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ABSTRACT

Today’s Glass Ceiling: Executive Women’s Experiences and Perceptions Regarding
Career Advancement Into Executive Leadership Positions in Transportation

By Irma L. Licea, DPA

Purpose. The purpose of this study was to examine the progression and perception of the
glass ceiling today, against the backdrop of decades of changing social developments,
including changing demographics, economies, and technological advancements;
legislative mandates; organizational structures with a more humanistic approach to
human capital; a shift toward collaborative intra- and interagency organizational
management; and an unprecedented active citizenry.

Theoretical Framework. The theoretical framework was based on three foundational
theories: organizational theory, feminist theory, and collaborative management theory.

Methodology. This study included 12 participants, all executive-level women at the Los
Angeles County Metropolitan Transportation Authority (LACMTA) from the deputy
executive officer level and above. A semistructured interview approach was utilized to
best capture each participant’s perceptions in relation to career advancement since each
participant’s experience was different and due to the highly political climate associated
with executive-level positions.

Findings. The glass ceiling is still pervasive, and all participants indicated being
personally impacted by it. Comparable pay is still an issue, occupational segregation is
still commonplace, children and marriage are still barriers to advancement, and despite in
many cases women surpassing men in educational attainment, disparity at the top
continues. Diversity has created unprecedented opportunity, even if by default. Work—
life balance continues to be an issue. Technological advances and shifts to knowledge-
based work are expected to increase career advancement. Feminine traits such as
nurturing and consensus building that were once seen as negatives are now viewed as
positive traits in collaborative structures.

Conclusions and Recommendations. The results of this study support the overall
literature review and the researcher’s position that emerging changes in social and
organizational structures, especially a shift to more humanistic and collaborative
organizational structures, will create career advancement opportunities for women.
However, since this a rapidly evolving structure, management/organizational reporting
structures need to evolve as well. Women must educate themselves in nontraditional
female fields like engineering and the sciences. Joining professional organizations,
networking, and mentoring need to be practiced. Lastly, women must be committed to
growth and know that they will have to work harder than men, have more education and
credentials, and continue to push on the ceiling until it shatters.
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CHAPTER I

INTRODUCTION

Public administration is steadily adapting to the institutional changes brought
about by a combination and convergence of social, economic, and technical forces that
have necessitated change at fundamental levels. It is predicted that the future of the
workforce will be affected by shifting demographic patterns, the pace of technological
change, and the path of economic globalization that will continue to evolve. Slower labor
force growth will encourage employers to adopt approaches to facilitate greater labor
force participation among women. Greater emphasis will be placed on retraining and
lifelong learning as the United States tries to stay competitive in the global marketplace
and respond to technological changes. Further technological advances are expected to
continue to increase demand for a highly skilled workforce, support higher productivity
growth, and change the organization of business and the nature of employment
relationships (Karoly & Panis, 2004).

The changing roles of women in response to social progression have reshaped
women’s patterns in marriage and divorce, childbearing, living arrangements, and
aspirations for education and career development. These trends both affect and are
affected by economic growth and technological change. Though women have entered the

workforce and are represented in various occupations and at various levels, they are still



underrepresented at the highest levels of management. Like most institutions, public
organizations have primarily been White, male-dominated environments, especially in
top management positions and leadership roles (Cox, 1991). Women have systematically
been overlooked for these positions. Researchers and investigators have commonly
referred to this pervasive vertical and horizontal job segregation as the glass ceiling
(Hymowitz & Schellhardt, 1986).

It appears that once women reach a certain level, despite experience, education, or
achievements, their career advancement opportunities are stunted. This phenomenon is
referred to as the glass ceiling. The glass ceiling is a widely recognized metaphor that
first appeared in a 1986 Wall Street Journal article, which described the barriers that
restrict or block the access of women into high-level management and executive positions
within their agency (Hymowitz & Schellhardt, 1986). However, the metaphor has been
legitimized as a true phenomenon and an unfortunate reality for women in the workplace,
especially for women who strive to climb the corporate ladder and pursue higher level
management and executive positions. This research examined the existence of the glass
ceiling through various studies and reports, including official government statistics and
findings.

Women have had various adverse conditions to overcome. Feminism, known
generally for the platform of gender equality in all areas, has played a prominent role in
women’s social, educational, and career development. Feminism is directly related to the
women’s suffrage movement, which spearheaded getting women the right to vote.

Feminists have been instrumental in fighting for equality at all levels, for the right to own



property, to decide reproductive outcomes, and to be paid equitably on par with men for
equal work. Women have made incredible gains and have undeniably entered the public
realm en force. Economic and social circumstances such as the Industrial Revolution, the
unsustainability of a single-income home, and divorce and single parenting have changed
the fabric of society, placing women in the workforce and therefore in the public realm.
The entry of women into the workforce has been as much a function of social and
economic necessity as it has been a mark of progression in relation to gender equality.

As it is with most things, the impetus for women entering the workforce was necessity.
Years ago, they mostly worked in positions lacking any authority, such as domestic
employment or clerical work (Bullock, 1994). However, women today work across all
occupations and are challenging the long-standing stereotypes and notions associated
with a lesser/weaker sex. Though women have made amazing strides in all areas, there is
still much to be done to achieve gender equality.

Though classical bureaucracy may be considered elementary in present day as a
mode of management and theoretical approach, it is nonetheless the foundation from
which most public administration theories developed and were expounded. However, the
commonality between all, despite variations in theory or approach, is the continuance of a
traditional bureaucratic hierarchy of management and decision making as the normative
structure. Following the U.S. societal structure, public organizations, like most
institutions, have been historically patriarchal. The democratic system of government
was essentially formed as such. To date, the United States has yet to see a female

President.



Currently, public administration is reinventing itself in response to society’s
changing landscape. What was once a traditional bureaucratic organizational structure,
able to operate mostly independently and primarily governed by White males, is evolving
into a discipline struggling to keep up with organizational and cultural changes, such as a
diverse workforce, the emergence of the information age, daunting economic challenges,
and governance that is increasingly influenced by citizen participation. In today’s
society, it is impossible for a public institution to operate independently. A strict,
dominant, hierarchical power structure does not fit in an environment where the survival
of a public agency and the successful provision of the services rendered to the populace
require interagency coordination and often collaboration to accomplish the business of
government. The traditional top-down hierarchy is changing as public institutions
respond to the varying challenges they face by morphing into agencies that look outside
themselves and increasingly rely on other agencies and a progressively knowledge-based
workforce to accomplish their own respective missions.

A shift from traditional bureaucratic management practices toward the need for
collaborative relationships with other agencies involves change at fundamental levels.
These changes impact the historically hierarchical and independent nature of public
institutions. Traditional jurisdictional and organizational boundaries are quickly
becoming a thing of the past. As an example, in Los Angeles County, the effective
operation of public transportation services requires relationships and coordination with
the federal government, state government, cities, municipalities, and law enforcement, as

well as private companies for other services rendered, such as contracted services or the



purchase of specialized goods and materials. Collaboration creates circular relationships
that offer greater visibility and leadership opportunities for women in traditional
hierarchies both within organizations and between organizations that are required to
collaborate and coordinate for the purposes of accomplishing goals, objectives, and
mandates.

As the landscape of public administration changes, it seems natural that the nature
of its workforce, including the role women play in it, will change as well. Organizational
changes that include shifts from the traditional hierarchical structure to more
collaborative management, technological advancements, laws and protections, a diverse
workforce, and so forth may create more opportunities for advancement since these
changes help remove barriers that were previously prohibitive and made a woman choose
between a family or a career. In the past decade, most large public-sector organizations
have adopted a philosophy of valuing diversity in the workplace. It is no surprise that the
research shows that women and people of color are underrepresented in top policymaking
positions (Riccucci & Saidel, 1997). Naft (1995) argued that perceptions of
discrimination can be just as harmful to women and their organizations as the existence
of objective barriers to advancement. Diversity is not only aimed at increasing sensitivity
to cultural differences or recognizing, valuing, and accepting diversity; it attempts to
minimize patterns of inequality experienced by women and minorities (Soni, 2000). The
introduction of valuing diversity in the workplace is a start to recognizing the differences
that affect discriminatory practices. The role women play in the evolving public

administration landscape was of interest in this research since a changing landscape may



offer new advancement opportunities for women, particularly in top management and
executive leadership positions, which are positions of power, decision making, and
influence. Though more women have entered the upper echelons, the disparity continues.
This research examined the impacts and contributing factors of the organizational
shifts in public administration in relation to women’s career advancement opportunities
into top management and leadership positions in the past and now. The Los Angeles
County Metropolitan Transportation Authority (LACMTA) was the primary source for
data collection. The LACMTA was a good institution to examine since it has many
elements of cooperative and collaborative relationships. This also allowed access to
other women involved in transportation, such as those in professional organizations or

governing boards.

Problem Statement
Women in the public sector have historically been underrepresented in top
management and leadership positions due to traditional institutional and social structures

that have created obstacles in career advancement for women.

Background of the Problem
Historically, women have had fewer legal rights and career opportunities than
men. Being a wife and mother was regarded as a woman’s most significant contribution
to society. Women were expected to handle the domestic and child-rearing duties so that
men would have the time for public pursuits (Okin, 1989). However, in the 20th century,

women in the United States, through the efforts of the women’s suffrage movement, won



the right to vote. This milestone was significant toward equality since it helped usher
women’s entrance into the public realm, thereby increasing their educational, career, and
political opportunities, and accomplished a reevaluation of traditional views of their role
in society (Women'’s International Center, 2003). To date, women still carry the burden
of balancing domestic responsibilities and paid work. This is no easy task. Studies on
state government bureaucracies show that, historically, successful women are more likely
to be unmarried than men, and children tend to be barriers to a woman’s advancement.
Women who have chosen to have children during their careers have been disadvantaged
in their career paths (Naff, 1994). With the social and institutional changes that have
taken place, such as the laws instituted and the organizational changes such as flexible
work schedules, on-site childcare, and so forth, women’s opportunities for advancement
may increase.

Feminism, known generally for the platform of gender equality in all areas, has
played a prominent role in women’s social, educational, and career development.
Feminists have fought for issues of equality for women that have included the right to
vote, to own property, to decide reproductive outcomes, and to be paid equitably on par
with men for equal work. Furthermore, as Beckwith (1986) stated, “Feminism, both as a
political movement and as an ideology, addresses issues of unique importance to women,
and the aim of the feminist movement has been to mobilize women for political action”
(p- 109). This is important and directly related to women’s advancement because a

general assumption is that as more females attain political offices, they will represent the



8
interests of women as related to women'’s issues more adequately than men have (Carroll,
2000; Carroll, Dodson, & Mandel, 1991).

The glass ceiling is a widely recognized problem that describes the barriers that
restrict or block the access of women to high-level administrative positions within their
agency. With the passage of the Civil Rights Act of 1991, Title II created the Federal
Glass Ceiling Commission (GCC) with the U.S. Secretary of Labor as its chair (GCC,
1995a). The establishment of the GCC and its subsequent report widely legitimized the
glass-ceiling metaphor. The commission’s role was to study and make recommendations
relating to the compensation of women and people of color and their advancement to
management positions in U.S. organizations. When the GCC issued its recommendations
in its 1995 report, A Solid Investment: Making Full Use of the Nation’s Human Capital,
the chair put forth,

The glass ceiling is not only an egregious denial of social justice that affects two-

thirds of the population, but a serious economic problem that takes a huge

financial toll on American business. Equity demands that we destroy the glass

ceiling. Smart business demands it as well. (GCC, 1995c¢, p. 4)

The government recognized that in order to compete in the global market, fundamental
change was necessary. The nation’s changing demographics could no longer be ignored.

One of the arguments/explanations for the glass ceiling is occupational
segregation. Occupational segregation refers to the occurrence in which men and women
tend to be employed in different occupations in the workplace and is associated with

salary inequities (Miller, Kerr, & Reid, 1999). Occupational segregation in the public

sector can be broken down further into two categories: distributive and redistributive



functions. Many proponents of pay equity believe the pay gap exists because women
have been channeled into certain jobs. For instance, women have typically worked in
secretarial, clerical, factory, retail sales, and other types of service-oriented jobs. These
are known as redistributive functions. Distributive functions are careers with more
decision-making opportunities, such as professional jobs as executives, lawyers, doctors,
and scientists (Rossi, 1982).

