]l Service 27 21
Human Services 19 14
Recreation/Civic 16 11
Publ ic Works/Transportation 10 13
Affirmative Actlon/Status of Women 7 3
Total (135) (91)

*UJp to 3 answers were counted from each respondent. Percentages are calculated
by dividing the number of times each type of committees, board, or commission was
clited by the tatal number of municipal managers who answered thls question.

TABLE 50: RANK ORDER OF COMMITTEES, BOARDS, & COMMISSIONS SERVED ON BY MUNICIPAL

MANAGERS
Rank CAD/CM Finance Officer
F M F M
Ist Gov't. Study Planning Flnance Finance
ind Planning Par=onnel Personnel Flannlng
Ird Finance Recreation/Civic Gov't. Study Personnel
Rank Cik/Trs/Reg.
F M
fst Planning Personne]
Ind Persannel bov't. Study

Ird Gov't. Study Publlic Works
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TABLE 5D: RAMK ORDER OF COMMITTEES, BOARDS, & COMMISSIONS SERVED ON BY MUNICIRAL
MAMAGERS [Cont'd,)

IS ——— = = —_—
Rank Azsistant Bepartment Head
F " F M
Ist Planning Planning Gov't. Study Human Sves.
ind Gov't. Study Gov't, Study flecreation/Civic Gov't. Study
3rd Human Svcs. Finance Planning Planning

TABLE SE: STAFF SUPERVISION OF MUNICIPAL MAMAGERS

Do you supervise a staff? F M
3 L

Yes 89 58
Ho 20 13
Total (366) (216)

TABLE 5F: NUMBER OF PEDPLE SUPERVISED BY FEMALE & MALE MUNICIPAL MAMAGERS

Number of People Supervised ; :
4 5 Under L8 28
5- 9 26 27

g - 29 9 22
30~ 43 (4) b
50 - 99 (6) 7
100 & Over 3 I
Total (291) (188)




TABLE 5G:

T

PERCENT OF DEPARTMENT HEADS WHO ARE FEMALE 8Y JOB CATEGORY

247

Department
Head

]

4 -4
27 (8)
(a) (0}
22 (3)
32 (5)
5 (a)
1k (1)
(37 (17)

Departmant Heads Finance
Who Are Female (%) CAQ/CH Offlcar Clk/Trs/Reg. Assistant
E M F M F ] F “
4 3 = I 3 i :
Zero (7} b1 1 n 47 19 (9)) 39 38
| - 24 (0} (0) (a) (0) (0) {0) (D) (o)
25 - L9 {0) L 13 i 6 (o) s 20
50 - 74 (2) 23 i3 38 i9 (2)| 27 27
7% - 99 (1) (1) (1) (Q) (v {0) 3 (1)
|00 (14) 32 Y] iz 55 (@) I6 13
Total (24) (56) [{?51 (34) | (53) (1) (13o0)  (24)
TABLE S5H: PERCENT OF DEPARTMENT MEADS WHO ARE FEMALE BY FORM OF GOVERNMENT

Department Heads
Who Are Femals [3)

Form of Government

—

Mayor/Council Councll/Mgr. Commission Rep./Twn.Mtg. Co.Council/Adm.

F MoOF mooOF M F mWoF “

. % L = 4 ] - % : 2
lero 20 56 | 29 33 (0) (o) | (W) (2) | () (0)

I - 24 (0) (e)f (o) (o) | (o) (o) | (O (0) | (o) (o)
25 - 49 e (1) 15 15 (1) (e} | (o) (1)1 .0) (1)
50 - 74 21 2] 30 30 (0) (o) | (W) (] (0)
75 - 38 (2) (0) 3 (nf (o) | (9) (1) | (o] (0)
100 47 2] 23 15 {(ry (o) | (5) (1) | (o) (o)

Tota) (105) (5711 0183)  (138) | (3) (o) |(13) (6) L (3) (1)




TABLE 51: TELEPHONE INTERVIEWEES® SURPRISES ON THE JOa*

Surprlses an the Job Telaphone Interviewees
: :
Aapld pace/too many hours 45 Sh
Direct |lne of responsibility 45 L
BureaucTastic red tape 27 g
NotT encugh power/respansibillity 18 23
Sexus| harassment 5 (@)
Host]le administration 9 10)
|solated from decislon-makers (9) 8
Total (11) (13)

#p to 3 surprises were counted from each Interviewes. Percentages are calculated by
dividing the numbar of times each surprise was cited by the total number of
intarviewsss who answéred this question.

