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ABSTRACT 

This study used a questionnaire designed to identify 

the professional and personal characteristics of women 

ministers in Arizona. Information was elicited on general 

demographics, careers, and personal life. Subjects were 

identified from a list and by recommendation. Twenty-six 

(n=26) questionnaires were returned. Frequencies and per

centages were reported as well as verbatim responses to open 

ended questions. 

The results appeared to reveal that as a group the 

subjects indicated service to god and fellow men/women as 

major reasons for entering the ministry, as definitions of 

success and as career goals. Most were comparatively new to 

the field, had experienced various barriers to advancement 

and effectiveness, were only children, had mentors and 

considered themselves to be successful. Almost all of the 

subjects felt that they could make unique contributions to 

the ministry as women. Loneliness, isolation and overwork 

were major stressors. Self-esteem was high and depression 

low. 
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CHAPTER 1 

INTRODUCTION 

The number of women in the work force has changed 

dramatically in the last two decades. Not only are more 

women working, but more women are developing careers. Along 

with the increase in numbers have come dramatic changes in 

which type of professions women are choosing to enter. No 

longer must women choose between working as a secretary, a 

nurse or a teacher; women are entering into the areas that 

have been traditionally male. The ministry is one of the 

male dominated professions that women are now entering in 

increasing numbers. At this point in time many of the 

seminaries in the United States have an enrollment that is 

approaching fifty percent women. All of the main line 

Protestant churches now ordain women to the ministry. 

However, as for women in many other professions, the struggle 

for acceptance, respect, and equality is not over for women 

clergy. Although women ministers seem to face the same 

challenges that are common to other career oriented women, 

they also appear to encounter some difficulties and obstacles 

that may be unique to their profession. 
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Need For This Study 

An increasing number of women pa.stors seek to enter 

the ministry to serve God, their fellow men and women, and 

for some, to rise up through the ranks to the most respon

sible positions in church hierarchies. Access to information 

about women ministers could be very beneficial to those 

entering the ecumenical ranks. A review of the literature on 

the subject reveals that very little has been written 

describing women in the ministry. Much more information on 

the history of ordination is available; although both 

disturbing and inspirational, this information has limited 

potential to aid women in making their pastoral careers 

successful and more personally rewarding. Information 

concerning general characteristics, education, goals, compen

sation, barriers to advancement, barriers to effectiveness, 

support, ordinal position, family life, social and leisure 

activities, values, morale, self-esteem, and depression of 

women in the ministry is virtually non-existent. This study 

is designed to provide such material. Information about the 

general characteristics and attitudes of women of the cloth, 

including the rewards and challenges that they commonly 

experience, may aid women ministers in reaching their career 

and personal goals. 
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Statement of the Problem 

The purpose of this study was (a) to provide 

descriptive information about women in the ministry in the 

State of Arizona,-(b) to add to the scant body of knowledge 

available on female pastors and (c) to provide data that may 

be helpful to women ministers as they seek to meet their 

career and personal goals. 

Questions for Consideration 

This study considered the following questions: 

Career 

1. What motivated these women to become clergy? 

2. What are their career goals? 

3. What academic degrees do the women have and what are 

their fields of emphasis? 

4. What financial, social, and emotional compensation 

are they receiving for their pastoral work? 

5. At what points in their careers do they face barriers 

to advancement? 

6. What are these barriers? 

7. From what or whom did the barriers come? 

8. What barriers to effectiveness do they experience? 

9. How do the women deal with opposition and discrimi

nation? 

10. Which groups were least and most supportive of their 
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careers as ministers (family, friends, parishioners, 

colleagues, church officials)? 

11. What unique contribution do they think they can make 

to the ministry as women? 

12. What do they feel are the major stressors in their 

professional lives as women clergy? 

Personal 

1. What are the most and least common ordinal positions? 

2. How many are married? 

3. How many have children? 

4. Are the ones who are married the sole or joint 

supporters of their family? 

5. With whom do women ministers socialize? 

6. Where do they meet these people? 

7. How much of their time do they spend socializing? 

8. Are they satisfied with their social lives? 

9. What leisure activities do they pursue? 

10. Kow much time do they spend on leisure activities? 

11. What are their most important values? 

12. As a group, is their morale high or low? 

13. As a group, is their level of self-esteem higher or 

lower than that of women in a national population? 

14. As a group, is their level of depression higher or 

lower than that of women in a national population? 
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15. What do they feel are the major stressors in their 

personal lives as women clergy? 

Assumptions 

In this study, the following -assumptions were made: 

1. Women ministers are unique among the ranks of career 

women; they face many common and yet some distinctive 

challenges. 

2. Women clergy strive for success in their career. 

3. Women ministers answer questionnaires candidly. 

Chapter Summary 

The number of women entering the ministry, a hereto

fore almost completely male dominated.field, is increasing. 

Like other career women these clergywomen still face 

obstacles and special challenges that men in the same 

professions do not. Little has been written describing women 

in the ministry and such information may be beneficial in 

helping them reach their career and personal goals. Data was 

gathered to answer questions on motivation, goals, education, 

compensation, barriers, opposition, discrimination, support, 

contributions, stressors, ordinal position, family, social 

life, leisure, values, morale, self-esteem, and depression. 
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CHAPTER 2 

REVIEW OF RELATED LITERATURE 

Women are entering the work force in increasing 

numbers. This is both the cause and result of the many 

social changes that have occurred in the twentieth century 

(Bloom, 1986). Not only are more women working, but more 

women are developing careers. Along with the increase in 

numbers have come dramatic changes in which type of 

professions women are choosing to enter. No longer must 

women choose between working as a secretary, a nurse or a 

teacher; women are entering into the areas that have been 

traditionally male. The ministry is one of the male 

dominated professions that women are now entering in 

increasing numbers. At this point in time many of the 

seminaries in the United States have an enrollment that is 

approaching fifty percent women (Weidman, 1985). This 

percentage approaches the 1980 statistic indicating that 51% 

of all American women were working outside of their homes 

(Bureau of Labor Statistics, 1983). All of the main line 

Protestant churches now ordain women to the ministry (O'Hern, 

1985). However, as for women in many other professions, the 

struggle for acceptance, respect, and equality is not over 

for women clergy. Although women ministers seem to face the 
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same challenges that are common to other career oriented 

women, according to Weidman (1985), they also appear to 

encounter some difficulties and obstacles that may be unique 

to their profession. 

History of the Ordination of Women in America 

Much of the history of the ordination of women in the 

United States is recent history and still has bearing on the 

careers and personal lives of women ministers today. A great 

deal of change has taken place over the centuries and decades 

although forward progress has not always been steady with 

progress often being followed by backsliding. The leadership 

of the American early church was completely male dominated 

although women were included in Pentecostal experience 

(Moore, 1978). According to Maitland (1983), there were a 

very few women in the 17th and 18th centuries who had some 

impact; they were usually associated with non-hierarchical 

groups or pentecostal experiences not involving sacrament or 

ordination. There seemed to be and continues to be a large 

difference between denominations which do not see ordination 

as a doctrinal matter and the orthodox churches which 

definitely consider it to be a doctrinal matter with 

ordination seen as a sacrament in itself and the priest a 

representative of Christ. According to Maitland (1983), 

there have been women Baptist, Methodist, Episcopal and 

Pentacostalist ministers at different times in history. 
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A turning point came as America was first being 

colonized. Moore (1983) writes that as the Puritan movement 

grew in early American history, women began to be looked upon 

as the greatest sources of sin - the means for sexual grati

fication, and the denigration of women increased. However, 

at the same time there were some like the Quakers who 

preached equality of the sexes "proclaiming women's spiritual 

equality in the eyes of God and developing their power in the 

cause of humanity as the complement rather than a poor copy 

of man" (Ruether & McLaughlin, 1979; p. 22). 

As the Puritan movement lost power there were many 

women, often wives of ministers, who made great contributions 

to their religions. According to Ruether and McLaughlin 

(1979), the period between 1800 and 1860 showed a "femini

zation process" with women moving in greater numbers to sects 

that permitted women to preach. These were the days of the 

revivals and many of the non-mainline churches accepted women 

preachers and prophetesses. Things began to change for some 

in 1832 when a Presbyterian directive forbade women to speak 

and pray in public (Boyd & Brackenridge, 1983). 

As the picture began to look glum for women mini

sters, the 1848 Seneca Falls Women's Rights Convention-

ushered in a new era with a public demand by women for equal 

social, civil and religious rights. During this time a 

number of women were formally ordained to the ministry. 
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Outstanding women such as Antoinette Brown Blackwell, a 

Unitarian who preached, ministered, had six children and 

published nine books, became influential (Crook, 1965). 

Catherine Booth's work led to the founding of the Salvation 

Army (Deen, 1958). During this time Mary Baker Eddy 

chartered the Christian Science religion and Ellen G. White 

began a work on which the 7th Day Adventist movement was 

founded. 

According to Judith Weidman (1981), many Baptist and 

Disciples churches ordained women prior to 1900 because of 

their urgent need for ministers due to the revival movement 

and westward expansion. During this period there was wide 

acceptance of woman preachers and evangelists outside of the 

mainline Protestant denominations. Many women were heavily 

involved in social issues such as temperance, suffrage and 

anti-slavery and their efforts enabled them to become skilled 

public speakers and fund raisers. For this reason, according 

to Boyd and Brackenridge (1983), increasing numbers of women 

were speaking in church even though this practice was far 

from being sanctioned by many denominations. The main 

arguments against women preaching were that the training 

needed to preach would be forsaken for marriage, that men 

would forsake the work of the church more than they had 

already done, that women's voices didn't carry well, that 

women didn't have wives and churches liked to have two 



21 

leaders, and that parishioners would be hesitant to call 

women out at night. 

By 1900 there were less than 40 women ministers in 

the Congregational Churches, according to Maitland (1983), 

and only 19 in the Unitarian church, according to Crook 

(1965). The Methodist and Episcopal churches refused to 

license or ordain women (Lynch, 1975). In the early 1900's 

and for the next few decades there were major organizational 

shifts in the women's missionary societies. Several churches 

subsumed these societies into the main bodies of the church. 

According to Ruether and Mclaughlin (19879), on the surface 

these actions looked like cooperative efforts because many 

women were put on the boards. However, at the same time 

positive things appeared to be happening, the women's mission 

training schools were closed and absorbed by the seminaries. 

Many of the women felt angry when they realized that they 

were not getting equality with the reorganization. Yet, 

between the two world wars several denominations began to 

admit women as elders, gave voting rights to lay women and 

allowed women to address meetings. Church membership 

declined in the 1920's and the subject of the ordination of 

women practically disappeared in some churches. 

In 1930 the Presbyterian church accepted the ordina

tion, of women but later rejected it. It was not until 1956 

that the Presbyterian Churches in the United States approved 
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the ordination of women. By 1973 there were only 131 

ordained Presbyterian women. In 1976 there were 240 and by 

1978 there were 315 clergywomen but only 18% of those were in 

full pastorates according to Boyd and Brackenridge (1983). 

An overture was passed by the General Assembly in 1978 

directing all congregations to elect women as well as men to 

be ordained as ruling elders. Many churches withdrew from 

the body of the Presbyterian church as a result of that 

ruling. 

In 1924 the Methodist and Episcopal churches licensed 

and ordained women as local preachers, but, according to 

Weidman (1985), in 1939 when they became the Methodist Church 

this was overturned. Then, according to Lynch (1975), in 

1956 the Methodist Church granted the women the same status 

and opportunities as men. In 1972 only 173 or 7% of the 

Methodist ministers were women but by 1976 the numbers had 

increased to 620 ordained women. 

The General Convention of Episcopal Churches voted in 

1976 to admit women as clergy and the first woman was 

officially admitted to the priesthood of that denomination 

(Episcopal Report, 1977). In 1970 the Lutheran churches 

accepted the ordination of women. Harvard Divinity School 

opened to women in 1956. The Southern Baptist Convention 

moved toward the ordination of women in 1964 but as late as 

1984 there was heated controversy over churches which had 
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ordained women. The first Jewish woman was accepted as a 

Rabbi in 1972 but had great difficulty getting a position. 

By 1978 the National Council of Churches reported 

that there were 10,470 women clergy, only 4% of the total 

clergy in the United States. This however, is an increase of 

178% since 1951 compared to a 62% increase for males. Two-

thirds of these women were in Pentecostal groups with 400 in 

the United Church of Christ and 388 in the Disciples church 

(Clergywomen, 1978). According to Weidman (1985), by 1980 in 

the 10 major denominations there were 3,200 ordained women, 

less than 3% of the clergy population. 

A study done in 1980 showed the percentages of women 

in Master of Divinity programs by denominations with 52% in 

United Church of Christ, 54% in Unitarian Universalist, 34% 

in Disciples, 32% in United Presbyterian, 32 in United 

Methodist, 29% in American Baptist, and 26% in Lutheran 

Churches (Christian Century, 1982). 

Barbara Zikmund (1982) reports that from 1972 to 1980 

the number of women in the seminaries has increased from 

3,358 to 10,830. She believes that women are going into the 

ministry in such rapidly increasing numbers for several 

reasons. She feels that as women move into the work force 

and out of their homes because of the economy, increasing 

divorce rate and other social phenomena, and the church 

appeals to them because they had spent so much of their 
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energy there. Another reason she cites is that women are 

becoming more educated and believe in the Protestant value of 

using their talent. Women are also becoming increasingly 

aware of their unique talents and gifts. 

A Gallup poll survey done in 1981 reported that 49% 

of the responding clergymen favored the ordination of women. 