Distributive functions performed by state governments include police, corrections,
and fire functions; maintenance and construction of streets, highways, and bridges;
planning and zoning; maintenance of water, sewer, airport, and electric functions; and
development, operation, and maintenance of parks and recreational facilities (Miller et
al., 1999). Due to the nature of the specialty functions, specialty professionals such as
engineers, biologists, and scientists are employed by the distributive agencies. Men have
heavily dominated these professions.

Redistributive functions performed by government agencies include
administration of public welfare programs, public health services, mental health
programs, education, vocational programs, and programs for the aging. Historically,
these professions tend to be heavily represented by women. Additionally, salaries in
distributive agencies are on average higher than in redistributive agencies (Miller et al.,
1999). Therefore, it can be argued that occupational segregation is associated with salary
inequities.

The division between occupations in the public sector demonstrates that the glass

wall or glass ceiling for women continues to be an impediment to their success;



10
distributive functions are on average the highest paying jobs and carry more power due to
their decision-making nature. The research suggests that only by opening up traditionally
male job fields can glass walls/ceilings be permeated (Kerr, Miller, & Reid, 2002).
Furthermore, it is hypothesized that if glass walls are shattered at the level of professional
workforces through the inclusion of increased female representation at the top, more
women can break glass ceilings at the administrative level. Bell, McLaughlin, and
Sequeira (2002) argued that many of the factors precluding women from occupying top
positions also foster sexual harassment and discrimination. Bell et al. contended that an
increase of women in top positions will in fact reduce harassment and discrimination.

Gender is an important factor in a woman’s role and success in career
advancement. Not only has a woman’s gender been a barrier to advancement but to pay
equity as well. Unfortunately, even though 5 decades have passed since the Equal Pay
Act, enacted in 1963, women still make less than their male counterparts. In fact, the
American Association of University Women Educational Foundation published a report,
Behind the Pay Gap (Dey & Hill, 2007), which found that 1 year out of college, women
working full time make only 80% as much as their male counterparts. Ten years after
college, the pay gap increases, with women making only 69% compared to men (Dey &
Hill, 2007).

Gender affects the distribution of resources. This being true, women bear a
lopsided share of the burden for domestic functions. This is important because as Stivers

(2002) stated,
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Justifications of public administration take place in a space that a) depends for its

coherence on the subordination of women through their assignment to a set of

duties that, no matter how necessary, are generally regarded as less significant and

b) limits both women’s opportunities to participate in public life and the time and

energy they have to devote to it. (p. 4)

A woman’s contributions tend to be minimized and devalued because they are
considered feminine. This places a woman in an awkward situation because she is
struggling with being feminine and being a leader, qualities that are in conflict with one
another. Leaders are expected to be bold, decisive, strategic, and most often male. By
contrast, women are expected to be passive, intuitive, and nurturing (Stivers, 1991). A
woman leader has an uphill battle and a precarious balancing act. She is either labeled as
too masculine or too soft, a stereotype associated with women. The expectation of
researchers, such as Stivers, is that as women enter top positions with leadership roles
and demonstrate they can be tough, bold, strategic, and so forth, leadership will gradually
lose its association with masculinity.

It has been suggested that women have different approaches to leadership. Fox
and Schuhman (1999) studied women and men city managers and found that women city
managers are more likely than their male counterparts to include citizen input, facilitate
communication, and encourage citizen involvement in their decision-making process. In
another study, Fox and Schuhman (2000) examined gender and the role of the city
manager and similarly concluded that women managers were more likely than their male
peers to focus on community relations and to include citizen input in decision-making

practices. Rosener (1990) suggested that women in government will govern differently

than their male counterparts based on an intrinsic nurturing capacity and a more
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interpersonal approach, making them more responsive to the needs of the citizenry. This
is significant to the study because many of the attributes and stereotypes historically
associated with women have been seen as impediments to effective leadership in the
traditional hierarchical structure. However, in a collaborative management structure,
these stereotypes and attributes may become positives, thereby opening doors to further
advancement.

Just as the industrial age brought about the traditional bureaucratic organization,
the information age now brings forth structural and organizational changes in the public
sector that progressively require some form of collaborative public management.
Collaborative management is an emerging form of governance in which one
governmental entity must work with other entities, both public and private, to accomplish
the purpose, goals, and mandates of that entity. The emergence of collaborative
management is believed to have materialized by society’s need to keep up with rapid
social change widely brought on by the information age (Agranoff & McGuire, 2003).

The information age has not only made it possible but necessary for government
to operate differently. This has resulted in agencies that are more permeable and
transparent and more reliant on human capital. The emergence of collaborative public
management also highlights the growing prominence of knowledge-based work, with
employees known as knowledge workers, as opposed to routine production. This is a
positive factor for women who are now on par with men in education and surpass men in
graduate degrees, facilitating participation in a knowledge-based workforce (U.S.

Government Accountability Office [GAO], 2010b). Knowledge workers are expected to
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exercise independent thinking, problem solving, and strategic brokering, which elevates
the role of human capital in the workplace. To be successful, workers must synthesize
and integrate multiple truths into common tasks, which is highly dependent on the ability
to form alliances with other groups and agencies (Agranoff & McGuire, 2003). These
relationships provide women with exposure that they would not otherwise have in the
traditional top-down hierarchy. This exposure opens doors to networking and mentoring
opportunities that women can use to further their careers. A lack of mentors for women
has been cited as a cause or contributor to the glass-ceiling phenomenon; therefore, the
study of women’s mentoring becomes worthwhile (Morrison, White, & Van Velsor,

1994).

Purpose of the Study

The purpose of this study was to examine the progression and perception of the
glass ceiling at present, against the backdrop of decades of changing social developments,
including changing demographics, economies, and technological advancements;
legislative mandates; organizational structures with a more humanistic approach to
human capital; a shift toward collaborative intra- and interagency organizational
management; and an unprecedented active citizenry. The goal was to examine and assess
the current environment for women in the workforce, what has worked, and what more is
needed, and to develop strategies to continue to break through the glass ceiling through
secondary data and the experiences, perceptions, and recommendations of executive-level

women at the LACMTA. The GCC (1995b) explained, “Emphasis is placed on
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perceptions, because perceptions, true or not, perpetuate the perception of the glass-
ceiling barrier. Perceptions are what people believe and people translate their beliefs into
behaviors, attitudes and bias” (p. 6).

Institutions are evolving from impermeable, traditional, standalone monoliths to
organizations relying heavily on interagency coordination, collaborative relationships
with other agencies, and an increasingly knowledge-based workforce to fulfill the
respective agency’s mission. These unprecedented changes in organizational structure
create new opportunities for women to gain exposure, build relationships, network, find
mentors, and form alliances, all of which may assist them in breaking through the glass
ceiling. Scholarly research indicates that mentoring in the workforce for women, by
women can help solidify advancement and in turn create more opportunities for other
women through networking and mentoring (Szymborski, 1996).

The Women’s Transportation Seminar (WTS) was founded in 1977 and is an
international organization dedicated to the professional advancement of women in
transportation. It has roughly 4,500 members. According to the organization’s website,
“WTS is helping women find opportunity and recognition in the transportation industry.
Through its professional activities, networking opportunities, and unparalleled access to
industry and government leaders, WTS is [helping turn] the glass ceiling into a career
portal” (WTS, n.d., para. 1). Its mission is “advancing both the transportation industry
and the professional women who are a growing part of it” (WTS, n.d., para. 2). The Los
Angeles Women’s Transportation Coalition (LAWTC) is a nonprofit, multiethnic

association established in 1993 (WTS-LA, n.d.). LAWTC’s goal is to improve the
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visibility and influence of Southern California-area women’s transportation-related
businesses and women in the transportation industry through coalition building and
legislative advocacy activities. LAWTC is a strong voice advocating on behalf of women
in the transportation industry. In addition, LAWTC sponsors lunches and events
featuring leaders and decision makers who are either directly involved in or influence the
transportation industry (WTS-LA, n.d.). These two professional organizations are
examples of how women are not only participating in professional organizations but are
creating their own.

By examining historical data and conducting interviews with women executives at
LACMTA, this study explored the changing social, economic, and institutional
landscapes that are shaping organizational structures and how those changes are affecting
women’s career advancement. For instance, some of the institutional changes that have
occurred in the workplace include several legislative efforts that have been introduced in
an effort to reduce inequities and offer protections to women, such as the Equal Pay Act,
Title VII of the Civil Rights Act of 1964, Title IX, the Pregnancy Discrimination Act, the
Civil Rights Act of 1991, and the Family and Medical Leave Act (National Women’s
History Project, n.d.). Other changes include the significant advancements the
information age has brought and their impact on how individuals work and communicate.
Additionally, many organizations offer flexible work schedules, telecommuting
opportunities, and on-site childcare. All the factors mentioned might well be contributors

to greater advancement opportunities for women because they offer protections and tools
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that may aid women in attaining promotional opportunities. This is significant because

advances such as these make it easier for women to balance family and career.

Subject of the Study

LACMTA was particularly suited for this research because of its capacity as a
public institution with a regional responsibility. LACMTA is the agency responsible for
overall public transportation for Los Angeles County, and as such, it has various
relationships with federal and state government, cities, agencies, and public officials.
This is useful because LACMTA must, in its regular course of business, coordinate and
collaborate with other agencies. Transit agencies are engaging in collaborative processes
because they need to in order to be successful. The impetus may often be the need for
resolution to a regional problem, a mandate, or funding and resource limitations (Berman,
Smith, & Seplow, 2004). The LACMTA Board of Directors, comprising elected
officials, governs LACMTA (also known as Metro), so the interview sample ranged from
women transportation deputies to elected officials. According to the organization’s
website,

Metro is governed by a 13-member Board of Directors comprised of:
The five Los Angeles County Supervisors;
The Mayor of Los Angeles;
Three Los Angeles mayor-appointed members;

Four city council members representing the other 87 cities in Los Angeles
County; and

e . ..one non-voting member [appointed by the governor]. (Los Angeles
County Metropolitan Transportation Authority [LACMTA], 2009, para. 1)

The LACMTA (2009) profile continued,
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[LACMTA] is unique among the nation’s transportation agencies. It serves as
transportation planner and coordinator, designer, builder and operator for one of
the country’s largest, most populous counties. More than 9 million people—one-
third of California’s residents—Ilive, work, and play within its 1,433-square-mile
service area.
Besides operating over 2,000 peak-hour buses on an average weekday,
Metro also designed, built and now operates 73.1 miles of Metro Rail service. . . .
In addition to operating its own service, Metro funds 16 municipal bus
operators and funds a wide array of transportation projects including bikeways
and pedestrian facilities, local roads and highway improvements, goods
movement, Metrolink, and the popular Freeway Service Patrol and Call Boxes.
(para. 2-4)
Research Questions
The following questions were addressed in this study:
1. Is the glass ceiling still considered a significant barrier to women’s advancement into
top management/executive positions?
2. Have cultural shifts and organizational changes contributed toward increased
opportunities that promote career advancement for women?
3. Does increased intra- and interagency collaboration in transportation improve a
woman’s career advancement opportunities?
4. Do emerging changes/shifts in society and governance offer increased career

advancement opportunities, and what strategies are best to promote and maximize

parity?

