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ABSTRACT 

This study used a questionnaire designed to identify 

personal characteristics that successful career women have 

in. common across career fields. Information was elicited on 

self-esteem, achievement motivation, self-descriptive words, 

ethnicity, age, income level and occupational field, among 

other things. Subjects were women publicly recognized as 

successful by their peers. Twenty three of the sample (n = 

249) were randomly selected for interviews. The question

naire responses were analyzed to identify differences in 

self-esteem and achievement motivation between occupational 

fields, age, income levels, ordinal positions and other 

independent variables. 

Collectively, the resul ts identified a high degree 

of self-esteem as the strongest characteristic shared by 

these successfu 1 career women. Addi tionally, sel f-esteem 

was affected by ordinal position of the subjects and related 

to the level of the women's perceived success and emotional 

compensation satisfaction. 

The career women defined the major components of 

success as: (1) achieving one's personal goals, (2) receivi

ing recognition f rom others, (3) enj oy ing one's work, and 

(4) contributing to the community, to others, etc. The 

xi 
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career women generally described themselves as responsible, 

competent, and hardworking. Non-tradi tional career women 

described themselves somewhat differently, as responsible, 

enthusiastic and confident. 

There was no statistical support for a relationship 

to achievement motivation. This finding, combined with the 

career women's definition of success, shows that items used 

in the questionnaire did not measure achievement motivation 

for this group. 

Several conclusions were drawn from the data 

analysis: (1) career women who have been publicly 

recognized by their peers have a high level of self-esteem; 

(2) women have a unique pattern of career development; 

(3) women focused more on "contributing to society/to 

others" than on "earning a high salary," and (4) women 

defined themselves as "hardworking" rather than "achievement 

oriented." Hypotheses made on the basis of previous 

research on career women and on Individual Psychology theory 

were generally supported. 

would be appropriate. 

Future research on career women 



CHAP'rER 1 

INTRODUCTION 

The dramatic increase of women in the labor force in 

the past few decades has prompted considerable research on 

women and their careers. The research includes how women's 

career development differs from men's; how the differences 

in early socializing on male/female impacts career choices 

and attitudes toward success. Also included in the litera

ture was how successful women are different from/similar to 

successful men; how successful career women are different 

from/similar to college women and/or homemakers; and charac

teristics of success for women managers. While a broad 

range of topics has been studied relating to women and work, 

few identifying characteristics have been established of the 

successful career woman. No research has been identif ied 

that examined career women across all levels and fields. 

Need for this Study 

Labor market information indicates that the upward 

trend of working women shows no signs of decreasing. In the 

past 30 years the American labor force has been drastically 

changed by women. The sharpest sustained increase in women 

1 
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participating in the workforce has occurred since World War 

II--from 32% in 1947, to 43% in 1951, to 51% in 1980 (Brown, 

1981, p. 14). By 1986 women's labor force participation was 

at 55% (Bloom, 1986). Given these figures, it is important 

and appropriate that women have access to any information 

that will assist them in their career success. 

Most research comparisons in the past used the male 

model of characteristics of success. Some studies have 

focused on females in male-dominated professions. One 

example, a study by Harlan and Weiss (Brown, 1981), compared 

a matched set of 50 male and 50 female managers employed in 

2 retailing organizations. They found a great deal of 

similarity between the men and women managers: 

Men and women were found to have very similar psycho
logical profiles of--high power and achievement 
needs, high self-esteem and high motivation to 
manage. In addition, both men and women experienced 
difficulty in understanding and planning their 
careers; obtained balanced and useful feedback; and 
obtaining opportunities for new skill development. 

It seems reasonable that because women have a more 

varied career development pattern than do men, there may be 

characteristics that career women have in common with each 

other that could be identified which would provide more 

val uable information than those characteristics women have 

in common with men or those characteristics they do not have 

in common with men. 
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"Our ability to make it in the mainstream is blocked 

by both our inner conflicts and outer obstacles. We need to 

understand ourselves better in terms of the game that's 

being played we need to know--How women do it 

[succeed]" (Halcomb, 1979, p. 7). 

Statement of the Problem 

There has been considerable research on women and 

careers. The bulk of it has focused on: (a) comparing 

women to men; (b) isolating specific groups of career women 

(most frequently physicians, lawyers, and executives); 

(c) comparing specific groups of career women to homemakers; 

or (d) focusing on women in male-dominated or 

"non-traditional" careers. 

What about other career women--those in business, in 

education, in the arts, for example? What about the career 

women who are not mid-level or top-level managers, who earn 

less than $50,000, who feel successful in their careers? 

Are there characteristics and/or patterns that are shared by 

successful career women across career fields and across 

career levels? If research results are to be extrapolated 

to career women in general, then the whole spectrum of women 

in careers must be studied. 

The purpose of this study was to (a) identify 

personal characteristics that successful career women have 

in common across career fields; (b) look for differences in 
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achievement/motivation and self-esteem between occupational 

fields as well as other independent variables, (c) obtain 

demographic profiles of successful career women in general, 

and (d) to contribute to the general body of knowledge about 

women and careers. 

Questions for Consideration 

1. Do successful career women have characteristics in 

common across career fields and/or within career fields? 

2. Is there a difference in achievement/motivation and 

self-esteem between: 

a. occupational fields 

b. ordinal positions 

c. ethnic groups 

d. income levels 

e. career levels (example: management and non-manage-

ment) 

3. Is there a relationship between self-esteem and achieve

ment/motivation and the variables of: 

a. age 

b. perception of success 

c. financial compensation satisfaction 

d. emotional compensation satisfaction 

e. income 

4. What are the factors of achievement/motivation and 

self-esteem that are shared by successful career women? 
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5. Will successful career women rank themselves as success

ful? 

6. What will be the three major components of success as 

defined by the population? 

Definition of merms 

For the purposes of this study, the following terms 

were defined: 

Successful career woman: A woman who has been recognized as 

successful by her peers by virtue of having been 

nominated for recognition or selection either by a 

professional organization, civic group, women's 

recognition event, or by her employer. 

Self-esteem: Self-image, an attitude that includes factors, 

opinions and values with regard to self, as well as 

a favorable or unfavorable orientation toward self 

(Rosenberg, 1965, p. 5). 

Achievement motivation: The degree to which an individual 

desires to achieve and/or act on his/her desire to 

achieve. 

Assumptions 

In this study, the following assumptions were made: 

1. Women who have been publ icly recognized by their 

peers for their contributions have achieved a 

significant degree of success. 
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2. Public recognition is a major component of success. 

3. People strive for success in their career. 



CHAPTER 2 

REVIEW OF RELATED LITERATURE 

"The rise in the number of working women is probably 

the single most important change that has ever taken place 

in the American labor market" (Bloom, 1986, p. 25). There 

are about 200% more working women in 1986 than there were at 

the end of World War II, according to Bloom. Labor Market 

information suggests that this trend shows no sign of 

decreasing. The sharpest sustained increase in women 

participating in the workforce has occurred in recent 

decades--from 32% in 1947 to 43% in 1951, to 51% in 1980 

( Brown, 1 9 8 1 , P . 1 4) . Not onl yare more women working 

outside the home; they are working in a wider range of occu

pations today than ever before, having obtained jobs in just 

about every field of employment (Bureau of Labor Statistics, 

1983) . 

This increase in the number of working women has 

resul ted in a variety of research about women and their 

work. The literature illustra~es the complexity of issues 

that career women face, issues that range from child care to 

style of management to non-traditional careers. A great 

deal of the research compares the career women to the male 

7 
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model of management--or success--or career development. 

MGst of the research focuses on one specific issue such as 

management style; or targets one portion of the career popu

lation, such as executives, or managers, or physicians; or 

compares career women to homemakers or college women. 

The review of related literature for this study will 

focus on the following areas: 

1. career development theories, 

2. definitions of success, 

3. successful career women, 

4. self-esteem and achievement/motivation, and 

5. birth order. 

Early Career Development Theories 

An early major career development theory was Frank 

Parson's Trait-Factor theory, which evolved from studies of 

individual differences in the psychometric movement (Osipow, 

1973) . The approach of the Trait-Factor Theory was to 

measure the 

occupations, 

individual psychometrically, 

and finally match individual 

occupational needs. 

then survey 

skills with 

The advent of World War I provided an accessible 

population for theory development. Psychologists in the 

U.S. Army needed to classify large numbers of men and assign 

them to appropriate military jobs. This data base was later 

transposed to civilian occupational groups, as they were 
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seen in the army, and served as national norms in vocational 

guidance and personnel selection (Super, in Walsh and 

Osipow, 1983). 

Ginzberg and his associates are generally considered 

to be the first to approach the theory of occupational 

choice from a developmental standpoint (Zunker, 1981). In 

developing their theory, they used a carefully selected 

sample of individuals who would have reasonable freedom in 

choosing an occupation. 

Their sample was comprised of males from middle 
upper-class urban, Protestant or Catholic families 
of Anglo Saxon o~igin, whose educational level 
ranged from sixth grade to graduate school. 
Specifically, female and ethnic minority career 
development patterns were not considered. Nor were 
the rural or urban poor (Zunker, p. 5). 

In 1966, Ginzberg wrote that a man achieves his 

status almost exclusively through his work and a married 

woman attains her status largely through her husband. 

"Until the re-emergence of the women's movement in the early 

1970's, a woman's success was linked to the significant male 

in her 1 ife, generally her father or husband" (Wood and 

Graefelc1, p. 2). 

Another career development theorist, Anne Roe, 

focused on the early relations within the family and their 

subsequent effects upon career directions of individuals. 



The analysis of di fferences in personal i ties, 
aptitude, intelligence, and background as related to 
career choice was the main thrust of her research. 
She studied several outstanding physical, biologi
cal, and social scientists to determine if 
vocational direction were highly related to early 
personality development (Zunker, p. 7). 

10 

Roe wrote "a landmark book on the abilities, 

interests, and personalities of women in various 

occupational fields (1956)" (Super, p. 15, in Walsh and 

Osipow) . She "treated development almost as though it 

stopped at or soon after entry into school" (p. 16). Roe 

emphasized that early childhood experiences were important 

factors in finding satisfaction in one's chosen field. She 

classified all occupations into two major categories: 

personality~oriented, and non-person-oriented (Zunker, 

1981) . Her theory might be viewed as a transition from 

differential to developmental (Super, in Walsh and Osipow, 

1983) . 

In 1951, Donald Super designed a study to follow the 

vocational development of ninth-grade boys in Middletown, 

New York (Zunker, 1981). "Those individuals who were seen 

as vocationally mature in the ninth grade (based on their 

knowledge of occupations, planning, and interests) were 

signif icantly more successful as young adul ts" (Zunker, 

p. 29). 

Super categorized male career patterns into four 

classifications: (1) stable, (2 ) conventional, 
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(3) unstab 1 e, and (4) mul ti-trial ; and c lassi f ied career 

patterns for women into seven categories: (1) stable 

homemaking, (2) conventional career, (3) stable working 

career, (4) doubl e-track career, (5) interrupted career, 

(6) unstable, and (7) multiple-trial career. The career 

patterns for women emphasized, in 5 out of the 7 categories, 

that women are expected to pursue the role of 

wife/homemaker, regardless of what else they may choose 

(Zunker, 1981). 

Summary of Early Career Development 

These career development theorists are a sample of 

the direction career development work has taken since its 

beginning with Parson's work in 1909. Many others such as 

John Holland, David Tiedeman, John Crites and Robert O'Hara 

have contributed to the field. A common thread among the 

majority of early theorists is that the population used in 

studying career development and establishing the norms for 

career tests, interest inventories, etc. was most often 

white, Anglo-Saxon males. 

As OSipO\-,l (1973) noted, theories of career 

~evelopment have, since their beginning, focused on the male 

popuJ ation. The theories continued to focus on the mal e 

population until the 1960s when, due to the changing roles 

of women and their increasing numbers in the workforce, 

scholars began to challenge some long-held assumptions about 



women and work. The se common assumptions were: 

12 

( 1) the 

primary roles of women were those of wife and mother and 

their work revolved around household/domestic and childcare 

responsibilities: (2) women who do work do so not only 

because of 

'unfortunate 

an unfortunate 

need' their 

need 

career 

and because 

goals/needs 

of 

would 

this 

be 

different; and (3) any male career development theory would 

generalize to an explanation of women's career development 

(Fitzgerald and Betz, in Walsch and Osipow, 1983). 

Fitzgerald and Betz challenged the first assumption 

of 'women's place' being exclusively in the horne, maintain

ing that women working outside the home in ever-increasing 

numbers are a vital part of the labor force and state that 

"Women whose adult lives will not include work outside the 

home are increasingly becoming the e:{ception rather than the 

norm" (p. 84). 

Secondly, Fitzgerald and Betz's review of research 

indicates that the majority of young women prefer to combine 

marriage and career pursuits in their adul t 1 ives. The 

assumption that women's career development can be described 

or predicted using existing theories also is untenable 

according to Fitzgerald and Betz because of some clearly 

evident sex differences relevant to vocational choices and 

patterns. These were: (1) women tended to be concentrated 

in a small number of "traditionally female" jobs and 
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professions; (2) career aspirations of young women 

continuing to focus on stereotypically female occupations; 

(3) the socialization of women to pursue the same role 

(tradi tionall y female) regardless of their individual 

capabilities and talents; and finally, (4) women's career 

development involves one more step than that of men. Women 

must decide if employment is to be a major focus in their 

life, and if so, whether they choose to juggle roles of 

career/!?pouse/parent. Then at least some thought must be 

given to how children and/or career can be ordered, given 

the basic biological time limitations for women and the 

inherent or covert limitations of some careers. Men are not 

subject to this series of choices or decisions, for they are 

not given the consideration of whether or not to work--only 

what work they would like to pursue. "Men in this society 

grow up assuming that they will need to support themselves 

and their families, and, thus, begin with the choice of an 

occupation rather than with the choice of whether or not to 

work" (Fitzgerald and Betz, in Walsch and Osipow, p. 87). 

Career Development for Women 

Evolving from the third wave of the feminist 

movement in the early 1970s are issues concerning equality, 

political rights, professional opportunities and economics. 

"Women and some men are today trying to find valuable, 
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productive, satisfying alternatives to the stifling, sexual 

stereotypes of the past" (Low, in Kundsin, p. 98). 

Kagan (1972), in an issue of School Review devoted 

to women and education, used the term 'masculine narcissism' 

to refer to the prevailing historical assumptions about the 

limited intelligence of women and concludes a section of his 

article on left hemisphere advantage by stating: 

Perhaps it is woman, not man, who is the intellec
tual specialist; woman, not man, who insists on 
interlacing sensory experience with meaning. These 
reversals of popular homilies join other maxims that 
science has begun to question. For now we know that 
it is the female not the male, who is most predict
able; the female, not the male, who is biologically 
more resistant to infirmity; the female's anatomy, 
not the male's, that is nature's preferred form. 
Man's a priori guesses about sex differences have 
reflected an understandable but excessive masculine 
narcissism (p. 223). 

"This narcissism has controlled our language, culture and 

educational institutions and more importantly has profoundly 

impacted the future of young females and males" (Howe, 

p. 109, in Kundsin) . 

As recent as 1970, the New York Academy of Sciences 

sponsored a workshop "The Impact of Fertility Limitation on 

Women's Li fe-Career and Persona 1 i ty" (Kundsin, 1973). In 

this workshop a different consciousness emerged, one that 

questions many of the previously held assumptions on sex 

roles, in particular the stereotype of the female sex role 

which (while historically comfortable) is emotionally laden 

and currently obsolete. Confining women to this role is not 
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good either for the individual or for society, "and philoso

phically no longer acceptable from a humanistic and ethical 

standpoint" (Low, p. 98, in Rundsin, 1973). 

In 1984, Helen Astin proposed a beginning formula

tion of a new model of career development that she asserts 

"can be used to explain the occupational behavior of both 

genders" (Astin, p. 118). She labels it a 'sociopsychologi

cal' model because it includes both personal characteristics 

and social forces and how these two variables interact. It 

is a developmental model with four major constructs: motiva

tion, expectations, sex-role socialization, and the 

structure of opportunity (Astin, 1984). 

Astin has drawn on Roe's career development theory 

and Bandura's social learning theory to demonstrate how 

women's occupational expectations are shaped by socializa~ 

tion experiences. She states: "My premise is that basic 

work motivation is the same for men and women, but that they 

make different choices because their early social ization 

experiences and structural opportunities are different" 

(Astin, p. 118). 