TABLE 5J; MUNICIPAL MANAGERS' RECOMMENDATIONS TO GOVERMING BODY BY POPULATION

Do you make racommendations Papulation (to the nearest thousand)
to your governing body? 9 & Under 10 - 39 hg - 099 100 & Over
F M F H F M F M
% 4 % 3 3 % - 4
Yes. 88 26 77 53 76 8s 73 71
N 12 4 23 7 24 15 21 29
Total (76) (53) | (183) (1og9) | (W) (34 | (570 (21)

Are your racommendations
fol lowed?

Nearly always 32 55 31 37 53 i5 ca 33
Most of the cime 51 ia 51 Sh 33 53 39 53
HalF zhe tlme (i 2 9 g 3 7 7 (a)
Less than half the time g I 0 2 ] (0 E (13)

Tatal (63)  (49) |(138) (101} | (38 (23) | (44} (15)




TABLE 5K:

foes your governing body
eventual ly agree with youl

RESOLUTION TO POLICY/ACTION DISAGREEMENTS BY POPULATION

Population {to ths nearest thousand)
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3 & under 0 - 39 5o - 25 100 & Over

F M F " F M £ "

1 % 3 : 4 - 3 %

Nearly always Ih 7 15 10 13 18 15 (1)
Most of the time 51 52 39 i3 ko 43 52 (7)
Half the time 27 ho 29 3z Lo 21 21 (1)
Less than half the cime 8 ik 17 E] 7 18 12 (5)
Total (51)  {45) | (1o2) (88) | (30) (28) | (33) (14}

TABLE 5L:

Do you make recommendations
to_your governing body!

Yes
No
Total

fire your recommendations
Fal lowed?

Nearly always

Most of the time

Half the time

Less than half the time

Total

Geographic Region

MUNIC|PAL MANAGERS' RECOMMENDATIONS TO GOVERNING BODY BY GEOGRAPHIC REGION

Eastern Central Southern Mountain/Pacifle
F M F H F H F
4 4 & 1 s 4 %
a2 35 79 92 n 79 87
18 5 21 8 29 2] 13
(73)  (&3) | (86) (64) | (109) (52) (97) (58)
26 4] 28 37 ho ko 43
56 a4 21 54 47 45 39
il (1) 12 5 h ] 6
7 (1 9 3 9 5 [
(57) (41} | (85) (59) | (75) (ka) | (82) (54)




TABLE 5M:

RESOLUTION TO POLICY/ACTION DISAGREEMENTS BY GEQOGRAPHIC REGION

Does your governing body

eventual ly agree with you?

Leographic Region

Eastarn Central Southern Mountain/Pacifie
F H F H F M F M
3 1 2 - E X 1 %
Mearly always I ] & | ] 9 i 81}
Most of the time 56 L3 43 39 L 37 37 45
Half the time 27 30 22 30 32 3l 3h 31
Less than half the time 7 4 18 22 14 23 i b4
Total (45)  (37) | (43) (54 | (57) (35) | (65) (49)
TABLE SM: MUNICIPAL MAMAGERS' RECOMMENDATIONS TO GOVERNING BODIES BY FORM OF
GOVERMMENT
Do _you make
recommendations to
vour governing body? Form of Government®
M/ c/M Comm. BR/TH CC/A Co.Comm.
F M F M F M F W F H F n
E 4 z 2 2 1 5 z z kS F 4 4 3
Yas 83 100 76 B7 [3) [G] (I4) (&) (2) (o) (o) (2]
No 17 {al 24 14 | (1) (o) | (2) (o) | C1) (1) | (o) (o)
Total {125) (6L, 1 (218) (1&BY1 (&) (o) | (re) (&)1 (3) (1) | {0) (2)
Are your
recommendat ions
fol lowed?
Nearly always 30 k2 kg 39 (1) (0} (2) (&) ] (o) (o) | (o) (1)
Most of the time 51 49 4k 53 | (2) (o) | (3) (ry| (1) (o) | (o) (1)
Half of the time 1 =1 6 & (o} (0) (1) (1) | tay (o) | (o) (o)
Lass than half
the time 8 3 7 3 (0) (o) (2) (o) | (1) (o) | (o) (@)
Total (99) (53) | (159)  (rz7)] (3) (o) |C14) (&) | (2) (o) | (0} «(2)
=M/C - Mayor/Counci| R/TM - Rep./Twn. Mtg.
/M - Councll/Manager CC/A - County Councl]/Adm.
Comm. - Commission Co. Comm. — County Commission
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TABLE 50: RESCLUTION TO POLICY/ACTION DISAGREEMENTS BY FOAM OF GOVERNMENT