Significance for Public Administration
The issue of the glass ceiling is a long-standing phenomenon that has been

examined and discussed in various forums, studies, and scholarly journals. The existence
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of a glass ceiling is not in question since it is well documented in government documents,
statistics, and other scholarly studies. To date, the research conducted has been rooted
and examined against the traditional bureaucratic hierarchy, which is expected because
the traditional model has been in place since the identification and establishment of
public administration. It was not the intent of this research to reaffirm the existence of
the glass ceiling but rather to examine the perceptions of women executives in relation to
the glass ceiling against the current backdrop: institutions implementing organizational
changes brought about by laws and regulations, changing economies and technological
advancements, the development of interagency collaborative relationships, and a
workforce that is more knowledge based. These changes provide a different backdrop
from which to approach the topic. If public administration is evolving from a traditional
hierarchical model and the nature of the workforce has changed, then it is worthwhile to
reexamine the glass ceiling from this new perspective. Previously identified barriers may
have shifted along with the institutional changes, and it is important to reevaluate and
recognize this emergence so that key identifiable factors relating to the advancement of
women can be established. Women seeking to advance in their careers and institutions

seeking to foster development and increase diversity can then utilize these factors.

Limitations of the Study
Gaining access to women executives was moderately challenging due to

accessibility or participation issues. Obtaining secondary data from LACMTA regarding
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executive leadership composition for women in top positions was limited for historical
data but not for current composition.

Additional limitations to consider include the fact that no men were included in
the study, so only a woman’s perspective was obtained. Also, the population of women
was limited to those involved in transportation, particularly in the Los Angeles region, so
women outside of the transportation industry and Southern California may have different
experiences. Since the research examined women’s career advancement as a whole and
did not break out minority women, the researcher did not separate the data collected for
perceptions of minority women’s career advancement compared to White women’s
career advancement. While conducting the interviews, it is possible that the researcher
unintentionally displayed a biased position, evoking a biased response, or that the
questions had different meanings to different women. Additionally, since the researcher
is employed at LACMTA, there is a possibility that participants felt a level of discomfort
or distrust. However, it was expected that those with such reservations would simply
decline participation.

By limiting the study to women in transportation leadership in Los Angeles
County, the researcher’s intent was to maximize on the homogeneous population and
minimize the invasion of different value sets that may have emerged from including an
overall population of women in the public sector. This will allow others to replicate the

study in a similar fashion but using a different leadership population in the public sector.
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Summary

Public administration is steadily adapting to the institutional changes brought
about by a combination and convergence of social and economic forces that necessitated
change at fundamental levels. These changes are affecting the traditional hierarchical
structures that have been the bureaucratic foundation of public institutions. Throughout
history, workers have made gains in general based on society’s advancements. However,
because of women’s status and place within society, they have not been equal partners in
those gains. There have been additional obstacles, hurdles, and barriers with which
women have had to contend. Though women have made significant strides in the
workforce, rising above the glass ceiling has proved difficult in a traditional
organizational structure.

However, the shifts occurring in today’s public administration in response to the
technology/information age, daunting economic challenges, and more employee-focused
institutions are forcing changes to the traditional structure. It is no longer business as
usual. Public institutions are evolving into more adaptive, collaborative working
structures instead of traditional hierarchies. Collaboration and coordination may be about
organizations and their increased efficiency, value, and effectiveness, but it is important
to remember that individuals are what drive and lead those collaborative efforts. Today’s
organizations and workforce are more knowledge based and technologically advanced.
By examining the glass-ceiling phenomenon against these new organizational shifts, it
was expected that opportunities for women’s career advancement into top positions may

not be as prohibitive.
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Definitions of Terms

Glass ceiling. The glass ceiling is a term referring to the marginalization of
women in the workforce. It denotes a clear underrepresentation of women in managerial
and executive leadership positions, despite accounting for similar factors such as
education and years of experience. It is a metaphor indicating women'’s inability to reach
the highest positions, despite their equal, or often superior, qualifications.

Knowledge-based worker. Workers have evolved along with the dawn of the
information age. Knowledge-based workers are employees who have a background in
education and experience in their field and are considered people who must utilize
independent thought in the performance of their work. In many ways, it denotes brains or
brawn.

Patriarchy. Patriarchy refers to a society rooted in the practice of placing males
at the center of domestic, social, and political life. Women are second-class citizens in

this structure.



CHAPTER II

LITERATURE REVIEW

Women in Society

The demographic landscape of the United States has changed significantly in
recent decades. The changing roles of women have reshaped patterns in marriage and
divorce, childbearing, living arrangements, and aspirations for education and career
development. These trends both affect and are affected by economic growth and
technological change.

The role American women have played in society was largely solidified with the
failure of the U.S. Constitution to explicitly declare women and men equal. In so doing,
women were viewed as, and essentially became, the lesser sex, their purpose and place in
society defined by their gender. They were relegated and bound to a domestic existence,
essentially confined to a life of servitude to husband, home, and family; their
circumstance, both social and financial, was completely dependent on their husbands.
Men, who were largely favored in the Constitution, held a certain power over women
directly linked to the matrimonial bond and its social and legal definitions and
ramifications. The matrimonial bond itself required that women vow obedience to their
husbands. A woman’s place was in the home, the private realm, while men dominated

the public realm, so much so that women were not allowed to vote, denying them a voice
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and participation in matters outside the private realm. History has shown that women
have not been on equal footing with their male counterparts. Various theories claim to
explain this inequity. The theories range from fields such as theology, anthropology,
biology, and sociology to political science and economics (Sapiro, 1994). In exploring
these theories, Sapiro (1994) found that the physical and intellectual differences between
men and women were not statistically significant, but the reigning patriarchy of most
cultures still labeled women as the weaker sex. Society aptly ascribed to the notion.

Women have had various adverse conditions to overcome. Feminism, known
generally for the platform of gender equality in all areas, has played a prominent role in
women’s social, educational, and career development. It is directly related to the
women’s suffrage movement, which worked tirelessly to get women the right to vote, and
feminists have been instrumental in fighting for equality at all levels, for the right to own
property, to decide reproductive outcomes, and to be paid equitably on par with men for
equal work. Women have made incredible gains, but though the birth of this nation is
centuries old, as recently as 1974, the state of Georgia’s legislature instituted a statute
that defined the husband as “head of the family” with the “wife . . . subject to him, her
legal existence . . . merged in the husband, except so far as the law recognizes her
separately either for her own protection, or for her benefit, or for the preservation of
public order” (Hoff, 1991, p. 281). Hoff (1991) went on to cite a 1970 ruling by the Ohio
Supreme Court, which defined a wife as “at most chattel with no personality, no property,
and no legally recognized feelings or rights” (p. 281). It is startling to see that such

archaic notions survived into the 20th century and permeated the language of legal texts;
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these archaic notions perpetuate the view of women being lesser than men, in need of
special treatment, and not suitable for equal participation in the public realm. But the
reality today is that women have entered the public realm.

Financial and social circumstances such as war, the Industrial Revolution, the
unsustainability of a single-income home, and divorce and single parenting have changed
the fabric of society, placing women in the workforce and therefore in the public realm.
The entry of women into the workforce has been as much a function of social and
economic necessity as it has been a mark of progression in relation to gender equality.
Years ago, they mostly worked in positions lacking any authority, such as domestic
employment or clerical work (Bullock, 1994). However, women today work across all
occupations and are challenging the long-standing stereotypes and notions associated
with a lesser/weaker sex. Though women have made amazing strides in all areas, there is

still much to be done to achieve gender equality.

Gender
It is a matter of innate human dignity and self-respect that individuals should be
able to pursue a meaningful life no matter their gender. Throughout history, men have
been the dominant sex; they have ruled the social order, both in the public sphere and the
domestic (private) sphere. Women have been second-class citizens, subjugated by men.
Because of the power and supreme control held by men in society, it is a well-established
fact in history that bearing sons has been favored over daughters—societies placed a

higher value on men over women. Unfortunately, for nearly as long as civilization has



25
existed, patriarchy, enforced through the rights of the first-born son, has been the
organizing principle of most societies (Rosin, 2010). A sign of social progression is that
now the centuries-old preference for sons is eroding, if not reversing. For the first time in
human history, that is changing. Even some of the most rigid patriarchal countries, such
as China and South Korea—countries that valued sons over daughters so much so that
they would punish women if they failed to bear daughters in varying degrees and
unofficially condoned the killing of babies born female—have made significant strides in
the past 4 decades. For instance, as recently as 1985, a South Korean national survey
reported that approximately 50% of women felt that “they must have a son” (Rosin, 2010
p. 58). A follow-up survey in 2003 surprisingly showed a plummet to only 15% of
women feeling that sons were preferred over daughters (Rosin, 2010). The main cause
for this shift was the country’s Industrial Revolution, which began in the 1970s and not
only embraced but also encouraged women to enter the labor force. This is significant to
point out because it illustrates that cultural and economic changes continuously fortify
each other. The global economy is evolving in a way that is eroding the preference for
male children worldwide and shifting the traditional patriarchal order.

Similarly, the United States—though the patriarchal order has not been as extreme
in its treatment of women as other countries and the strides made by women in civil
rights gains began a century ago—has shared similar experiences in that its Industrial
Revolution was also the impetus for women entering the labor force (Stivers, 2002).
Additionally, back in the 1970s when the first scientifically proven method for choosing

the sex of a child was introduced in the United States, prevalence toward choosing to
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have boys over girls existed. In recent polls, the shift toward choosing to bear daughters
over sons is almost two to one (Rosin, 2010). American parents are beginning to choose
to have girls over boys. Based on societal progression, greater economic freedom for
women, greater participation in the workforce, changes in family structures, and so forth,
it is not surprising that this pattern of choosing boys over girls has shifted. The
significance is that women hold more value in U.S. society today than ever before and
that an erosion of the traditional patriarchal order is undeniably in motion.

Evolutionary psychologists believe and have claimed that humans are imprinted
with adaptive imperatives from a distant past: men are faster and stronger and are
hardwired to fight for scarce resources (Trivers, 1972). In contrast, they claim that
women are naturally programmed to find good providers and to care for their offspring,
with these instincts manifesting themselves in a more nurturing and more flexible
behavior, ordaining them to domesticity (Trivers, 1972). It is this type of thinking that
has framed society’s sense of the natural order and helped perpetuate the dominant
stereotypes of women as the weaker sex, both physically and intellectually, thus
justifying the subjugation of women in the public and private spheres. However, today it
is not viable to continue to use a biological argument for justification of women’s role in
society. Thinking and communicating have come to overshadow physical strength and
stamina as the keys to economic success.

The United States is evolving into a knowledge-based workforce. The
postindustrial economy is indifferent to men’s size and strength. Clearly traditional

social roles have advanced, in part due to driving social and economic forces that have
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pushed women into the labor force and thus into the public sphere. However, what is
critical to recognize, and of importance to this research, is not just that the
aforementioned have contributed to women making strides in the public realm and in the
workforce, but most significantly, that feminine attributes once seen as negative in the
workforce are increasingly being recognized as qualities that may be better suited for
many management roles. Gender issues are expected to remain highly significant aspects
into the future of both the theory and the practice of public administration (Guy, 1992a;

Hale & Kelly, 1989).

Women and the New Social Order

The demographics are undeniable. There is fundamental change taking place.
The U.S. Census Bureau, in its 2005 report We the People: Women and Men in the
United States (Spraggins, 2005), reflected the growing trend toward women choosing to
remain single rather than marry. Since 1970, dramatic increases in the proportions of
never-married women have occurred. In 1970, 36% of women age 20-24 and 12% of
women age 25-29 had not married. In contrast, by 2000, the proportions rose to 69% and
38%, respectively. The percentage of women age 30-34 who were never married
approximately tripled between 1970 and 2000, reaching 22%. When examining the data
on men and women living alone, more women than men lived alone, with that number
continuously rising since 1970. Similarly, in comparing male and female heads of

households with no spouse present, the report found that in 2000, 12% of women ran
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their own household compared to 4% of men (Spraggins, 2005). Women outnumbered
men in this area threefold (see Figure 1).