Gilbert (1984) and Fitzgerald and Betz (1984), in 

reviewing AstinU s theory, question some assumptions and 

comment: "active participation in family roles is assumed 

to be harmonious with occupational achievement and advance

ment," and "Can a concept of career that incl udes 
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involvement in family and occupational roles (and principles 

of equity between men and women) realistically co-exist with 

social institutions that embody the values of a patriarchal 

society?" (Gilbert, p. 129), and "although Astin should be 

congratulated for her insistence on the importance of social 

forces in shaping behavior, she fails to give credit where 

credit is due; to the most influential social force of this 

century: the women's movement" (Fitzgerald and Betz, 

p. 137). 

Summary 

It is important to note how men and women are viewed 

differently in the 1 i terature. Four specific examples of 

this difference in views will be summarized. First, during 

the preschool years girls and boys are treated more as 

equals than they ever will be again, and although women are 

told from the first grade on that they are equal with men, 

they are treated in a manner that negates the statement 

(Ampola, in Kundsin, 1973). 

Second, societal expectations for males and females 

can be identified by the manner in which the research 

questions are asked. An example is Turner's 1964 study, 

cited in Wood and Graenfeld (p. 4) in which he studied high 

school seniors in Los Ange les. 

ambition included three factors: 

Turner's index for male 

expected occupation in 20 
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years, desire for material wealth, and their expected 

educational attainment. His index for female ambition 

included only two factors: the minimum occupation they would 

expect their husbands to occupy in 20 years, and their 

material expectations. Turner's conclusion: lithe husband's 

occupation is the key status for most women in American 

societyll (p. 2). 

The often covert, and sometimes overt, attitudes and 

practices in public education serve to reinforce the 

inequality between male and female, with an emphasis on the 

inferiority of the female. . as evidenced by the lack of 

expectation for female math ability, or physical ability 

(Howe, in Kundsin, 1973). 

Third, stereotypes in children's readers and text 

books limit the perspectives of girls and women. Brothers 

lead relatively active lives, performing before their 

sisters, who are, not surprisingly, admirers of male agility 

and inventiveness. IIGirls are prepared in all these books 

to be fumblers at physical activities, to function as 

1 isteners, watchers, wai ters, rather than doers. Most of 

all, girls are prepared to be mothers, and mothers in school 

texts are invariably docile ll (Howe , in Kundsin, p. Ill). 

Fourth, others with different expectations for each 

gender, influence the manner in which boys and girls view 
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other. If 

the sexes, 

we aim at blurring 

it might result in 
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all 

the 

destruction of certain biases against women. Or students 

might study stereotypes, in order to decide for themselves 

about patterns for the future. III believe that it is 

foolish to deny their [differences] existence--among 

individuals or between classes, races, sexes, groups of any 

sort. I believe that we may learn from the study of differ

ences as much as we learn from similarities ll (Howe, in 

Kundsin, p. 113). 

Definitions of Success 

The personality theory of Alfred Adler (1870-1937), 

termed Individual Psychology (Manaster and Corsini, 1982) 

includes several assumptions about what constitutes success 

for human beings and the relationship of individuals to work 

(careers) . Individual Psychology (IP) maintains that IIAII 

behavior occurs in a social context ll (Mosak and Dreikurs, in 

Corsini, p. 39); that the feeling of belonging and of being 

a part of the larger social whole (of contributing to 

society) is a basic desire of humans. IIIP sees individuals 

constantly in the process of strivingll (Manaster and 

Corsini, p. 5) with individuals consistently moving toward 

self-selected goals. 

IIIndividual Psychology firmly takes the position 

that we are indivisible units ll (Manaster and Corsini, p. 2). 
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As individuals, not being an assemblage of parts, we must be 

understood as a unity, and each unity has its own subjective 

reality. According to Manaster and Corsini: 

Two people may have exactly the same goals, the same 
amount of energy, everything may appear identical, 
but one has courage and pursues goals actively, 
persistently, intelligently, and consistently, while 
another person will hesitate, fumble, and back away. 
For this reason, directed activity--going after 
one's goals in a sensible manner--is a prerequisite 
of a successful life (p. 11). 

According to Adler, personal success in life is a function 

of an individual's social interest~ which includes the 

"identification with humanity, a feeling of community, or 

belonging to life" (Manaster and Corsini, p. 13). 

Another assumption of Individual Psychology is that 

"Life presents challenges in the form of 1 ife tasks" (Mosak 

and Dreikurs, in Cors ini, p. 41). And, one of the 1 ife 

tasks is that of work. "Each of us is dependent upon the 

labor of other people. In turn, they are dependent upon our 

contribution. Work thus becomes essential for human 

survival. The cooperative individual assumes this role 

willingly" (Mosak and Dreikurs, in Corsini, p. 42). 

The Adlerian assumptions about successful human 

beings include: (1) all behavior occurs in a social 

context; (2) belonging, being part of the larger social 

whole, is a central striving of all individuals; (3) each 

unity has its own subjective reality; (4) humans are 

cons tantl y striving toward se 1 f-se lected goa 1 s; (5) success 
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in life is related to the individual's degree of social 

interest; and (6) work is a life task in which cooperative 

individuals participate willingly. 

Blotnick (1985), in reporting on his 25-year study 

of persons who did well in the workplace, stated in the 

opening chapter: "Social beings that humans are, they want 

their labors to be recognized and rewarded by others. 

When all is said and done, what matters is that recognition 

in some form is finally theirs" (p. 3). 

If the assumption is made that everyone wants to 

succeed, then success can be a common denominator for career 

women. This allows for a wider range of occupations to be 

investigated at one time, and places fewer 1 imi tations in 

general on the population of career women, depending on the 

definition of success used as criteria. 

According to Webster (1975) , success is: a 

favorable termination of a venture, the attainment of 

wealth, favor or eminence (Merriam-Webster, 1975, p. 1163). 

Success, simply defined, is related to the achievement of 

goals (and goals vary with individuals). In the literature 

there are almost as many definitions of success as there are 

books or research articles on successful career women. 

Some of the more frequently used criteria for 

successful career women include: having management posi

tions, particularly in the corporate world; being in top 
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administrative posts; working in male-dominated fields; 

receiving high salaries (Trahey, 1977); being recognized by 

experts in their field; attaining positions of status and 

power, i.e., CEO's; and supervising others (Keown and Keown, 

1985) . 

In their study of successful women in business, the 

Keowns identified successful women as those who worked for 

profit-making organizations, who managed subordinates in an 

executive position, and who earned a minimum of $25,000 

annually (Keown and Keown, 1985). Trahey (1977) equates 

success with high salaries (over $50,000) and power, particu

larly in the corporate world. 

Kundsin (1973) identifies successful women as those 

"who have made it up the ladder in male-oriented fields and 

are so identified by their peers" (p. 99). She proposes 

that many more women could be called successful if the 

definition of success were more open-ended and included 

those who have an inner sense of their own identity, worth 

and self-esteem as a person without reference to career 

accomplishments or money. 

Wood 

success for 

and Graefeld (1978) 

career women 

compared the meaning of 

in male-dominated and 

female-dominated occupations. They found that while women 

across occupations ranked the listed definitions of success 

similarly, the intensity of the responses varied between 
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women in male-dominated jobs and in female-dominated jobs. 

"Women in male dominated jobs indicated a higher need to 

def ine success as ' recogni tion from others on the job,' 

'becoming an authority,' 'achieving a high salary,' and 

'obtaining a title of responsibility'" (po 24). In 

contrast, "being well-liked" was the first choice for women 

in female-dominated jobs (po 17). 

The criteria of success used by Bachtold (1976) 

investigating women of distinction in psychology, science, 

arts and politics, were attainment of a doctoral degree and 

affiliation with a college or university. 

Waddell's (1983) criterion, in his study on the 

self-employed female, stated: "owners' success was measured 

by the length of time in business. It was assumed that more 

successful owners would be able to remain in business longer 

than the less successful owners" (po 299). 

Williams and McCullers (l983), in their study of 

successful, high achieving women in atypical professions 

(medicine and law), established four levels of success. 

They designated Category 1, the very atypical, as highly 

success fu 1, e. g., physician or 1 awyer (p. 346). Subj ects 

were selected for inclusion in this category by a panel of 

three experts in each field. The criterion used to place a 

subject in the study was nomination by at least two of the 

three experts in that field. 
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Successful women administrators in the educational 

field were identified by Temmen (1982) as either full-time 

project directors in educational laboratories, one of the 

top 10-20 administrators at the central administration 

office, or a building administrator or principal with 

stature equal to the central office administrators named. 

Hennig and Jardim (1977), in their well known study 

of women managers, identified a successful women manager in 

part as 

. one who has had a full-time, continuous work 
history, holds a current position at the level of 
corporate vice president or president or chief 
executive officer of a corporation or large 
divisional operation. . a position which appears 
to represent line authority and would probably 
include the management of men. . and. . not 
employed in a position or type of business generally 
considered as "feminine" (for example retail ing or 
the cosmetics industry) (p. 66). 

Halcomb (1979) implied that winning power, fame and 

money (based on male patterns of success) and being at or 

near the top of their field, or organization, are criteria 

of successful career women. 

Others, such as Abi-Karam and Love (1984) and 

Pinkstaff and Wilkinson (1979), were more nebulous about the 

definition of success. They identified it as a recognized 

measure of achievement (Abi-Karam and Love, p. 2) or as 

living up to one's own goals, desires and expectations 

(Pinkstaff and Wilkinson, p. 84). 
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What about women in all levels of careers? To make 

the assumption that if a woman is not "in management" or 

"earning $50,000" or in an "atypical" profession, etc., she 

is therefore unsuccessful, is to deny the value of a 

multitude of female-dominated careers. How do women in 

"typical" and "atypical" career fields define success, what 

do they have in common? 

Summary 

The definitions of success identified include the 

degree of social interest expressed by an individual as 

identified by Adlerian Psychology--recognition and reward by 

others--and the attainment of weal th, favor or eminence. 

For women, the def ini tions ranged from having management 

posi tions in the corporate world to the attainment of a 

doctoral degree to receiving a salary of over $50,000. 

One of the common themes in much of the literature 

is that of visibility or recognition of the successful 

career woman. In many cases, subjects were sOlicited for 

study by asking experts in the field and/or top management 

to identify the most successful women of a given group. 

Although specific definitions of success may be valid for 

specific populations of women in given career fields; a more 

encompassing def ini tion of success--recogni tion by 

others--must be used in order to include a variety of women 

in a variety of careers. 
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Successful Career Women 

Hennig and Jardim (1977), in their study of success

ful managerial women, identified some characteristics these 

women had in cornmon, such as: having some idea of their 

future career goals: achieving these goals through their own 

efforts; a general lack of effort (as well as awareness of 

need) to promote their own visibility within the 

organization wi th the people who mattered; and achieving 

position and status in spite of many barriers. These women 

tended to be pioneers, "Not simply in terms of their unusual 

accomplishments but in the difficul ties they overcame and 

the price they paid to break open new territory" (p. 65). 

The personality needs profile identified by 

Abi-Karam and Love (1984) suggests that the achieving woman 

has a unique personality profile that reflects "Women who 

are leaders with a strong ability to influence their 

environment. They are motivated to do their best, to be a 

recogni zed authority and to accompl ish s ignif icantly in a 

'man's world" (p. 6). Further, they tend to be quite 

independent, unconventional and nonconforming. "Their 

self-esteem is based more upon self-evaluation than on the 

opinion of others" (p. 7). Abi-Karam and Love went on to 

suggest that achieving women tend to redefine for themselves 

an expanded concept of femininity to include masculine 

instrumental behaviors. 
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suggested that for the 

corporate woman executive to be successful she would: have 

a strong commitment to a career; postpone or minimize the 

number of children; maintain a positive attitude toward self 

and work; stay within jobs concerned with people, informa

tion and money; and, finally, realize that job competence, 

or expertise, is crucial for women executives. 

In a later study, the Keowns (1985) found that most 

of these executive women seemed "to be able to integrate 

marriage into their lives and still give their career goals 

a high priority" (p. 281). The personal characteristics for 

success, identified by the subj ects, inc 1 uded: hard work 

and determination; the ability to interact well with people; 

the ability to communicate, to do the job well; an enjoyment 

of their work; a desire for accomplishment; and a willing

ness to be measured. 

Zimmerman (1983), in her study of successful women 

in nursing who had earned doctoral degrees, identified six 

personal characteristics that were both rated and ranked 

high by the women. 

having perseverence, 

The features were: being responsible, 

being hard-working, committed to 

career, being person-oriented. and being competent in the 

job. Additionally, these women ranked their personal 

characteristics as the most important factor facilitating 

their career success. 
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Feulner (1979) studied professional women who were 

lawyers, physicians or professors and found that these women 

Are a singular group of women, who seem to be more 
influenced by the demands of professional life than 
by the societal definition of 'proper' feminine atti
tudes and behavior. They tend to be somewhat more 
aggressive, dominant, autonomous, and self-confident 
than the 'average' women (p. 68). 

She goes on to suggest that these women professionals enjoy 

their uniqueness and have no guilt about being "different." 

And while they are aware that being a woman is sometimes a 

handicap in professional life, there is no resentment a~out 

their gender. 

Halcomb (1979) conducted interviews with successful 

career women of vastly different career fields, backgrounds 

and interests. She describes these women as generally 

enthusiastic, committed, dedicated, energetic, efficient, 

and "being very good at not wasting time" (p. 163). The 

women inter~iewed described such personal characteristics as 

being able to concentrate on the matter at hand; doing each 

job well; being decisive; taking responsibility for 

decisions; being risk takers, a willingness to risk making a 

mistake; promoting their own visibility; and not taking 

everything personally, being task oriented rather than ego 

oriented. 

One of the characteristics of successful women 

identified by Blotnick (1985) is: "Women who went on to 

become successful at work and at home never became addicted 
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to outrage" (p. 224). These successful women also use their 

daily supply of energy efficiently, apply continuous mental 

effort to the tasks at hand, work hard and have moderate 

[rather than unrealistically high] expectations, and are not 

rigid career goal setters. They tended to have general 

goals rather than rigidly specific ones. "We found that the 

vast majority of men and women who succeed do so in a way 

that few of them forecast" (p. 239). 

Temmen (1982), Nieva and Gutek (1981) and Frieze 

et ale (1978) generally conclude that characteristics of 

successful career women include emotional maturity, indepen

dence, competence, realism, courage, ambition, career 

commitment, self-confidence, and education. 

Bachtold (1976) identified qualities that profes

sional women who were psychologists, scientists, artists and 

wri ters, and pol i ticians shared in contrast to those of 

women 

that 

in general. They are: 

indicates good mental 

the requirement of behavior 

capacity; typically unaligned 

with traditional sex-role expectations; a low reactivity to 

threat; assertiveness and an inclination to experiment with 

problems. 

Summary 

The literature indicates that successful career 

women in general do share some common characteristics. Some 

of the most frequently mentioned are being hard workers, 
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hav ing determination and perseverence, being committed to 

their careers, and having an idea of the direction they want 

to pursue though generally not rigid goal setters. Further

more, women who are in male-dominated professions have some 

particular characteristics 

aggressive, independent, 

unconventional. 

in common, such 

self-confident, 

Achievement Motivation 

as: being more 

autonomous and 

Many theorists have contributed to the ongoing study 

of achievement motivation, including: Sigmund Freud 

(1856-1939) with his psychoanalytic theory, Clark Hull 

(1884-1952) and his mechanistic drive theory, and Kurt 

Lewin's (1890-1947) field theory (Wiener, 1985). 

The study of achievement motivation was strongly 

inf 1 uenced by Henry Murray's development of a taxonomy of 

twenty basic needs (which included achievement) and his 

development of the Thematic Apperception Test (TAT) in 1938, 

which was aimed at assessing need states, and according to 

Weiner (1985) was almost universally adopted by subsequent 

investigators for the study of achievement moti\"ation. 

Murray def ined the achievement need as II the des ire 

to accomplish something difficult. To overcome obstacles. 

To rival and surpass others. To excel one's self. To 

increase self-regard by the successful exercise of talent ll 

(Weiner, 1985, p. 180). He maintained, further, that these 



achievement desires 

30 

are accompanied by the following 

actions: "To make intense, prolonged and repeated efforts 

to accomplish something difficult. To work with singleness 

of purpose towards a high and distant goal. To enjoy 

competi tion. To try to do everything we 11. To exert wi 11 

power; to overcome boredom and fatigue" (Weiner, p. 180). 

Frieze et ale (1978) briefly defined achievement as 

a desire to do things well and be successful. He contended 

that while women are motivated to succeed, they define 

success differently than men do. 

According to Weiner (1985), theorists McClelland and 

Atkinson both contributed greatly to the refinement of the 

TAT and to subsequent research on achievement motivation. 