The Catholics were 60% in opposition, and the Protestants 

were 40% in opposition. The most opposed, 74%, were the 

Southern Baptists while the Methodists were the most in favor 

with 83% responding positively. The men between the ages of 

30 and 39 were more in favor than the older or younger men 

with the men between 18 and 29 being the most opposed 

(Knight, 1981). 

All these facts show a mixed bag of growth and 

improvement and lingering prejudice. The battle is far from 

over. Maitland wrote, "The recent history of women in 

institutional Christianity proves only the ordination itself 

does not solve the problems. Its precise value is very hard 

to assess, even within denominations where there is no 

theological debate" (p. 103). Hardesty and Scanzoni (1975) 

wrote, "It is clear that while many people feel they are 

arguing on the basis of scriptural prohibitions, they are 

simply standing on theological tradition based on cultural 

prejudice. What they are saying is that for one sex, half of 

the human race, sexual differentiation is a handicap so 



25 

crippling that no amount of personal talent, intelligence, 

piety, or even divine enabling can make them fit ministers of 

the gospel" (p. 171). 

Zikmund (1982) states that although some denomi

nations have been ordaining women for over 100 years, "they 

have done little to help place women in other than small, out 

of the way and marginal pastorates." However, many female 

pastors appear to be complacent. A 1981 Ford Foundation 

survey (Christian Century, 1982) indicated that women pastors 

are satisfied with their gains, believe that their congrega

tions are supportive, generally are paid less than men (with 

40% as compared to 16% of men are earning less than $10,000 

per year), and feel a greater sense of accomplishment than 

their male counterparts. 

Reuther and McLaughlin (1979) make the comment that 

"Ordination, far from being the culmination of women's 

expanding participation, is another beginning point in the 

history of beginning points" (p. 303). They point out that 

equal access to ordination has not resulted in equal access 

to positions of leadership, employment or salaries. Marjorie 

Suchocki (1978) comments that although the presence of women 

constitutes a radical change in the contemporary church, the 

presence of women can be an agent of creative transformation 

as only the presence of women as well as men in the service 
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of God and humanity can reinforce our concrete awareness of 

their rich dimension in our Christian heritage" (p. 209). 

Women in the Ministry 

Elizabeth Verdesi (1976) addressed some of the 

problems still faced by women since ecclesiastical equality 

was approved. She laments that women ministers find it 

difficult to secure and maintain positions equal to their 

training and ability. She also points out that laywomen art 

often the most opposed to having a woman as the pastor of 

their church. Verdesi postulates that unrecognized sexual 

dimensions involved in church life may be one part of the 

many factors causing difficulty for women ministers. She 

points out that there may be a connection between the fact 

that most pastors are male and the majority of most church 

congregations are female; perhaps male clergy exhibit char

acteristics such as compassion, concern and protectiveness 

that the other males in their lives do not. Also, male 

pastors may find more fulfillment in women than men's 

responses to them. 

Another question that Verdesi (1978) addresses is 

that of power. She wonders if part of the problem is that 

women see power as having to do with dominance and coercion 

and thus shun it. Churchwomen in particular, protest that 

they are not interested in power. This attitude affects how 

women see themselves in the ministry. 
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Carol Christ (1980) makes a poignant statement about 

women and spirituality in a social context that applies to 

women in the ministry. She says "spiritual awakening without 

social support can lead to tragedy, and provides convincing 

testimony that women's quest must be for full spiritual and 

social liberation" (p. 7). M. Pollock (1985) identified some 

of the unique aspects of the ministry for women clergy. She 

compares women clergy, who seem so full of enthusiasm and new 

possibilities, to other ministers who seem "incredibly 

tradition bound, narrow-minded, stymied" (p. 15). She 

wondered why they are not able to do or change more and sees 

women ministers as providing an impetus for change and 

progress. Pollock sees women pastors as going through an 

identity crisis, "lacking experience and self-confidence, we 

struggle hard to come to terms with our new professional 

selves" (p. 15). Part of this crisis comes from having so 

few role models and no one to buffer the reactions of others 

to having a woman as pastor. Another part of the crisis, 

according to Pollock, is being "singled out and held up as an 

example of extraordinariness" (p. 16). Carol Christ (1980) 

describes this overwhelming aloneness, confusion and search 

for identity as partly the result of a lack of stories about 

other women. She writes: 

Women's stories have not been told. And without 
stories there is no articulation of experience. 
Without stories a woman is lost when she comes to 
make the important decisions of her life. She does 



28 

not learn to value her struggles, to celebrate her 
strengths, to comprehend her pain. Without stories 
she cannot understand herself. Without stories she 
is alienated from those deeper experiences of self 
and world that have been called spiritual or reli
gious. She is closed in silence. The expression of 
women's spiritual quest is integrally related to the 
telling of women's stories. If women's stories are 
not told, the depth of women's souls will not be 
known, (p. 1) 

Pollock describes women pastors as experiencing a special 

sense of isolation ana an ambivalence toward themselves and 

traditional female roles. She feels that loneliness is an 

inevitable part of women minister's lives because "as 

leaders, we have stepped away from the crowd. We are 

special, but we are also alone, in a new way. We stand 

apart, no longer being 'just one of the girls'" (p. 17). 

Another common difficulty experienced by many female 

ministers according to Pollock (1985), is that church members 

expect a certain demeanor, style of dress and various cere

monial appearances of the pastor. It is often very difficult 

for the clergywoman to know exactly what those expectations 

are especially if the members, not ever having a woman pastor 

before, are unsure themselves. Pollock also believes that 

female ministers can be imbued with mystical qualities by the 

lay men and women and often elicit powerful archetypal images 

such as the Great Mother or the sweet dutiful daughter. 

Pollock (1985) also sees some women ministers as 

falling back into a state of "childlike dependency" during 

intense times of trial or when their effectiveness is 
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adequate coping skills. She also discusses the woman 

pastor's difficulty developing intimate and affirming 

relationships. 

Carroll, Hargrove, and Lummis (1981) did a study on 

clergy men and women, seminary faculty, church executives, 

and lay people of nine major denominations contacting over 

1,300 people. They found that women clergy are generally 

paid less and have greater difficulty in obtaining sole or 

senior pastor positions than do men in the same denomina

tions. However, it was reported that 85% of the women and 

95% of the men seminary graduates found positions within 6 

months of ordination. They found little difference between 

the men and women in their study in terms of a feeling of 

acceptance by the laity and confidence in their ability. The 

clergywoinen in the study did as v/ell or better than the men 

in self and lay evaluations of competence. However, although 

lay leaders are becoming increasingly open to having women 

pastors, women are completing seminary at a much faster rate 

than the rate at which the attitudes of prejudice are 

changing. The least accepting and most troublesome groups 

were businessmen, executives, clergy wives and middle aged 

men and women. In general the judiciary executives seemed 

supportive, perhaps even more supportive of the women than 
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the men. overall, the clergywomen reported having good 

relationships with their colleagues. 

According to Carroll, Hargrove, and Lummis (1981), 

the women clergy apparently needed to be more conforming in 

behavior and appearance than their male counterparts in order 

to meet expectations. The women clergy seemed to have a 

greater sense of accomplishment and fulfillment in their work 

than did the men. 

The researchers also elicited information about the 

personal lives of their minister subjects. They found that 

single clergywomen in rural areas had difficulty finding 

people with whom to socialize and that they often found it 

necessary to take special precautions to protect their 

privacy as some parishioners apparently were intensely 

interested in who their pastor was spending her free time 

with. 

Ninety-four percent (94%) of the men and 55% of the 

women ministers studied were married. Interestingly enough, 

60% of the married clergywomen and 4% of the married clergy

men had spouses who were also ordained. This is a pattern 

that is common to other professionals such as lawyers who 

also tend to marry lawyers. Another finding of Carroll, 

Hargrove, and Lummis (1981) was that the women were more 

likely to have understanding spouses who were supportive of 

their careers than were the men. The researchers felt that 
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this was because a much larger percentage of the women had 

clergy spouses. Many of those who were married reported 

difficulty balancing their professional and private lives -

especially those who had children. Single parent ministers 

of either sex had more difficulty getting positions. 

Sixty-one percent (61%) of the women and 55% of the 

men indicated that they were "sometimes" lonely during the 

past year. 'Fourteen percent (14%) of the women and 6% of the 

men indicated that loneliness had been a regular state of 

affairs for them in the past year. It was reported that the 

number of other clergy the lonely individuals interacted with 

or whether they attended clergy support groups did not make a 

difference in the level of loneliness reported. It was found 

that a group of laypersons could be a good source of personal 

support although some difficulties were inherent in having 

parishioners as best friends or confidants. 

Carroll, Hargrove and Lummis (1981) reported that 

loneliness increased for those who were young, unmarried and 

in rural pastorates. Young single women in metropolitan 

churches were much less lonely than their rural counterparts. 

Single, never married clergy were the loneliest - even more 

lonely than those who were divorced or widowed. The level of 

support from spouse rather than marriage itself reduced the 

incidence of loneliness in those who were married. 
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Unlike the men, the clergywomen's commitment to the 

ministry appeared to be less tied to their perceptions of 

ease of career mobility and seemed to be closely tied to 

feeling challenged and effective in what they were doing. 

Intense feelings of boredom and isolation decreased commit

ment and likelihood of remaining in the ministry. The women 

in the study were described as competent, dedicated and 

having a strong sense of calling to serve God as ministers. 

Many of the clergywomen subjects in the study were 

older having first served as highly committed and perhaps 

frustrated laity until the doors were opened for them to 

enter the ministry. For this reason, Carroll, Hargrove, and 

Lummis (1981) talked about the "graying" of clergy. 

Carroll and associates (1981) see the following as 

the current major obstacles remaining to clergywomen: lack 

of encouragement by parents and pastors; overwhelmingly male 

faculties in the seminaries; resistance of judiciary offi

cials; inequities in salary between man and women; resistance 

by lay members who prefer males; isolation in rural areas; 

and difficulties of combining the ministry and motherhood. 

However, the researchers conclude that: 

The positive aspects substantially outweigh the 
negative and that clergywomen have made important 
gains....It is highly important to see the relatively 
positive finding of the study for what they are - a 
considerable improvement over what they would have 
been only a few years previously. (p. 208) 
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Interviews with Clergywomen, 
Cabinet and Laypersons 

A study of United Methodist clergywomen in Arizona 

was recently completed (Eaton & Newlon, 1987) and included 

interviews with eight female pastors, with the Cabinet and 

with lay members. These interviews shed some light on atti

tudes of these different groups and some of the challenges 

they faced in relation to clergywomen. 

The United Methodist Church (UMC) is actively seeking 

to increase it's numbers of female clergy. As of 1987 the 

UMC in Arizona had two women trained as supervising pastors, 

two of their four district Boards of Ministry had women 

members and their Conference Board of Ministry had two women 

members. 

In general, as a whole, the clergywomen responded 

positively to their careers, their parishioners, and their 

peers. Most of the women reported some detrimental 

experiences but these seem to have been balanced by other 

positive experiences. 

Most of the women interviewed found themselves at 

times lonely and without adequate support even though their 

families and friends were highly supportive of them and their 

career choice. 

There seemed to be a wide range in perspective about 

discriminatory experiences. The clergywomen expressed that 

they had experienced both support and resistance to their 
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appointments from many different quarters. They felt that 

most of the opposition they had experienced from laypersons 

seemed to be motivated by a dislike for change especially in 

the sex roles. Several women agreed that one of the ways 

members of the congregation showed disapproval of women 

pastors was to complain about not being able to hear them. 

Several laypersons were reported to have suggested directly 

that the women should have "louder, more assertive voices" 

like the men when they preached. Several of the women 

reported that they often experienced open verbal opposition 

to their role as pastor but were covertly supported by both 

the men and the women in their congregations. 

A number of the ministers had felt opposition from 

women in particular. Two pastors mentioned that to their 

surprise they had experienced opposition from several 

successful professional women. The reason for this, they 

hypothesized, was that these women had struggled so much 

against traditional stereotypes to establish themselves in 

their professions that they needed something that remained 

the same to fall back on and the church had always provided 

that security. So, for them changes in the church were very 

difficult and resented. Both the pastors who had experienced 

opposition from the female professional quarter considered it 

to be the most personally hurtful and difficult to under

stand. Other ministers felt that some women who seemed 
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"rather liberated" were resentful of their ordination because 

they may have wanted to be pastors at a time when that was 

not an option. One comment was that perhaps some of the 

women that filled the traditionally women's important, but 

behind the scenes type jobs, may have felt threatened and 

further trivialized when women began to become pastors 

because then they "were doing such menial things when they 

could have been pastors." The clergy woman that mentioned 

this said that she successfully dealt with this problem by 

making a special effort to support and acknowledge the women 

working in the traditionally women's jobs in the church. 

Another reason they felt some women resented them was 

that some women, divorcees and widows in particular, felt a 

need to have some kind of intimate male contact and felt that 

having male clergy to confide in helped. This may especially 

be a problem in some of the communities and congregations 

which have a large single woman population. 

When responding to the questions designed to gather 

information about how these women had been treated by the 

* 
church hierarchy and male colleagues and whether they had had 

their effectiveness diminished or advancement impeded, 

several mentioned that they had a difficult time knowing 

whether some of their negative experiences were the result of 

their comparative youth and inexperience or the fact that 

they were women. It is interesting to note that most of the 
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women ministers have been in the ministry less than four 

years. 

In response to the question as to how they dealt with 

conflicts between the practical aspects of their career and 

their own ideologies, one pastor said, "It comes down to a 

choice of whether you are going to survive and find a way to 

be effective and happy and whole, or whether you are not." 

Several pastors expressed the idea that it helped them to not 

think of themselves as pioneers paving the way for others or 

out to make great changes on existing traditions but as 

individuals who wanted to be pastors and do the things that 

pastors do. All seemed to agree that they derived much 

strength and stability from spirituality. 