Dees your coverning
tody eventuslly

agree with you? Form of Sovernmang#®
M/C C/n Comm. R/TH CC/A Ca.Camm.
F M F M F M F M F M F M
1 F - 3 £ X 4 a 2 4 ] B
Nearly always il g 5 9 | (1) (o) (2) ()] (@) (o) | (o) (1)
Most of the time 51 55 38 37 | (1) (0) (5) (o)] () f(o)| (o) (1)
Half the time 24 25 35 3 (0) (0) | (1) (h)} (o) (o)| (0} (o)
Less than half
the time 13 12 12 22 | (o) (o) | (2) (o)} (o) (o) | (o) (o)
Total (82) (439} | (vi19) (nig) 1 (2) (o) 100} (&)1 (1) (o) [ (o) (2)
*M/C = Mayar/Council R/TH = Rep./Twn. Mtg.
C/H - Councl|/Manager CC/A - County Council/Adm.

Comm. = Commissian Co. Comm, = County Commission



PART VI: RELATIONSHIP TO ELECTED OFFICIALS
TABLE ©A: IMPORTANCE OF POLITICAL PARTIES IN ADMINISTRATIVE AREAS BY RATED
MUNICIPAL MANAGERS
| rtance of
Pﬂiinicai Partleas Administrative Areas
Parsonnal Declsions Career Advancement Pollcymaking
F H F ™ F H
z H 4 g H z
Very important 4 3 1 1] 8 11
Moderately Important 5 (h) 5 (&) 10 6
Somewhat Important 8 7 s 6 13 13
Not Important 83 g8 82 83 69 A
Total (355) (214) (355) (214) |(354) (215)
TABLE 6B8: RESPONSIBILITY FOR KEY GOVERMMENTAL FUNCTIONS BY JOB CATEGORY
Who has personnel Financs Department
responsibil ity? CAD/CM Officar Clk/TrsiReq. Assistant Head
F . | F M F M F M F H
s z % - 4 4 % 5 H 3
Municipal
Managar (3] 70 g6 70 64 47 (10)] =0 96 65 (14%)
Elacrad
official (s) 27 7 23 36 47 (1 B 4 27 (2)
Manager(s) &
Elected 3 7 7 (0) 5 (0] (2) (o) & (1)
Special Bd/
Twn. Mtg. (o) (@) | (1) o\ ) (o () (o) b (0)
Total {30) (59) | (92) (37) | (&0} () qe3s)  (93) | (49) (7
Who has budget
responsioi iltg?
Municipal
Manager(s) 73 32 | &0 58 | 57 (1] 88 9 [ 65 (13)
Elected | ,
oiflelal(s) 1a s 23 28 30 0), 1 5 2k [2})
|
Manager(s) & | '
Elected ) 3 13 5 12 {'J][ & 3 l +] (1)
Special Bd/ .
Twr. Hig. 7 | 3 3 | u:-:.ml (23 (@) | (@ ()
Total {10) {58} |(20) {36) Ifﬁui {11) 11133) (32) 1”-9: {17}
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TABLE 6B: ARESPONSIBILITY FOR KEY GOVERMMENTAL FUNCTIONS BY JOB CATEGORY (Cont'd.)

Who has glanning Financa Department
responsibl lityT CAD/CM Qfficar Clk/Trs/Req. Assistant Head
M F M 7 M F A F
- # 1 - 4 4 = 9 4 X

Municipai
Manager(s) L5 81 30 £é L3 (g} 83 85 &3 (14}
Elected
Official (s) 28 5 33 28 43 (e} 11 7 27 (1)
Manageris) &
Elected 17 i 5 (o) 7 (G) g b (1] (o)
Special Bd/
Twn. Mtg. 10 0 3 17 7 (o) (1) 4 8 (2)