Stein and Bailey (1973) asserted that "The most widely known 

theory of achievement motivation was initially proposed by 

McClelland et al., 1953" (p. 346). Stein and Bailey 

maintained that this concept of achievement motivation--to 

strive for success in any situation where standards of 

excellence are applicable--has received relatively good 

support in studies of males, but not with females. They 

also reviewed Atkinson's 1966 achievement motivation 

formulation: that the principal behavior indicators of 

aroused motivation are achievement effort and level of 

aspiration. They concluded again that this formulation is 

inappl icable to females because "Virtually no research has 
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been conducted with females using this expanded theoretical 

formulation" (p. 346). Chusmir (1985) agreed that the male

oriented TAT is not appropriate to measure the motivation of 

women. 

Wiener (1985) 

theories of achievement 

contended that 

motivation have 

the most popular 

incorporated the 

expectancy-value concept, which is, that the choosing among 

achievement activities and how hard one works at achieving 

those tasks is thought to be determined by how an individual 

values success and their own expectancy of success. 

Atkinson's early work with achievement motivation 

"Suggested that achievement behavior was a function of both 

desire for success and anxiety or fear of failure" 

(Frieze et al., 1978, p. 237). This fear was believed to be 

instrumental in keeping people from achievement activities 

in which they might fail. 

Horner (1972) suggested that in addition to 

Adkinson's motive to succeed and motive to avoid failure, a 

third motive exists in women: the motive to avoid success. 

This concept has been labeled "fear of success" (Nieva and 

Gutek, 1981, p. 94). Reviewing the research, Nieva and 

Gutek (1981) challenged the stability of Horner's fear of 

success in females, and suggest that this "so-called motive 

is a reflection of cultural stereotype" (p. 95). White et 

al. (1981) identified inconsistent resul ts across studies of 



32 

fear of success and suggested that more work needs to be 

done "before valid generalizable conclusions can be made" 

(p. 559). Weiner (1985) corroborated the challenge to 

Horner's fear of success theory, stating that "Subsequent 

research has revealed that males exhibit as much fear of 

success in projective imagery as females. In summary, the 

findings first reported by Horner are now very much in 

doubt" (p. 223). 

Achievement theory has focused on the role of indivi-

dual differences in achievement needs in an attempt to 

understand the motivational processes. Weiner (1958) states 

that based on the research, 

there is suggestive evidence that tasks of 
intermediate difficulty are more attractive to 
individuals highly motivated to succeed than those 
to lower in achievement needs. And individuals high 
in achievement needs have been characterized as 
"realistic" and have occupational goals that are 
congruent with their abilities (p. 189). 

Veroff (cited in Stein, 1973) reported that the 

selection of an intermediate difficulty level is indicative 

of a high achievement motivation and "the fact that the 

sexes are about equally likely to choose this adaptive 

[intermediate] level of aspiration is important because 

boys' higher levels of aspiration have sometimes been 

interpreted of indicators of greater motivation" (p. 355). 

Weiner (1985) summarizes that other characteristics 

of individuals high in need for achievement include: a 
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preference for personal feedback; they are better able to 

delay gratification than those low in need for achievement; 

and they attain higher grades in school, if the grades are 

instrumental to long-term success. These individuals are 

conceptualized as "hope" oriented rather than "fear" 

oriented; they tak personal responsibility for their 

success; have high feel ings of sel f-worth, and generally 

perceive themselves as high in ability. 

White et ale (1981) states that "The primary barrier 

for females' achievement in organizations may be their lack 

of expectation of success rather than an actual lack of 

achievement motivation per se" (p. 558). 

Studies (Williams and McCullers, 1983; Abi-Karam and 

Love, 1984) involving professional women, particularly in 

law and medicine, have indicated that these women are more 

similar to male norms in achievement needs. Abi-Karam and 

Love state that professional women "Are motivated to do 

their best, to be a recognized authority and to accomplish 

significantly. Professional women, particularly in law had 

high scores on the need-achievement measure. Women in both 

law and medicine "revealed a consistent. picture of strong 

family support for achievement efforts, even though these 

efforts were not always stereotypically feminine" (p. 354). 

Other research on achievemen t motivation inc 1 udes 

Powers and Wagner's studies of achievement motivation in 
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middle and high school students. Among middle school boys 

and girls (Powers and Wagner, 1984), the attribution of 

success to effort was the best predictor of achievement 

motivation. In a study of combined middle and high school 

subjects (Powers and Wagner, 1984), achievement motivation 

was positively correlated with attributions of school 

success to effort and ability. They state "A higher correla

tion was found between achievement motivation and the 

attributions of success to 

(p. 220). These results 

effort 

suggest 

than to ability" 

that attributions of 

success to internal causes may resul t in increased effort 

and motivation of students. 

Birth Order 

In considering the development of personali ty, the 

Individual Psychology theory of Alfred Adler identifies two 

aspects of human behavior that are very important. Manaster 

and Corsini (1982) identified these as, (1) direction, 

derived from goal striving, and (2) activity, individuals 

constantly and consistently moving toward goals. They 

maintained that a major part of the social context in which 

individuals create their personality and subjective goals is 

the family unit, stating that: "Within any family there are 

parental expectations for each child, based on the child's 

sex and birth order" (p. 83). Thomas and Marchant (1983) 

maintain that children tend to live up to the expectations 
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Christensen 

(1983) states that "Each ordinal position offers the child 

who occupies it a different vantage point for interpreting 

life . the similarities of personality as a result of 

birth order have been noted over the years by many psycho

logists" (p. 6). Additionally, Adlerian theory, which views 

people as "Socially embedded in interacting social systems" 

(Thomas and Marchant, p. 10), takes the position that 

brothers and sisters affect each other's personality. 

Individual Psychology sees personality as being a 

and the combination of one's heredi ty, 

individual's interpretation of 

social experiences, 

the first two. Mosak and 

Dreikurs (1973) stated that "the conceptualization of man as 

a creative, choosing, self-determined decision maker permits 

him to choose the goal he wishes to pursue" (p. 40). 

Manaster and Corsini (1982) identified birth order position 

[the sequence in which one is born into a family] in the 

family constellation as a "soft" determinant of personality, 

an influencing factor in an individual's choice of goal 

striving. They stated that: "The concept of soft determi-

nism means statistical probabil i ty" (Manaster and Corsini, 

p. 86). 

Forer (1977) summarized the historical importance 

and significance of birth order position harking back to the 

work of Sir Frances Galton in 1874 when he concluded, 
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because of the disproportionately large number of only and 

firstborn sons he found among eminent Engl ish scientists, 

that parents often treat an only or firstborn child differ-

ently from later borns. This was emphasized by the fact 

that Britain, at that time, still fOllowed the custom of 
/ 

bestowing the family fortune and responsibility on the 

firstborn son after the father died (Forer, p. 5). 

Manaster and Corsini identify the following descrip-

tions of birth order position summarized by research 

literature. 

1. Firstborns achieve more than do later borns, 
especially in intellectual areas (Altus, 1966). 

2. Firstborns show need 
than do later borns, 
(Adams, 1972). 

for greater 
who are more 

affiliation 
independent 

3. Later borns tend to have more empathy with 
others than do firstborns (Stotland, Sherman, & 
Shaver, 1971). 

4. Firstborns tend to generalize more than do later 
borns, who tend to be more specific (Harris, 
1964) . 

5. Firstborns tend to be more fearful than are 
later borns (Collard, 1968). 

6. Firstborns are more likely to be more influenced 
by authority and to be affected by public 
opinion than later borns (Becker, Lerner, & 
Carroll, 1964). (Manaster and Corsini, 1982, 
p. 86). 

Recent li~erature on the effects of birth categories 

includes work in the area of interpersonal characteristics 

and achievement motivation. Falbo (1981) looked at the 
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difference between birth category and the personality charac

teristic of achievement and interpersonal orientations. She 

studied four types of sibling situations, which she identi

fies as birth category (p. 121). They are: only, first, 

middle and last borns. The results of her study were that 

birth category effects in achievement orientation were found 

wi th competitiveness and educational aspirations. There 

were additional differences in gender on the work scale 

(with women scoring higher than men), on competitiveness and 

educational aspiration (with men scoring higher than women 

on these scales) (p. 126). 

higher on the competitiveness 

otherborns. Falbo states that 

Overall, firstborns scored 

scale than any of the 

"the presence of sibl ings 

could account for the differences in competiveness" 

(p. 129). Additionally, Falbo maintains that "The powerful

ness of the gender effects found in this study are testimony 

to the importance of gender for personality development" and 

"are largely consistent with those found previously" 

(p. 130). 

Snell et al. (1986) investigated birth categories, 

achievement motivation configurations and gender effects. 

The results of this investigation supported their prediction 

that there would be both ordinal position effects and gender 

effects, that "women's and men's birth category position is 

related to particular achievement motivation constellations" 



(p. 435). 
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For example, male-only children had a low 

work-competitiveness profile and female-only children had a 

high work-high competitiveness profile. They found a 

statistically signif icant relationship between gender and 

work, "due to the great.er percentage of women in the high 

work group, opposed to the lower percentage of males in the 

high work condition" (1986, p. 433). 

Snell et al. (1986) surmised their findings of 

work-gender and competitiveness interactions were consis

tent with previous research results. 

Jordan et al. (1982) analyzed the relationship 

between seven birth order schemes and eight achievement 

variables and found that "achievement measures were shown to 

be related to birth order, provided the categories include 

information about the sex of the subject and sex of 

siblings" (p. 257). They also noted that "sex is closely 

related to achievement motivation" (p. 258) and the family 

position heightens this effect. Male-only children had the 

absolute highest means, indicating that male-only children 

have exaggerated masculine achievement characteristics. 

They concluded that "sex and the placement of siblings werp 

found to be related to achievement measures" (p. 259). 

Summary 

Achievement motivation has been the subject of 

considerable research, and differences between males and 
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females have been postulated (Horner, 1972). However, Stein 

and Bailey (1973) identified major concerns with achievement 

motivation theory when they state: "Like much psychological 

theory, achievement motivation theory was developed to 

explain the behavior of males. Then attempts were made to 

use that theory with females. Not surprisingly, it does not 

work as well for females" (p. 362). Other patterns in the 

research include a lack of focus on ethnic groups other than 

white middle class subjects and a lack of achievement 

motivation needs appropriately defined for females. Addi-

tionally, studies involving achievement motivation and 

ordinal position have found differences in achievement 

motivation between gender and ordinal positions. (Falbo, 

1981; Jordan et al., 1982; Snell et al., 1986). 

Self-Esteem 

Rosenberg (1965), in his study of the development of 

adolescent self-image, defined self esteem as "a positive or 

negative attitude toward a particular obj ect, namely, the 

self" (p. 30). He based his theory, in part, on the ideas 

proposed by William James. "That the normal provocative of 

self feeling is one's actual success or failure, and the 

good or bad actual position one holds in the world" [1890] 

(1950, pp. 306-7). Rosenberg distinguished between high 

self-esteem and low self-esteem as, high meaning that "The 

individual respects himself, considers himself worthy, 
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recognizes his limitations and expects to grow and improve" 

(p. 31), and low self-esteem: "implies self-rejection, 

self-dissatisfaction, self-contempt. The individual lacks 

respect for the sel f he observes, and he wishes it were 

otherwise" (p. 31). Wylie (1979) identifies self-esteem as 

"over-all self-regard" (p. 4), along with such other global 

constructs as self-acceptance and self-favorability. 

Rosenberg and Pearlin (1978) suggested that the 

principles of self esteem development, social comparison, 

reflected appraisals, self-perception theory, and psycho

logical centrality, apply equally to adults and children; 

they maintain that any negl igible difference found is not 

attributable to age but "The differential association of 

social class to self-esteem for children and adul ts stems 

from the different social experiences and psychological 

interpretations 

(p. 73). 

associated wi th this structural fact" 

Wylie (1979), in her review of the theories of 

self-concept and age, confirmed Rosenberg's work and summar

ized the "general assumption that the person throughout the 

life span attempts to maintain or enhance his or her 

self-regard" (p. 9) and concludes that the age and 

self-regard relationship is nonexistent. "When such differ

ences are found, they need to be replicated and possible 
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sources of them other than age per se should be explored" 

(p. 33). 

Grayson (1986) acknowledged the widespread influence 

of the self-esteem motive in the field of Individual Psychol

ogy and stated that for adul ts in therapy, "disavowing the 

past serves as a means of protecting and enhancing 

self-esteem" (p. 332). He contended that "This safeguarding 

mechanism fits within Adler's forward orientation theory and 

Rosenberg's work on self-esteem" (p. 337). Grayson cited 

Rosenberg's contention that individuals protect their self 

esteem by placing the greatest importance on their assets 

and the least importance on their "subjective weaknesses" 

(p. 331). 

Wylie's (1979) review of research 

self-concept/self-esteem and the variab18s of 

related to 

sex, family 

and achievement, found no support for differences in 

self-esteem. She maintained that although theorists suggest 

that females compare unfavorably with males in overall self 

regard, "The evidence involving well-known instruments fails 

to support and relationship between sex and over-all self 

regard" (p. 273). Furthermore; studies using the family and 

achievement variables likewise found no support for 

differences in self-esteem, and this lack of support may be 

attributable to methodological weaknesses and inconsisten

cies in the research (p. 372). 
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Summary 

The review of self-esteem literature indicates that 

the variables of gender, age, family and achievement have no 

empirically supported evidence of effect on the level of 

self-esteem. The evidence points to a possibility of the 

effect of personal interpretation as an impacting variable 

on self-esteem (Wylie, 1979; Rosenberg and Pearlin, 1978; 

and Grayson, 1986). 

areas: 

Chapter Summary 

This chapter summarized research in the following 

women and career development theories; definitions 

of success; characteristics of successful career women, 

ordinal positions, achievement motivation and self esteem. 

Major findings include: 

1. The inappropriateness of applying the career 

development theory formulated for ~nales, to females. 

2. Of the varied def ini tions of success, one of the 

common themes found in the literature is visibility 

or recognition as a component of success. 

3. The literature indicates that successful career 

women share some common characteristics such as: 

determination, perseverence, and being hardworking. 

Women in male-dominated careers may have some 

particular characteristics in common, apart from 

career women in general. 
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4. The literature on achievement motivation indicates 

that while male/female differences have been postu

lated, there has not been enough research on females 

to support this. The focus of the research has been 

primarily on the male, Anglo population, and as with 

the career development theories, does not 

necessarily work well for females. 



CHAPTER 3 

METHODS 

The purpose of this study was to (a) identify 

personal characteristics that successful career women have 

in common across career fields; (b) look for differences in 

achievement motivation and self-esteem between occupational 

fields as well as other independent variables; (c) obtain 

demographic profiles of successful career women in general; 

and (d) to contribute to the general body of knowledge about 

women and careers. 

This chapter will describe the population and 

sample, the design of the study, the instrumentation, the 

procedures used in the study and the data analysis. 

Population and Sample 

Population 

The population for this study consisted of career 

women who had been recognized as successful by their peers, 

by virtue of having been nominated for recognition or 

selection either by a professional organization, civic 

group, women I s recognition event, or by their employers. 

The criterion of recognition as an indicator of success was 

44 
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used for the following reasons: To identify a large portion 

of the population of working women, to provide the opportu

nity to include all career fields and career levels, because 

recogni tion was a component of much of the 1 i terature on 

successful career women. 

The population was identified by writing to 

businesses, civic clubs, and organizations in one large 

urban city in the Southwest and requesting the names and 

addresses of those women they had recognized by nominating 

for an award in the past 5 years (Appendix A). The total 

population identified was n = 528. 

Sample 

The sample consisted of a total of 249 women who 

returned usable questionnairGs (Appendix C) within the time 

specified in the cover letter (Appendix B). An additional 

66 questionnaires were accounted for (but not used) in the 

analysis. They consisted of: 29 undeliverable, 15 retired, 

12 full-time volunteers, and 10 with insufficient data, 

rendering their questionnaires unusable. The sample 

represented a 57% return rate after a single mailing. 

Instruments 

In order to gather information about successful 

career women, a questionnaire and interview format needed to 

be developed. The questionnaire and cover letter used 
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information from a variety of sources including Hennig and 

Jardim (1977); Zimmerman (1983), and Rosenberg (1965). 

Several questionnaires relating to career women were 

reviewed. Although these instruments provided insight and 

some specific information, none was completely appropriate 

for this study. A questionnaire (Appendix C) was designed 

specif iC.3.11y for this study, wi th several sections: 

requests for demographic data, rating scales, open-ended 

questions, and rank order questions to test the hypotheses. 

The self-esteem scale (Rosenberg, 1965) was included 

as questions 12 to 21; the achievement motivation scale 

(Myers, 1965) was modified and is identified by questions 

22-28; and the personal characteristics (Zimmerman, 1983) 

were identified in question 29. The interview questions 

(Appendix D) were also designed specifically for this study 

to provide information for descriptive narrative, including 

information on career success, career paths, and mentoring. 