Another pastor expressed the fear that since there 

are still comparatively few clergywomen that when one speaks, 

because she may be the only woman many of the laypersons may 

have heard, they may believe that she is speaking for all of 

them. Some agreed that they felt that all women were being 

judged by their individual performance and that people were 

either more open or more closed to having another woman as a 

pastor depending on their evaluation of the first woman they 

came in contact with. 

Some felt that it was a problem that the congrega

tions had not been adequately educated about the issues 

involving women ministers. They wondered about a way to 
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better prepare the members to have women pastors without 

making a big distinction between them and the men. 

There was general agreement that the social life of a 

woman minister is difficult. They felt that they had to do a 

lot of work to overcome people's stereotypes for ministers in 

general and also for women ministers before males were ready 

or willing to pursue relationships with them. Some felt that 

it helped to have some friends outside of the church commu

nity. Several of the married pastors agreed that it seemed 

difficult for them as ministers to build intimate relation

ships with the women around them. Part of the difficulty for 

all of the women was their work schedules. Days off are 

usually during the week, they are often working in the 

evening hours, many of them put in far more than forty hours 

in a week, and they obviously work on Sundays which excludes 

them from many weekend activities that many of them would 

have otherwise enjoyed. One pastor commented that it is very 

awkward for a United Methodist Minister to contemplate a 

serious relationship because of the certainty of being moved. 

In summary, the interviewers noted a definite feeling 

of warmth and support among the women pastors present at the 

interview. There were some specific things that the group in 

general thought needed improvement. Many of the women 

reported having some negative experiences that they felt were 

a result of their gender. The number and intensity of these 
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setbacks and difficulties varied greatly. Overall the group 

seemed to have a positive attitude toward the church leader

ship within the conference and be highly committed to their 

chosen profession. 

The interview with the Cabinet revealed that there 

are some particular steps that some members of the Cabinet 

took when appointing clergywomen although for the most part 

the procedure is the same as that for clergymen. Some made a 

point to help the committees understand that their new pastor 

may be a woman. It was mentioned that it is still common for 

committees to show some doubt and hesitation as to whether 

the rest of the congregation would be accepting when informed 

that their next pastor may be a woman. They tried to give 

women roles with "high visibility" so that in proportion to 

their numbers and amount of time in the ministry, "they are 

given much more authority than the men." They intend to 

continue to do this as part of their desire to raise the 

general consciousness of the Conference and to "open doors" 

for the women. 

The feeling among the Cabinet members was that they 

had been very, very successful in their appointments of 

clergywomen who they evaluated as having done very well. 

Most of the lay men and women interviewed had had a 

woman as a pastor and their general reaction was very posi

tive and enthusiastic. They mentioned several advantages to 
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having a women minister. Many of the delegates felt that the 

women provided a viewpoint that was distinct from that of the 

male pastors and that this was an advantage to the church 

members. Some had experienced their female pastor as 

counseling with a more "open mind" and as being less "judg

mental," and thus much more helpful and approachable than the 

male pastors they had known. Some also felt that women and 

especially teenage girls would be much more likely to discuss 

their problems with a woman pastor than with a male pastor. 

One individual commented that the women seemed to be younger 

and more able to see the youth's point of view. One layman 

felt that this depended on the personal characteristics of 

the individual pastor and had little to do with gender 

although he also felt that women were more likely to show 

these characteristics. 

It was also mentioned that women clergy serve as role 

models and encourage other women to seek positions in the 

church, such as positions on the Board of Trustees and other 

boards, that have been traditionally male. One lay person 

felt that it was advantageous for both the adults and the 

young people to see "the sensitivity and strength that the 

women bring to this role" as pastor. Some felt, however, 

that many men would prefer to discuss personal problems with 

another man. Thus, some expressed that the ideal would be to 

have both a woman and a man pastor assigned to a church so 
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they could have the advantages of both genders. If part of a 

one pastor church, they all agreed that qualifications being 

equal, they would be happy with either a male or a female 

pastor. However, they also agreed that there were some 

members, both men and women, on various boards and in the 

parishes that are "still in the dark ages," that would not 

like to see a woman in the senior position. 

It was noted that few of the women pastors were 

married. This was generally felt to make their duties more 

difficult as it would seem to be a disadvantage to not have 

the support of a spouse as "where the clergyman is, his wife 

is expected to be, and vice versa." One individual felt that 

a family image was important but not absolutely necessary for 

a pastor. It was also mentioned that a clergy person without 

a spouse would have more work to do. The consensus was that 

being married was not a crucial thing but that it was an 

advantage for both men and women pastors. 

Career Development for Women 

According to Osipow (1973), until relatively recently 

theories of career development have focused on males. The 

common assumptions about women and work were that their 

primary roles were that of wife and mother, women only work 

as a result of "unfortunate need" and thus their career goals 

and needs would be different than those of men, and that 

career development theories based on men would also apply to 
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women (Fitzgerald and Betz, in Walsch and Osipow, 1983). 

These assumptions began to change in the 1960's as women's 

roles changed and they began to enter the workforce in 

increasing numbers. 

Fitzgerald and Betz (1983) felt that women's career 

development involves one more step than that of men. Unlike 

men, women must decide whether a career is going to be a 

major focus in their lives, which other roles, such as spouse 

and/or parent they will choose and how they will juggle these 

multiple roles if they choose them. For men the only deci

sion is what type of work thy would like to pursue. 

During the early 1970's issues concerning political, 

professional and economic equality again became poignant. 

According to Low as quoted by Kundsin (1973), "Women and some 

men are today trying to find valuable, productive, satisfying 

alternatives to the stifling, sexual stereotypes of the past" 

(p. 98). He asserted that although females are told as young 

children that they are equal with men, they are treated in a 

way that nullifies that message. Most children's books por

tray women as "listeners, watchers and waiters, rather than 

doers" (p. 111). Girls are prepared to be docile mothers. 

Helen Astin (1984) formulated a new model of career 

development that she asserted would predict the occupational 

behaviors of both men and women. Her basic premise was that 

men and women share the same basic work motivation but make 
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different choices as a result of different early socializa

tion experiences and opportunities. Both Gilbert (1984) and 

Fitzgerald and Betz (1984) felt that Astin's model failed to 

take into account "the most influential social force of this 

century: the women's movement" (p. 137). 

Definitions of Success 

Alfred Adler (1870-1937) made several assumptions 

about human beings and success and human beings and work 

(Manaster and Corsini, 1982). Some of Adler's assumptions 

that have bearing on successful individuals are: that all 

behavior occurs in a social context, that belonging to a 

larger social whole is a central striving for all people, 

that each individual has his/her own subjective reality, that 

people strive toward self-selected goals, that success is 

related to the individual's degree of social interest, and 

that work is a vital life task in which cooperative indivi

duals willingly participate. 

There are many different definitions of success. 

Blotnick (1985) felt that as social beings, humans want their 

labors to be recognized and rewarded by others. Webster 

(1975) defines success as a "favorable termination of a 

venture, the attainment of wealth, favor or eminence, or the 

attainment of goals" (p. 1163). 

The most often described criteria of success for 

women include having management or top administrative 
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positions, working in male-dominated fields, earning high 

salaries (Trahey, 1977), being recognized in their field, and 

attaining positions of status and power (Keown and Keown, 

1985) . 

Bachtold (1976) reported that successful women in 

psychology, science, arts and politics viewed success as the 

attainment of a doctoral degree and association with an 

institution of higher learning. Self-employed women seemed 

to measure success by the length of time an individual had 

remained in business (Waddell, 1983). 

Women in male-dominated and female-dominated careers 

were compared by Wood and Graenfeld (1978). They found that 

women in male-dominated work tended to define success in 

terms of recognition, becoming an authority, level of respon

sibility and earnings. However, women in female-dominated 

jobs tended to define success as being "well liked." 

Kundsin (1973) defines successful career women as 

those who are identified as successful by their peers and 

those who have climbed the ladder in male-dominated fields. 

She would expand the definition of success to include those 

who have an inner sense of their own identity and worth as a 

person. Pinkstaff and Wilkinson (1979) also favored more 

personal and individual definitions of success such as living 

up to one's own goals, desires and expectations. 
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Profiles of Successful Career Women 

Successful career women appear to have some charac

teristics in common. Abi-Karam and Love (1984) identified a 

personality needs profile that they considered to be unique 

to women who were achievers. They concluded that achieving 

women had a strong ability to influence their environment, 

are independent, unconventional, nonconforming and had their 

self-esteem based on self-evaluation rather than the opinion 

of others. Other researchers (Keown and Keown, 1985) 

reported that the executive women they studied identified 

personal characteristics necessary for success as hard work, 

determination, the ability to communicate and interact well 

with others, an enjoyment of their work, and a desire to 

accomplish. A study of female lawyers, physicians and 

professors found them to be more aggressive, dominant, auton

omous, and self-confident than the "average" woman. These 

women also appeared to have no guilt about not conforming to 

societal definitions of "suitable" feminine behavior 

(Feulner, 1979 ) . 

Zimmerman (1983) studied women in nursing who had 

doctoral degrees and reported six personal characteristics 

that the subjects had ranked as being most important: being 

responsible, having perseverance, being hard-working, 

committed to career, being person-oriented, and being 

competent in the job. These women considered their personal 
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characteristics to be the most important factor in their 

career success. Halcomb (1979) studied successful women in 

many fields and describes them as enthusiastic, committed, 

dedicated, energetic, efficient, risk takers, decisive, task 

oriented, able to concentrate and not waste time. 

Another researcher (Blotnick, 1985) described 

successful career women as having realistic expectations and 

setting general goals rather than rigid, specific goals. 

Important characteristics were reported by Temmen (1982), 

Nieva and Gutek (1981) and Frieze et al. (1978) to be 

emotional maturity, independence, competence, realism, 

courage, ambition, career commitment, self-confidence, and 

education. Another study by Bachtold (1976) on female 

psychologists, scientists, artists, writers and politicians 

indicated that these women were unique to women in general in 

mental capacity, non-traditional sex-role expectations, low 

reactivity to threat, assertiveness and a tendency to 

experiment with problems. 

Study of Successful Career Women in Arizona 

Cecilia Northcutt (1987) studied successful career 

women in a large urban city in Arizona. The subjects for her 

study were women in a variety of fields who had been 

recognized as successful by their peers having been nominated 

for recognition or selection either by a professional organi

zation, civic group, women's recognition event, or by their 
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employers. Northcutt found that the mean number of years her 

subjects had spent in their field was 13. The mean number of 

years in their current position was 6. Sixty-two (62%) of 

the women had either bachelors or masters degrees. Most were 

between the ages of 36 and 55 and 51% were only or oldest 

children with 32% being oldest. Fifty-eight percent (58%) of 

the successful career women in the study were married and 

they had an average of 1.6 children. Sixty-two percent (62%) 

reported having mentors, 60% ranked themselves as successful, 

55% marked that they were extremely well or well compensated 

financially, and 63% that they were extremely well or well 

compensated emotionally for their work. Eighty percent (80%) 

were the primary financial support for themselves or their 

families and most (50.2%) were earning between $21-400,000. 

Northcutt's subjects ranked "becoming an authority in 

your occupation and having a title and job description indi

cating high responsibility, obtaining recognition from others 

in your job, and contributing to the welfare of friends or 

personal acquaintances" (p. 65) as the most important indi

cators of success. Northcutt's successful women chose the 

following words, listed in order of importance, to describe 

themselves: responsible, competent, hardworking, committed, 

sincere, persevering, motivated and action oriented. The 

least chosen words were aggressive and ruthless. 
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The Rosenberg self-esteem scale was used by 

Northcutt. The successful career women most strongly agreed 

with the statements that they have a number of good qualities 

and that they were persons of worth. The mean score for her 

subjects was 3.5; a mean of 2.0 indicates a moderate level of 

self-esteem. 

Northcutt found that career women in the fields of 

Art, Business, Education, Government, Health services, Legal 

and Media had common characteristics such as identifying the 

descriptive word "responsible" as their first choice. 

According to Northcutt, only the occupational category of 

Religion did not have this word among the top 6 choices. She 

reported that the categories of Religion and Non-traditional 

were the least like the other categories in terms of self-

descriptive characteristics. Roughly 2% of the total popu

lation studied were in the occupational category of Religion. 

It seemed that most frequently the Religion group had either 

the highest or the lowest mean rankings on their choice of 

self descriptive words. They scored higher than any other 

category with the words: committed, sincere, mature, 

empathetic, enthusiastic, enthusiastic, kind, realistic, 

flexible. They scored highest by a very large margin on the 

words: patient, calm, warm, person oriented and level headed. 

Those in the Religion category chose the following descrip

tive words fewer times than any other category: responsible, 
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open-minded and goal oriented. They scored lower than any 

other group by a large margin with the words: aggressive, 

ruthless, ambitious, action-oriented and high achiever. The 

women in Religion chose the following six words, in order of 

importance, as the most descriptive of themselves: Person 

oriented, committed, empathetic, sincere, enthusiastic and 

warm. 

The career women ranked the personal characteristics 

that they perceived to be most important to success. In 

order of frequency their top choices were: having a strong 

desire to achieve, self-confidence, goal setting, organiza

tion, self-direction and contributing to or helping others. 

The subjects were asked to write their own definition 

of success and the following were, in order of importance, 

the most frequent definitions recorded: achieving personal 

goals, contributing to society and doing a good job. 

The career women were also asked to identify some 

factors that were helpful in their career. In order of 

frequency, the following are the responses: having mentors, 

personal characteristics, the influence or expectations of 

parents, college professor and friends. High school 

counselors were mentioned but as the least helpful factor. 