The Office of Management and Budget and the Economics and Statistics
Administration within the U.S. Department of Commerce worked together to create the
March 2011 report Women in America: Indicators of Social and Economic Well-Being.
The report found,

Fewer women are married than in the past. The percentage of adults who are
married declined between 1970 and 2009, from 72 percent to 62 percent for
women and from 84 percent to 66 percent for men. In 2009, 15 percent of women
and 20 percent of men had never married, compared to 7 percent and 9 percent,
respectively, in 1970 [see Figure 2]. (U.S. Department of Commerce, Economics
and Statistics Administration & Executive Office of the President, Office of
Management and Budget, 2011, p. 9)

The report continued,

More women than in the past have never had a child. . . . There has been a steep
rise in the share of women age 25-29 (early in their childbearing years) who have
not had a child, rising from 31 percent in 1976 to about 46 percent in 2008. . .. In
2008, about 18 percent of women age 40-44 (the latter part of peak childbearing
years) have never had a child, almost double that in 1976 [see Figure 3]. (U.S.
Department of Commerce, Economics and Statistics Administration & Executive
Office of the President, Office of Management and Budget, 2011, p. 10)

The report further found,

Women are giving birth to their first child at older ages. The share of women in
their thirties among those giving birth for the first time has risen from 4 percent in
1970 to 22 percent in 2007; however, women in their twenties continue to account
for the majority of first-time mothers. . . . While more women in their forties are
giving birth for the first time, they account for only one percent of first-time
mothers [see Figure 4]. (U.S. Department of Commerce, Economics and Statistics
Administration & Executive Office of the President, Office of Management and
Budget, 2011, p. 11)



Marital Status: 1970 to 2000

(Percent distributions of women and men 15 and older. Data based on sample. For
information on confidentiality protection, sampling error, nonsampling error, and
definitions, see www.census.gov/prod/cen2000/doc/sf3.pdfi
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Note: Data for 1970 refer to the population 14 and older.
Source: U.S. Census Bureau, decennial census of population, 1970 to 2000.

Figure 1. Marital status: 1970-2000. Adapted from We the People: Women and Men in the
United States (Census 2000 Special Report), by R. E. Spraggins, January 2005, p. 6, retrieved
from http://www.census.gov/prod/2005pubs/censr-20.pdf.
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Marital Status
(Percent Distribution of the Population Age 25 and Older, 1970, 1990, and 2009)
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Figure 2. Decline in marital rate. Adapted from Women in America: Indicators of Social and
Economic Well-Being, by U.S. Department of Commerce, Economics and Statistics
Administration & Executive Office of the President, Office of Management and Budget, March
2011, p. 9, retrieved from http://www.whitehouse.gov/sites/default/files/rss_viewer/
Women_in_America.pdf.

Additional findings of the report included,

Women are having fewer children. Across all age groups, women currently have
fewer children than they did in 1976. . . . Larger declines in the number of
children per mother have occurred among older women than younger women.
Mothers age 40-44 had given birth to 3.4 children on average in 1976, compared
to only 2.3 children in 2008 [see Figure 5]. (U.S. Department of Commerce,
Economics and Statistics Administration & Executive Office of the President,
Office of Management and Budget, 2011, p. 12)
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Women Who Have Never Had a Child
(Percent of Selected Age Groups, 1976-2008)
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Figure 3. Decline in childbearing. Adapted from Women in America: Indicators of Social and
Economic Well-Being, by U.S. Department of Commerce, Economics and Statistics
Administration & Executive Office of the President, Office of Management and Budget, March
2011, p. 10, retrieved from http://www.whitehouse.gov/sites/default/files/rss_viewer/Women_in
America.pdf.

The findings are not surprising since the trends in delaying marriage and
childbirth coincide with an increase in education and increased labor force participation
by women. These shifts provide women with independence and choices, highlighting
that women are no longer relegated to the private sphere but have entered the public
sphere en mass. The findings illustrate the demographic changes in women’s choices.
Whether it be because women are choosing not to marry or are running their own

households without a spouse, one thing is clear: men are increasingly absent from the
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Age of Mother at First Birth
(Percent Distribution of Women Having their First Birth by Year and Age, 1970-2007)
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Figure 4. Increase in age of first-time mothers. Adapted from Women in America. Indicators of
Social and Economic Well-Being, by U.S. Department of Commerce, Economics and Statistics
Administration & Executive Office of the President, Office of Management and Budget, March
2011, p. 11, retrieved from http://www.whitehouse.gov/sites/default/files/rss_viewer/Women_in
America.pdf.

home, becoming less essential. Rosin (2010) argued that changes such as these are
altering society’s long-defined notions of masculinity, which are grounded in patriarchy,
and are slowly shifting U.S. society into a matriarchy, leaving women as decision
makers. These changes are highly significant since they demonstrate women’s
participation in the public realm. Women have come a long way since having minimal
choices of socially acceptable jobs, such as secretaries, nurses, or teachers, and have

entered into every imaginable field, but progress does not equality make. Though
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Average Number of Children per Mother
(Bitths Per Mothet for Selected Age Groups, 1976-2008)
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Figure 5. Decline in number of children. Adapted from Women in America: Indicators of Social
and Economic Well-Being, by U.S. Department of Commerce, Economics and Statistics
Administration & Executive Office of the President, Office of Management and Budget, March
2011, p. 12, retrieved from http://www.whitehouse.gov/sites/default/files/rss_viewer/Women_in

America.pdf.

women’s economic situation has improved over the past several decades, the dual burden

of family responsibility and paid work for which society still holds women responsible

often interferes with employers’ and even women’s own perceptions of their capabilities

and productivity. The potential is there for women to achieve equal footing with men,

but conquering social mores, lingering stereotypes, and biases continues to prove

challenging, and these often manifest themselves in the workplace, specifically in relation

to career advancement.
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The Glass Ceiling

Though women have entered the workforce and are represented in various
occupations and at various levels, they are still underrepresented at the highest levels of
management. It appears that once they reach a certain level, despite experience,
education, or achievements, their career advancement opportunities are stunted. The
glass ceiling describes the barriers that restrict or block the access of women to high-level
management and executive positions within their agency (Baker et al., 2001). The
metaphor has been legitimized as a true phenomenon and an unfortunate reality for
women in the workplace, especially for women who strive to climb the corporate ladder
and pursue higher level management and executive positions. The glass-ceiling metaphor
was widely studied by various scholars, providing statistical corroboration about its
existence. But nothing legitimized the existence of the glass ceiling more than the
passage of the Civil Rights Act of 1991 with Title II, which created the Federal Glass
Ceiling Commission (GCC) with the U.S. Secretary of Labor as its chair (GCC, 1995a).
The commission’s role was to study and make recommendations relating to the
compensation of women and people of color and their advancement to management
positions in U.S. organizations.

When the GCC issued its report in 1995, 4 Solid Investment, the report described
the glass ceiling as artificial barriers based on attitudinal or organizational biases that
prevent qualified individuals from advancing into management-level positions; the
barriers are normally based on some form of discrimination, most often sexism (GCC,

1995¢). The GCC (1995c¢) study noted that not only did these barriers apply to women
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but to minorities as well. It confirmed that women and minorities continued to be
consistently underrepresented and underutilized at the highest levels of government and
corporate America—97% of senior managers in Fortune 500 companies were male and
White. The GCC recognized that every member of society, regardless of gender, race, or
ethnic background, should have the opportunity for upward mobility and to strive for and
attain positions of leadership and responsibility. The GCC made it clear that the glass
ceiling was also a business issue. However, it aptly noted that business reflects the
attitudes and conditions of society as a whole, and other segments of society must also
contribute to ending the glass ceiling. To this end, the GCC’s recommendations offered
ways in which government could most effectively play a part in breaking the glass ceiling
for two thirds of its citizens.

The GCC (1995c¢) report’s recommendations for government were as follows:
(a) lead by example, (b) strengthen enforcement of antidiscrimination laws, (c) improve
data collection, and (d) increase disclosure of diversity data. It also put forth specific
recommendations for all businesses, including government, to follow: (a) demonstrate
CEO commitment; (b) include diversity in strategic business plans with clear
accountability; (c) use affirmative action; (d) select, promote, and retain qualified
individuals; (e) prepare minorities and women for senior positions; (f) educate the
corporate ranks; (g) initiate work—life balance and family-friendly policies; and (h) adopt
high-performance workplace practices (GCC, 1995c¢).

The GCC (1995c¢) report recognized the important role society plays in

perpetuating glass ceilings. After all, attitudinal changes cannot be legislated, mandated,
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or dictated. Prejudice, stereotypes, bias, and a lack of equality and access to education
are all contributors. Therefore, the GCC’s recommendations also called for social
initiatives to facilitate behavioral change. First and foremost, recognizing the power and
influence the media has on society is crucial. After all, the media does not solely reflect
America; it shapes America. The media must examine its diversity demographics,
correct for distortions, diversify, change its portrayal of women and minorities to include
positive portrayals, and in short engage in a profound self-examination to promulgate a
determined balance in reporting and entertainment programming. Society must also
actively engage in rewarding change agents and promoting programs such as Take Our
Daughters to Work Day. The GCC recommended a public education campaign,
continued research, monitoring, and longitudinal analysis. Most importantly,
implementation of the recommendations with accountability for all was key. The GCC
report made key observations, highlighted important issues, and offered
recommendations—the operative word being recommendations. Though the intent was
noble, once the report was issued, U.S. organizations, both in the public sector and
private sector, were free to do with the information what they wanted (GCC, 1995c).

Twenty years later, recognizing the important role of women and girls, in 2009
President Obama signed an executive order creating the White House Council on Women
and Girls. The council’s mission is to provide a coordinated federal response to the
challenges confronted by women and girls and to ensure that all Cabinet and Cabinet-
level agencies consider how their policies and programs impact women and families

(Council on Women and Girls, n.d.). The council also serves as a resource for each
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agency and the White House so that there is a comprehensive approach to the federal
government’s policy on women and girls. In support of the Council on Women and
Girls, the Office of Management and Budget and the Economics and Statistics
Administration within the U.S. Department of Commerce worked together to create the
March 2011 report Women in America. The report was significant because it pulled
together statistical information across federal agencies to compile baseline information on
how women are faring in the United States today and how these trends have changed
over time (U.S. Department of Commerce, Economics and Statistics Administration &
Executive Office of the President, Office of Management and Budget, 2011). It provided
a quantitative snapshot of the well-being of American women based on federal data,
enhancing the understanding of how far American women have come and the areas
where there is still work to be done. It was significant to the current research since it
directly provided information and data related to glass-ceiling trends and organizational/
societal shifts. The findings are presented throughout this chapter in corresponding
sections. This report is as close as one can get to an unofficial and unrelated follow-up
report to the GCC’s (1995¢) recommendations. Not only was it valuable in that it
provided an overall status of where women are today, but it served as a gauge to the
progress made in the past 20 years. The March 2011 report did indicate growth, but the
data also showed that the glass ceiling still exists (U.S. Department of Commerce,
Economics and Statistics Administration & Executive Office of the President, Office of

Management and Budget, 2011).
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Despite decades of affirmative action and equal employment opportunity policies,
women continue to encounter cultural and structural barriers that render the advancement
and employment of female managers more difficult compared to their male counterparts.
Guy (1993) came to supporting empirical conclusions in her examination of 2 decades of
public service affirmative action. She found the number of women in decision-making
positions to be disproportionately low compared to their percentage of the public
workforce. Additionally, pay disparities resulting from such barriers further cement the
economic disadvantages experienced by many women (Dey & Hill, 2007; Kerr et al.,
2002). Affirmative action programs and the establishment of the GCC are all reminders
that the reliance on purely legal or legislative means to ensure greater representativeness
in public-sector jobs achieves only limited success.

The glass ceiling is one of the most controversial and emotive aspects of
employment in organizations. Though data show it exists, because it varies widely across
organizations, many discount its relevance in their own organizations. In some senses it
becomes almost innocuous. Some of the features frequently thought to characterize the
glass-ceiling problem include a lower number of female employees in higher positions,
women working harder than men to obtain equivalent jobs, women being paid less than
men when promoted, and some organizations being more female friendly than others.
Many empirical studies have been conducted regarding the distribution of women and
men in public-sector employment and the integration of women into the administrative
ranks, providing evidence that women face glass ceilings and glass walls at all levels of

government (Kerr et al., 2002; Naff, 1994). Hale and Kelly (1989) conducted a review of



39
the employment literature on public-sector women and identified three types of
workplace impediments: (a) internal/personal barriers such as biases, socialization
patterns, or an individual’s self-concept; (b) structural barriers such as sex-segregated
jobs, lack of remedies for addressing sexual harassment, lack of promotional
opportunities, pay inequities or lack of employer commitment to greater participation of
women in upper-management positions, or lack of workplace policies that deal with
women’s specific domestic obligations; and (c) organizational culture barriers such as
lack of mentors, role models, and access to formal and informal support networks;
selected offerings of promotional opportunities to men and women; or lack of resources
devoted to training and education. Research studies continue in an effort to identify the
factors that contribute to the glass ceiling.