Both instruments were designed to identify personal charac

teristics of successful career women; establish levels of 

achievement motivation and self esteem; and to yield a 

general profile of the successful career woman. 

The questionnaire and interview format were field 

tested by having three career women complete the question

naire and two career women participate in the interview in 

order to provide feedback regarding specific items, clarity 
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and direction of the instruments. The instruments were 

revised based upon the critique of the career women and were 

used in the revised form. 

Procedure 

Selection of Subjects--Questionnaire 

Businesses, civic clubs, institutions and organiza

tions were contacted by letter, requesting the names and 

addresses of those women they had recognized by nominating 

for an award in the past 5 years. The responses were 

compiled and the names of deceased and duplicate names were 

eliminated (n = 528). The master list of names was then 

numbered sequentially and the questionnaires were numbered 

with the corresponding sequence of numbers. This procedure 

allowed for the identification necessary for the random 

selection of ~espondents for the interviews. 

naire and cover letter were mailed to 

The question

the identified 

subjects along with a stamped, addressed envelope to be used 

to return the completed questionnaire. 

Selection of Subjects--Interview 

A random selection, using random tables in Gay 

(1976), of 25 subjects was made from the total sample for 

possible interviewing. Only those numbers whose question-

naires had been returned were used. The interview group was 

contacted individually by telephone and letter (Appendix E) 
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to inquire about their willingness to continue to 

participate in the study, and if so, for appointments for 

the interviews. 

The interviews were conducted in an office setting 

and generally lasted about one hour. Each interview was 

opened with the following statement: 

(first name) , you have been randomly selected to 
be interviewed, as stated in the cover letter of the 
Career Women Questionnaire. This interview is to 
provide more in-depth information about career women 
in general. The information will be used for 
research and publ ication only. You will not be 
identified personally. Is it alright with you if I 
tape the interview? 

The responses to the interview questions were transcribed to 

allow for comparison and summary analysis. 

Research Hypotheses 

The continuing upward trend of working women has 

generated increasing interest and research on women and 

careers. Most research has tended to isolate specific 

groups of career women (particularly those in the 

non-traditional fields), or make comparisons of career women 

to men or to college students. 

Questions remain about career women in general, 

inclusive of career fields and career levels. The following 

hypotheses address some of these questions: 
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1. Successful career women will have a high degree of 

self-esteem as identified by Rosenberg's Self Esteem 

Scale. 

2. Successful career women across career fields will 

have characteristics in common with successful 

career women within given career fields, such as: 

Arts: Literary, visual and performing. 

Business: Entrepreneurial, managerial and non-

managerial. 

Education: Administration and instruction. 

Government: Political, and military. 

Heal th Services: 

ices. 

Medical, mental and social serv-

Legal: Attorney, judge, law enforcement. 

Media: Audio, visual and written. 

Religion: Pastoral or educational. 

Non-tradi tional: Any profession that is predomi

nantly male 

3. There will be a difference in both achievement moti

vation and self-esteem between ordinal positions; 

between income levels; and between career levels 

(example: management and non-management) . 

4. There will be no difference in achievement motiva

tion and self-esteem between occupational fields or 

between ethnic groups. 
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5. There will be a positive relationship between 

self-esteem scores and achievement motivation scores 

and the variables of perception of success; 

financial compensation satisfaction and emotional 

compensation satisfaction. 

6. There will be no relationship between self-esteem 

and achievement motivation and the variables of age 

and income. 

Additional Research Questions 

1. What are the se 1 f- reported factors of achievement 

motivation and self-esteem that are shared by 

successful career women? 

2. What are the self-reported personal characteristics 

of successful career women? 

3. What are the three major components of success as 

defined by successful career women? 

Data Analysis 

Statistical Procedure 

In order to test the hypotheses and to provide 

general information about career women across career fields 

and levels, the following statistical procedures were 

utilized. 

1. Descriptive: The descriptive reporting (Gay, 1976) 

include an overall profile of the successful career 



51 

woman. The profile includes the number of years in 

the career field, age categoryv ethnicity, mentor 

information, definition of success category, and 

financial support information. 

2. Correlation--Pearson's r: Pearson's Product Moment 

Coefficient (Gay, 1976) was used to determine what, 

if any, relationship exists between the variables 

(a) Self Esteem, and (b) Achievement Motivation and 

each of the following variables: age, perception of 

success, 

emotional 

category. 

financial compensation 

compensation satisfaction, 

satisfaction, 

and income 

3. Factor Analysis: A factor analysis procedure (Glass 

and Hopkins, 1984) was used to identify subscales of 

subjects' Personal Characteristics and subscales of 

self-esteem and achievement motivation. In addition 

to providing information"by identifying them, three 

subscales were used as dependent variables for the 

analysis of variance. 

4. ANOVA: Using self esteem and achievement motivation 

and personal characteristics subscales as separate 

Dependent Variables, a separate analysis of variance 

(Glass and Hopkins, 1984) was done for the following 

Independent Variables~ occupational field, ordinal 
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pos i tion, mari ta 1 status. ethnic group and income 

category, in order to identify any differences. 



CHAPTER 4 

RESULTS 

The purpose of this study was to identify personal 

characteristics that successful career women have in common 

across career fields, to look for differences in achievement 

motivation and self-esteem between occupational fields as 

well as other independent variables, to obtain demographic 

profiles of successful career women in general, and to 

contribute to the general body of knowledge about women and 

careers. Some additional questions presented for study 

were: (1) what are the self-reported factors of achievement 

motivation and self-esteem that are shared by successful 

career women? (2) What are the self-reported personal 

characteristics of successful career women: and (3) What 

are the three major components of success as defined by 

successful career women? 

This chapter presents findings that emerged from the 

methods described in Chapter 3. Following the description 

of the population and profiles of the characteristics of 

successful career women, each of the hypotheses is discussed 

separately. The additional research questions are 

53 
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addressed, and a summary of the information gained from the 

24 personal interviews is presented. 

The following data were based upon information 

supported by 249 subjects, all women who returned usable 

questionnaires. These career women represented 50% of the 

identified population of 528. An additional 66 subj ects 

were accounted for but not used in the analysis for the 

following reasons: 29 were not located; 15 were retired; 

12 were full-time volunteers in the community; and 10 had 

sufficient data missing to render them unusable. 

Population Description 

The questionnaire included questions whose answers 

provided general demographic information about the popu

lation of career women. This included age categories, 

educational level, ordinal position information, marital 

status, ethnic category and income level. 

The sample for this study (n = 249) was composed of 

career women whose number of years in their field ranged 

from 1 to 41 years; the number of years in their current 

position ranged from 1 to 34 years. There were 177 subjects 

in management positions and 72 in non-management positions. 

All educational levels were represented as were all age 

categories and ordinal positions. The ethnicity sample 

included 15 Native Americans, 18 Mexican Americans, 14 

Black, 193 Anglo, 2 Asian and 7 Other, non-specified. The 
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marital status representation was 9 single, 56 divorced, 124 

married, 22 re-married, 30 never married and 8 widowed. The 

number of children ranged from 0 to 6 (Tables 1-6). 

One hundred fifty-four women indicated that they 

have or have had mentors, and of those 15 said they had had 

both male and female mentors, with 102 stating they had had 

only male mentors and 79 having only female mentors. 

Ninety-five women indicated they have had no mentor. 

Seventy-four ranked themselves as extremely successful, 150 

ranked themselves as successful, and 25 ranked themselves as 

moderately successful. 

ful (Tables 7 and 8). 

No one ranked herself as unsuccess-

Twenty-two women indicated they were extremely well 

compensated for their work, with 188 indicating they were 

well or adequately compensated and 39 indicating they were 

not compensated enough for their work (Table 9). The 

emotional compensation indicators were: 156 stated they 

were extremely well or well compensated emotionally, 57 

adequately compensated and 35 not compensated enough 

emotionally for their work (Table 10). The annual income 

ranged from up to $20,000 to over $101,000 (Table 11), and 

123 women indicated they provided the primary support for 

themselves and/or their families; 76 indicated an equal 

sharing of the primary support, and 49 stated they were not 
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Table 1. Educational level (number of respondents by educa
tional category. 

Educational Category Number of Responses Frequency (%) 

High school 38 15.3 

Associate degree 21 8.4 

Apprenticeship 3 1.2 

Bachelors degree 74 29.7 

Masters degree 81 32.5 

Doctorate 30 12.0 

Post-doctorate 1 . 4 

n = 248 

Table 2. Age distribution (number of respondents by age 
category. 

Age Group Number of Responses Frequency (%) 

25 - 35 47 18.9 

36 - 45 101 40.6 

46 - 55 69 27.7 

56 - 65 25 10.0 

65+ 5 2.0 

Missing information 2 .8 

n = 249 



57 

Table 3. Ordinal positions (number of respondents by ordi
nal position category) . 

Ordinal Position Number of Responses Frequency (%) 

Only 49 19.7 

Oldest 84 33.7 

Middle 40 16.1 

Youngest 42 16.8 

Second of 2 34 13.7 

n = 249 

Table 4. Ethnic distribution (number of respondents by 
ethnic group) . 

Ethnic Group Number of Responses Frequency (%) 

Anglo 193 77.5 

Mexican American 18 7.2 

Native American 15 6.0 

Black 14 5.6 

Other 7 2.8 

Asian 2 . 8 

n = 249 
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Table 5. Marital status (number of respondents by marital 
category) . 

Marital Status Number of Responses Frequency (%) 

Married 124 49.8 

Divorced 56 22.5 

Never married 30 12.0 

Re-married 22 8.8 

Single 9 3.6 

Widowed 8 3.2 

n = 249 

Table 6. Status regarding children (number of respondents 
by par~nthood status) . 

Number of Children Number of Responses Frequency (%) 

0 73 29.3 

1 48 19.3 

2 58 23.3 

3 31 12.4 

4 20 8.0 

5 7 2.8 

6 6 2.4 

n = 243 
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Table 7. Mentors (number of respondents by mentor 
category) . 

Mentor Status Number of Responses 

Have had no mentor 95 

Have or have had a mentor 154 

Have had both male and 
female mentors 

Have had only female 
mentors 

Have had only male 
mentors 

n = 249 

15* 

79* 

102* 

* Indicates both past and present mentors 

Frequency (%) 

38.2 

61.8 

Table 8. Success ranking (number of respondents by success 
rank) . 

Level of Success Number of Responses Frequency (%) 

Extremely successful 74 29.7 

Successful 150 60.2 

Moderate success 25 10.0 

n = 249 
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Table 9. Financial compensation satisfaction (number of 
respondents by financial compensation satisfaction 
category) . 

Compensation 
Satisfaction 

Extremely well 

Well 

Adequate 

Not enough 

n = 249 

Number of Responses 

22 8.8 

115 46.2 

73 29.3 

39 15.7 

Table 10. Emotional compensation satisfaction (number of 
respondents by emotional compensation 
satisfaction category) . 

Satiafaction Level Number of Responses Frequency (%) 

Extremely well 58 23.3 

Well 98 39.4 

Adequate 57 22.9 

Not enough 35 14.1 

n = 248 
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Table 11. Income level (number of respondents by income 
level category). 

Annual Income Number of Responses Frequency (%) 

Up to 20,000 45 18.1 

21-40,000 125 50.2 

41-60,000 53 21.3 

61-80,000 10 4.0 

81-100,000 6 2.4 

101,000+ 6 2.4 

n = 245 

Table 12. Financial support providers (number of 
respondents by financial support level category). 

Support Level Number of Responses 

Providing primary finan
cial support for self/ 
family 

Equally sharing primary 
financial support for 
self/family 

Not providing primary 
financial support for 
self/family 

n = 248 

123 

76 

49 

Frequency (%) 

49.4 

30.5 

19.7 
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the primary support of themselves and/or their families 

(Table 12). 

Successful Career Woman Profile 

The demographic information was compiled and aver

aged and the following profile was indicated. The profile 

of the subjects indicates that the mean number of years in 

their field was 13.26 (SD = 8.29); the mean number of years 

in their current position was 5.60 (SD = 5.18); with 72% in 

management positions. 

had earned either a 

There were 62.2% of the subjects who 

bachelors or masters degree. The 

majority, 68%, were between the ages of 36 and 55; and 51.4% 

were only/oldest (31.7% were oldest). There were 58% of the 

subjects who were married or re-married, and there was an 

average of 1.62 chi ldren. The majority of the subjects, 

77.5%, were Anglo. 

There were 61.8% who stated that they have or have 

had a mentor and 41 % had had only male mentors. Sixty 

percent ranked themselves as successful, with an additional 

29.7% ranking themselves extremely successful. 

The majority of the subjects, 55% stated that they 

were either extremely well or well compensated financially 

for their work, and 62.7% indicated they were emotionally 

compensated for their work ei ther extremely well or well. 

Over three-fourths of the subjects, 79.9%, were either the 

primary financial supporter (49.4 96) or were sharing that 
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was $21-400,000, as 

(Table 13). 
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The most frequently income category 

checked by 50.2% of the subjects 

Definitions of Success Ranking 

The subjects rank ordered the 12 listed definitions 

of success which included "becoming an authority in your 

occupation and having a title and job description indicating 

high responsibility." The mean rank for the subjects' rank

ing of the definitions of success as identified in question 

10, are indicated in Table 14. 

The three most highly ranked definitions of success 

were identified as: first, becoming an authori ty in your 

occupation with a mean rank of 2.40; second, obtaining 

recogni tion from others in your job with a mean rank of 

3.74; and third, contributing to the welfare of friends or 

personal acquaintances, mean rank 4.48. 

Occupational Category Distribution 

The subjects were categorized by occupation, and 

Table 15 indicates the frequency and percent of subjects by 

occupational category. 

The distribution of subjects by occupational field 

shows the 3 largest groups were: the business category with 

91 subjects (36.5%); health services with 52 subjects 

(20.9%); and education with 36 subjects (14.5%). 
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Table 13. Successful career woman profi Ie (means and 
percentages of population's demographic character
istics) . 

Profile 

Number of years in their field 

Number of years in current position 

Management positions 

Educational level: Bachelors or 
Masters degree 

Age, 36-55 years 

Only or oldest ordinal position 

Currently married 

Number of children 

Anglo ethnic category 

Have mentor 

Ranked self as successful 

Well compensated financially 

Well compensated emotionally 

Providing primary financial support 

Income range of $21-40,000 

Mean 

13.26 

5.60 

- Average 

(SD = 8.29) 

(SD = 5. 13) 

72% 

62% 

68% 

5 !9.5 

58% 

1.62% 

77.5% 

62 96 

60% 

55% 

63% 

49.4 96 

50.2% 
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Table 14. Definition of success mean rank (mean rank of 
definitions of success). 

Definition of Success 

Becoming an authority in your 
occupation 

Obtaining recognition from others 
in your job 

Contributing to the welfare of 
friends or personal acquaintances 

Developing a strong relationship 
with others on the job 

Obtaining recognition from friends 
or others outside of work 

Having a title and job description 
indicating high responsibility 

Being well liked 

Achieving a very high salary 

Supervising volunteer organizations 
or community projects 

Obtaining awards outside the 
organization 

Acquiring a large home or 
expensive real estate 

Marrying a person who has money 
or position 

Ranking was 1 = high, to 12 = low 

Mean 

2.40 

3.74 

4.48 

5.18 

5.43 

6.66 

6.73 

6.84 

7.09 

7.11 

10.56 

11. 21 

Standard 
Deviation 

2.27 

2.42 

2.60 

2.79 

1. 98 

3. 13 

2.43 

3.06 

2.94 

2.41 

1.86 

1. 62 
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Table 15. Occupational category (number of respondents by 
occupational category). 

Occupational Field Number of Responses Frequency (% ) 

Arts 5 2.0 

Business 91 36.5 

Education 36 14.5 

Government 23 9.2 

Health services 52 20.9 

Legal 13 5.2 

Media 10 4.0 

Religion 6 2.4 

Non-traditional 13 5.2 
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Self Descriptive Words Ranking 

The subjects were presented a list of 38 descriptive 

words and asked to identify to what degree each word 

described herself and related to her career success. A 

Likert-type scale was used and ranged from 1 (not at all), 

to 5 (extremely). The mean rank for the descriptive words 

chosen by the subjects in question 29 is identified in 

Table 16. 

The self-descriptive words most often chosen by the 

subjects out of a list of 38 words were: responsible, with 

a mean of 4.63 (SD = .54); competent, with a mean of 4.41 

(SD = .59) and hardworking with a mean of 4.41 (SD = .66). 

Committed had a mean of 4.40 (SD = .62); sincere, a mean of 

4.38 (SD = .66); persevering and motivated, shared a mean of 

4.34 and SD = .67; and action oriented had a mean of 4.34 

(SD = .69). The words chosen least often were: aggressive 

with a mean of 3.17 (SD = 1.09) and ruthless had a mean of 

1.61 (SD = .80). 