Among Northcutt's findings were that neither income 

level nor management level had a significant effect on self-

esteem, that there was a significant difference between 
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occupational fields in terms of self-esteem with the Non-

traditional and Health Services groups having the highest 

mean scores and the legal group the lowest. Ordinal position 

was found to effect both self-esteem and-achievement motiva

tion. Northcutt reported a positive relationship between 

self-esteem and the career women's perception of success. 

There was also a positive relationship between self-esteem 

and emotional compensation. 

Another finding of the' study was that 57% of the 

women were unable to describe specific career goals; goals 

were very general in nature. 

Birth Order 

Alfred Adler's Individual Psychology theory iden

tifies direction (striving for goals) and activity (where 

individuals are consistently moving toward goals) as 

important elements in personality development (Manaster and 

Corsini, 1982). Manaster and Corsini hold that it is within 

the social context of the family that individuals create 

their own personality and goals and that the choices involved 

are influenced by parental expectations based on the child's 

sex and birth order. According to Christensen (1983), "Each 

ordinal position offers the child who occupies it a different 

vantage point for interpreting life" (p. 6). Thomas and 

Marchant (1983) assert that siblings also affect each other's 

personality. Adler viewed the personality as being an 
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amalgamation of heredity, social experience and the indivi

dual's interpretation of these factors. Manaster and Corsini 

(1982) view ordinal position as a "soft" determinant of 

personality which influences an individual's choice of goals. 

They also summarized research literature to compile the 

following information on firstborn children. Firstborns tend 

to achieve more - especially in intellectual areas (Altus, 

1966), are less independent and have a greater need for 

affiliation (Adams, 1972), have less empathy (Stotland, 

Sherman, & Shaver, 1971), tend to generalize rather than be 

specific (Harris, 1964), are more fearful (Collard, 1968), 

and are more likely to be influenced by authority and public 

opinion (Becker, Learner, & Carroll, 1964) than are latter 

born children. 

Falbo (1981) found that firstborns scored higher in 

competitiveness than any other ordinal position. She also 

maintains that the "powerfulness" of the gender effects shown 

in her study served to support previous findings as to the 

importance of gender for personality development. 

Snell et al. (1986) found a difference in women and 

men's birth position and achievement motivation. These 

researchers described male, only children as having a low 

work-competitiveness profile and female, only children as 

having a high work, high competitiveness profile and asserted 
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that their findings were consistent with the results of 

previous research. 

Self-Esteem it 

Self-esteem as defined by Rosenberg (1965) is a 

positive or negative attitude toward the self which results 

from one's actual success or failure. He considers high 

self-esteem to be where "The individual respects himself, 

considers himself worthy, recognizes his limitations and 

expects to grow and improve" (p. 31). Low self-esteem, 

according to Rosenberg, "implies self-rejection, self-

dissatisfaction and self-contempt. The individual lacks 

respect for the self he observes, and he wishes it were 

otherwise" (p. 31). 

Wylie (1979) reviewed theories of self-concept and 

concluded that human beings attempt to maintain or enhance 

their self-regard throughout their lives. She found little 

valid support for differences in self-esteem based on gender, 

family and achievement although some theorists have suggested 

that in general females have lower self regard than males. 

Depression 

Depression of one degree or another is felt at one 

time or another by virtually every human being. Fabry (1980) 

describes depression as feeling sad, guilty, hopeless, 

helpless, melancholy, "having the blues," a chronic feeling 
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of illness and discontent, a pervasive loss of interest in 

life activities, a syndrome or reaction, delusions centered 

on guilt and self -deprecation, a character or life style, a 

reaction to the grief of losing something that is loved. As 

a vital aspect of understanding human behavior, depression 

has been widely researched. Currently there are many dif

ferent measures of depression available including the CES-D 

(Center for Epidemiologic Studies Depression Scale), a 20 

item, self-report, symptom rating scale developed to measure 

depressive mood in the community (Radloff, 1977). The CES-D 

is designed to be quantitative in terms of severity of the 

symptoms and not to distinguish between discrete symptoms. 

The CES-D appears to be well validated on large heterogenous, 

randomly-selected population (Comstock & Helsing, 1976; 

Standards For Educational and Psychological Testing, 1985). 

Radloff and Locke (in press) did suggest however, that there 

was an under-representation of males and the poorly educated. 

Weissman et al. (1977) found the scale to be effective for 

detecting groups at high risk for depression. Using the 

CES-D scale and others, Comstock and Helsing (1976) found 

more blacks than whites to be depressed, more white females 

than males to be depressed, and about the same number of 

black males and females to be depressed. Symptoms of depres

sion were found to be highest among persons who were young 
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and not 

unmarried, not 

well educated. 

employed outside the home, poorly 
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paid 

Chapter Summary 

This chapter consists of a review of literature 

summarizing research and/or theory that has to do with the 

following areas: history of the ordination of women in 

America; women in the ministry; interviews with United 

Methodist clergywomen, Cabinet, and laymen/women; career 

development for women; definitions of success; profiles of 

successful career women; birth order; self-esteem; and 

depression. 

There have been many shifts between progress and 

retrogression in the history of the ordination and eccle

siastic privilege of women during the last century with 

Pentecostal type churches being the most inclusive. At the 

present time all of the major protestant churches ordain 

women to the ministry. However, true equity of salary, 

position and acceptance has not yet been achieved. 

A number of ideas were presented which addressed the 

difficulties faced by women in the ministry. Some of the 

factors referred to as possibly causing adversity were: the 

generally unrecognized sexual dimensions of the ministry, a 

misunderstanding and avoidance of power, rigid clergymen and 

social norms for sex roles, lack of role models and stories 

portraying spiritual women and women in the ministry which 
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makes the search for identity more difficult, a sense of 

loneliness and isolation, archetypal images and mystical 

attributes attributed to clergywomen by laity and inadequate 

coping skills. 

A major study on clergy by Carrol, Hargrove and 

Lummis (1981) provided a rare profile of clergywomen. They 

found that the women they studied had little difficulty 

getting jobs, were generally accepted by laity and church 

executives, were very competent, experienced the most 

opposition from certain groups such as businessmen and clergy 

wives, had good relationships with colleagues, had a greater 

sense of accomplishment and fulfillment in their work than 

did the men, were often lonely (the young, unmarried and 

rural being the most lonely), were more often then not (55%) 

married, had difficulty balancing their professional lives 

and parenting, were most committed to their profession when 

feeling challenged and effective and had a strong sense of 

being called to serve God as ministers. Carrol, Hargrove and 

Lummis concluded that the positive aspects of life for women 

in the ministry outweighed the negative although there was 

still much room for progress. 

A study of United Methodist clergywomen in Arizona by 

Eaton and Newlon (1987) which included interviews with female 

pastors, church executives and laity was reported. In gen

eral, the clergywomen responded positively to their careers, 
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their parishioners, and their peers. Most of the women 

reported some detrimental experiences but these seem to have 

been balanced by other positive experiences. Almost all had 

experienced opposition t-o their appointment from a number of 

sources (colleagues, church executives, laypersons) but in 

general felt supported. Most had also experienced behaviors 

by male colleagues and laity that diminished their effec

tiveness as clergywomen. The women apparently derived much 

strength and stability from spirituality. Concern was 

expressed that church members made generalizations about all 

clergywomen after having experience with one. There was 

general agreement among the interviewees that their social 

lives were a problem. Loneliness and difficulty juggling 

work and families were common concerns. Long work hours, 

weekend work schedules and rural isolation were cited as 

causing much of the difficulty. The clergywomen appeared to 

be supportive of one another. 

The Cabinet members were impressed by the quality of 

the clergywomen they worked with and reported working to 

"open doors" for them by putting them in positions of 

"visibility" and working with congregations to prepare them 

for the possibility of having a woman pastor. 

The lay men and women interviewed had very positive 

feelings about women pastors stating that their unique 

perspective and approachability was helpful. There was some 
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feeling that a woman pastor was particularly helpful with the 

youth and that some men may be reluctant to approach a woman 

for pastoral counseling. Qualifications being equal, the 

laity expressed a willingness to accept either a male or a 

female pastor. However, they also agreed that there were 

some members, both men and women, in the parishes that would 

not like to see a woman in the senior position. 

Some theories of career development were presented. 

Until recent years most theories were based on males and 

applied to females. Several studies were cited that 

concluded that career development for women is different than 

that for men. For example, many women have a choice as to 

whether to have a career or not. Sexual stereotypes involv

ing past socialization experiences were also discussed. 

Definitions of success were reviewed. Alfred Adler 

postulated that people strive toward self-selected goals, 

that success is related to the individual's degree of social 

interest. The most often described criteria of success for 

women include having management or top administrative 

positions, working in male-dominated fields, earning high 

salaries, being recognized in their field, and attaining 

positions of status and power. However, one researcher 

contended that women in feinale-dominated rather than male-

dominated jobs tended to define success as being "well 

liked." Several researchers would expand the definition of 
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success to include those who have an inner sense of their own 

identity and worth as a person. 

Literature on the profiles of successful career women 

focused on clusters of characteristics they have in common. 

Some of the characteristics of achieving women that were 

reported were: a strong ability to influence their environ

ment, independent, unconventional, nonconforming, had their 

self-esteem based on self-evaluation rather than the opinion 

of others, were hard workers, determined, had the ability to 

communicate and interact well with others, enjoyed their 

work, desired to accomplish, enthusiastic, committed, 

dedicated, energetic, efficient, risk takers, decisive, task 

oriented, able to concentrate and not waste time, competent, 

set general rather than specific goals, emotionally mature, 

self-confident, educated, assertive and having a tendency to 

experiment with problems. 

A study on successful career women in a large city in 

Arizona was reviewed. This study produced a demographic, 

career and personal profile of the women sampled. Infor

mation on time in current position, education, ordinal 

position, family, mentors and financial compensation was 

reported. The women reported responsible position and 

recognition from peers as their most important definitions of 

success and described themselves as being responsible, 

competent, hardworking, committed, sincere, persevering, 
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motivated and action oriented. The subjects wrote the 

following definitions of success: achieving personal goals, 

contributing to society and doing a good job. As a group the 

subjects were reported to have moderately high self-esteem. 

Income and management level appeared to have no significant 

impact on self-esteem. There were, however, significant 

differences in self-esteem between occupational groups and 

different ordinal positions. The occupational categories of 

Religion and Non-traditional were the least like the other 

categories in terms of self-descriptive characteristics. The 

women in Religion chose the following six words as the most 

descriptive, of themselves: person oriented, committed, 

empathetic, sincere, enthusiastic and warm. A positive 

relationship between self-esteem and the career women's 

perception of success and between self-esteem and emotional 

compensation was reported. Another finding of the study was 

that goals of the women studied were very general in nature. 

Alfred Adler theorized that ordinal position was an 

important part of personal development as individuals create 

their own personality and goals and since the choices 

involved are influenced by parental expectations based on the 

child's sex and birth order. The literature reviewed 

reported that first born children tended to achieve more and 

be more competitive. 
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Wylie (1979) reviewed theories of self-concept and 

found little valid support for differences in self-esteem 

based on gender, family and achievement although some 

theorists have suggested that in general females have lower 

self regard than males. 

Depression was defined and the CES-D (Center for 

Epidemiologic Studies Depression Scale) described. The 

validity of the scale was reviewed. The population on which 

the norms for the scale were based was predominantly white, 

educated and female which makes it a particularly good 

measure to use with successful career women who as a group 

fit that description. The scale was found to be effective 

for detecting groups at high risk for depression. 
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CHAPTER 3 

METHODS 

The purpose of this study was to provide descriptive 

information about women in the ministry in the State of 

Arizona and to add to th'e scant body of knowledge available 

on female pastors. The purpose was also to provide data that 

may be helpful to these women as they seek to meet their 

career and personal goals. 

This chapter will describe the population and sample, 

the design of the study, and the instruments and procedures 

used in the study. 

Population and Sample 

Population 

The population of this study consisted of women 

ministers of several religious denominations in the State of 

Arizona. These clergywomen were at various stages of their 

career. The population was identified from lists of clergy 

and by contacting some of the individuals on those lists for 

additional names and addresses. 

Sample 

The sample consisted of a total of 26 (N = 26) women 

who returned usable questionnaires (Appendix B). All the 
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returned questionnaires were completed sufficiently to be 

used in the study. Thirty-seven (37) questionnaires were 

mailed in two mailings and twenty-six (26) were returned 

representing a phenomenally high 70% return rate. 

Instruments 

A questionnaire (Appendix B) was developed in order 

to gather information about the pastors. Some questions were 

taken from a questionnaire used by Northcutt (1987) and other 

questions, including some open ended questions, were written 

to gather more uniquely applicable data from clergywomen. 

Rosenberg's (1965) self-esteem scale was included as 

questions 12 to 28. An achievement motivation scale (Myers, 

1965), modified by Northcutt (1987), is found in questions 

22-28. A depression scale (CES-D) developed by the Center 

for Epidemiologic Studies at the National Institute of Mental 

Health (Radloff, 1977) was also included. Both the Rosenberg 

and the CES scale are in the public domain and may be used 

without copyright permission. The questionnaire, including 

the three instruments, was designed to identify career and 

personal characteristics of women ministers in Arizona. 

Procedure 

Selection of Subjects 

Much of the population for this study was obtained 

from a list of United Methodist clergywomen. Some of the 
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population was obtained from a list "Ordained Clergywomen in 

Tucson," and the remainder came from contacting by phone some 

of the ministers on the list and asking them to volunteer the 

names of others working in Arizona. 

Questionnaire 

The questionnaire (Appendix B) and cover letter 

(Appendix A) were mailed to the subjects along with the 

stamped, addressed envelope to be used to return the 

completed questionnaire. 