One such contributor to the glass ceiling is partially explained by the combined
effects of sex-role expectations and tokenism. Women in the workforce, especially in top
positions, have often been seen as tokens. The dilemma for tokens is that if they respond
too quickly or directly to the expectations of the group they represent, they lose
credibility with the dominant group. If they ignore the expectations of their own group,
then they also lose credibility within that group and are seen as mere tokens (Guy, 1993).
So even if women get into top positions, they often hold little power, making it difficult
for them to promote other women and women’s respective issues. Similarly, in regard to
sex-role expectations, if women are too assertive, they are criticized as being too
aggressive and unfeminine, making them unworthy representatives of their gender. If

they are too conciliatory or cooperative, then they are considered too weak to be effective
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representatives of their gender (Yoder, 1991). Women are caught in a catch-22 type of
situation. It can be a vicious cycle that helps to perpetuate the glass-ceiling effect. There
has been tremendous pressure on American women to conform to male ideals of what it
means to be female. Women who have effectively broken through the glass ceiling by
achieving leadership positions have often been forced to espouse these ideals in order to
achieve professional success and financial independence (Guy, 1993; Stivers, 2002).

Another explanation was put forth by Kanter (1977), who hypothesized that
opportunity, power, and numbers are three significant structural determinants of behavior
in organizations that differentiate women and men in the workplace. The consequences
of high or low opportunity, high or low power, and high or low numerical representation
affect public administration and are factors that help reveal and explain women’s status in
public administration. According to Kanter, opportunity, power, and numbers combine
to produce self-perpetuating cycles. The confluence of the three, then, produces upward
cycles of advantage or downward cycles of disadvantage. The cycle of opportunity,
power, and numbers makes it difficult for women to break into the managerial workforce
because women are on the low end of all three.

In 1993, Bullard and Wright found that women had made inroads in securing top
executive administrative posts in state governments, especially in certain types of
agencies, such as social services including libraries, and in newly created agencies in the
arts, community affairs, and so forth. However, what is significant is that they found that
circumventing or avoiding rather than “breaking” the glass ceiling had accomplished

much of the women’s progress. These new agencies provided women with a chance to
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circumvent the glass ceiling that has been present in the older, more traditional state
agencies. This is referred to as the ceiling-circumvention strategy because women need
not work their way up the ladder and through the ceiling of an established agency’s
power structure to attain the top leadership post. The three alternative avenues to the top
that Bullard and Wright (1993) identified for women executives in state government were
(a) access to new agencies, (b) appointment by the governor, and (c) interagency
mobility. However, for women, these routes resulted in shorter periods of service in state
government and in the agency they headed. And more importantly, the avenues
identified are clearly often improbable avenues, especially direct appointment by the
governor.

Commonalities in glass-ceiling research have demonstrated that women with
children are promoted significantly less often than women without children, even when
controlling for education, experience, leaves of absence of more than 6 weeks, and
relocations (Naff, 1994). An underlying issue may be that it is often assumed that
women are less committed to their careers than men. Assumptions are often made that
the most committed employee is the most deserving of a promotion. The number of
hours worked, the amount of time off taken, and the flexibility to relocate are often
factors attributed with promotability. Perhaps the March 2011 report’s findings explored
earlier, on women’s trends to remain single, not have children, have children later in life,
or have fewer children, were in response to the glass ceiling (U.S. Department of
Commerce, Economics and Statistics Administration & Executive Office of the

President, Office of Management and Budget, 2011).
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The glass ceiling is more than a perception. It is elusive, for no one factor or clear
set of factors is responsible for or can explain it. This is what makes it a phenomenon. A
close examination of workforce and organizational changes can provide a view into what
works, what does not, what is needed, and why. Examining the current perceptions and
experiences of top women executives at LACMTA provided key insights to progress and

barriers as related to the glass ceiling.

Women in the Workforce

Shifting demographic patterns, the pace of technological change, and the path of
economic globalization are expected to continue to evolve over the next 10-15 years.
Slower labor force growth will encourage employers to adopt approaches to facilitate
greater labor force participation among women, the elderly, and people with disabilities.
Greater emphasis will be placed on retraining and lifelong learning as the United States
tries to stay competitive in the global marketplace and respond to technological changes.
Further technological advances are expected to continue to increase demand for a highly
skilled workforce, support higher productivity growth, and change the organization of
business and the nature of employment relationships (Karoly & Panis, 2004).

Over the past several decades, women have dramatically reshaped their role in the
nation’s workforce. They compose a significant part of the workforce, are employed in
more varied occupations than ever before, and have attained higher levels of education.
Along with these increases in workforce participation and educational achievement,

women’s earnings have increased over time and women are increasingly contributing to
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the family income (often being the sole wage earners), but the earnings gap between men
and women remains. With more women entering the workforce, the issue of work—life
balance also becomes increasingly important.

The March 2011 report Women in America found that in relation to employment,
After decades of significant increases, the labor force participation rate for women
has held steady in recent years. The labor force participation rate for women (age
20 and older) nearly doubled [emphasis added] between 1948 (32 percent) and
1997 (61 percent). Since 1997, it has held steady (61 percent in 2009). The labor
force participation rate for men (age 20 and older) has fallen from about 89
percent in 1948 to 75 percent in 2009. (U.S. Department of Commerce,
Economics and Statistics Administration & Executive Office of the President,
Office of Management and Budget, 2011, p. 29)

Essentially, steadily increasing female labor force participation rates, combined with
declining male rates, have brought the labor force closer to gender balance (see Figure 6).
The report by the U.S. Department of Commerce, Economics and Statistics
Administration and Executive Office of the President, Office of Management and Budget

(2011) also found,
Female-headed families have the lowest family earnings among all family types.
[This was true in] 1998 and 2008, despite increasing by 27 percent over this
timeframe. . . . A family is [defined as] a group of two or more people living
together and related by birth, marriage, or adoption. In 2008, female-headed
families with children earned 30 percent less than their counterparts without
children [see Figure 7]. (p. 34)
The 2005 U.S. Census Bureau report, We the People (Spraggins, 2005), found
that in the year 2000 nearly half of the employed civilian labor force was made up of
women. Between 1970 and 2000, women’s representation increased in multiple

occupational groups, such as service and sales (Spraggins, 2005), but of importance to

this research were the findings in the managerial and professional categories.
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Figure 6. Gender balance in the labor force. Adapted from Women in America: Indicators of
Social and Economic Well-Being, by U.S. Department of Commerce, Economics and Statistics
Administration & Executive Office of the President, Office of Management and Budget, March
2011, p. 29, retrieved from http://www.whitehouse.gov/sites/default/files/rss_viewer/Women_in
America.pdf.

In the professional category, women represented 40% of that workforce in 1970,
and by 2000 they represented 56%, a 16% growth (Spraggins, 2005). In contrast, men in
that same professional category held 60% of the jobs in 1970 and dropped to 45% in
2000, a 15% decrease. What is significant about these findings, besides the data
illustrating an upward trend in professional jobs for women, is that for the first time in
history women outnumbered men in the professional category—by 12% (Spraggins,

2005).
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Family Income by Family Type
(Family Heads Under Age 65, in 2008 Dollars, 1988 and 2008)
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Figure 7. Female heads of households earn less. Adapted from Women in America: Indicators of
Social and Economic Well-Being, by U.S. Department of Commerce, Economics and Statistics
Administration & Executive Office of the President, Office of Management and Budget, March
2011, p. 34, retrieved from http://www.whitehouse.gov/sites/default/files/rss_viewer/Women_in
America.pdf.

In the management category, women represented only 17% of management jobs
in 1970, but by 2000 they represented 42%, an increase of 25% (Spraggins, 2005).
Conversely, in that same 30-year period, there was a 25% decrease in the number of men
in the management category. Though 30 years later men still outnumbered women in the
managerial realm, the gap narrowed considerably. In 1970 there was a 67% gap between
males and females in management, compared to a 16% gap in 2000 (Spraggins, 2005).

This 51% growth for women in a 30-year span undoubtedly shows that women have



infiltrated the managerial ranks with force, but despite the gain, they continue to be

underrepresented (see Figure 8).

Occupation: 1970 and 2000

(Percent distribution of employed civilian population 16 and older. Data based on sample. For information on confidentiality protection,
sampling error, nonsampling error, and definitions, see www.census.gov/prod/cen2000/doc/sf3.pdfi
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Source: U.S. Census Bureau, decennial census of population, 1970 and 2000.
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Figure 8. Occupations by gender. Adapted from We the People: Women and Men in the United

States (Census 2000 Special Report), by R. E. Spraggins, January 2005, p. 11, retrieved from

http://www.census.gov/prod/2005pubs/censr-20.pdf.

The U.S. Department of Labor, U.S. Bureau of Labor Statistics (2009) report,

Women in the Labor Force: A Databook, showed that women, compared to men,
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continue to overwhelmingly hold jobs in the administrative realm, teaching, social work,
nursing, and domestic jobs such as childcare workers, maids, and so forth. However,
what is significant to note is that women accounted for 50.8% of all workers in the high-
paying management, professional, and related occupations. In fact, the largest percentage
of employed women, 39.5%, worked in management, professional, and related
occupations; 33.1% worked in sales and office occupations; 20.6% in service
occupations; 5.9% in production, transportation, and material moving occupations; and
0.9% in natural resources, construction, and maintenance occupations (U.S. Department
of Labor, U.S. Bureau of Labor Statistics, 2009).

All data illustrate women’s significant presence in the workforce, and it is evident
that the number of women continues to rise in the professional and management fields,
but despite the notable climb, the data confirm that women continue to be
underrepresented in the management ranks. The pace of women’s entry into top
leadership positions is a slow climb. The workplace continues to be marked by vertical
sex segregation. Though the number of women in professional and management
positions has improved, representation is still far from proportionate. In 1984, Dometrius
projected that if progress toward integrating women into top management continued at
the rate set after the first 6 years following the passage of the Equal Employment Act of
1972, it would take until the year 2040 for women to gain equal representation among
career agency leaders. It is disheartening that nearly 30 years later this projection is still

not far-fetched.
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Female Representation and Pay Equity in Public Administration

In October 2001, the U.S. General Accounting Office (GAO) prepared a report on
Women in Management using 1995 and 2000 data from the Current Population Survey
and found women were less represented in management than in the overall workforce in
four of the 10 industries reviewed. The report also found a pay inequity between male
and female managers—women made on average 79 cents for every dollar earned by their
male counterparts (GAO, 2001). In September 2010, the GAO updated the 2001 report
up to 2007.

The updated report, titled Women in Management: Analysis of Female Managers’
Representation, Characteristics, and Pay (GAO, 2010a), found that looking across all
industries combined from 2000 to 2007, female managers’ representation and differences
between female and male managers’ characteristics remained largely similar. The U.S.
Government Accountability Office (GAO, 2010a) noted that “in 2007 women comprised
an estimated 40 percent of managers and 49 percent of nonmanagers on average for the
[13] industry sectors . . . analyzed . . . compared to 39 percent of managers and 49 percent
of nonmanagers in 2000” (p. 2). A 1% increase for women in management in 7 years is
essentially insignificant. The report also noted, “In all but three industry sectors women
were less than proportionately represented in management positions than in
nonmanagement positions” in 2007 (GAO, 2010a, p. 2). Women were again found to be
“more than proportionately represented in . . . public administration,” construction, and

the utilities sector (GAO, 2010a, p. 2). Additionally,
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The estimated difference in pay between female managers working full time and

male managers working full time narrowed slightly between 2000 and 2007 . . .

female managers earned 81 cents for every dollar earned by male managers in

2007, compared to 79 cents in 2000. (GAO, 2010a, pp. 2-3)

An increase of 2 cents in a 7-year period is hardly considered a significant stride in the
issue of pay equity and comparable worth.