Self-Esteem 

The questionnaire included an adaptation of 

Rosenberg's scale of 10 questions--five positively stated 

and five negatively stated, to measure self-esteem. The 

mean rank for the self-esteem measures, questions 12-21, is 

identified in Table 17. 
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Table 16. Self-descriptive words table (mean rank of self
descriptive words of population) . 

Descriptive Words Mean 

Responsible 4.63 

competent 4.41 

Hardworking 4.41 

Commited 4.40 

Sincere 4.38 

Perseverence 4.34 

Motivated 4.34 

Action oriented 4.34 

Enthusiastic 4.33 

Leader 4.22 
",. 

Person oriented 4.20 

Mature 4.19 

High achiever 4.18 

Level headed 4.14 

Empathetic 4.14 

Challenged 4.13 

Kind 4.11 

Optimistic 4.11 

Warm 4 • 11 

Goal oriented 4.09 

Intelligent 4.06 

Standard 
Deviation 

.54 

.59 

.66 

.62 

.66 

.67 

.67 

.69 

. 71 

.72 

.82 

.66 

.76 

.69 

.76 

.85 

.73 

.77 

.79 

.82 

.63 

n 

247 

249 

249 

247 

247 

247 

247 

249 

246 

245 

246 

246 

249 

245 

244 

246 

246 

246 

246 

246 

249 
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Table 16--Continued 

Descriptive Words Mean Standard n 
Deviation 

Knowledgeable 4.04 .64 248 

Openminded 4.01 .67 247 

Realistic 4.01 .72 246 

Congenial 4.01 .76 246 

Confident 3.97 .82 249 

Self assured 3.90 .80 247 

Organized 3.86 .96 247 

Flexible 3.85 .70 247 

Assertive 3.82 .86 247 

Ambitious 3.79 .82 246 

Analytic 3.78 .87 249 

Competitive 3.60 1. 00 249 

Patient 3.42 .98 47 

Academically oriented 3.41 .94 248 

Calm 3.39 .96 246 

Aggressive 3.17 1. 09 245 

Ruthless 1. 61 .80 244 
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The most strongly agreed-with statements were: 

having a number of good qual i ties, with a mean of 3.79 

(SD = .41); feeling that I'm a person of worth, at least 

equal to others with a mean of 3.74 (SD = .45) and am able 

to do things as we 11 as most others with a mean of 3.55 

(SD = .59). The most strongly disagreed-with statements 

were: am inclined to feel that I am a failure, with a mean 

of 1.20 (SD = .43); do not have much to be proud of, with a 

mean of 1.28 (SD = .63); and at times think I am no good at 

all, with a mean of 1.56 (SD = .72). 

Achievement Motivation 

The Achievement Motivation Scale, adapted from 

Meyer's educational model, consisted of seven questions. 

The mean rank for the achievement motivation measure, 

questions 22-28, is identified in Table 18. 

The most strongly agreed-with statements were: I 

really want to succeed, with a mean of 3.53 (SD = .52), and 

My friends think of me as a hard worker, with a mean of 3.50 

(SD = .52). The most strongly disagreed-with statements 

were: Other interests keep me from being exemplary in my 

field, with a mean of 1.72 (SD = .62), and My family commit

ments keep me from being exemplary in my field, with a mean 

of 1.81 (SD= .71). 



Table 17. Self-esteem questions; mean rank of self-esteem items. 

Measure 

I feel I have a number of good qualities 

I feel I'm a person of worth, at least equal with 
others 

I am able to do things as well as most other people 

I take a positive attitude toward myself 

On the whole, I am satisfied with myself 

I certainly feel useless at times 

I wish I could have more respect for myself 

At times I think I am no good at all 

I feel I do not have much to be proud of 

I am inclined to feel that I am a failure 

Hean 
Rank 

3.79 

3.74 

3.55 

3.45 

3.25 

1. 92 

1. 83 

1. 56 

1.28 

1.20 

SD 

.41 

.45 

.59 

.58 

.60 

.82 

.81 

.72 

.63 

.43 

n 

247 

247 

246 

249 

249 

246 

246 

249 

·247 

247 

Note: Measures were checked from Strongly Agree (4) to Strongly Disagree (1). 

-....J 
I-' 



Table 18. Achievement motivation questions; mean rank of achievement motivation 
items. 

Measure 

I really want to succeed 

My friends think of me as a hard worker 

Most of my superior/supervisors/clientele think 
of me as one of their hardest workers 

I am a harder worker on my job than the average 
career woman 

Other workers think of me as being too serious 

My family commitments keep me from being exemplary 
in my field 

Other interests keep me from being exemplary in 
my field 

Mean 
Rank 

3.53 

3.50 

3.29 

3.04 

2.38 

1. 81 

1.72 

SD n 

.52 248 

.52 248 

.57 245 

.73 247 

.73 247 

.71 249 

.67 248 

Note: Measures were checked from Strongly Agree (4) to Strongly Disagree (1). 

-...J 
tv 
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Hypothesis One 

The first hypothesis: successful career women will 

have a high degree of self-esteem as identified by 

Rosenberg's Self Esteem Scale, was addressed by studying 

responses to questions 12-21. The range of answers was 4 

(strongly agree) to 1 (strongly disagree). A mean of 2.0 

indicated a moderate level of self esteem. The hypothesis 

was supported to the degree that the overall mean for career 

women's self esteem was 3.49. A z test was computed to 

ascertain the level of significance of the self-esteem mean. 

The results strongly support significance. 

Hypothesis Two 

The second hypothesis: successful career women as a 

group, will have characteristics in common with successful 

career women within the given career fields of: Art, 

Business, Education, Government, Health Services, Legal, 

Media, Religion, and Non-traditional. 

This hypothesis was addressed by comparing the mean 

ranks of the self-descriptive words in question 29, of the 

overall population and the mean ranks of words chosen by 

each of the identified career fields and is illustrated in 

Table 19. 

The hypothesis was supported by the data, which 

showed that seven out of the nine occupational groups identi

fied the same descriptive word, responsible, as the number 
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one choice, most frequently. On ly one occupa tional ca te-

gory, Religion, did not have this word among the top six 

choices (Table 20). 

The occupational 

Non-tradi tional were 1 ess 

characteristics than any 

categories. 

categories of Religion and 

1 ike the total sel f-descriptive 

of the other occupational 

Hypothesis Three 

The third hypothesis: there will be a difference in 

both achievement motivation and self-esteem between ordinal 

positions; between income levels; and between career levels 

of management and non-management. This hypothesis was 

addressed by the use of one-way analysis of variance (ANOVA) 

to identify any differences. The one-way ANOVA for ordinal 

position and self esteem indicates that ordinal position had 

a significant effect on self-esteem, with F = 4.6728 

(df = 3), E = .0034 at the .01 level. The Scheffe Post Hoc 

Procedure identified group 4, the Youngest ordinal posi

tion, as being significantly different from groups 1 and 2, 

Only and Oldest ordinal positions. 

The one-way ANOVA for ordinal position and Achieve

ment Motivation indicates that ordinal position had a signi

ficant effect on achievement motivation, with F = 2.7419 

(df = 3), E = .0439 at. 05 1 eve 1 . The Scheffe Procedure 

identified group 1, the Only ordinal position, as having a 



Table 19. Com.'llon characteristics comparison table (mean ranking of self 
descriptive words by occupational category). 

Descriptive Arts Bus. Educ. Gov't. Hlth.Sv. Legal Media ReI. Non-Tr. Total 

Responsible 5.0 4.60 4.61 4.77 4.65 4.62 4.50 4.33 4.62 4.63 

Competent 4.80 4.41 4.42 4.43 4.38 4.15 4.70 4.33 4.31 4.41 

Hardworking 4.80 4.48 4.33 4.35 4.44 4.23 4.40 4.17 4.15 4.41 

Canmitted 4.60 4.34 4.47 4.45 4.44 4.08 4.60 4.67 4.23 4.40 

Sincere 4.60 4.36 4.50 4.32 4.42 4.15 4.40 4.67 4.23 4.38 

Perseverence 4.20 4.36 4.49 4.00 4.44 4.15 4.40 4.17 4.23 4.34 

Motivated 4.60 4.31 4.42 4.45 4.37 4.23 4.20 4.33 4.08 4.34 

Action-oriented 4.00 4.36 4.28 4.61 4.44 4.08 4.20 3.83 4.23 4.34 

Enthusiastic 4.40 4.34 4.40 4.09 4.35 4.00 4.40 4.50 4.46 4.33 

Leader 4.00 4.28 4.21 4.27 4.25 3.92 4.20 4.17 4.15 4.22 

Person-oriented 3.40 4.11 4.37 3.86 4.35 4.31 4.60 4.67 3.92 4.20 

Mature 3.40 4.22 4.20 4.18 4.27 4.08 4.00 4.50 4.00 4.19 

High achiever 4.20 4.21 4.17 4.04 4.27 4.08 4.20 3.83 4.23 4.18 

Level headed 4.00 4.17 4.11 4.09 4.25 3.92 4.10 4.40 3.85 4.14 

Empathetic 4.60 3.98 4.31 3.76 4.33 4.15 4.40 4.67 4.08 4.14 -....J 
U1 



Table 19--Continued 

Descriptive Arts Bus. Educ. Gov't. Hlth.Sv. Legal Media ReI. Non-Tr. Total 

Challenged 4.40 4.06 4.22 4.09 4.21 4.23 4.20 4.17 3.85 4.13 

Kind 4.40 3.97 4.11 4.05 4.27 4.08 4.40 4.50 4.15 4.11 

optimistic 3.80 4.11 4.28 3.95 4.19 3.92 3.70 4.00 4.15 4.11 

Warm 3.80 4.00 4.09 3.91 4.29 4.15 4.20 4.50 4.31 4.11 

Goal-oriented 3.60 4.15 4.11 4.09 4.13 3.92 4.30 3.50 4.00 4.09 

Intelligent 4.20 3.99 4.06 3.96 4.25 3.85 4.00 4.00 4.15 4.06 

Knowledgeable 4.40 3.97 4.06 3.96 4.13 4.15 4.10 4.17 3.85 4.04 

Openminded 4.20 4.03 3.83 4.18 4.06 3.85 4.20 3.83 3.85 4.01 

Realistic 3.60 4.04 3.86 4.09 4.04 3.92 4.20 4.17 3.92 4.01 

Congenial 3.40 3.96 4.23 3.86 4.08 3.92 3.90 4.17 4.08 4.01 

Confident 3.60 4.03 3.97 3.83 4.04 3.38 3.80 4.00 4.31 3.97 

Self-assured 2.80 3.98 3.86 3.82 4.06 3.31 3.90 3.83 4.08 3.90 

Organized 3.20 3.96 3.75 3.91 3.98 3.46 3.90 3.83 3.62 3.86 

Flexible 4.00 3.80 4.00 3.91 3.96 3.38 3.880 4.00 3.69 3.85 

Assertive 3.40 3.90 3.69 3.83 3.81 3.69 4.00 3.67 3.92 3.82 
-....J 
0'\ 



Table 19--Continued 

Descriptive Arts Bus. Educ. Gov't. Hlth.Sv. Legal Media ReI. Non-Tr. Total 

Ambitious 4.00 3.87 3.60 3.91 3.81 3.77 3.80 3.17 3.69 3.79 

Analytic 4.00 3.66 3.72 4.04 3.71 3.69 4.20 4.17 4.15 3.78 

Cc:rnpetitive 3.80 3.81 3.33 3.48 3.44 3.62 3.70 2.67 3.92 3.60 

Patient 3.00 3.21 3.81 3.23 3.54 3.15 3.40 4.17 3.69 3.42 

Academically 3.80 3.27 3.97 3.57 3.25 3.31 3.10 3.83 3.23 3.41 
oriented 

Calm 3.60 3.24 3.57 3.23 3.56 3.15 3.50 4.17 3.15 3.39 

Aggressive 3.00 3.36 2.89 3.36 3.02 3.33 2.80 2.33 3.46 3.17 

Ruthless 1.80 1.58 1.43 1.82 1. 71 1.62 1.90 1.17 1.54 1.61 

-..J 
-..J 



Table 20. Self-descrip'tive words by occupational category (five most commonly 
chosen descriptive words, and means, by occupational category). 

Order of Arts 

1 Responsible 

2 Canpetent 

3 Hardworking 

4 Canrnittee 

5 Sincere 

6 Motivated 

Order of Government 
Choice 

1 Responsible 

2 Action oriented 

3 Committee 

4 Motivated 

5 Competent 

6 Hardworking 

5.00 

4.80 

4.80 

4.60 

4.60 

4.60 

4.77 

4.61 

4.45 

4.45 

4.43 

4.35 

Business 
Choice 

Responsible 

Hardworking 

Canpetent 

Peseverence 

Sincere 

Action oriented 

Heal th Services 

Responsible 

Canrnitted 

Perseverence 

Hardworking 

Action oriented 

Sincere 

Education 

4.60 Responsible 4.61 

4.48 Sincere 4.50 

4.41 Perseverence 4.49 

4.36 Camnittee 4.47 

4.36 Competent 4.42 

4.36 Enthusiastic 4.40 

Legal 

4.65 Responsible 4.62 

4.44 Person oriented 4.31 

4.44 Hardworking 4.23 

4.44 Motivated 4.23 

4.44 Challenged 4.23 

4.42 Canpetent 4.15 -...J 
co 



Table 20--Continued 

Order of Media 
Choice 

1 Canpetent 4.70 

2 Corrmitted 4.60 

3 Person oriented 4.60 

4 Responsible 4.50 

5 Enthusiastic 4.40 

6 Sincere 4.40 

Religion 

Person oriented 4.67 

Camnitted 4.67 

Empathetic 4.67 

Sincere 4.67 

Enthusiastic 4.50 

Warm 4.50 

Non-traditional 

Responsible 

Enthusiastic 

Canpetent 

Confident 

Wann 

Sincere 

4.62 

4.46 

4.31 

4.31 

4.31 

4.23 

-..J 
~ 
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higher level of achievement motivation than any other 

ordinal position. 

The results of the one-way ANOVA for Self Esteem and 

Income level indicates that income level had no main effect 

on self-esteem. The Scheffe Procedure was not run, since 

there was no significance. 

The one-way ANOVA for Achievement Motivation and 

Income level indicates a trend of income level having an 

effect on achievement motivation, with F = 1.9536 (df = 5), 

.2 = .0865. The results indicate that there were no 

significant main effects at the .100 level. 

The one-way ANOVA for Self Esteem and Management 

level resul ts indicate that management level had no main 

effect on self esteem. There were no significant differ-

ences between groups at the .100 level. 

The resul ts of the one-way ANOVA for Achievement 

Motivation and Management level indicate that management 

level had no main effect on achievement motivation. There 

was no significant difference between the means of the 

groups at the .100 level. 

Summary Hypothesis Three 

Hypothesis three: There will be a difference in 

both achievement motivation and self-esteem between ordinal 

positions; between income levels; and between career levels 

of management and non-management, was partially supported. 
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Ordinal position was the only variable shown to have 

a significant effect on both self-esteem and achievement 

motivation. There was a trend toward significance of the 

effect of income level on achievement motivation. 

There was no main effect of income 1 evel on se1 f 

esteem. There was no main effect of management level on 

either self-esteem or achievement motivation. 

Hypothesis Four 

The fourth hypothesis: There will be no difference 

in achievement motivation and self esteem between occupa

tional fields or between ethnic groups was studied by use of 

the one-way analysis of variance (ANOVA) to identify any 

differences. 

The results of the one-way ANOVA between achievement 

motivation and occupational fields indicate that occupa

tional field had no main effect on achievement motivation. 

There was no support for this portion of the hypothesis. 

The results of the one-way AN OVA between self esteem 

and the nine occupational fields indicate there was a 

significant effect between groups at the .05 level with 

F = 2.0558 (df = 8), E = .0410. The Scheffe Procedure 

identified the Non-traditional group (n = 13) as having the 

highest self-esteem mean of 3.66. The second highest mean 

of 3.58 was in the Health Services group (n = 51). The 
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lowest self-esteem mean of 3.20 was found in the Legal group 

(n = 13). 

The results of the one-way ANOVA between self esteem 

and achievement motivation and the variable of ethnicity, 

indicate no significant main effect for ethnicity at the 

.100 level. 

Hypothesis Four Summary 

The fourth hypothesis: There will be no difference 

in achievement motivation and self esteem between occupa

tional fields or between ethnic groups was supported wi th 

the exception of slight differences in levels of self esteem 

between occupational groups. 

Hypothesis Five 

The fifth hypothesis: There will be a positive 

relationship between self-esteem scores and achievement 

motivation scores and the variables of perception of 

success; financial compensation satisfaction and emotional 

compensation satisfaction was studied by using a Pearson 

Product Moment correlation to determine correlation coeffi

cients and levels of significance. 