Research Hypothesis 

Increasing numbers of women are becoming interested 

in and entering into the previously almost exclusively male 

field of the ministry. Although the women's liberation 

movement has resulted in great strides being made in the 

social position of women and in what careers are socially 

"acceptable" and available to them, much progress has yet to 

be made. The following are hypothesis about the character

istics of women ministers in Arizona: 

1. They are highly motivated to be successful according 

to their own definition of success and are goal 

oriented. 

2. Most experience barriers to both advancement and 

effectiveness. 
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3. Most are receiving substantial support from at least 

one or more groups within the following categories 

family, friends, colleagues, congregations, church 

officials. 

4. Most experience covert if not overt opposition from 

at least one or more of the groups listed above. 

5. More of the women are first born or only children 

than any other ordinal family position. 

6. Most of the women will report their highest values a 

being service oriented. 

7. As a group, the sample will 'show high self-esteem. 

8. Morale will be inversely proportional to the degree 

of opposition perceived. 

Additional Research Questions 

1. What are the subjects major reasons for entering the 

ministry? 

2. What are their career goals? 

3. With what educational backgrounds do these women 

enter the ministry? 

4. How do they define success? 

5. What are the most common barriers to advancement and 

effectiveness that the ministers encounter? 

6. HOVJ do the women deal with opposition and discrimi

nation? 
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7. What unique contribution do they think they can make 

to the ministry as women? 

8. What do they feel are the major stressors in their 

personal and professional life as women clergy? 

Data Analysis 

To test the hypothesis and to answer the questions 

concerning women ministers in Arizona, statistical and 

descriptive procedures were used as methods of data analysis. 

Statistical Procedure 

The statistical procedures were simple. Frequency, 

percent, valid percent, cumulative percent, mean and standard 

deviation were calculated (Anastasi, 1982). 

Descriptive Procedure 

Descriptive procedures were used to report the 

information acquired from such questions as number of years 

in the ministry, job title, denomination, age, ethnic 

category, mentor and financial information etc. 

Descriptive procedures were also used to present the 

information gleaned from the open ended questions such as 

major reasons for entering the ministry, career goals, 

definition of success, barriers encountered, experience with 

church hierarchy and structure, unique contributions as a 

woman to the ministry, and the major stressors in personal 

and professional life. All the many and varied responses 
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were reported and comments on apparent and possible differ

ences, similarities and patterns were made (Northcutt, 1987). 

Chapter Summary 

The purpose of this study was to contribute 

descriptive information about clergywomen in Arizona. The 

population consisted of twenty-six women ministers in Arizona 

who returned questionnaires developed for this study. 

Rosenberg's self-esteem scale, Myers', achievement motivation 

scale, and the CES depression scale were instruments used on 

the questionnaire. Research hypothesis included suppositions 

concerning motivation, goals, barriers, support, opposition, 

ordinal position, values, self-esteem, morale, compensation, 

and depression. 
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CHAPTER 4 

RESULTS 

This chapter presents the information derived from 

the developed questionnaire using the descriptive and 

statistical procedures described in Chapter 3. The purpose 

of this study was to provide descriptive information about 

women in the ministry in the State of Arizona to add to the 

scant body of knowledge available on female pastors and to 

provide data that may be helpful to them as they seek to meet 

their career and personal goals. 

Data providing a demographic profile and description 

of characteristics involving the clergywomen's personal and 

professional lives and applying to the hypothesis and addi

tional questions will be shown. The data's application to 

the hypothesis and questions will be discussed in Chapter 5. 

Population Description 

The questionnaire included questions whose answers 

provided general demographic information about the population 

of women ministers in Arizona. This included the categories 

of denomination, ethnic category, academic degrees and age. 
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Denomination 

Women clergy from six different denominations were 

represented in this study. Of the subjects, 15 (58%) were 

United Methodist, 7 (27%) were Disciples Of Christ, 1 (4%) 

was United Church of Christ, 1 (4%) was Presbyterian, 1(4%) 

was Episcopal, and 1 (4%) was Lutheran (Table 1). 

Table 1. Denomination 

Denomination Number of Responses Frequency (°) 

United Church 
of Christ 

1 4 

Presbyterian 1 4 

United Methodist 15 58 

Episcopal 1 4 

Disciples of 
Christ 

7 27 

Lutheran 1 4 

n=26 

Ethnic Category 

Of the 26 subjects, 25 (96%) were Anglo and 1 (4%) 

was Mexican American (Table 2). 
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Table 2. Ethnic Category 

Ethnic Category Number of Responses Frequency (%) 

Anglo 25 96 

Mexican American 1 4 

n=26 

Academic Degrees 

All 26 women chose to report the highest academic 

degree they had obtained. Three (12%) had Bachelors degrees. 

Twenty (77%) had Masters degrees and 3 (12%) had earned 

Doctorate degrees (Table 3). The major emphasis of study for 

both graduate and undergraduate degrees were also indicated 

on the questionnaire. Not all the respondents reported their 

field of study for their Bachelors degree and all the sub

jects reported their field of study for their Masters. The 

specific degrees listed can be found in Appendix C. 

Table 3. Highest Academic Degrees Obtained 

Academic Degree Number of Responses Frequency (%) 

Bachelors 3 12 

Masters 20 72 

Doctorate 3 12 

n=26 
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Age 

Nine (35%) of the women fell within the 25-35 year 

age group. Seven (27%) were within the 36-45 year age group. 

Seven (27%) women were also in the 46-55 category. Two (8%) 

pastors were in the 56-65 group and 1 (4%) was 65 or older. 

Twenty-six women answered the question (Table 4). 

Table 4. Age 

Age Number of Responses Frequency (%) 

25-35 years 9 35 

36-45 years 7 27 

46-55 years 7 27 

56-65 years 2 8 

over 65 years 1 4 

n=26 

Career Information 

This section contains data concerning the careers of 

the clergywomen subjects. 

Reasons For Entering the Ministry 

There were a variety of reasons why these women chose 

the ministry as their career. Over half of the subjects, 

16 (64%), wrote that .they felt "called" to serve in the 

ministry. Seven (28%) felt that their skills and talents fit 
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ministerial work. Ten (40%) decided to become pastors 

because they loved people and desired to serve others. Four 

(16%) chose the ministry for personal reasons such as family 

heritage and tradition, the opportunity to grow spiritually, 

hope, and as a result of personal struggles. Three (12%) 

individuals entered the ministry for other reasons (Table 5): 

two to "become change agents in the world," and one because 

"there were no great expectations for a job in 1945." 

Table 5. Reasons for Entering the Ministry 

Reasons Number of Responses Frequency (%) 

"Called" to Serve 16 64 

Skills and Talents 7 28 

Desire to Serve 
Others 

10 40 

Personal Reasons 4 16 

Other 3 12 

n=26 The subjects identified with more than one category. 

Career Goals 

Ministers responding to the questionnaire expressed 

many different career goals. Some, 5 (19%), aspired to serve 

God and humanity. Almost half of the women, 11 (42%), were 

interested in continuing to be involved in whatever capacity 

with ministry, pastoring and teaching. Two (8%) aspired to 
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become senior pastors. Three (12%) wished to eventually be 

pastoring their own church. Three (8%) desired to go abroad 

to serve as missionaries and to promote international under

standing. Two (8%) were uncertain as to what their goals 

were. Six (23%) fell into the "other" category. One woman's 

ambition was to be a role model for women. Another wished to 

move up into ecumenical ministry. Still another hoped to 

eventually pastor with her spouse. To be a Regional Admini

strator was the objective of one pastor. Another wished to 

work in Youth Ministry on the national level. One woman had 

the educational goal of gaining a Ph-d in Women's Studies. 

Another woman wanted to develop lasting relationships with 

the people in her congregation. Several clergywomen 

expressed the desire to use and develop their personal skills 

and talents fully. All 26 subjects chose to answer this 

question. 

Title 

A total of 26 clergywomen (N = 26) serving in Arizona 

completed the questionnaire. Of that number, 13 (50%) called 

themselves pastor or minister, 10 (38%) associate minister, 1 

(4%) chaplain, and 1 (4%) student. One (4%) marked that the 

question was not applicable. 
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Duties 

The women listed a wide variety of duties under job 

description. Leading or assisting in worship was listed by 

10 (39%). Preaching was listed by 17 (65%). Administration, 

finances, and building upkeep was listed by 5 (19%). 

Counseling was recorded by 12 (46%). Family and youth 

ministry was listed by 9 (35%). Pastoral functions such as 

weddings, baptisms, funerals, confirmations, visitations, and 

sacraments were recorded by ,6 (23%) of the women. Seventeen 

(65%) reported teaching and education as part of their 

responsibilities (Table 6). 

Time in the Ministry 

Fifteen (63%) of the 24 women responding to the 

question put themselves in the category of having served in 

the ministry 5 or less years. Five (21%) of the clergywomen 

had served between 6 and 10 years. Four (17%) women had 

served between 11 and 15 years. No one had served over 15 

years. Two women did not answer the question. All 25 of the 

responding clergywomen were active; none were retired 

(Table 7). 
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Table 6. Duties 

Duties Number of Responses Frequency (%) 

Leading or 
Assisting in 
Worship 

10 39 

Preaching 17 65 

Administration, 
Finances, Building 
Upkeep 

12 46 

Family and Youth 
Ministry 

9 35 

Pastoral Functions 6 23 

Teaching and 
Education 

17 65 

n=26 The subjects identified with more than one category. 

Table 7. Time in the Ministry 

Time Number of Responses Frequency (%) 

0-5 years 15 63 

6-10 years 5 21 

11-15 years 4 17 

n=24 Mean = 5.4 years 

Time in Current Position 

Eleven (46%) of the 24 women responding had been in 

their current position for one year or less. Eleven (46%) 
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had been in their present position between 2 and 5 years and 

2 (8%) had been in their current position between 6 and 9 

years. Two did not answer the question (Table 8). 

Table 8. Time in Current Position 

Time Number of Responses. Frequency (%) 

0-1 years 11 46 

2-5 years 11 46 

6-9 years 2 8 

over 9 years 0 0 

n=24 Mean = 2.5 years 

Size of Congregation 

The size of the congregation in which the pastors 

were serving varied widely. Eight (33%) served congregations 

of 200 people or less. Ten (42%) served between 300 and 900 

people. Three (13%) ministered to parishes of between 1000 

and 1500 individuals. Two (8%) worked in churches with 

congregations of between 1500 and 3000. Two failed to 

respond to the question. 

Number of Hours Worked Per Week 

These clergywomen dedicated an extraordinary number 

of hours to their ministerial and pastoral duties. All but 

two individuals answered this question. Only 5 (21%) spent 
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40 hours or less working each week. Of these 5, two had less 

than full-time jobs. Seven (29%) worked between 41 and 55 

hours each week. Eleven (46%) reported spending between 58 

and 68 hours weekly. One (4%) reported working 80 hours a 

week! This particular woman was the sole pastor of a small 

town church with a small congregation (Table 9). 

Table 9. Number of Hours Worked Per Week 

Number of Hours Number of Responses Frequency (%) 

0-40 hours 

41-55 hours 

56-70 hours 

71-80 hours 

n=24 

Financial Compensation 

Five (20%) women reported themselves to be in the 

category earning less then $15,000 annually. Eleven (44%) 

reported earning between $15,000 and $20,000, 6 (24%) 

reported earning between $20,000 and $30,000, and 3 (12%) 

earned over $30,000 each year. One woman did not answer the 

question (Table 10). 

Three (12%) ministers responded that they felt 

extremely well compensated for their work. Seven (28%) felt 

that they were well compensated, 7 (28%) felt only adequately 

5 

7 

11 

1 

21 

29 

46 

4 
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remunerated, and 8 (32%) felt that they were not compensated 

enough for their work. Again, one did not answer. 

When asked if the financial benefits met their needs 

seventeen (74%) of the women marked that their needs were 

met, while 6 (26%) felt that their needs were not adequately 

met. Three made no response to the question (Table 11). 

When asked if the financial benefits received met 

expectations, 18 (72%) felt that they did, and 7 (28%) felt 

that they did not. One made no response. 

Twenty-one (84%) of the clergywomen believed that 

their salary is the same as that of male clergy in similar 

positions. Four (16%) felt that it was not. One failed to 

respond. 

Table 10. Annual Income 

Income ($) Number of Responses Frequency (%) 

0-15,000 5 20 

15-20,000 11 , 44 

20-30,000 6 24 

over 30,000 3 12 

n=25 
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Table 11. Financial Needs Met 

Response Number of Responses Frequency (%) 

Yes 17 
74 

No 6 26 

n=23 

Emotional Compensation 

Four (16%) of the women ministers felt extremely well 

compensated emotionally, 10 (40%) felt well compensated, 6 

(24%) felt adequately compensated and 5 (20%) marked that 

they were not compensated enough. One woman did not respond. 

Self-Ratings of Career Success 

Three (12%) of the clergywonien rated themselves as 

being extremely successful in their careers. Eighteen (72%) 

considered themselves to be successful, and 4 (16%) felt only 

moderately successful. No individual marked "unsuccessful" 

and one did not respond (Table 12). 
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Table 12. Self-Rating of Career Success 

Response Number of Responses Frequency (%) 

Extremely 
Successful 

132 

Successful 18 72 

Moderately 
Successful 

4 16 

Unsuccessful 0 0 

n=25 

Definitions of Success 

The subjects were asked to rank in order of impor

tance their top five definitions of success from a list of 17 

options. Twenty-three (100%), all of those answering the 

question, included "Contributing to the welfare of the 

members of your congregation" as one of their five choices. 