Additionally, the GAO (2010a) report found that on average for the 13 industry
sectors studied, an estimated 14% of female managers in 2007 were mothers with their
own children under age 18 living in the household, and female managers were less likely
to be married or have children than male managers. These findings were generally
similar to findings for 2000 (GAO, 2010a). This illustrates that the trend regarding
women choosing career over family in order to attain career advancement into
management positions is still highly prevalent—essentially, according to the findings, on
average 86% of women managers were unmarried and had no children (GAO, 2010a).

Though the report’s findings included generalities for all 13 industries examined,
it also provided specific details for each industry. Considering that public administration
and transportation and utilities were two of the three industries found to have more than
proportionate female representation in management, and these two industries overlap in
the subject-matter research as it relates to career advancement for women in public
administration, particularly in the public transportation realm, it is worthwhile to examine
the specific characteristics and findings in these two areas. The two industries were

examined independently in the GAO (2010a) report, but it is interesting that LACMTA,

the focus of this current study, falls into both industries and both are in the top three.
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The characteristics specific to the public administration industry showed that
female management representation in 2007 increased to 45% compared to 41% in 2000
(GAO, 2010a). It is important to note that the original GAO report issued in 2001 also
identified public administration as an industry where female managers were more than
proportionately represented, so the trend of more females entering management in public
administration continues to climb, even if they are small percentage gains. In relation to
median salaries for full-time public administration managers, in 2000 female managers
earned an average of $51,000 compared to $60,000 in 2007, representing approximately
an 18% increase over the 7-year period (GAO, 2010a). In contrast, the median salary for
full-time male managers in 2000 was $64,000 compared to the $74,000 average in 2007,
representing approximately a 16% increase. Though it appears that women had a 2%
increase advantage in pay in that 7-year span, women still make significantly less than
men. Comparing 2007 median salary data in public administration, men made $14,000
more on average than their female counterparts, representing a 23% pay differential
(GAO, 2010a). Again, this is hardly equitable, especially considering that one would
expect the public sector to have more comparable pay equity than private industry. And
again, this industry was only one of three in which women were proportionately
represented (see Figure 9).

The data specific to the transportation and utilities industry showed that female
management representation in 2007 remained the same as in 2000 at 26% (GAO, 2010a).
The original GAO report issued in 2001 also identified the transportation and utilities

industry as an industry where female managers were proportionately represented.



51

Percentage of public administration employees
among all industries
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Figure 9. Public administration characteristics by gender. Adapted from Women in Management:
Analysis of Female Managers’ Representation, Characteristics, and Pay (Report No. GAO-10-
892R), by GAO, 2010a, p. 18, retrieved from http://www.gao.gov/assets/100/97082.pdf.
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In relation to median salaries for full-time transportation and utilities managers, in 2000
female managers earned an average of $48,000 compared to $52,000 in 2007,
representing approximately an 8% increase over the 7-year period (GAO, 2010a). In
contrast, the median salary for full-time male managers in 2000 was $66,000 compared to
the $70,000 average in 2007, representing approximately a 6% increase. Though it
appears that women had a 2% increase in salary gains over their male counterparts in that
7-year span, women still make significantly less than men. Comparing 2007 median
salary data in transportation and utilities, men made $18,000 more on average than their
female counterparts, representing a 35% pay differential (GAO, 2010a). It is important to
note that the transportation and utilities industry was, according to the report, one of the
three in which women were proportionately represented (GAO, 2010a; see Figure 10).
However, when examining the 35% pay inequity, the gap is so large that even though
women are considered proportionate in management positions in this industry, the pay
equity is hardly comparable.

It is clear that parity in compensation continues to be elusive. Recognizing this,
President Obama created the National Equal Pay Enforcement Task Force and increased
resources for the agencies enforcing existing equal pay laws (U.S. Department of Labor,
Women’s Bureau, n.d.). President Obama also called on Congress to pass the Paycheck
Fairness Act, which would stop retaliation against employees who share or seek wage
information and would close a loophole that some employers use to avoid paying women
equal wages. The Senate, in February of 2010, did not pass the act, despite the fact that

the House approved the Paycheck Fairness Act almost 2 years prior. The bill was
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Industry Characteristics

Management positions within the
transportation and utilities sector
included, for example,
transportation supervisors,
electrical superintendents, and
warehouse managers.

Total workers
2000: 7.4 million
2007: 7.6 million

Total management positions
2000: 500,000
2007: 600,000

Estimated female representation

2000
Managers: 26 percent

Nonmanagers: 26 percent

2007
Managers: 26 percent

Nonmanagers: 25 percent

Median salaries for full-time managers
(2007 dollars)

2000
Female managers: $48,000

Male managers: $66,000

2007
Female managers: $52,000

Male managers: $70,000

Percent working part-time

2000
Female managers: 25 percent

Male managers: 11 percent

2007
Female managers: 22 percent

Male managers: 15 percent

Source: GAO analysis of American Community Survey data.
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Estimates for Characteristics of Managers by Gender, 2007
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Estimated Pay Differences for Full-Time Managers, 2000-2007

Full-time manager pay Male
managers’ pay

Female managers’ pay unadjusted

Female
managers’
pay adjusted

2000 2001 2002 2003% 2005 2006
Year

Source: GAO analysis of American Community Survey data

Figure 10. Transportation and utilities characteristics by gender. Adapted from Women in
Management: Analysis of Female Managers’ Representation, Characteristics, and Pay (Report
No. GAO-10-892R), by GAO, 2010a, p. 20, retrieved from http://www.gao.gov/assets/100/

97082.pdf.
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reintroduced in both houses of Congress in April 2011, but once again it did not pass
(Dodge & McFetridge, 2011). Secretary of Labor Hilda L. Solis (2010) issued a press
release in response to the U.S. Senate’s failure to pass the Paycheck Fairness Act. An
excerpt follows:

Since the passage of the Equal Pay Act in 1963, the issue of women’s pay has
grown even more serious. Today, women are the sole or co-wage earner in two-
thirds of American households. And, for a growing number of families, equal pay
for women is not just a matter of principle. It is a matter of survival.

Most people are surprised to learn that, despite decades of efforts since
1963, the wage gap has narrowed from 59 cents for each dollar a man makes to a
still unbelievably paltry 77 cents in 2010. It is equally shocking that the gap has
closed only 5 cents in the past 20 years. At that pace, it will take almost 100 more
years for women to achieve pay equity. The situation is even worse for women of
color. In fact, today, African-American women make 69 cents for every dollar
made by a man. Latinas make just 60 cents. (Solis, 2010, para. 4-5)

Though the bill did not pass, it is critical that these types of initiatives continue to be

sought to help rectify a blatant injustice and to continue to bring awareness so that

progress is made.

Women—the Recession and Unemployment
In March 2011, the National Women’s Law Center (NWLC) issued a report, titled
Modest Recovery Largely Leaves Women Behind, which illustrated the impact on women
of the deep recession that began in December 2007 and cost workers nearly 7.5 million
jobs by June 2009. Overall job growth during the recovery has been weak; the economy
added only 322,000 jobs between July 2009 and February 2011. However, women’s
unemployment rose during the course of the recovery while men’s declined. Between

July 2009 and February 2011, “women’s overall unemployment rate increased from 7.7



55
percent to 8.0 percent while men’s [overall unemployment rate] dropped from 9.8 percent
to 8.7 percent” (NWLC, 2011, p. 1). According to the NWLC (2011), “Although
unemployment remains high and job growth [painfully] slow for both men and women, it
is striking that women” lost jobs over the course of the recovery while men made modest
gains (p. 1). Figure 11 illustrates that between July 2009 and February 2011, “women
lost 300,000 jobs, while men gained 622,000, a [difference] of 922,000 jobs” (NWLC,
2011, p. 1). In addition, “Of the 1.234 million jobs added to the economy between
January 2010 and February 2011, only 113,000—just 9.2 percent—went to women”
(NWLC, 2011, p. 1). Regrettably, despite women losing “nearly three in every ten jobs
cut over the course of the recession (December 2007—June 2009), they have filled fewer

than one in every ten since job growth picked up in 2010” (NWLC, 2011, p. 1).

Change in Jobs During the Recovery Change in Jobs
July 2009 through February 2011 January 2010 through February 2011
1,250,000 1,250,000 1,121,000
1,000,000 1,000,000
750,000 622,000 750,000
500,000 500,000
0 0 I
-250,000 -_ -250,000
-500,000 -500,000
Men Women Men Women

Source: U.5. Dep’t of Labor, Burean of Labor Statistics, Labor Force Statistics from the Current Population Survey

Figure 11. Women hit hard during recession. Adapted from Modest Recovery Largely Leaves
Women Behind, by NWLC, March 2011, p. 1, retrieved from http://www .blackradionetwork
.com/images/userfiles/WomensSlowRecovery.pdf.



56
According to the NWLC (2011) report,
Heavy job losses in public sector employment have disproportionately affected
women and contributed to the dismal employment picture for women throughout
the recovery. While women represented just over half (57.0 percent) of the public
workforce at the end of the recession, they lost the vast majority (78.9 percent) of
the 327,000 jobs cut in this sector between July 2009 and February 2011. . . .
Long-term unemployment worsened for women during the recovery.
Between July 2009 and February 2011 the percentage of jobless workers
out of work and seeking employment for 27 weeks or more increased from 32.3
percent to 44.8 percent for women (12.5 percentage points), more than twice as
much as the increase for men (5.5 percentage points from 36.9 percent to 42.4
percent). (p. 2)
The relevance of these data is that despite women making up almost half of the
workforce, having attained more education, and being single heads of households more
often, the data illustrate a continued discrimination in hiring practices. This is a snapshot
of what happens when push comes to shove. Men continue to hold the high-level
positions with decision-making power, and it is reflected in hiring practices.
Undoubtedly, the United States still has a wage gap, one that can be convincingly
explained, at least in part, by discrimination. Women still carry the lion’s share of
household responsibilities, despite working outside the home. And clearly the upper
reaches of society are still dominated by men, but given the powerful forces pushing

economic and social transformation, this seems like a final frontier of a dying age when it

was generally accepted that this is a “man’s world.”

Occupational Segregation
Occupational segregation is an important issue in public administration.

Occupation determines pay and benefits, and when women have greater access to quality
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jobs, especially in the public sector, this promotes their economic, social, and political
advancement. Just as the glass ceiling is a metaphor for barriers that restrict or block
women from high-level management positions, the glass wall is a metaphor that applies
to occupational segregation attributed to barriers that restrict the access of women to
certain types of jobs or agencies or that trap them within certain types of jobs or agencies.

The workplace in the United States has changed dramatically in the past quarter
century. The economy has moved from an emphasis on manufacturing to a service-
oriented economy with greater needs and opportunities for highly educated workers. The
workforce has changed to meet those demands. In order to remain competitive, U.S.
businesses have had to find the best qualified people to move them into the 21st century,
and in many cases that has meant hiring women. One significant outcome has been the
dramatic increase in female labor force participation. As the various U.S. Census and
federal reports show, women make up more than half of the U.S. workforce. A
disproportionate number of these women are clustered into a narrow range of occupations
that offer low wages, little room for advancement, and less job satisfaction. This
situation is occupational segregation by gender, and it seems to persist. In the context of
the public sector, the equitable distribution of employment opportunities and resources is
of special significance because the public sector is expected to represent the interests of
all its citizens equally. Since women are not generally in decision-making positions, this
is prohibitive. Organizational culture and structure both present barriers that often result
in occupational segregation for women in the public sector. By segregating women into

feminized jobs, men are free to compete among themselves for higher paying jobs that



58
offer better career opportunities (Cockburn, 1991). The combination of higher
percentages of men employed in higher income occupations while women are
disproportionately employed in the lower income categories of occupations serves to
perpetuate pay differentials. These pay differentials reflect the tendency to view
women’s work as less worthwhile and important than that of men, even when men and
women perform the same or a comparable job (Kelly & Newman, 2001).