There was a positive relationship between self 

esteem and perception of success, with r = .3687 at the .001 

level. There was no relationship between self esteem and 

financial compensation satisfaction. There was a positive 
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relationship between self esteem and emotional compensation 

satisfaction, with r = .2859 at the .001 level (Table 21). 

There was no relationship between achievement motiva

tion and any of the variables of perception of success, 

financial compensation satisfaction or emotional compensa

tion satisfaction (Table 22) . 

Hypothesis Five Summary 

The fifth hypothesis: There will be a positive 

reiationship between self-esteem scores and achievement 

motivation scores and the variables of perception of 

success; financial compensation satisfaction and emotional 

compensation satisfaction, was partially supported. Self 

esteem seemed to be positively related to a higher degree of 

perceived success and to a higher emotional compensation 

satisfaction level. There was no significant relationship 

between self esteem or Achievement Motivation and financial 

comrensation satisfaction. 

Hypothesis Six 

The sixth hypothesis: There will be no relation

ship between self esteem and achievement motivation and the 

variables of age and income was studied by using a Pearson 

Product Moment to determine correlation coefficients and. 

levels of significance. 
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Table 21. Self-esteem and achievement motivation corre la
tions; self-esteem and achievement motivation 
correlations with perception of success, 
financial compensation satisfaction and emotional 
compensation satisfaction. 

Self-esteem 

Achievement 
Motivation 

Perception 
of Success 

.3687* 

.0575 

Financial 
Compensation 
Satisfaction 

.0199 

.0486 

* Significant at .001 level; n = 229. 

Emotional 
Compensation 
Satisfaction 

.2859* 

.0239 

Table 22. Self-esteem and achievement motivation correla
tions; self-esteem and achievement motivation 
correlations with income and age. 

Annual Income Age 

Self-esteem .1089 .0388 

Achievement Motivation .1399 .0801 

n = 229 
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The hypothesis was supported. There was no identifi

able relationship between self esteem and the variables of 

age and income. Nor was there a relationship between 

achievement motivation and the variables of age and income 

(see Table 22) . 

Additional Research Questions 

Question 1 sought to identify the self-reported 

factors of achievement motivation and self esteem shared by 

successful career women, and was investigated by use of a 

factor analysis procedure. Three factors were identified in 

the analysis (Table 23). The factors of self-esteem and 

achievement motivation validated the questions used in the 

questionnaire. 

factor because 

questions. 

The third factor was labeled a "discouraged" 

it was loaded by discouraging or negative 

Question 2 looked for the sel f-reported personal 

characteristics of successful career women and was investi

gated by sorting the self-descriptive words through a factor 

analysis procedure. Eight factors were identified (Table 

24). These factors were labeled according to the constructs 

they seemed to identify (Table 25) . 

Question 3 sought to identify the three main 

components of success as defined by the subjects and was 

investigated through question 11. 
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Table 23. Factor analysis of self-esteem and achievement 

Questions 

Question 12 

Question 13 

Question 14 

Question 15 

Question 16 

Question 17 

Question 18 

Question 19 

Question 20 

Question 21 

Question 22 

Question 23 

Question 24 

Question 25 

Question 26 

Question 27 

Question 28 

motivation. Loadings of questions on self-
esteem and achievement motivation. 

Self-Esteem 
Factor 

.77 

.76 

.68 

.50 

.54 

.74 

.70 

.60 

.45 

.63 

Achievement 
Motivation 

Factor 

.74 

.49 

.71 

.42 

.60 

.74 

Discouraged 
Factor 

.41 

.45 

.62 

. 71 
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Table 24. Factor analysis of self-descriptive words. 
Loadings of self-descriptive words by identified 
factor. 

Self-Descriptive Factor 
Word 

1 2 3 4 5 6 7 8 

Knowledgeable .66 

Competent .60 

Academically .61 
oriented 

Action oriented .56 

Intelligent .70 

Hardworking .42 .44 

Competitive .69 

Analytic .65 

High achiever .66 

Confident .63 

Ambitious .74 

Self-assured .58 

Assertive .72 

Flexible .40 .46 

Goal oriented .57 

Committed .72 

Perseverence .33 .34 .34 

Motivated .74 

Enthusiastic .41 .51 

Challenged .69 
~' 

~ ...... 
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Table 24--Continued 

Self-Descriptive Factor 
Word 

1 2 3 4 5 6 7 8 

Warm .79 

Empathetic .64 .38 

Kind .74 

Sincere .58 

Calm .36 .72 

Patient .77 

Congenial .63 .42 

Optimistic .34 .31 .32 .50 

Mature .40 .54 

Realistic .59 .36 

Levelheaded .66 

Organized .69 

Leader .54 

Openminded .56 .35 

Ruthless .62 

Aggressive .64 .43 

Person oriented .69 

Responsible .57 .36 



Table 25. Sel f-descriptive word factors. -- Loadings of descriptive words by 
factors and variances. 

Factor I 

Achievement 
Oriented 

Action oriented 

Competitive 

High achiever 

Confident 

Ambitious 

Self assured 

Assertive 

Goal oriented 

Perseverence 

Enthusiastic 

Optimistic 

Leader 

Aggressive 

Factor 2 

Person 
Oriented 

Flexible 

Enthusiastic 

Warm 

Empathetic 

Kind 

Sincere 

Congenial 

Optimistic 

Mature 

Open minded 

Person oriented 

Factor 3 

Work 
Oriented 

Competent 

Hardworking 

Flexible 

Calm 

Mature 

Realistic 

Level headed 

Organized 

Open-minded 

Responsible 

Factor 4 

Career 
Oriented 

Hardworking 

Committed 

Perseverence 

Motivated 

Challenged 

Bmpathetic 

Responsible 

co 
1.0 



Table 25--Continued 

Factor 5 

Congenial 
Oriented 

Calm 

Patient 

Congenial 

Optimistic 

Realistic 

Levelheaded 

Factor 6 

Cognitive 
Oriented 

Knowledgeable 

Academically 
oriented 

Intelligent 

Factor 7 

Forceful 
Oriented 

Ruthless 

Aggressive 

Factor 8 

Investigative 
Oriented 

Analytic 

Perseverence 

Optimistic 

\.0 
o 
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The subjects were asked to write in their own defini-

tion of success. Fifty women chose not to respond. There 

were 199 women (79% of the sample) who wrote a response. 

These responses were evaluated and then placed in the 

following 19 categories: (1) Receiving recognition, (2) 

Achieving personal goals: (3) Being respected by others, (4) 

Enjoying my work, (5) Having a lot of money, (6) Being of 

service to others, (7) Having Freedom-Independence, (8) 

Doing a good job, (9) Achieving a higher position, (10) 

Having a balanced life, (11) Contributing to society, (12) 

Continual learning, (13) Being very competent, (14) 

Significant accomplishment, (15) Marriage and family, (16) 

Receiving approval from others, (17) Being happy, (18) 

Surviving in the marketplace, and (19) Personal growth. 

The most frequent defini tion given was Achieving 

personal goals, 18%: the second most frequent definition, 

Contributing to society, accounted for 14.6%. The third, 

Doing a good job, was 10.6% (see Table 26). 

Research Question Summary 

The self-esteem and achievement motivation con

structs were validated with the factor analysis procedure. 

The personal characteristics of successful career women 

produced eight factors through the factor analysis proce

dure, and the self-reported definitions of success yielded 



92 

Table 26. Individual written definitions of success (number 
of respondents by individual defini tion of 
success category) . 

Individual Definition Categories Frequency 

Achieving personal goals 36 

Contributing to society and/or others 29 

Doing a good job, doing my best 21 

Enjoying my work 14 

Being happy and content 14 

Receiving recognition 13 

Having a balanced life 11 

Achieving competence 8 

Accomplishing 8 

Being respected by others 7 

Having freedom and independence 7 

Achieving a high position 6 

Marriage and family 6 

Continual learning 5 

Personal growth 4 

Being of service to others 4 

Having a lot of money 3 

Receiving approval from others 2 

Surviving in business 1 

n = 199 

Percent 

14.5 

11.6 

8.4 

5.6 

5.6 

5.2 

4.4 

3.2 

3.2 

2.8 

2.8 

2.4 

2.4 

2.0 

1.6 

1.6 

1.2 

.8 

.4 

Cumulative 
96 = 79.9 



93 

some (new) categories of success that had not been included 

in the questionnaire list. 

Results of Personal Interviews 

The subjects for the personal interviews were 

randomly selected from the population identified. Only 

those who had returned a completed questionnaire were 

considered for interviewing purposes. 

The interviews were conducted in an office setting 

and generally lasted about one hour. They were tape 

recorded in order to provide accurate quotations and 

information for analysis. 

Profile of Interviewees 

There were 23 career women who agreed to be 

interviewed (two refused to participate). All of the 

occupational fields were represented with the exception of 

Arts and Media. The women had an average number of years in 

their field of 17.6. The mean age was 45.1 and 78% were 

Anglo. Sixty percent were married and the average number of 

children was 1.4. Two ordinal positions, oldest and 

youngest, tied at 30% for highest representation. There 

were 65% who stated they had had a mentor, and of that group 

53% had had only female mentors. Those who provided their 

own and/or their family's financial support accounted for 

52% of the women interviewed (see Table 27). 
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Decision to Enter Career Field 

When asked how they decided to enter their career 

field, six of the women interviewed gave responses that 

reflected traditional socialization for females. Stated one 

respondent, "I thought at that time [of finishing high 

school] that I had three choices: to be a teacher, a secre-

tary, or a nurse." These six women either chose what was 

considered traditional female occupations or were following 

a female family tradition. Four of these six women remained 

in the traditional field. The other two had made career 

changes and were now working in other fields. All but. one 

of this group had advanced further than they had anticipated 

in the beginning of their careers. 

Five women interviewed had entered their career 

field "by accident." They were wi 11 ing to risk trying 

something new or different, as stated by one woman in a 

non-traditional field: 

I got into this just by accident. I have a degree 
in education and was a teacher for a few years. I 
realized the second day that I really did not want 
to do that! When we moved because of my husband's 
job, there were no full-time jobs available and so I 
went to an employment agency and they sent me to the 
telephone company. 

For a long time I said I was a teacher who 
just happens to be working for Mountain Bell. But 
now I'm a Mountain Bell Manager [Engineering and 
Construction Department] who used to be a teacher. 
I had no intention of going to work for a utility, 
or even then, had no thoughts of going into manage
ment. Things 1 ike that were out of my realm of 
achieving expectations. 
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Table 27. Profile of career women interviewed; means and 
percentages of interviewees' demographic charac
teristics. 

Profile 

Number of years in their field 

Age 

Ordinal position, oldest and youngest 
tied 

Anglo ethnic 

Number of children 

Marital status--married 

Have had mentors 

Provide own and/or family's financial 
support 

Definition of success; achieving 
personal goals 

Ranked self well above average success 
(8 or better) 

n = 23 

Means and Percent 
Averages 

17.6 

45.1 

60.0 

78.0 

1.4 

60.0 

65.0 

52.0 

52.0 

65.0 
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Four women were looking for something challenging, 

something different in a career. All of these women were in 

career fields primarily dominated by males. Three of the 4 

were in professional careers that required extensive 

education: engineering, medicine and law. 

Three women decided to enter their career field 

based on volunteer experiences they had had as a high school 

student. Two of these entered their field out of economic 

necessity, either for themselves or to help their family. 

The final three women of those interviewed had 

varied reasons for entering their career field. The reasons 

ranged from death of a spouse, to being caught up in the 

current atmosphere of social change (see Table 28). 

Career Patterns 

The interviewees were asked to describe their career 

history. The career histories were then evaluated and 

placed in the following five categories: 

1. Continuous occupational field, planned entry. 

2. Continuous occupational field, unplanned entry. 

3 • 

Includes those who have had no consistent career 

path. 

Continuous occupational field, unplanned 

upwardly mobile. Includes those who may 

entry, 

have 

entered the occupational field "by accident"; 
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Table 28. Career entry decision; method of career entry 
decision by frequencies. 

Category Frequency Percent 

Traditional--societal or family 6 26.0 

By accident 5 21.7 

Looking for something challenging 4 17.0 

High school volunteer experience 2 8.6 

Economic necessity 2 8.6 

Death of spouse 1 4.0 

Self-fulfillment 1 4.0 

Strong social atmosphere 1 4.'0 

Table 29. Career patterns; career patterns categorized by 
frequency. 

Category 

Continuous field, planned entry 

Continuous field, unplanned entry, 
upwardly mobile 

Continuous field, unplanned entry 

Re-entry from homemaking 

Career change 

n = 23 

Frequency Percent 

8 35.0 

6 26.0 

3 13.0 

3 13.0 

3 13.0 
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however, once in the field they had made a conscious 

effort to be upwardly mobile in their career. 

4. Re-entry career. Coming from the career of home

maker. 

5. Career change. 

fields. 

Involved changing occupational 

The majority of those interviewed, 74%, had spent 

their working time in a continuous occupational field. Only 

35% of those had planned their career and career path. The 

other 39% had stayed in the same occupational field, though 

their entry and career path was unplanned. 

There were three re-entry women. These women 

entered their career field after spending their early years 

as homemakers and community vol unteers. Their reasons for 

entry into the paid occupational field ranged from the death 

of a spouse, to divorce, to the desire for self-fulfillment. 

Three of the women interviewed had made major career 

changes. One woman had changed occupational fields, and the 

other two had changed the focus of their career. They chose 

to refocus on their family 1 ife and had constructed their 

work so that the spouse and family received primary 

consideration (Table 29). 



99 

Factors Helpful in Career 

When the women were asked what had been most helpful 

in their career, 48% stated that mentors had been the most 

helpful to them. Personal characteristics was the next 

category named at 39%, and was followed closely by the 

inf 1 uence or expectations of their parents, 31 96. Other 

factors mentioned as being helpful in their career were: 

helpful college professors, supportive friends, meeting 

challenges, continuing to learn and grow, enj oy ing their 

work, supportive husbands, the women's movement, having full 

responsibility for a family, and helpful high school 

counselors (see Table 30) . 

The personal characteristics that the women listed 

as being helpful were: own desire to achieve, having a 

positive outlook, being flexible, even tempered, hard work, 

highly motivated, being creative, a problem solver, enthu-

siastic, persevering, and having high energy. 

Perceived Characteristics of 
Successful Career Women 

The interviewees were asked to describe the char-

acteristics of career women that they perceived to be 

successful. Some of the women had difficul ty addressing 

this question. One s ta ted, " I neve r even thought about 

that!" The description most frequently used for other 

successful career women was: being achievers, or having a 
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Table 30. Factors helpful in career; factors mentioned as 
helpful in career by frequencies. 

Helpful Factor Frequency 

Mentors 11 

Personal characteristics 9 

Influence or expectations of parents 7 

College professor 3 

Friends 3 

Meeting challenges 2 

Continued personal growth 2 

Enjoying work 2 

Supportive/encouraging husband 2 

Women's movement 2 

Having full responsibility for family 2 

High school counselor 1 
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strong drive. Tied for second place were: being 

self-confident and setting goals. Tied for third were: 

organized, self-directed and contributing to or helping 

others. Other descriptors were: being risk-takers, having 

a positive outlook, energetic, getting involved in the 

community, hardworking, persevering, desiring to make 

changes, having a supportive spouse, and being 

decision-makers, knowledgeable, tough, focused, enthusi-

astic, fair, honest, intelligent, encouraging, agreeable, 

androgynous, analytical, ambitious, determined, politically 

aware, and finally, enjoying their work and meeting 

challenges (see Table 31). 

Career Goals and Goal Setting 

When asked about goal setting and their career 

goals, most of the women, 57%, were unable to verbalize 

specific career goals at this point in their careers. They 

seemed to be in a maintenance position of career goals, as 

one professional woman stated: 

I think I have [set goals] in the past. I don't 
know that I'm so actively involved in that right 
now. I might be in this job for the next 30 years, 
pretty much like I am now. There's just sort 
of a dif ferent qual i ty to them [career goal s] as 
compared to goals when you are 20. 

Thirteen percent of the women are actively setting 

specific career goals, as summed up by one woman: "At this 
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Table 31. Perceived characteristics of successful career 
women; perceived characteristics by frequencies. 

Characteristic Frequency 

Achiever, having strong drive 6 

Self-confident 5 

Setting goals 5 

Organized 4 

Self-directed 4 

Contributing to/helping others 4 

Energetic 3 

Involved 3 

Positive outlook 3 

Risk takers 3 

Perseverence 2 

Hardworking 2 

Desiring to make changes 2 

Have supportive spouse 2 

Knowledgeable 1 

Decision maker 1 

Tough 1 

Focused 1 

Meets challenges 1 

Enthusiastic 1 

Fair 1 

Honest 1 



Table 3l--Continued 

Characteristic 

Intelligent 

Encouraging 

Agreeable 

Androgynous 

Enjoys her work 

Politically aware 

Determined 

Analytical 

Ambitious 
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Frequency 

1 

1 

1 

1 

1 

1 

1 

1 

1 
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point, I have lots of them [goals]. I would like to be a 

department head and to go into upper management." 