Twenty-four (96%) chose "Serving God," 19 (91%) chose 

"Developing a strong relationship with others," 17 (81%) 

chose "Contributing to the welfare of friends or personal 

acquaintances." 13 (59%) chose "Pastoring my own church 

and/or being a Senior Pastor," 12 (48%) chose "Obtaining 

recognition from colleagues," and 8 (38%) chose "Marrying and 

having children." All the other definitions of success , 

listed were chosen by fewer than 29% of the respondents. 
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Serving God was chosen as being the most important 

definition of success by 22 (88%) of the clergywomen. This 

choice was listed as the second most important definition of 

success by 2 (8%), was not listed at all by 1 (4%) respon

dent, and one woman failed to list a first choice. Twelve 

(52%) listed contributing to the welfare of the members of 

their congregation as their second most important definitions 

of success, and 3 (13%) as their most important (Table 13). 

The clergywomen were also asked to write their own 

definitions of success which are listed verbatim in Appendix 

D. The themes that were most apparent were service to God 

and fellow men/women, personal development and spirituality. 

Seven subjects did not give this information. 

Achievement Motivation 

The women were asked about their achievement moti

vation in questions 22-28. Eleven (46%) disagreed that they 

worked any harder than the average career woman. Sixteen 

(64%) disagreed that their colleagues thought of thein as 

being too serious with 4 (16%) of the 16 strongly disagree

ing. Four (18%) strongly agreed and 18 (75%) agreed that 

most of their superiors, supervisors, and congregation think 

of them as one of their hardest workers. Two (8%) disagreed. 

Only 2 (8%) felt that other interest such as sports, hobbies, 

etc. keep them from being exemplary in their ministry and the 

others felt that it had little or no impact. Eleven (42%) 
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strongly agreed that they wanted to succeed and 14 (54%) 

agreed. One pastor marked that she did not want to succeed. 

It could have been a mistaken response since none marked that 

they considered themselves to be a failure and all the 

ministers seemed to have individual goals. All 26 (100%) 

agreed that their friends thought of them as hard workers. 

One (4%) strongly agreed, and 1 (4%) agreed that their family 

commitments kept them from being exemplary in their ministry. 

Fifteen (58%) disagreed and 9 (35%) strongly disagreed. The 

mean score for the group was 3.1 (Table 14). 

Probable Appointment if Male 

In response to the question of what appointment they 

felt they would have if they were male, 1 (6%) woman felt 

that she would now be on the conference staff, another 3 

(18%) felt that they would be senior pastors, 12 (71%) felt 

that they would have the same appointment that they now have 

and 1 (6%), felt that she would have a lower position than 

she currently has. Nine (35%) subjects did not reply 

(Table 15). 
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Table 13. Most Frequently Chosen Definitions of Success 

Definition Number of Responses Frequency (%) 

Contributing to 
the Welfare of 
Congregation 

23 100 

Serving God 24 96 

Developing a 
Strong Relation
ship With Others 

19 91 

Contributing to 
the Welfare of 
Friends and 
Acquaintances 

17 81 

Pastoring Own 
Church and/or 
Being Senior 
Pastor 

13 59 

Obtaining Recog
nition From 
Colleagues 

12 48 

Marrying and 
Having Children 

8 38 

n=26 The subjects identified with more than one category. 

Table 14. Achievement Motivation 

Raw Score Number of Scores Frequency (%) 

3.70 - 4.00 2 8 

3.30 - 3.69 2 8 

3.00 - 3.29 14 56 

2.60 - 2.99 7 28 

n=25 
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Table 15. Probable Appointment if Male 

Appointment Number of Responses Frequency (%) 

Would Now be on 
Conference Staff 

1 6 

Would be Senior 
Pastor 

3 18 

Would Have Same 
Appointment as Now 

' 12 71 

Would Have a Lower 
Position Than Now 

1 6 

n=17 

Barriers to Advancement 

Seven (39%) of the 22 women responding felt that they 

had not encountered barriers to advancement during their 

careers. Two (10%) felt that they had experienced barriers 

at the beginning of their career. Eight (36%) indicated that 

they had experienced difficulty mid-way in their career, fou>-

(18%) marked the category of "other," none marked that they 

were currently experiencing barriers and 2 (10%) fel4- the 

question did not apply. Four pastors made no response (Table 

16). Specific responses as to what barriers had been 

encountered are listed in Appendix E. 

Barriers to Effectiveness 

The questionnaire contained a series of questions 

designed to reveal whether or not the clergywomen were 
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experiencing some of the common behaviors used by male 

colleagues, subordinates and/or supervisors and administra

tors of women working in predominantly male fields to render 

them less effective and productive in an organization 

(Palmer, 1978 ). 

In response to these questions, 11 (44%) felt that 

they have at times been treated as a sex object by male 

clergy or lay men (Table 17). Five (19%) felt that in 

general, the male clergy with whom they have worked have 

overprotected them. Fourteen (56%) had been called endearing 

terms by male colleagues. Fourteen (56%) had had male 

colleagues comment on their body or clothes. Fourteen (56%) 

had been present while male pastors had discussed women in 

sexual terms. Three (12%) had been asked about their "love 

life." Four (15%) had been touched by a male colleague in a 

sexually suggestive way. 

Table 16. Barriers to Career Advancement 

Response Number of Responses Frequency (%) 

Had Experienced 15 61 
Barriers 

Had Not 7 39 
Experienced 
Barriers 

n=22 
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Table 17. Barriers to Effectiveness - Have at times been 
treated as a sex object by male clergy or laity. 

Response Number of Responses Frequency (%) 

Yes 11 44 

No 14 56 

n = 25 

The clergywomen were asked whether they have ever had 

the following experiences with the ministers with whom they 

had worked: Seven (28%) felt that criticism had been held 

back while 18 (72%) felt that it had not. Seven (28%) felt 

that they had been given assignments that were far too easy 

and 4 (16%) felt that they had been discouraged from taking 

risks. Only 1 (4%) woman felt that she had purposefully not 

been sent on out of town trips while the others did not 

express this to be a problem. Fifteen (58%) had felt 

excluded, avoided, ignored or forgotten by their colleagues 

at times. Ten (40%) felt that they had not been visited 

socially like other pastors because they were women, and 15 

(60%) felt that this was not the case for them (Table 18). 

Seven (27%) felt that on at least one occasion they had not 

been invited to lunch with the group while 19 (73%) had not 

experienced this. Again, 9 (35%) felt that they had not been 

receiving useful information that they felt they should have, 

while the other 17 (65%) had received the information that 



85 

they needed. Eleven (42%) women marked that at some point, a 

male pastor or pastors had not made and effort to get to know 

them. Eight (31%) felt that they had not received coaching, 

training, or assignments equivalent to that of their male 

peers. Sixteen (62%) felt that at times they had not really 

been listened to by other male pastors (Table 19). Only 6 

(23%) recorded that they felt that they had not been 

approached to shake hands by male pastors. Ten (39%) felt 

that they had at times not been given credit for their 

contributions by the male pastors they had worked with 

because they were women. Ten (40%) felt that they had been 

excluded from meetings where they could have contributed or 

learned. 

Table 18. Barriers to Effectiveness - Have not received 
social visits like other pastors because of being 
female. 

Response Number of Responses Frequency (%) 

Yes 10 40 ' 

No 15 60 

n=25 
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Table 19. Barriers to Effectiveness - Felt at times they had 
not been listened to by other male pastors. 

Response Number of Responses Frequency (%) 

Yes 16 62 

No 10 39 

n=26 

Sixteen (64%) marked that their colleagues used male-

oriented language structures (Table 20). Seven (32%) women 

marked that they used male-oriented language structures while 

the rest did not. 

Table 20. Barriers to Effectiveness - Do colleagues use 
male-oriented language structures? 

Response Number of Responses Frequency (%) 

Yes 16 64 

No 9 36 

n=25 

Thirteen (50%) indicated that they had frequently 

been selected from a group of male peers to perform 

traditional female roles (Table 21). Seven (29%) had been 

selected to prepare food, 8 (32%) had been asked to take 

notes and/or copy materials. 
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Table 21. Barriers to Effectiveness - Have frequently been 
selected from a group of male peers to perform 
traditional female roles? 

Response Number of Responses Frequency (%) 

Yes 13 50 

No 13 . 50 

n=26 

Six (24%) of the clergywomen indicated that they felt 

that their colleagues attempted to stay "one up" on them. 

Eight (31%) had experienced male clergy who had 

provided them with solutions rather than helping them to 

think things through. Six (23%) had also had others do 

something for them rather than help thern to learn. A higher 

number of clergywomen, 12 (46%), had experienced the feeling 

that other, male pastors had information or skills that thy 

were not sharing with them. The same number, 12 (46%), felt 

that at times their concerns were trivialized. Only 5 (19%) 

felt that they had been lavishly praised for ordinary 

accomplishments. 13 (52%) had received responses to their 

suggestions with counter-suggestions instead of having theirs 

considered. 

Ten (40%) sometimes felt discounted or discredited by 

their colleagues. Ten (40%) indicated that ministers with 

whom they had worked had assumed that they, as a woman, had 



88 

inferior skills, capabilities, or understanding. Only 4 

(15%) women expressed that they had been regarded as "not 

right in the field." Six (23%) had experienced having 

something they had just said explained or paraphrased for 

another's benefit. 

Experience With Church Governing Bodies 

The women were asked to describe the positive and 

negative aspects of their church's governing body which have 

influenced their career. The actual responses are listed in 

Appendix F. Of the comments that were written, 67% were 

positive, 5% were negative and 32% had elements of both. 

Ten (40%) ministers marked that the denominational 

executives they had worked with had been verbally supportive 

but covertly opposed to their appointment. The majority, 21 

(84%), felt that the executives they had worked with had been 

genuinely supportive of them. One (4%) marked that they had 

encountered executives who had been adamantly opposed. One 

subject failed to respond. Many individuals marked more than 

one category as applying to them (Table 22). 

A few women responded to the invitation to comment 

after this question concerning the support or opposition of 

denominational executives. Their verbatim responses are 

found in Appendix G. These responses generally reflected the 

data found above. 
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Attitudes of Non-Clergy Women 

The response to the question of how the pastors see 

the attitudes of other women concerning the ordination of 

women to the ministry is revealing. Fifteen (60%) felt that 

many women were verbally supportive but covertly opposed to 

the ordination of women. Twenty-five (100%) felt that most 

other women were genuinely supportive. The adamantly opposed 

category was marked by 8 (32%). One did not respond (Table 

23). As with the previous question, many of the respondents 

marked more than one category. The ministers were invited to 

comment after this question also and the responses are 

recorded in Appendix H. 

Attitudes of Women Compared 
to Attitudes of Men 

Eighteen (72%) felt that the attitudes of women 

toward female clergy were different than those of men, while 

7 (28%) did not. One did not answer. 

Admiration From Others 

Twenty (80%) felt that other pastors admired them for 

becoming a pastor; the remaining 5 (32%) did not. Eighteen 

(75%) of the women felt that lay men admired them for 

becoming a pastor and the remaining 6 (25%) did not. Two did 

not mark an answer. Twenty-one (88%) marked that lay women 

admired them for their career choice and 4 (16%) felt 

otherwise. 
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Imitation of Male Clergy 

Three (12%) felt that they needed to imitate men or 

male pastors in order to be successful. The great majority 

of the ministers, 23 (89%), felt that they did not have to 

imitate men (Table 24). 

Mentors and Mentoring 

Eighteen (72%) of the pastors have or have had 

mentors. Seven (28%) had never had a mentor and one did not 

answer the question. Of those who had mentors, 12 (67%) had 

male mentors, 4 (22%) had female mentors and 2 (11%) had both 

male and female mentors. Eight (31%) failed to answer the 

question (Table 25). Fifteen (68%) of the women reported 

that they had been mentors to colleagues and 7 (32%) reported 

that they had not. Data was missing for 4 individuals. 

Sixteen (76%) recorded that they had been mentors to indivi

duals that were not colleagues. Five (24%) had not mentored 

non-colleagues. Five did not answer (Table 26). 

Support Among Clergywomen 

Five (21%) of the women rated the level of mutual 

support among the clergywomen in the conference as very good, 

12 (50%) rated it as good, 3 (13%) considered the support to 

be moderate, 3 (13%) marked poor, and 1 (4%) felt that 

support was very poor. Two did not answer (Table 27). 
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Table 22. Support of Denominational Executives for 
Appointment. 

Support Number of Responses Frequency (%) 

Verbally 10 
Supportive But 
Covertly Opposed 

40 

Genuinely 21 
Supportive 

84 

Adamantly Opposed 1 4 

n=25 The subjects marked more than one category. 

Table 23. Support of Non-Clergy Women 

Support Number of Responses Frequency (%) 

Verbally 15 
Supportive But 
Covertly Opposed 

60 

Genuinely 25 
Supportive 

100 

Adamantly Opposed 8 32 

n=26 The subjects marked more than one category. 
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Table 24. Imitation of Male Clergy - Is it necessary for 
success? 

Response Number of Responses Frequency (%) 

Yes 3 12 

No 23 89 

n=26 

Table 25. Mentors 

Response Number of Responses Frequency (%) 

Have Had Mentor(s) 18 72 . 

Have Not Had 
Mentor(s) 

7 28 

Had Male Mentor(s) 12 67 

Had Female 
Mentor(s) 

4 22 

Had Both Male and 
Female Mentors 

2 11 

n=18 The subjects identified with more than one category. 
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Table 26. Mentoring 

Response Number of Responses Frequency (%) 

Have Mentored 
Colleagues 

15 68 

Have Mentored 
Non-Colleagues 

15 76 

n=21 The subjects identified with more than one category. 