A chapter in The Shriver Report (Mason, 2009) showed,

Despite reaching college in greater numbers, women still cluster largely in
traditional female majors when they choose their course of study. They receive
86 percent of the bachelor’s degrees in the health professions, which includes
nursing, 79 percent in education, and 78 percent in psychology. These
professions, often called the “helping professions” or “women’s professions,”
have always attracted women and were once the only professions open to them.

Women with degrees remain segregated in lower-paying occupations.
Nearly all registered nurses (91.7 percent), elementary and middle school teachers
(81.6 percent), and preschool and kindergarten teachers (97.8 percent) are women,
but women comprise smaller percentages of the highest-paying occupations, such
as lawyers and judges (36.5 percent), physicians and surgeons (31.8 percent),
dentists (25.4 percent), civil engineers (11.8 percent), electrical and electronics
engineers (7.8 percent), aircraft pilots and flight engineers (3.4 percent). . . .

Education [may raise] women’s pay, but the gender gap remains at all
educational levels. . . . Women who make significant investments in college
educations earn more than they would otherwise, but they don’t earn as much as
men, often because they remain in lower-paying female-dominated occupations.

(p. 163)

Occupational segregation in the public sector can be broken down further into two
categories: distributive and redistributive functions. Many proponents of pay equity
believe the pay gap exists because women have been channeled into certain jobs. For
instance, women have typically worked in service-oriented positions, education, the

social sciences, nursing, and library science jobs. These are known as redistributive
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functions. Distributive functions are professional jobs with decision-making roles, such
as lawyers, doctors, and scientists. Distributive functions have been overwhelmingly
held by men (Rossi, 1982). Findings have historically confirmed that women are
underrepresented in regulatory and distributive agencies, especially at the higher levels,
and overrepresented in redistributive agencies (Kerr et al., 2002).

Another common characterization of occupational segregation is either horizontal
or vertical. Horizontal segregation is where a workforce is made up mostly of one
gender, race, or other ascribed characteristic. Vertical segregation is similar to the glass
ceiling, where opportunities for career advancement for a particular gender, race, or other
ascribed characteristic are narrowed (Weeden, 2007). Horizontal segregation is the
concentration of women in lower paid occupations or occupations having perceived
lower skill levels and lesser responsibilities. Vertical segregation is segregation within
professions where the glass ceiling and other barriers are operational, since most women
are still found mainly in middle management and not top management positions (Bullock,
1994).

The March 2011 report Women in America (U.S. Department of Commerce,
Economics and Statistics Administration & Executive Office of the President, Office of
Management and Budget, 2011) confirmed that occupational segregation is still in effect:

Women and men continue to work in different occupations. While women are

three times more likely to work in administrative support jobs than men, relatively

few women have construction, production, or transportation jobs. . .. While
women are more likely than men to work in professional and related occupations,

they are more highly represented in the lower-paying jobs within this category
[such as health care and education; see Figure 12]. (p. 33)
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Employment by Occupation
(Percent of Employed Persons Age 16 and Older in Major Occupation Groups, 2009)
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Figure 12. Occupational segregation by occupation. Adapted from Women in America:
Indicators of Social and Economic Well-Being, by U.S. Department of Commerce, Economics
and Statistics Administration & Executive Office of the President, Office of Management and
Budget, March 2011, p. 33, retrieved from http://www.whitehouse.gov/sites/default/files/
rss_viewer/Women_in_America.pdf.

Education
American society has changed dramatically over the past half century. Today,
women make up nearly one half of the labor force. Personal and familial obligations
along with other changes have caused many workers to face conflicts between their work
and personal lives. The increasing demand for analytical and interactive skills—those
largely obtained through postsecondary education—means it is all the more important
and common for individuals to pursue additional education while also working. These

changes also inspire the need and desire on the part of workers for more flexibility in the
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workplace. Flexibility can be in terms of when one works, where one works, or how
much one works. Workplace flexibility generally refers to arrangements, such as job
sharing, phased retirement of older workers, flexible hours, and provision of computers to
facilitate telecommuting, that allow workers to continue making productive contributions
to the workforce while also attending to family and other responsibilities.

The U.S. Census Bureau, in its 2005 report We the People (Spraggins, 2005),
found that the educational attainment of women continued to rise and the college
education gap with men narrowed. Between 1970 and 2000, the number of men doubled
in the category of those earning a bachelor’s degree or higher, while women nearly
tripled their educational advancement in the same 30-year period (see Figure 13). What
is important to note is that during that time period, women narrowed the college
education gap. In 2000, 23% of women and 26% of men had graduated from college,
representing a gap of 3%. In 1970, the gap was higher at about 5% (Spraggins, 2005).

The GAO prepared a follow-up report on Women in Management in 2010. It
found,

While both male and female managers experienced increases in attainment of

bachelor’s degrees or higher, women’s gains surpassed men’s. [Estimates

predict] male managers with a bachelor’s degree or higher increased [three
percentage points] from 53 percent in 2000 to 56 percent in 2007, while female
managers with a bachelor’s degree or higher increased 6 percentage points from

45 percent in 2000 to 51 percent in 2007. Similarly, while the share of male

managers with a master’s degree or higher went up less than 1 percentage point

from 2000 to 2007, the share of female managers with a master’s degree or higher
rose nearly 4 percentage points. (GAO, 2010a, p. 7)
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Figure 13. Educational attainment by gender: 1979-2000. Adapted from We the People: Women

and Men in the United States (Census 2000 Special Report), by R. E. Spraggins, January 2005,
p. 9, retrieved from http://www.census.gov/prod/2005pubs/censr-20.pdf.

The recognition that women are no longer lacking in education is difficult to
refute. The argument that was often used to justify the glass ceiling by citing women’s
lack of comparable education is no longer a legitimate factor. In 2010, women
dominated America’s colleges and professional schools. For every two men who

received a bachelor’s degree that year, three women did the same (Rosin, 2010).
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Statistics Administration & Executive Office of the President, Office of Management and

Budget, 2011) showed that women’s gains in educational attainment have significantly

outpaced those of men over the last 40 years:

Higher percentages of women than men age 25-34 have earned a college degree.
Women age 25-34 are now more likely than men of that age group to have
attained a college degree, reversing the norm of 40 years ago. . . . The percentage

of women age 25-34 with at least a college degree has more than tripled since

1968, while the share of men with a college degree increased by one-half. . . .

Women earned about 57 percent of all college degrees conferred in 2007-2008.

Women also constituted 57 percent of total undergraduate enrollment [see Figure
14]. (p. 21)

Percent of Adults Age 25-34 with a Bachelor’s Degree or Higher
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Figure 14. Gains in bachelor’s degrees by gender: 1968-2009. Adapted from Women in America:

Indicators of Social and Economic Well-Being, by U.S. Department of Commerce, Economics
and Statistics Administration & Executive Office of the President, Office of Management and

Budget, March 2011, p. 21, retrieved from http://www.whitehouse.gov/sites/default/files/

rss_viewer/Women_in_America.pdf.
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The report added,

More women than men have received a graduate education. The percentage of
women age 25-34 with two or more years of graduate school has increased
dramatically since the late 1970s to about 11 percent in 2009, while the
percentage of men age 25-34 with two or more years of graduate school has
remained at or below 8 percent. . . . In 1998, more doctoral degrees were
conferred to men than to women. A decade later, more doctoral degrees were
conferred to women than men. In 2008, women accounted for 59 percent of
graduate school enrollment [see Figure 15]. (U.S. Department of Commerce,
Economics and Statistics Administration & Executive Office of the President,
Office of Management and Budget, 2011, p. 22)

Percent of Adults Age 25-34 with Two or More Years of Graduate Study
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Figure 15. Gains in graduate degrees by gender: 1968-2009. Adapted from Women in America:
Indicators of Social and Economic Well-Being, by U.S. Department of Commerce, Economics
and Statistics Administration & Executive Office of the President, Office of Management and
Budget, March 2011, p. 22, retrieved from http://www.whitehouse.gov/sites/default/files/
rss_viewer/Women_in_America.pdf.



Furthermore, the report found,

Women earn the majority of conferred degrees overall but earn fewer degrees
than men in science and technology. The number of bachelor’s degrees conferred
to women increased or remained stable in almost every field of study between
1998 and 2008. . .. [Also, women continue to dominate] in health and education
fields [see Figure 16]. (U.S. Department of Commerce, Economics and Statistics
Administration & Executive Office of the President, Office of Management and

Budget, 2011, p. 23)

Number of Bachelor’s Degrees Conferred by Field of Study
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Figure 16. Bachelor’s degree by field of study: 1998 and 2008. Adapted from Women in
America: Indicators of Social and Economic Well-Being, by U.S. Department of Commerce,
Economics and Statistics Administration & Executive Office of the President, Office of
Management and Budget, March 2011, p. 23, retrieved from http://www.whitehouse.gov/sites/
default/files/rss_viewer/Women_in America.pdf.



66
The report also noted,

Education pays for both women and men, but the pay gap persists. Earnings for
both women and men typically increase with higher levels of education.
However, the male-female pay gap persists at all levels of education for full-time
workers (35 or more hours per week). . .. At all levels of education, women
earned about 75 percent as much as their male counterparts in 2009 [see Figure
17]. (U.S. Department of Commerce, Economics and Statistics Administration &
Executive Office of the President, Office of Management and Budget, 2011,

p. 32)

Earnings by Educational Attainment
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Figure 17. Earnings by gender and educational attainment. Adapted from Women in America:
Indicators of Social and Economic Well-Being, by U.S. Department of Commerce, Economics
and Statistics Administration & Executive Office of the President, Office of Management and
Budget, March 2011, p. 32, retrieved from http://www.whitehouse.gov/sites/default/files/
rss_viewer/Women_in_America.pdf.
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It is widely known that women do not receive equal pay for equal work, but what
is disheartening is that education fails to provide gender equality. Even with the
increased numbers of women in higher education and in the workforce, the wage and
power gaps remain at all educational levels. While women have made significant
progress in gaining access to all levels of education in the past 30 years, women are still
highly concentrated in the low-paying “helping” professions of health and education and
are not encouraged to enter the high-paying fields of the future, including mathematics,
engineering, and computer science. When women do receive degrees in fields that could
lead to high-paying professions, such as academia, law, or business, they often face
inflexible workplaces that do not allow them to combine work with family
responsibilities, contributing to many highly educated women leaving the career track for
which they trained. Those who stay most often earn less than their male counterparts.
One report found that just 1 year out of college, women already earn less than their male
colleagues (Dey & Hill, 2007). Perhaps a factor in women not being encouraged or even
choosing not to enter male-dominated educational fields and occupations is that once they
enter the workforce, they find inflexible workplace policies that can exacerbate gender
inequalities. Knowing this, graduates may choose jobs they perceive to be more family
friendly.

What is more, women with the same degrees still lag behind men in pay and
almost never catch up. Women who make significant investments in college educations
earn more than they would otherwise, but they do not earn as much as men, often because

they remain in lower paying female-dominated occupations. While the gap has narrowed
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in recent decades, there is still a long way to go to achieve earnings parity. The research
shows that education fails to provide gender equality. Even with the increased numbers
of women in higher education and in the workforce, the wage and power gaps remain
large and stagnant at all educational levels. Women who are breadwinners simply cannot
bring home a family income equal to that of a man with the same educational
background. In short, simply opening the door to higher education does not necessarily

allow women to achieve true equality in the workforce.

Workplace Protections: Legislative Mandates

Several legislative mandates have been introduced in an effort to reduce inequities
and offer protections to women, such as the Equal Pay Act, Title VII of the Civil Rights
Act of 1964, Title IX, the Pregnancy Discrimination Act, the Civil Rights Act of 1991,
and the Family and Medical Leave Act of 1993 (National Women’s History Project,
n.d.). These mandates have helped to reduce overt discrimination toward women, and
certainly women would not have made the gains to date without them.