The remainder of the women were either currently 

revising their career goals (2), planning for retirement 

(2), focusing more on their family (2), or not setting goals 

at all (2). 

For the most part the process of goal setting was 

very flexible and informal. Rarely did anyone state that 

they set specific 3- or 5-year goals. One woman stated, 

It's not very formalized [my goal setting process]. 
Most of the time it would be thinking about some
thing I want to accomplish. Most of it stays in my 
head. I've never had a 5-year, 3-year, la-year kind 
of pI an. I woul d say that I am much more of an 
opportunist than a planner. I really seize what
ever's in front of me, and I put a lot of energy 
into making things happen. 

Self Ratings of Success 

The women were asked to rate their career success on 

a scale of a to la, with 10 being extremely successful. 

Only two women rated themselves as ala. Two women rated 

themselves a nine. The majority of the responses, 11, was 

an eight, and the most frequent rationale for that rating 

was, "I'm not finished yet." 

Most of the women who rated themselves lower than an 

8 did so because they were feeling a strong need to do more 

of what they needed to do in their career for advancement, 

or for the completion of their own goals, such as learning 
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more, publishing more, or increasing professional visibility 

(see Table 32) . 

Definitions of Career Success 

Each of the women was asked to define career 

success. The most frequent response given for measuring 

career success, 52%, was "Achieving one's personal goals." 

Following that response was, "Enjoying one's work" at 49%. 

Other responses included, "Having self-satisfaction," 22%, 

and " receiving peer or community recogni tion, " 17 % (see 

Table 33) . 

Advice for Aspiring Young Women 

When asked what advice they would give to young 

women who aspired to enter their career field, the most 

overwhelming response, 65%, was an emphatic "Know yourself, 

know what you want!" The second most frequent response, 

5 7 %, was to "Prepare yourse1 f, get the necessary creden

tia1s!" The third response given, 35 96, was to "Promote 

yourself and your work" (see Table 34). 

ChaEter Summary 

The majority of the successful career women in this 

study (72%) was in management positions, was married (58), 

and had had a mentor (62%). Nearly one-half of these women 

(49.4 96) were providing the primary financial support for 

themselves and or their family, and 68% were from 36 to 55 
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Table 32. Self-rating of success; rating of success level 
by frequencies. 

Level of Success Frequency Percent 

10 2 8.6 

9 2 8.6 

8 11 48.0 

7 4 17.0 

6 2 8. '6 

5 2 8.6 



Table 33. Interview 
gories of 
frequency. 

Definition of Success 

defini tions of career 
interview definitions 

Achieving personal goals 

Enjoying work 

Achieving self-satisfaction 

Receiving peer or community recognition 

Making change, having an impact 

Having plenty of money 

Contributing to community 

Helping others 

Having autonomy 

Having job security 

Running a business-longevity 

Being a role model 

Breaking barriers (traditional, male oriented) 

Having variety 

Having good family life 
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success; cate
of success by 

Frequency 

12 

11 

5 

4 

4 

3 

2 

2 

2 

1 

1 

1 

1 

1 

1 
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Table 34. Advice to young women; statements of advice 
listed by frequency. 

Statements of Advice 

Know yourself, know what you want 

Prepare yourself, get necessary credentials 

Promote yourself and your work 

Work hard 

Love what you do 

Keep your life balanced 

Believe in yourself 

Volunteer to gain experience and knowledge 

Be assertive 

Be realistic 

Become involved with the decision-making 
(organi za tional) 

Know the rules 

Be willing to take risks 

Set goals 

Be patient 

Get good foundation in math and science 

Frequency 

15 

13 

8 

6 

5 

5 

4 

4 

3 

3 

2 

2 

2 

2 

1 

1 
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At least half of the women (55%) said they 

were well compensated financially while more 63% said they 

were well compensated emotionally for their work. 

The successful career women had a well-above-average 

level of self-esteem of 3.49, with 2.0 being average. This 

supported hypothesis 1. 

Hypothesis 2 was supported. Successful career women 

as a group had characteristics in common with successful 

career women within the identified career fields, with the 

exception of the women in the field of Religion. 

Only one variable, ordinal position, was shown to 

have a significant effect on both self-esteem and achieve

ment motivation. There was a trend toward significance of 

the effect of income level on achievement motivation. These 

findings partially supported hypothesis 3. 

Hypothesis 4 was supported. There were no main 

effects of ethnicity or occupational field on achievement 

motivation. There was, however, a slight difference in 

levels of self-esteem between occupational groups, with the 

Non-Traditional group having the highest self-esteem mean. 

Self-esteem seemed to be positively related to a 

higher degree of perception of success and to a high level 

of emotional compensation satisfaction. This partially 

supports the fifth hypothesis. 
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The sixth hypothesis was supported. There was no 

identifiable relationship bet,.,een self-esteem and achieve

ment m0tivation and variables of age and income. 

Eight factors were identified in the analysis of the 

self-reported personal characteristics of the successful 

career women. The first factor, accounting for the most 

variance, was labeled Achievement Oriented. 

The three main components of success, as identified 

by the subj ects, were: achieving one I s personal goa Is, 

contributing to society and doing a good job. 

The successful career women interviewed closely 

matched the profile of the total subjects. The average age 

was 45.1, and 78% were Anglo. Arts and Media were the only 

occupational field not included. Sixty percent were married 

and over half of this group, 52%, provided the primary 

support for themselves and/or their family. 

Only 35 96 of women interviewed had a planned entry 

into their career field, although 74% had spent their 

working time in one continuous occupational field. These 

women identified mentors and their own personal character

istics, such as their own desire to achieve and having a 

posi tive outlook, as being most helpful to them in their 

careers. Further, the most frequently perceived charac

teristic of other successful women was being a achiever, or 

having a strong drive. 
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Most of the women interviewed did not seem to be 

strong, rigid goal setters. Those who did set goals seemed 

to use a more informal process than a specific 3-, 5- or 

10-year goal. 

The most frequent definitions of career success 

identified by the women interviewed were: achieving one's 

personal goal s, and enj oy ing one's work. The maj ori ty of 

these women, 45.5% rated their level of success at 8 or 9, 

with 10 being extremely successful. And, finally, their 

advice to you women aspiring to enter their career field was 

most frequently, "Know yourself, know what you want." 



CHAPTER 5 

SUMMARY, DISCUSSION AND RECOMMENDATIONS 

Existing literature on successful career women has 

generally been limited to specific groups of career women in 

positions of high visibility and prestige such as lawyers, 

physicians and executives. Mos t of the research compared 

career women to men, to homemakers, or to college students 

rather than looking at career women as unique. 

The rationale for this study was based on these 

assumptions: that successful career women have characteris

tics in common with each other and across career fields; and 

that any differences are attributable to the specific 

variables identified. 

The purpose of this study was to investigate the 

personal characteristics that successful career women have 

in common; to investigate any differences in self-esteem and 

achievement motivation between the variables of occupational 

fields, ordinal positions, income levels, ethnic groups and 

career level s. Hypotheses were developed to address the 

areas of expected commonality of the successful career 

women. 

112 
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Sample Group 

A total of 528 successful career women was identi

fied from information provided by businesses, agencies, and 

civic clubs and organizations. Of this identif ied 

population, 249 career women responded with usable 

questionnai res, providing the information upon which thi s 

study was based. Further, 23 of the 25 women who were 

randomly selected from the questionnaire sample agreed to 

participate in a personal interview, providing in-depth 

information about the sucessful career women. 

Measurement 

The Career Woman Questionnaire was composed of 34 

questions which contained ten self-esteem measures 

(Rosenberg, 1965); seven achievement motivation measures 

adapted from the educational model, Myers's Achievement 

Motivation Scale (Myers, 1965) 38 self-descriptive words 

(Zimmerman, 1983); and questions designed to provide 

demographic data. The Career Woman Interview questions 

provided information on career success, 

mentoring and descriptive narrative. 

Findings--Hypothesis One 

career paths, 

The first hypothesis, successful career women will 

have a high degree of self-esteem as measured by Rosenberg's 

self-esteem scale, was supported. The overall mean for 
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self-esteem of the successful career women was 3.49 out of a 

possible 4. 

The criterion for selection for this study required 

that the subjects had been publicly recognized by her peers, 

either in the workplace or in a civic capacity. This 

external recognition itself may contribute to the subjects 

increased level of self-esteem as it indicates the high 

degree of social interest of the subjects. This concept 

agrees with the Adlerian assumption that success in life is 

related to the individual's degree of social interest. 

Public recognition and its importance to increased 

self-esteem supports Blotnick's (1985) estimation of the 

importance of recognition to persons in the workplace. 

"What matters is that recogni tion in some form is finally 

theirs" (p. 3). 

The small degree of differences in the means of 

self-esteem between occupational fields also supports the 

concept of recognition as a stronger factor than variety of 

occupation. 

Alternative Explanations 
and Interpretation 

The women who returned the questionnaire may have 

been influenced by the cover letter which stated that she 

had been "identified as a successful career women." The 

overt statement of recogni tion of success may have 
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positively biased the subjects, predisposing them to answer 

more positively than if the statement of identification of 

success had not been included. 

Findings--Hypothesis Two 

The second hypothesis, successful career women will 

have characteristics in common with successful career women 

within specified groups, was supported with the exception of 

the occupational field of religion. 

Seven of the 9 occupationa I fie Ids chose the word 

"responsible" as the first most common word to describe them

selves. The occupational field of Media chose "responsible" 

in fourth place. Religion was the only group that did not 

choose "responsible" among their top 10 words, nor did they 

incl ude any of the top three descriptors (of the overall 

group) among their top 10 words. 

The comparison of self-descriptive words by 

occupational group showed that the Religion group was 

followed by the Non~Traditional group in choosing different 

sel f-descriptive words. Third in choosing different 

self-descriptive words was the Legal group. 

It is not surprising that these three groups chose 

different words than the other occupational fields, for in 

many respects, they all could be combined into a 

non-traditional category. All these occupational fields are 

predominately occupied by males. These differences support 
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research findings on women in male-dominated professions as 

having some common characteristics such as being more 

aggressive, independent, 

unconventional. 

Alternative Explanations 
and Interpretation 

self-confident, autonomous and 

The sample for the occupational field of Religion 

was small, n = 6, and therefore prohibits drawing general 

conclusions about this field. This sample did not include 

women who had primary responsibility for a specific 

congregation, and that may have contributed to their 

different self-description. 

Another distinguishing factor might be related to 

the particular set of circumstances that involve the 

geographical location of the subjects. The re tends to be 

strong social issues in religion and the sanctuary movement 

in the states that border Mexico. This community in 

particular has had a very active and nationally visible 

group participating in and supporting the sanctuary 

movement. This could account for some differences such as 

the lack of choice of the word "responsible", which might 

have implied responsibility to government or civic groups 

rather than being responsible to humanity. 
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Findings--Hypothesis Three 

The third hypothesis, there will be a difference in 

self-esteem and achievement motivation and the variables of 

ordinal position, income, career level, was only partially 

supported. Ordinal position was the only variable shown"to 

have a significant effect on both self-esteem and achieve

ment motivation. 

The difference in self-esteem as indicated by 

ordinal position showed that the youngest ordinal position 

was significantly different from, and had a higher level of 

self-esteem than the only and oldest ordinal positions. 

External recognition may be more important to the youngest 

ordinal position than to the only and oldest ordinal 

positions. 

Differences in achievement motivation as indicated 

by ordinal position showed that the only ordinal position 

had a significant effect on achievement motivation. The 

only ordinal posi tion had a hi'::lher level of achievement 

motivation than any other ordinal position. 

Typically, the only child will compare herself to 

the parents, and in doing so, tends to set higher expecta

tions of self than those ordinal positions that compare 

themselves to siblings. 

The results of analysis of income level on achieve

ment motivation indicate no significant main effect. There 
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was, however, a trend toward significance of income level on 

achievement motivation. The difference in the means of the 

income level groups identified the three highest income 

groups as having the highest levels of achievement motiva-

tion. The lowest mean of achievement motivation was held by 

the middle group, those who earned between $41-60,000. 

Alternative Explanations 
and Interpretation 

Labor market statistics in Arizona usuall y report 

that less than 10% of the women employed full time outside 

the home earn more than $20,000 per year. Given these 

statistics, it is conceivable that those women who were in 

the middle income category, $41-60,000, felt satisfied with 

their income level. In fact, based on the interview 

information gathered, it is possible that they were earning 

more than they had ever imagined they would earn. 

The lack of statistical support for income level 

having an effect on self-esteem can be understood when 

examining the career women IS def ini tion of success. The 

definition of success was measured three different ways, 

through a ranked list provided, asking for a written 

definition, and in the personal interviews. The definition 

of "achieving a very high salary" consistently ranked well 

below the halfway mark of all definitions of success. These 

women did not define that the amount of money they earned 
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affected their level of self-esteem. One subject wrote, 

"Professional success is but one part of my equation for 

personal happiness. Professional success is measured in 

recogni tion by others, less so by money and what it can 

buy." 

. The lack of statistical support of career level, 

management or non-management having an effect on self-esteem 

or achievement motivation can be explained, again, by 

reviewing how these women define success. In two of the 

three ways, success defined as "achieving one's personal 

goal s" ranked highest. "Receiving recognition" was among 

the top five definitions all three times, and additionally, 

"enjoying one's work" and "contributing to society, to 

others" were among the top five ranks in two of the three 

times succes s was defined. One women defined success as: 

"Accomplishing goals. Knowing that what 

difference. Doing something worthwhile 

you do makes a 

very well and 

receiving recognition for your accomplishments." 

Findings--Hypothesis Four 

The fourth hypothesis, there will be no difference 

in achievement motivation and sel f-esteem bet\veen occupa

tional fields or between ethnic groups, was statistically 

supported. There was no difference between ethnic groups in 

self-esteem or achievement motivation. This was expected 

for several reasons. First, all women shared the common 
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element of recognition. Next, the community from which the 

popul ation was identif ied was a distinctly cross-cuI tural 

community and the blending of the cultures, or acculturation 

of the population was expected. 

There was no statistical difference between occupa-

tional fields and achievement motivation of self-esteem. 

There was, however, a slight difference in levels of 

self-esteem between occupational fields. All of the 

occupational fields had a high level of self-esteem, and 

some fields were higher than others. The two occupational 

groups wi th the highest sel f-esteem means were the 

Non-Traditional (3.66) and the Health Services (3.58). The 

occupational group with the lowest self-esteem mean was 

Legal (3.20). 

Alternative Explanations 
and Interpretation 

According to the literature, career women in 

non-traditional occupations have several personal character-

istics in common, one of which is having a high level of 

self-confidence. The non-traditional women described them-

sel ves as more conf ident than did any other occupational 

group. 

The Health Services group fit into a major component 

of the definition of success, contributing to society or to 

others, as identified by the total population. 
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Findings--Hypothesis Five 

The fifth hypothesis, there will be a positive 

relationship between self-esteem scores and achievement 

motivation scores and the variables of perception of 

success, financial compensation satisfaction and emotional 

compensation satisfaction, was partially supported. Those 

career women who stated a high degree of perceived success 

had higher levels of self-esteem. Additionally, those women 

who had a high level Qf emotional compensation satisfaction 

had a high level of self-esteem. 

Alternative Explanations 
and Interpretation 

It was not surprising that career women who 

perceived themselves as being more than moderately 

successful had a higher degree of sel f-esteem. That the 

higher degree of emotional compensation satisfaction relates 

to a high degree of self-esteem is explained by again 

referring to how these women defined success--as "achieving 

perscnal goals" and "enjoying one's work." If they were 

achieving their goals and enjoying their work, then they 

would have a higher level of emotional compensation satisfac-

tion, and a higher degree of self-esteem. 

Findings--Definitions of Success Summary 

The summary of the three ways the career women 

defined success indicated that the number one component of 
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success was II achiev ing one's persona 1 goa Is. II The second 

was "achieving one's personal goals." The second strongest 

component was II receiving recogni tion from others, II and the 

third place was divided between "enjoying one's work" and 

"contributing to others, to the community, etc." 

Alternative Explanations 
and Interpretations 

It was interesting to note that the specific issue 

of money was not addressed by this population until many 

other cri teria were met, in all of the ways of defining 

success. It is possible, however, that the issue of money 

was a very personal one that was not readily discussed, and 

it may have been included in the first definition, achieving 

one's goals. 