Table 27. Level of Support Among Clergywomen 
-

Support Number of Responses Frequency (%) 

Very Good 5 21 

Good 12 50 

Moderate 3 13 

Poor 3 13 

Very Poor 1 4 

n=24 

Clergywomen Meetings 

Eighteen (75%) met with other clergywomen in this 

conference and 6 (25%) did not. Two made no response (Table 

28). There were many responses as to how many times a year 

they met. Five (28%) of the women who met together wrote 

once or twice a year, 2 (11%) wrote 2 or 3 times a year, 2 

(11%) marked 4 or 5, and 3 (17%) wrote "seldom" or "varies." 
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Five (28%) indicated that they met together monthly and 1 

(5%) twice a month. Eight did not respond. The attendance 

varied from 2 to 3, 6 to 10 up to as many as 20. 

Table 28. Clergywomen Meetings 

Response Number of Responses Frequency (%) 

Met With Other 18 75 
Clergywomen 

Did Not Meet With 6 25 
Other Clergywomen 

n = 24 

The following are the responses to the inquiry about 

the main theme of the meetings: 1) "mutual support," (4) 

2) "a really great support group," 3) "different topics," 

4) "what's going on in our lives - not too personal - church 

related," 5) "problems, successes, support," 6) "catch up 

on what everybody is doing," 7) "discussion," 8) "sharing 

what's going on_in our lives, offering support and sugges

tions if appropriate," 9) "fellowship and support," 10) "to 

support and get to know one another" and 11) "business, 

social. " 

Competition Among Clergywomen 

Seven (31%) of those responding felt that there was 

some competition among the clergywomen in the conference and 
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15 (68%) felt that this was not the case. Four of the total 

number of women did not answer the question. 

Support From Various Sources 

The women were asked how much support they received 

from different groups. Ten (40%) marked that they received 

very high levels, 8 (32%) marked high, 6 (24%) marked 

moderate, and 1 (4%) indicated that she received low levels 

of support from colleagues. One woman did not respond 

(Table 29 ) . 

Table 29. Support From Colleagues 

Support Number of Responses Frequency (%) 

Very High 10 40 

High 8 32 

Moderate 6 24 

Low 1 4 

Very Low 0 0 

n=25 

Twelve (48%) women indicated that they received very 

high levels of support from lay persons. Eight (32%) marked 

high, 4 (16%) marked moderate and the remaining 1 (4%) who 

answered marked that she had received very low levels of 
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support from laity. One individual failed to respond 

(Table 30). 

Table 30. Support From Lay Persons 

Support Number of Responses Frequency (%) 

Very High 12 48 

High 8 32 

Moderate 4 16 

Low 1 4 

Very Low 0 0 

n=25 

Seven (27%) clergywomen felt that they received very 

high levels of support from church administrators. Twelve 

(46%) indicated high , 5 (25 %) indicated moderate and 1 (4%) 

marked low levels of support from church officials. Twenty-

five individuals responded (Table 31). 

Table 31. Support From Church Officials 

Support Number of Responses Frequency (%) 

Very High 7 27 

High 12 46 

Moderate 6 23 

Low 1 4 

Very Low 0 0 

n=26 
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Eighteen (70%) individuals indicated that they 

received very high levels of support from their friends and 

family. Five (19%) reported high and the remaining 3 (12%) 

indicated moderate levels of support from this source. No 

pastor marked low or very low and all responded to the 

question (Table 32). 

Table 32. Support From Friends and Family 

Support Number of Responses Frequency (%) 

Very High 18 70 

High 5 19 

Moderate 3 12 

Low 0 0 

Very Low 0 0 

n=26 

Nine (35%) felt that they needed additional support 

in order to be as dedicated and competent as male pastors, 

while the remaining 17 (65%) felt that they did not need 

additional support in order to fill their appointments well 

(Table 33). 
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Table 33. Need For Additional Support 

Response Number of Responses Frequency (%) 

Need Additional 9 35 
Support 

Do Not Need 17 65 
Additional Support 

n = 26 

Burn-Out 

Six (26%) felt that women pastors suffer burn-out 

more often then men pastors and 17 (74%) felt that the burn

out rates were the same. Three did not respond. 

Unique Contributions as 
Women in the Ministry 

The subjects were asked to describe the unique 

contributions they felt they could make to the ministry as 

women. Several did not feel their contributions had anything 

to do with their gender. Many wrote that women had unique 

talents and abilities such as greater intuition, ability to 

love, be supportive, nurture, express feelings, be sensitive 

to grief and crisis situations, show concern and compassion. 

Many felt that their unique contribution was in their ability 

to open the way and be a role model for other women, their 

point of view on women's issues and the nature of deity and 
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their ability to relate directly to other women. The verba

tim responses are listed in Appendix I. 

Likelihood of Remaining in the Ministry 

Nine (82%) of the 11 who responded to this question 

marked very high, 1 (9%) high and 1 (9%) marked that there 

was a 50:50 chance that they would still be in the ministry 5 

years from now (Table 34). 

Personal Information 

This section contains information concerning the 

personal lives of the clergywomen in this study. 

Ordinal Position 

The women were asked to indicate their ordinal 

position in their family of origin. Two (8%) are only 

children. Three (12%) are oldest and 3 (12%) are youngest 

children. Seven (27%) are only children with more than five 

years difference between them and other siblings. Six (23%) 

are middle children. Four (15%) are the youngest of two 

children and 1 (4%) is the oldest female (Table 35). The 

mean number of children in the families of origin was 3.5. 

It is interesting to note that 9 (35%) of these women are the 

only female among one or more male siblings, that 10 (38%) of 

the women came from families with exactly 3 children and 4 

(15%) came from families of 6 or more children. No one 

failed to answer the question. 
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Marital Status 

Of the 26 respondents, 10 (39%) were married, 4 (15%) 

divorced and 12 (46%) were never married (Table 36). None 

were separated, widowed or re-married at the time they 

answered the questionnaire. 

Number of Children 

Nine of the clergywomen had no (0) children. Two 

(11%) women had one child. Three (16%) had 2 children, 2 

(11%) had 3 children, and 3 (16%) had 4 children. Seven 

pastors did not respond. 

Primary Financial Support 

The majority, 16 (64%) of the pastors were the 

primary financial support for themselves or their families. 

Four (16%) were not the primary support and another 5 (20%) 

shared the responsibility equally with their spouse. One 

minister did not respond to the question (Table 37). 

Household Responsibilities 

Those who were married were asked if they handled all 

or most of the household duties in addition to their pastoral 

responsibilities. Twelve people responded to the question 

with 2 (17%) of these marking "yes," and 3 (25%) marking 

"no." Seven (58%) marked "not applicable" and 14 made no 

response at all. 
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Time Spent in Leisure and Social Activities 

The amount of time the pastors spent each week in 

leisure activities, hobbies, and recreation varied consid

erably. Two (11%) spent from 1 to 5 hours. Eight (44%) 

spent from 6 to 10 hours, 4 (22%) spent between 11 and 15 

hours, 0 marked the category between 16 and 20 hours, and 

4 (22%) spent between 20 and 25 hours in leisure each week. 

The mean was 12 hours. Eight clergywomen did not answer the 

question (Table 38). 

Eleven (55%) spent between 1 and 5 hours, 8 (40%) 

spent between 6 and 10 hours, and 1 (5%) woman spent over 

20 hours each week socializing. The mean was 6 hours. Six 

women did not respond (Table 39). 

Table 34. Likelihood of Remaining in the Ministry 

Level Number of Responses Frequency (%) 

Very High 9 82 

High 1 9 

50:50 1 9 

Low 0 0 

Very Low 0 0 

n=ll 



Table 35. Ordinal Position 

102 

Position Number of Responses Frequency (%) 

Only Children 

Only Children With 
5 Years Between 
Them and Their 
Next Siblings 

Oldest 

Oldest Female 

Middle 

Youngest 

Youngest of Two 

2 

7 

3 

1 

6 

3 

4 

8 

27 

12 

4 

23 

12 

15 

n=26 

Table 36. Marital Status 

Status Number of Responses Frequency (%) 

Married 

Divorced 

Never Married 

10 

4 

12 

39 

15 

46 

n=26 
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Table 37. Primary Financial Support 

Response Number of Responses Frequency (%) 

Primary Support 16 64 

Not Primary 4 16 
Support 

Support Equally 5 20 
Shared 

n=25 

Table 38. Time Spent Per Week in Leisure Activities 

Time (hours) Number of Responses Frequency (%) 

I-5 2 11 

6-10 8 44 

II-15 4 22 

16-20 0 0 

20-25 4 22 

n=18 Mean =12 

Table 39. Time Spent Per Week in Social Activities 

Time (hours) Number of Responses Frequency (%) 

1-5 11 55 

6-10 8 40 

11-15 0 0 

16-20 0 0 

20-25 1 5 

n=20 mean=6 
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Close Friendships 

Twenty-two (92%) of the pastors reported that they 

had close friends although some noted that these friends did 

not live in the same areas as they did. Only 2 (8%) did not 

have close friends and 2 did not respond. 

Dating 

Of those who are not married, only 4 (25%) said that 

they dated. The remaining 12 (75%) of the women indicated 

that they did not date (Table 40). Ten, the number of 

married pastors, did not mark a response. Those who did date 

were asked to reveal where they met their dates. The fol

lowing are the locations listed: 1) "mutual friends" 2) "at 

home" 3) "my home or a neutral point" 4) "old friends - no 

one here." 

Satisfaction With Social Life 

Eleven (44%) of the women felt satisfied with their 

social life; the majority, 14 (56%), who answered the 

question did not. Over half 13 (54%) of the women felt that 

loneliness was a problem for them. Two individuals failed to 

answer the question (Table 41). Of those who are married, 7 

(70%) rated their marital relationship as very good. Three 

(30%) rated their relationships as good. No one considered 

themselves to have a relationship that v/as moderate or poor. 
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Of the 9 of the 10 married individuals that responded 

to the question, over half 5 (56%) were not satisfied with 

their social lives and the same number 5 (56%) marked that 

loneliness was a problem for them. 

Major Stressors in Personal and Professional Life 

The subjects were asked to write what they felt were 

the major stressors in their personal and/or professional 

life as a woman minister. The actual comments are found in 

Appendix J. Forty-two percent (42%) mentioned overwork - too 

much time spent on the job and too many responsibilities. 

Loneliness and social isolation from working in small rural 

ministries were major stressors mentioned by many (33%). 

Juggling family and work was a stressor for many (29%). 

Career limitations, discrimination and desire or need for 

personal growth were also common themes. 

Morale 

Seven (27%) individuals rated their morale as being 

very high, 11 (42%) as high, 6 (23%) as moderate, and 2 (8%) 

as low (Table 42). 
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Table 40. Dating 

Response Number of Responses Frequency (%) 

Dating 4 25 

Not Dating 12 75 

n = 16 

Table 41. Satisfaction With Social Life 

Response Number of Responses Frequency (%) 

Satisfied 11 44 

Not Satisfied 14 56 

Loneliness is a 13 54 
Problem 

Loneliness is not 11 46 
a Problem 

n=25 for Satisfaction n=24 for Loneliness 

Table 42. Self-Rating of Morale 

Level Number of Responses Frequency (%) 

Very High 7 27 

High 11 42 

Moderate 6 23 

Low 2 8 

Very Low 0 0 

n=26 
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Self-Esteem 

The questionnaire included (questions 12-21) an 

adaptation of Rosenberg's scale designed to measure self-

esteem. All but one, 25 (96%), either agreed or strongly 

agreed that they felt themselves to be a person of worth. 

Every minister felt herself to have a number of good quali

ties with 18 (69%) strongly agreeing. Not one woman agreed 

that she felt herself to be a failure. Three (12%) of the 

26 respondents disagreed that they felt able to do things as 

well as other people while all the others agreed or strongly 

agreed. One (4%) agreed that she did not have much to be 

proud of while the vast majority disagreed 12 (46%) or 

strongly disagreed 13 (50%). All but 2 (8%) took a positive 

attitude toward themselves and all but 3 (12%) on the whole 

felt satisfied with themselves. Interestingly enough, 1 (4%) 

strongly agreed and 6 (23%) agreed that they wished they 

could have more respect for themselves. Showing a similar 

response, 10 (39%) felt useless at times. Three (12%) agreed 

that at times they thought that they are "no good at all." 

The mean score was 3.3 (Table 43). 



108 

Table 43. Self-Esteem 

Response Number of Responses Frequency (%) 

3.51 - 4.00 8 31 

3.01 - 3.50 9 35 

2.51 - 3.00 8 31 

2.01 - 2.50 1 4 

n=26 

Depression 

The mean score of the 24 individuals that completed 

the measurement was 10.4. Eight (33%) scored 5 or below. 

Four (17%) individuals scored above 16, two with scores of 17 

and 18, one with a score of 27, which is rather high, and one 

with a score of 41 which is extremely high (Table 44). 

The CES-D measure consists of a list of possible 

symptoms of depression. The following symptoms were reported 

as being experienced by 12 (50%) or more of the responding 

clergywomen some of the time, occasionally, or most of the 

time: "I had trouble keeping my mind on what I was doing" 

was chosen by 16 (67%), "My sleep was restless" was chosen by 

15 (63%), 14 (58%) chose both "I felt depressed" and "I felt 

lonely," and 12 (50%) chose "I could not get going." 

Thirteen (54%) indicated that at times they did not feel 
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happy and 12 (50%) indicated that at times they did not enjoy 

life. 

Table 44. Depression 

Response Number of Responses Frequency (%) 

0-5 8 33 

5-16 12 50 

16-25 2 8 

25-30 1 4 

over 30 1 4 

n=24 Mean = 10.4 

Chapter Summary 

A large amount of data was gleaned on Women Ministers 

in Arizona from a 142 item questionnaire. Frequencies and 

percentages were reported as well as the verbatim responses 

to open questions most of which are listed in the Appendices. 