Total (29) (55) | (88) (36) | (58) (1ol (1z9) (=2} (48) (17)
Who has general
administrative
responsibiliey?
Municipal
Manager(s) 93 vl 59 67 36 (10)] 94 58 71 {15)
Elected
Officlalls) 7 ()| 32 31 37 (1) 5 (2)| 22 (z)
Manager(s) &
Elected (a) {0) 7 3 5 (n) (2} (o) (3 fo)
Speclial Bd/
Twn. Mta. (o) (o) | (2) (o) | (1) (0)| (o) (o)| (o) (0)

Tatal 129) (59) | (88) (36) | (59) (re)p13a)  (81) | (as) (17)

TABLE &C: MEANS LUSED BY ELECTED WOMEN TO APPOIMT WOMEN TO BOARDS/COMMISS)ONSH

Mzans Used to Appoint Women ETﬂctad_Hnmen
Talked to an 2lected colleague 67
Wrote a letter of recommendation i1
Spoke to a publlc official £7
Recruited women candidates
Wominated woman h
Appointad/voted for women 12
Total {377)

“Up to 3 answers wers counted from esch respondent. Percentagss ars calculated by
dividing the number of times sach activity was checked by the number of elected
woman who responded to this gquestion.
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TABLE 6D: ELECTED WOMENM 'S PFERCEPTION OF BARRIERS TO WOMEM IN MUNICIPAL MANAGEMENT®

What do you think the barrlé€rs ars to placin
more women In municipal management ? Elucted‘hlum

X

Antj-female attitudes S8
Lack of qualified women 38
Women reluctant/lack of confldence 13
Mot enough women candidates 1]
Publ fc service Job too time-consuming For women &
Exclusien from ''01d Bey's Network! Iy
Intense job competition (1)
Total (53)

#llp to 3 answers wers counted From each respondent., Percesntages are calculated by
dividing the number of Eimes each barrier was clted by the number of alectad
women wha responded to thls guestion.

TABLE 6E: ELECTED WOMEN'S RESPONSE TO HOW ""NEW GIRL'S NETWORK' EXISTS=

How does the "Naw Glirl's Ketwork' exist? Elected Women
e
Womern share Informatlon/advice 32
Women meet regularly 7
Women meet Informally 28
Through professianal organizations L3
Through the League of Women Voters 10
Among women communlty activists &
Through woman's groups and organizations &
Through single issue networks (2)
in Job recrultmant 5
Through pellitical parties (n
Total (113)

g to 3 answers were counted from each respondent. Percentages are calculated by
dividing the number of cimes each answer was cited by the number of women who
rasponded to this guestion.
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PART VI |: BARRIERS AND SUPPORT SYSTEMS

TAELE 7JA: MUNICIPAL MANAGERS' MEMBERSHIP DISTRIBUTION IN PROFESSIONAL ORGAN|ZATIONSS

What kinds of professional

organizations do you bejong to? Municipal Managers
: g

international/National 105 122
Regional i 2
State 75 83
State Regional 3 12
County/Local 11 3
Professional Women's Group 4 (0)
Scholarly (2) (0)
Labor Unlon (2) (o)
Total (275) (177}

#Up to 3 organizatlions were counted from each respondent. Percentages are calculated
by dividing the number of times each kind of organization was cited by the number of
managers who answered thls question.

TABLE JB: MUNICIPAL MANAGERS' MEMBERSHIP DISTRIBUTION IN INTERNATIONAL/NATIONAL
PROFESSIONAL ORGANIZATIONS®

-
Which internationsl/natlional
organizations do you belong to? Mu:l:lpal Hanage;ﬁ
£ z

International City Management Assoclation 26 55
Amerlican Sociaty of Public Administraticon 12 14
Munieipal Finance Officers' Associatlion 21 18
American Soclety for Planning Officials (4) (3]
International Institute of Municipal Clerks I 5
National Secretaries' Assoclation (5) {0)
MNational Mansgemsnt Association (2} {3)
American Institute of Planners (5] 3
Other 29 24

Total [275) (177)

— _— = e —

#lUp to 3 organizations were counted from each respondent. Percentages are calculated
by dividing the number of times each kind of organization was cited hy the number of
managers who answersd this guestion.
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TABLE 7C: MIGHEST OFFICES HELD 8Y MUNICIPAL MANAGERS IN PROFESSIONAL ORGANIZATIONS

——— e ——————

Highest office held in

grofessional organization Municipal Managers
. p
Frasident 32 47
Vice-President 10 14&
SecraLary 22 i5
Treasurer 4 (e}
Commictee Chair 20 4
Discrict/Region Office i 10
Total {106} (53)