The Equal Pay Act of 1963 is a U.S. federal law amending the Fair Labor
Standards Act, aimed at abolishing wage disparity based on sex (National Women’s
History Project, n.d.). Title VII of the Civil Rights Act of 1964 added sex as a protected
civil rights category. Title IX was passed in 1972, and it protected against discrimination
or exclusion from participation in any educational program or activity receiving federal
funds on the basis of sex. The purpose was to ensure that overt gender discrimination or

limitation of access to educational opportunities did not continue (National Women’s
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History Project, n.d.). Though data show that women have made substantial gains in
educational attainment, gender bias is pervasive, and it shows in areas such as
occupational segregation.

The Pregnancy Discrimination Act of 1978, which modified Title VII, required
employers to treat pregnant women the same as all other employees and enabled women
to take 4 months of pregnancy leave, even if they were new employees and even if they
did not work full time (National Women’s History Project, n.d.). The Civil Rights Act of
1991 amended the Civil Rights Act of 1964 and added provisions to Title VII; protections
included expanding the rights of women to sue and collect compensatory and punitive
damages for sexual discrimination or harassment. The Civil Rights Act of 1991 included
Title II, which created the GCC to focus attention on and complete a study relating to the
existence of artificial barriers to the advancement of women and minorities in the
workplace and to make recommendations for overcoming such barriers (National
Women’s History Project, n.d.).

The Family and Medical Leave Act of 1993 (FMLA)

entitles eligible employees of covered employers to take job-protected, unpaid

leave for specified family and medical reasons. Eligible employees are entitled
to:
e Twelve workweeks of leave in any 12-month period for:
o Birth and care of the employee’s child, within one year of birth [including
adoption] . . .
o Care of an immediate family member (spouse, child, parent) who has a
serious health condition
o For the employee’s own serious health condition that makes the employee
unable to perform the essential functions of his or her job . . . [and]
o [When an] employee’s spouse, son, daughter, or parent is on active duty or
has been notified of an impending call or order to active duty in the U.S.
National Guard or Reserves in support of a contingency operation. (U.S.



70

Department of Labor, Office of the Assistant Secretary for Policy, 2009,
“Basic Provisions/Requirements,” para. 1-2)

FMLA has been extremely valuable in the workplace for women because it
provides legal protection from employers who otherwise would exclude women from
obtaining and advancing into professional positions due to discrimination because of
domestic obligations, such as childbearing and caring for immediate family members
who fall ill. Prior to this law, a woman’s role as wife, mother, and overall caretaker was
often used as the underlying basis for denying women advancement opportunities.
Though some of this thinking still exists, it happens covertly and carefully due to the
legalities organizations subject themselves to if they violate the act. FMLA is also
valuable because it provides a means for employees to balance their work and family
responsibilities by taking unpaid leave for covered reasons. These protections are
invaluable to women in the workforce. Without them, undoubtedly, the notion that a
woman is not promotable due to her domestic responsibilities would continue to be

openly perpetuated.

New Workplace Challenges: Work-Life Balance
The legislative mandates to date have been invaluable in helping women achieve
so much thus far in the workforce. Nonetheless, women in the workforce now face new
challenges that they must conquer for success. O’Leary and Kornbluh (2009) stated,
Too many of our government policies—from our basic labor standards to our
social insurance system—are still rooted in the fundamental assumption that

families typically rely on a single breadwinner and that there is someone available
to care for the young, the aged, and the infirm while the breadwinner is at work.

(p. 76)
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However, “traditional families” are no longer the norm, and women make up almost half
of the U.S. workforce, so it is necessary to “reevaluate the values and assumptions
underlying our nation’s workplace policies” (O’Leary & Kornbluh, 2009, p. 77). Years
ago, in response to the Industrial Revolution and as the government recognized that
families would become impoverished if family wage earners lost their ability to work, a
series of programs, such as workers’ compensation, unemployment insurance, and old
age and survivors’ insurance, was developed. But little has been done to address the
effect of more and more women joining the labor force (Heymann, 2000). O’Leary and
Kornbluh (2009) noted,

Up until now, government policymakers focused on supporting women’s entry

into a male-oriented workforce on par with men—a workplace where policies on

hours, pay, benefits, and leave time were designed around male breadwinners

with presumably little to no family caregiving responsibilities. (p. 77)

Simply allowing women to play by the same rules as the single male breadwinners of
yesteryear is not enough.

Despite the clear change in the workforce and social demographics, limited action
at the federal level to update workplace policies or create new policies to help working
parents and their varied families has taken place. The FMLA is an exception, “but even it
only allows 12 weeks of unpaid job-protected family or medical leave to approximately
half of all workers in the United States” (O’Leary & Kornbluh, 2009, p. 79). The FMLA
is a very important workplace benefit for families and is a step toward making the work—

life balance easier. However, it is of limited value to workers who cannot afford to go

without a paycheck, especially for those who are the sole providers for their families.
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These workers will either take the shortest possible leave or will simply attempt to work
through the family crisis to keep the money coming in. Additionally, the FMLA is
intended to respond to episodic circumstances of parenting and illness, and does not help
with the daily challenge of integrating work with life. According to O’Leary and
Kornbluh (2009),
Our federal government does not require employers to offer a minimum number
of paid days off. Nor does it require or even incentivize employers to provide
flexible work arrangements. Our child care assistance is mostly aimed at the poor
and even that assistance [is lacking]. (p. 79)
There are little to no provisions for eldercare. It is time to address these social and
workforce realities and to recognize that there is no one home all day running the
household, raising the children, caring for parents, and so forth for free. It is essential to
this nation’s success that the government takes steps to rectify these inadequacies.
Society, as well as the economy, cannot survive without women in the workforce, but
with both genders almost on par in labor force participation, the issue of balancing work
and life must be addressed.
Steps the government can take “to address this new economic and social reality”
include reforming existing laws by doing the following:
e Updating our basic labor standards to include family-friendly employee
benefits
e Reforming our anti-discrimination laws so that employers cannot discriminate
against or disproportionately exclude women when offering workplace
benefits
e Updating our social insurance system to the reality of varied families and new
family responsibilities, including the need for paid family leave and social

security retirement benefits that take into account time spent out of the
workforce caring for children and other relatives
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e Increasing support to families for child care, early education, and elder care to
help working parents cope with their dual responsibilities. (O’Leary &
Kornbluh, 2009, p. 79)
Organizational Incentives

The increasing work commitment of American families is putting pressure on
employers and policymakers to address the problem of work—life balance. Women’s
employment patterns are becoming more like men’s, but public policies and employers
have not filled in the gap between the time and care that families need and the time
workers have available to meet those needs. Women continue to bear the brunt of
household and familial obligations. The March 2011 report Women in America (U.S.
Department of Commerce, Economics and Statistics Administration & Executive Office
of the President, Office of Management and Budget, 2011) found that “in families where
both husband and wife are employed, employed wives spend more time in household
activities than do employed husbands,” confirming that women still bear the majority of
household duties (p. 35). Balancing work with personal and family concerns is a major
stressor for many working women. For too many women, being sick or having an ill
family member presents an untenable choice: stay at work when they should not, or lose
pay and risk their job security and/or potential for growth and career advancement.

In order to be successful, organizations must adapt to a changing workforce.
Many organizations, including LACMTA, offer their employees programs/incentives like
on-site childcare, flexible work schedules, telecommuting, compensatory time off in lieu

of overtime (mostly for salaried employees due to labor laws regarding overtime), and
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compressed workweeks. The benefits of adopting these programs are vast. They include
more time spent away from the office, thereby helping with work—life balance; savings
on commuting costs; and reduction in wear and tear. Additionally, they also serve a
broader purpose: they reduce traffic, thereby reducing congestion and improving air
quality. Organizations should encourage these alternatives as appropriate, and
transportation agencies such as LACMTA should lead the way. The problem is that
many organizations, including LACMTA, often leave the administration/approval of the
use of the incentives (excluding on-site childcare) to the discretion of the supervisor,
often defeating the purpose of the incentives altogether. The foundation in many ways is
set. The next steps involve the actual application of these incentives/programs. Setting
clear policies and changing the perception that somehow less is accomplished with
alternative schedules is paramount. Not only are these incentives needed for the work—
life balance, but they can also facilitate women’s career advancement opportunities.
Research has shown that the incorporation of flextime, telecommuting, job-sharing
opportunities, the facilitation of childcare and parental leave, technology, and so forth
expand opportunities for women to continue working and gaining experience, despite
family obligations that would otherwise interfere with their promotion potential (Rogier
& Padgett, 2004). Making reasonable accommodations to the workplace so that women
who are qualified for promotions are not penalized for being female is essential to
breaking the glass ceiling (Larwood & Gutek, 1987).

Employers that have adopted flexible workplace practices cite many economic

benefits, such as reduced worker absenteeism and turnover, improvements in their ability
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to attract and retain workers, and other positive changes that translate into increased
worker productivity (A Better Balance, 2008; Corporate Voices for Working Families,
2004). Employees place high value on flexibility. A study of more than 1,500 U.S.
workers reported that nearly a third considered work—life balance and flexibility to be the
most important factors in considering job offers (Hudson Highland Group, Inc., 2008).
In another survey of 200 human resource managers, two thirds cited family-supportive
policies and flexible hours as the most important factors in attracting and retaining
employees (Williams, 2001).

The U.S. Department of Labor, U.S. Bureau of Labor Statistics (2005), in a 2004
survey of the use of flexible schedules between men and women, interestingly found that
men used flexible work schedules more than their female counterparts in all areas except
one: the never married category. In this category, women had a 4% gain, with 28.9%
using flexible schedules, versus men who were at 24.9%. The reasons for the difference
are unclear, but it is not related to women having children at home since, surprisingly,
men with children under the age of 18 used roughly 4% more flexible work schedules
than their female counterparts. Men used 3% more flexible work schedules in the
married category as well, and women and men were tied at 27.1% in the no kids category
(U.S. Department of Labor, U.S. Bureau of Labor Statistics, 2005). What is significant
about these data is that the assumption that women would use more or “abuse” flexible
work schedules because of their familial obligations, including marriage and children, is

not supported by the data. Therefore, the argument that women who are married and
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have children will be less committed and/or available to their employment is also

diminished.

Organizational Development and Culture

Public administration began with the traditional/rational view of management and
organizational function, which focused on Taylorism and Weberian models of
organizational practices that are hierarchical and autocratic in nature (Stivers, 2000).
This approach removes individuality from the workplace and reduces employees to mere
laborers who are not required or expected to have independent thought. A significant
shift occurred in public administration when organizations became more humanistic,
often referred to as humanism. An impetus for this was the Hawthorne Experiments,
which were groundbreaking studies in human relations, conducted between 1924 and
1932 (Graham, 2003). The Hawthorne Experiments demonstrated that employees were
more productive when they perceived that what they did and thought mattered.
Employees became individuals who could contribute to the success of the organization if
taken into consideration and given an opportunity to participate (Graham, 2003).
Humanism takes, as it implies, a more “humanistic” approach to decision making. It is
generally thought that employees will be more cooperative and productive if they are part
of the decision-making process. Thus, this model does not rely on a hierarchical
approach since it encourages employee participation. Humanism respects the needs of an
individual and builds on the need to be responsive to individuals on multiple levels.

Humanism tends to redirect the attention back from the organization to the individual.
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Humanistic organizational development principles are evident in the public sector.
There is an emphasis on the importance of human capital and the mutual benefit to
organizations and employees when participatory management is exercised. Components
of humanism are visible in today’s government environment. An example is sensitivity
toward diversity, training and development components, alternate work schedules, and so
forth. LACMTA is one such organization that values organizational development. A
dedicated organizational development department focuses on training employees on
various levels, from internal organizational basics such as policies and procedures to
training on writing skills, computer software programs, and business skills such as
problem solving, effective communication, negotiating skills, conflict resolution, and so
forth. It also offers a valued educational assistance/reimbursement program to all
employees. The goal is to value the individual and his or her contributions all in an effort
to improve the way companies do business and the service they provide. In
organizational development, the focus is on the individual, with recognition that
individuals are unique and therefore not motivated by the same thing but equally
important in that they have something to offer.

Denhardt (1981) searched for a philosophy that com