Findings, Achievement Motivation 

The lack of statistical support for any relationship 

to achievement motivation was puzzling. The assumption was 

that the measures used, the adaptation of Myers's 

educational model, was an inappropriate measure for the 

achievement motivation of women. 

Alternative Explanations 
and Interpretations 

The words that the career women chose to describe 

themselves were factor analyzed and loaded into eight 

factors. The factors were labeled according to the 
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constructs they seemed to measure. The first factor was 

labeled achievement oriented and the third factor was 

labeled work oriented. The measures used in the question-

naire seemed to measure work rather than achievement 

motivation. The implicatiqn is that achievement motivation 

was something separate from work for these career women. 

Findings--Career Entry 

The career women who were interviewed illustrated 

some interesting patterns of how they got into their career 

field. The vast majority of these women either started in a 

traditional female occupation or entered through "default." 

Only five of the 23 interviewed had planned specifically for 

their career, and 4 of these 5 were in professional careers 

requiring a specific level of education. 

Alternative Explanations 
and Interpretation 

The women who were interviewed ranged in age from 31 

to 67. Even with an age span of 36 years, it was 

interesting to note how similarly and tradi tionally these 

women had been socialized. There were three notable 

exceptions, and each of these three women were in 

non-traditional careers. One of the influencing factors in 

the ul timate career choice might have been the choice of 

which parent the young child chose to emulate and/or please. 

The majority of the women interviewed who were in the 
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non-traditional fields seemed to be more closely aligned 

with their fathers. The exceptions to that were the women 

who had had very independent and often non-traditional 

mothers. The parental influence was frequently referred to 

in the interviews. 

Findings--Goal Setting 

The predominate definition of success for these 

career women was "achieving one's personal goals." Each of 

the women interviewed was asked if she set goals, and if so 

what process she followed. Only nine of the 23 women stated 

without hesitation that they set goals. Six of the women 

stated that they sometimes set goals, and the remaining 8 

ei ther did not set goals or said if it happened it was 

subconscious. 

The process for goal setting ranged from very 

specific, long-term goals (6 to 10 years) to very general 

goals that were not formally written out. The majority of 

the women seemed to have an informal method of goal setting. 

Alternative Explanations 
and Interpretation 

Most career women were not clear on their process of 

goal setting. There seemed to be some inconsistency between 

the # 1 def in i tion of success as achieving one's persona 1 

goals, and the fact that they were very flexible and almost 

casual about setting goals. It could be that women tend to 
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approach goal setting in a hOlistic manner that allows for 

more spontanei ty and balance. Based on their comments, it 

was clear that career women valued balance in their lives 

and therefore would choose professional goals that could be 

flexible enough to be compatible with their personal lives. 

The women were more concerned with being unique, having 

their own identity, than trying to fit a stereotype of 

goal-setting for success. 

Summary of Findings 

The strongest characteristic shared by these 

successful career women was a high degree of self-esteem. 

All occupational groups had high degrees of self-esteem 

although there was a slight difference (not statistically 

significant) in levels of self-esteem noticeable between 

occupational fields. Self-esteem was affected (statistical 

significance) by ordinal position. Youngest borns had a 

higher level of self-esteem than did only or oldest borns. 

Self-esteem also had a statistically significant relation

ship to the career woman's level of perceived success and 

emotional compensation satisfaction level. Self-esteem was 

not affected by age, income level, ethnic group, or career 

level (management or non-management) . 

Other common characteristics shared by the subjects 

were their self-descriptive word choices. These career 

women described themselves as responsible, competent and 



126 

hardworking. The non-traditional career women described 

themselves somewhat differently, as responsible, enthusi

astic and confident. 

The career women tended to define success similarly. 

The major components of success as defined by the subjects 

were: (1) 

recognition 

achieving one's personal goals, (2) receiving 

from others, (3) enjoying one's work, and 

(4) contributing to others, to the community, etc. 

There was no statistical support for a relationship 

to achievement motivation. This indicates that the items 

used in the questionnaire did not measure achievement 

motivation for this group. There were, however, some trends 

toward significance. Only borns appeared to have a higher 

degree of achievement motivation, as did those women earning 

$100,000 and over. 

The career women interviewed had a profile closely 

resembl ing the overall sample. The characteristics most 

commonly shared by these women was the lack of pre-planning 

for their career field. Many of the career women had 

entered their field "by accident." Another common 

characteristic of the women interviewed was their tendency 

to use informal methods of goal setting. Most of them 

seemed fairly comfortable with their career status and were 

in a status quo position with their goal setting. 
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Conclusions 

The analysis of the data prompted the following 

conclusions about the successful career women in the study. 

1. Women who have been publ icly recognized by their 

peers have a high level of self-esteem. 

2. Women have a unique pattern of career development. 

3. Women focused more on "contributing to society Ito 

others" than on "earning a high salary." 

4. Women defined themselves as "hardworking" rather 

than "achievement oriented." 

Limitations 

This study used subjects who were a convenient 

sample of career women who had been publicly recognized by 

their peers in a large city in southwest Arizona. A 

questionnaire method of measurement was used. The 

generalizability of this study is restricted by the sample 

characteristics. 

Recommendations 

Based on the findings of this study, there are 

numerous possibilities for continued research on career 

women. Several recommendations can be made. 

It is recommended that studies be done that compare 

women who have been recognized by their peers with women who 

have not been so recognized. This could provide information 
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on the value of recognition and could identify similarities 

and differences between the two groups. 

Because of a lack of statistical measurement of 

achievement motivation for these subjects, it is strongly 

recommended that the measurement of achievement motivation 

for women be investigated. It could be beneficial to 

develop an instrument that provides a more accurate measure 

than did the educational adaptation used in this study. 

Replication of this study in other geographical 

locations is recommended so that generalizations may be made 

to a larger segment of the population. Finally, replication 

of this study is suggested as spurious results that may have 

been found in this study would be unlikely to be duplicated 

over time and through repeated experiments. 

Implications fc~ the Practitioner 

Although caution must be exercised in generalizing 

beyond this sample, the results suggest that several implica

tions can be considered. 

The data indicate that career women who have been 

publicly recognized 

self-esteem. This 

success, as defined 

by their peers have a high level of 

is supported by the definition of 

by this population, which includes 

"recognition" as one of the top three components of success. 

If recognition tends to contribute to career women's 

definition of success and increased self-esteem, employers 
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and organizations could construct specific opportunities to 

increase their recognition of women's contributions, thereby 

benefiting everyone involved. 

These career women were more likely to perceive 

themsel ves as successful if they were achieving their own 

goals, enjoying their work, receiving recognition from 

others, and contributi.ng to the community, or to others 

well-being. They did not define the amount of money earned 

as a component of their measure of success. Given the 

often-discussed disparity in pay between males and females 

in the workplace, career women might choose to re-examine 

their definitions of success to include money as a stronger 

value, or to be more specific in their goal setting 

practices. 

Finally, career women may choose to take the advice 

they gave to young women aspiring to enter their field. The 

most frequent pieces of advice given were to "Know yourself, 

know what you want," "Prepare yourse If, get the necessary 

credentials" and "Promote yourself and your work." 
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LETTER TO ORGANIZATIONS 

Dear 

I am writing to ask your group's assistance in a research 
project that will provide information on career women. I am 
interested in the personality characteristics of successful 
career women. 

Li ttle research has been done on career women across all 
career levels and types. This is the area I propose to 
address. Your organization can assist in this project by 
providing me with a I ist of names, addresses and phone 
numbers of the members you have nominated for special 
recognition in the past 5 years who fit the following 
definition: WOMEN WHO HAVE BEEN RECOGNIZED AS SUCCESSFUL BY 
THEIR PEERS BY VIRTUE OF HAVING BEEN NOMINATED FOR RECOGNI
TION OR SELECTION EITHER BY A PROFESSIONAL ORGANIZATION, 
CIVIC GROUP, WOMEN'S RECOGNITION EVENT OR BY THEIR EMPLOYER. 
These women will be contacted for participation in the study 
which will require minimal time on their part. 

I am enclosing a stamped, addressed envelope for your 
convenience. If you have any questions or would like 
further information, please feel free to call my office 
887-9506 or home 297-4031. Thank you for your cooperation. 

Sincerely, 

Cecilia A. Northcutt 
Ph.D. Candidate, University of Arizona 
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QUESTIONNAIRE COVER LETTER 

Dear Career Woman, 

You have been recognized as one of the successful 
career women in Tucson and I am writing to ask your assist
ance in my research project that will provide valuable 
information on career women. 

I am enclosing a brief questionnaire for you to 
complete and return to me in the addressed envelope. You 
will notice that there is no identification on the question
naire, so that any information you record will be completely 
anonymous. Upon reading the questionnaire, should you 
decide that you do not care to participate, that is strictly 
up to you. Your participation is completely voluntary. The 
information from the questionnaire is confidential and will 
be used for research purposes only. 

The questionnaires are numbered in order for me to be 
able to do a random selection of women who will be asked to 
take part in the second phase of my research project, which 
involves an interview. 

I would appreciate your completion of the questionnaire 
as soon as possible. They need to be returned by November 
7, 1986. Because you are very busy and your time is 
valuable, I have made every effort to keep the questionnaire 
as brief as possible. It should take about 20 minutes to 
complete. 

Thank you for your willingness to contribute to the 
body of knowledge about career women. 

Sincerely, 

Cecilia A. Northcutt 
Ph.D. Candidate, University of Arizona. 
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CAREER WOMEN QUESTIONNAIRE 

You have been selected to assist in the study of successful 
career women. The information you provide will be kept 
confidential, and your anonymity is assured. This is not a 
test, and there are no wrong answers. 

Your honest answers will be deeply appreciated. 

1. Occupational field 
Job title 

2 . 

3 . 

This position is (check one) ____ paid ____ volunteer. 
Number of years in field ____ Number of years in 
current position 
Currently : active retired Mana gem e nt 
position yes no 

Check highest 
high school 
post doctorate 
doctorate 

Age: 
65+ 

25-35 

degree attained: 
apprenticeship 

associate 

36-45 36-55 

masters 
bachelors 

56-65 

4. Ordinal position in family of origin--starting with the 
OLDEST, list all BROTHERS AND SISTERS in your family (BE 
SURE TO INCLUDE YOURSELF). List number of years older 
or younger than you. 

Example: 
1. brother +2 years older 1. 
2. ME 2. 
3. sister -2 years younger 3. 
4. brother -6 years younger 4. 
5. half-sister-IO years 5. 

6 • 
7 • 
8. 
9. 

younger 

5. Marital status--check one: 
married divorced 
widowed re-married 

6. Number of children 

6 . 
7 . 
8. 
9. 

YOUR SIBLINGS: 

separated 
never married 
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7. Ethnicity: Native American Asian 
Anglo Other Black 
Mexican-American 

8. Mentor information~ 
I have or have had a mentor in my career yes 

·no 
My mentor is 

male 
male 
female. 

female. My mentor was 

9. I rank my career success as: 
extremely successful successful 
moderate unsuccessful 

10. Please RANK, IN ORDER OF IMPORTANCE, your definitions of 
success from the list below, using 1 as most important 
and 12 as least important. 

Becoming an authority in your occupation. 

Obtaining recognition from others in your job. 

Obtaining awards outside the organization. 

Obtaining recognition from friends or others outside 
of work. 

Being well liked. 

Contributing to the welfare of friends or personal 
acquaintances. 

Developing a strong relationship with others on the 
job. 

Supervising volunteer organizations or community 
projects. 

Achieving a very high salary. 

Having a title and job description indicating high 
responsibility. 

Marrying a person who has money or position. 

Acquiring a large horne or expensive real estate. 

11. Briefly, give your own definition of success. 
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Please respond as guickly and candidly as possible to the 
following items. 

12. I feel that I'm a person of worth, at least on an equal 
plane with others. 
strongly agree agree disagree 
strongly disagree 

13. I feel that I have a number of good qualities. 
strongly agree agree disagree 
strongly disagree 

14. All in all, I am inclined to feel that I am a failure. 
strongly agree agree disagree 
strongly disagree 

15. I am able to do things as well as most other people. 
strongly agree agree disagree 
strongly disagree 

16. I feel I do not have much to be proud of. 
strongly agree agree disagree 
strongly disagree 

17. I take a positive attitude toward myself. 
strongly agree agree disagree 
strongly disagree 

18. On the whole, I am satisfied with myself. 
strongly agree agree disagree 
strongly disagree 

19. I wish I could have more respect for myself. 
strongly agree agree disagree 
strongly disagree 

20. I certainly feel useless at times. 
strongly agree agree disagree 
strongly disagree 

2l. At times I think I am no good at all. 
strongly agree agree disagree 
strongly disagree 

22. I am a harder worker at my job than the average career 
women. 
strongly agree agree disagree 
strongly disagree 
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23. Other workers think of me as being too serious. 
strongly agree agree disagree 
strongly disagree 

24. Most of my superiors/supervisors/clientele think of me 
as one of their hardest workers. 
strongly agree agree disagree 
strongly disagree 

25. Other interes ts (sports, hobbies, etc. ) keep me from 
being exemplary in my field. 
strongly agree agree disagree 
strongly disagree 

26. I really want to succeed. 
strongly agree agree disagree 
strongly disagree 

27. My friends think of me as a hard worker. 
strongly agree agree disagree 
strongly disagree 

28. My family commitments keep me from being exemplary in my 
field. 
strongly agree 
strongly disagree 

agree disagree 

29. The words presented below are descriptive and may relate 
to your career success. It is how you perceive yourself 
at the present time. Please circle the appropriate 
number which describes you best for each word. 

1 = NOT AT ALL 2 = SLIGHTLY 3 = MODERATELY 4 = VERY 
5 = EXTREMELY 

1- knowledgeable 1 2 3 4 5 
2. competent 1 2 3 4 5 
3 . academically oriented 1 2 3 4 5 
4. action oriented 1 2 3 4 5 
5. intelligent 1 2 3 4 5 
6. hardworking 1 2 3 4 5 
7 • competi ti ,re 1 2 3 4 5 
8. analytic 1 2 3 4 5 
9 . high achiever 1 2 3 4 5 
10. confident 1 2 3 4 5 
11. ambitious 1 2 3 4 5 
12. self-assured 1 2 3 4 5 
13. assertive 1 2 3 4 5 
14. flexible 1 2 3 4 5 
15. goal oriented 1 2 3 4 5 
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16. committed 1 2 3 4 5 
17 . perseverance 1 2 3 4 5 
18. motivated 1 2 3 4 5 
19. enthusiastic 1 2 3 4 5 
20. challenged 1 2 3 4 5 
21. warm J. 2 3 4 5 
22. empathetic 1 2 3 4 5 
23. kind 1. 2 3 4 5 
24. sincere 1 2 3 4 5 
25. calm 1 2 3 4 5 
26. patient 1 2 3 4 5 
27. congenial 1 2 3 4 5 
28. optimistic 1 2 3 4 5 
29. mature 1 2 3 4 5 
30. realistic 1 2 3 4 5 
31. levelheaded 1 2 3 4 5 
32. organized 1 2 3 4 5 
33. leader 1 2 3 4 5 
34. openminded 1 2 3 4 5 
35. ruthless 1 2 3 4 5 
36. aggressive 1 2 3 4 5 
37. person oriented 1 2 3 4 5 
38. responsible 1 2 3 4 5 

30. Please select the ten characteristics from the above 
list that you feel HAVE BEEN MOST INFLUENTIAL in your --career. Rank these characteristics, with 1 being most 
important and 2 being second most important, etc. 

1st important 

2nd important 

3rd important 

4th important 

5th important 

6th important 

7th important 

8th important 

9th important 

10th important 
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3l. I am financially compensated for my work: 
extremely well well adequately 
not enough 

32. I am emotionally compensated for my work: 
extremely well well adequately 
not enough 

33. My annual income is: up to 20,000 
21-40,000 41-60,000 61-80,000 
81-100,000 101,000+ Full-time 
Part-time 

34. I am supplying the primary financial support for my 
family or myself 
YES NO EQUALLY SHARED 



APPENDIX D 

INTERVIEW QUESTIONS 

141 



INTERVIEW QUESTIONS 

Questions to be asked during the interview: 

1. How did you decide to enter your career field? 

2. Would you describe your career history for me? 

3. What has been helpful to you in your career? 

Situations or events 

People 

Personal characteristics or attributes 

142 

4. Describe atti tudes or characteristics of career women 

that you perceive to be successful. 

5. What are your career goals at this point in your life? 

6. Have these goals changed from your original goals? If 

so, how? 

7. On a scale of 0 to 10, with 10 being "extremely success

ful," rate how successful you feel you are at this point 

in your career. 

8. How would you define career success? 

9. What advice do you have for aspiring young women in your 

field? 
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