The following is a brief synopsis of the reported data: 

Population Description 

The subjects represented 6 denominations the greater 

numbers being United Methodist and Disciples of Christ. One 

woman was Mexican American and the rest were Anglo. Virtu

ally all had graduate degrees. The pastors were fairly 
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evenly divided among age groups except for fewer pastors over 

56 years of age. 

Career Information 

Most of the subjects called themselves either pastor 

or minister. The greatest number listed preaching, education 

and counseling as their major duties. The most reported 

reasons for entering the ministry were a "call" to serve God 

and possession of the appropriate skills and talents. Most 

just wanted to be pastors and do things that minister to 

others. Over half of the pastors had served in the ministry 

5 years or less. Almost half had been in their current 

position 1 year or less. Many clergywomen served in very 

small congregations, most served in medium sized churches and 

a few in large churches. The overwhelming majority worked 

well over 40 hours a week. Most of the subjects earned 

between $15,000 and $20,000, a few more and a few less. Over 

half of the women felt only adequately or inadequately 

compensated financially and just over half felt well 

compensated emotionally. Slightly less than one-third felt 

that their needs were not met but most felt that their 

benefits met their expectations. Over three-fourths felt 

that their salary was the same as males in similar positions. 

Over three-fourths of the clergywomen considered themselves 

to be successful. The most frequently chosen definitions of 

success were serving God, contributing to the welfare of 
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others, spirituality and personal growth. As a group their 

achievement motivation was close to average. Almost three-

fourths felt that they would have the same appointment they 

currently had if they were male. Over two-thirds of the 

women felt that they had encountered barriers in their car

eers. Most of the women had experienced disabling behaviors 

by males they worked with in one capacity or another. Most 

of the pastors felt supported by their church's governing 

body and executives although there were also many negative 

experiences reported. Over half of the clergywomen reported 

feeling covertly opposed by other women although all felt 

that most women were generally supportive. Almost three-

fourths of the respondents felt that the attitudes of women 

toward female clergy were different than the attitudes of 

men. Over three-fourths felt admired by others for becoming 

a pastor. Few felt the need to imitate male clergy in order 

to be successful. Over two-thirds of the women had or had 

had mentors most of whom are or were male. Two-thirds had 

mentored colleagues and more, three-fourths, had mentored 

non-colleagues. Almost three-fourths of the pastors met with 

other clergywomen at least once or twice a year and some as 

often as monthly with the main purpose of the meetings being 

mutual support. About one-third felt that there was some 

competition between clergywomen in their conference. Approx

imately one-third marked that they received moderate or low 
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support from colleagues and church officials. Fewer women 

marked those categories for lay. person support. The great 

majority of the respondents received high or very high levels 

of support from friends and family. Approximately one-third 

felt that they needed additional support in order to function 

at their best. Three-fourths of the pastors felt that the 

burn-out rate for women was the same as for male pastors. 

Most felt that they had talents or skills that male pastors 

did not have and that as women they could relate better to 

women. All but a very few marked that the likelihood of 

remaining in the ministry was very high for them. 

Personal Information 

More subjects were only children and children with 

more than 5 years difference between them and their next 

sibling than any other ordinal positions. Less than half 

were married, a few were divorced and almost half were never 

married. Just over one-third of the clergywomen had 

children. About two-thirds were the primary support for 

themselves alone or for themselves and their families. Most 

of the subjects spent under 5 hours a week in leisure 

activities. All but a few had close friends. Over half of 

the women were not satisfied with their social lives and 

considered loneliness to be a problem for them. The rela

tionships of the married clergywomen with their spouses were 

all reported to be either good or very good yet loneliness 
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was a problem for many of them. The major stressors in the 

clergywomen1s personal and professional lives were time and 

overwork, family vs. work commitments, loneliness and 

isolation, career limitations and desire for personal growth. 

Morale seemed low for about one-third of the respondents. As 

a group, the clergywomen1s self-esteem was higher than the 

norm population of women. As a group the sample of clergy

women scored below the average of the group of women used as 

the norm group for the depression scale. 

The data on clergywomen in Arizona contained in this 

summary was gathered via a questionnaire designed for that 

purpose. It is hoped that this information may be of benefit 

to those women pastors who have access to it. 
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CHAPTER 5 

SUMMARY, DISCUSSION AND RECOMMENDATIONS 

Women are entering the heretofore male dominated 

field of the ministry in increasing numbers. The need for 

descriptive information has increased as the interest and 

numbers of women becoming clergy has increased. However, 

existing literature on women ministers is sparse. The 

purpose of this study was to add to the available body of 

knowledge on women who have entered the ministry and to 

provide information to these clergywomen that inay be of 

assistance to them in their careers and personal lives. 

This study was based on several assumptions: that 

women ministers are unique among the ranks of career women, 

that they face many common and yet some distinctive 

challenges and that women clergy strive for success in their 

career. 

This chapter first describes the sample group and 

measurements, then a summary of the information gleaned from 

each question on the questionnaire including additional 

comments and some comparisons made with a study of career 

women in Arizona (Northcutt, 1987). Additional questions 

and alternative explanations and interpretations are also 
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discussed under the categories that apply. The findings in 

relation to the hypothesis are then addressed. 

Sample Group 

A total of 37 women ministers working in Arizona were 

identified. Of this population 26 responded with usable 

questionnaires, providing the information upon which this 

study was based. 

Measurement 

The Women Minister Questionnaire designed to identify 

characteristics of clergywomen, consisted of demographic 

questions, open ended questions about goals, attitudes, 

stress causing factors etc. and three instruments including 

ten self-esteem measures (Rosenberg, 1965), seven achievement 

motivation measures adapted from the Myers's Achievement 

Motivation Scale (Myers, 1965), and the CES-D depression 

scale (Radloff, 1977). 

Population Description 

Denomination 

The 26 subjects represented 6 religious denomina

tions. Of this number, 85% were either United Methodist or 

Episcopal. More names and addresses of clergywomen were 

obtained from these denominations than any others. It is 

probable that this is because they have the largest female 

population in the ministry in Arizona, however, this may or 
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may not be true. The total number of women ministers in 

Arizona of all denominations is not known. The researcher 

guesses that there probably are not more than 45 or 50. 

Ethnic Category 

All but one of the subjects were Anglo. The other 

reported herself as being Mexican American. Such a low 

representation of the Arizona Hispanic population which is 

over 30% is noteworthy. There are several possible reasons 

for this discrepancy, perhaps it is because there are fewer 

Hispanics in Protestant religions, because there is still 

some degree of racial discrimination in the churches, because 

fewer Hispanic women are interested in the ministry and/or 

because fewer Mexican Americans earn masters degrees. 

Academic Degrees 

As a group, the respondents were highly educated. 

The great majority of the women, all but 3, had earned 

Masters degrees or above. Three had Doctorate degrees. 

There was a wide variety of dual emphasis in the degrees 

obtained but most of them contained Theology, Divinity, or 

Biblical Studies as one of their areas of emphasis. See 

Appendix C. 

Age 

Most of the women were fairly evenly divided between 

the 25-35, 36-35, and 46-55 age groups. Only 3 were over 56 
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years of age. So, since most of these women are new to the 

ministry, many of them are probably experienced in some other 

area or areas of work. Also, many of these women may have 

had a lifetime interest in the ministry and have only 

recently felt able to pursue that . interest as so many of the 

barriers to women becoming clergy have dropped only rela

tively recently - in the last 10 years. 

Career Information 

Reasons for Entering the Ministry 

The predominant reasons for entering the ministry 

were being "called" to serve God and having a love for people 

and a desire to serve others. Many also felt that they had 

skills and talents appropriate for the ministry. 

Career Goals 

It seems as if many of these women ministers did not 

have truly specific career goals. Indeed most of them, by 

the information they reported on the questionnaire, appeared 

to have little desire to rise up through the church ranks but 

rather desired a life of service in whatever pastoral capa

city. As a group the most common goals seemed to be general 

service to their fellow man/woman and for many of them this 

did not need to include positions of greater responsibility 

or prestige. 
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According to Northcutt (1987), her sample of career 

women as a group did not report having specific goals and 

their process of goal setting appeared to be very flexible 

and informal. The women ministers in this study would seem 

to be very similar to the women in that study. In general, 

the goals that they listed seemed to reflect the fact that 

the clergywomen's definitions of success (Appendix D) were 

very different than those of other career women. 

It is interesting to note that all 26 subjects chose 

to answer this question. Throughout the questionnaire there 

seemed to be a pattern where certain questions were not 

answered by an unusually large number of women and certain 

other question were answered by all the women ministers. It 

could be that with some questions the subjects had difficulty 

pinning down their own feelings and attitudes about the 

question, that they felt uncomfortable about the subject or 

did not feel it was important. Perhaps for the questions 

that all the subjects answered, the question seemed particu

larly relevant and the women were eager to express themselves 

on that particular subject or they were particularly clear on 

their feelings and attitudes on the topic. 

Title and Duties 

Fifty percent of the respondents called themselves 

pastor of minister. The women listed a wide variety of 

duties under job description. The most common duties by a 
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large margin were preaching and teaching or educational 

responsibilities with over half of the women participating in 

those categories. It is interesting to note that 9 of the 12 

ministers listing counseling as a duty were United Methodists 

which may indicate some denominational differences in 

responsibilities. 

Since the question designed to elicit this infor

mation was open ended or fill in, it is important to 

recognize that many of the ministers may not have listed 

every one of their duties. So, the information in this 

paragraph is incomplete and thus somewhat inaccurate; 

however, it does provide a general idea of what clergywomen 

in Arizona do. 

Time in Ministry and Current Position 

An interesting pattern emerged from the data regard

ing time spent in the ministry. Well over half of the women 

have been in the ministry five or less years. Fifteen (63%) 

of the 24 women responding to the question put themselves in 

the category of having served in the ministry 5 or less 

years. This group of women really were new to the field. 

None of the subjects were retired. 

Few of the women, only 6 (25%), had been in their 

current position more than three years so, three fourths, of 

the women had been serving in their current positions for 3 
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years or less. The highest number of years served in the 

current appointment was 9 years. 

The career women in Northcutt's study had been in 

their current field (mean of 13 yrs) and position (mean of 6 

yrs) much longer than the clergywomen. 

Size of Congregation 

Only 5 of the pastors had congregations of over 900 

people and the rest were in small churches, many of them 

rural. All of the 5 (21%) who worked in parishes of 1000 and 

more were Associate Pastors. Not one of them was the Senior 

minister in charge. Of this group of 5 women, one had been 

in the ministry 1 year, another 4 years, another 5 years, and 

two had been clergywomen for 9 years. As a whole this group 

appears to be relatively inexperienced, so much so for some 

of them that their position raises the question as to whether 

or not their appointments to comparatively large and thus 

more prestigious churches are not "symbolic." The other 

possibility is that some of these women are extraordinarily 

capable even after so few years of experience in the 

ministry. 

Number of Hours Worked Per Week 

These clergywomen dedicated an extraordinary number 

of hours to their ministerial and pastoral duties. Fifty 

percent of the pastors reported spending over 58 hours a week 
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performing their responsibilities. From the data reported on 

the survey, it appears that sole pastors work longer hours 

even though they tend to have smaller congregations. A 

question that may merit asking is, how much personal choice 

is involved in these excessively lengthy work weeks and how 

much time is needed to fulfill the expectations and needs, 

perhaps separating those two, of the parish. The ministry 

may be a profession that encourages workaholism or, people 

that tend to work excessively may tend to go into the mini

stry. It is important to note however, that in commenting 

about the major stressors in both their personal and profes

sional lives, many of the women noted that the time demands 

of their work was excessive and that it was a significant 

problem for them. Another notable pattern that seemed to 

surface was that most of the women reported that the number 

of hours they spent pastoring could vary greatly from week to 

week within a range of approximately 15 hours. This means 

that one week they may work as much as 15 or 20 hours more 

than they did the week before or would the week after 

depending on the needs of the organizations and individuals 

within the parish. The unpredictability of the time demands 

may significantly add to the stress these women experience in 

this regard. 
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Financial Compensation 

Most (44%) reported earning between $15,000 and 

$20,000, 36% reported making over that amount and 20% made 

less than that amount. The largest percentage of any 

category 32%, did not feel well compensated for their work. 

A few (3) probably the same 3 women earning over $30,000, 

felt extremely well compensated. 

Twenty-three percent (23%) felt that their needs were 

not adequately met. Well over half (72%) of the clergywomen 

felt that financial benefits received met their expectations 

if not their needs, and 84% believed that their salary is the 

same as that of male clergy in similar positions. 

On the average, the career women in the Northcutt 

study earned significantly more than the clergywomen with 

over 80% making over $21,000. This is a particularly 

interesting figure when the educational differences between 

the two groups are noted. Forty-five percent (45%) of the 

career women as opposed to 89% of the clergywomen held 

masters degrees or above. 

Emotional Compensation 

Most of the women (56%) reported feeling either well 

or extremely well compensated emotionally for their work. 

Considering the amount of work put into their ministry by so 

many of the pastors in this study, it seems incredible that 

those who did not feel well compensated emotionally (44%) or 
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financially (60%) were still in the ministry and expecting to 

remain there for at least for the next 5 years. It is also 

interesting to note that many of the women reported goals 

alluding to emotional rewards. 

Self Ratings of Career Success 

Eighty-four (84%) of the clergywomen rated themselves 

as either extremely successful or successful in their 

careers. Approximately 66% of the successful career women in 

Northcutt's study rated themselves as high. 

Definitions of Success 

The subjects were asked to rank in order of impor

tance their top five definitions of success from a list of 17 

options. One hundred percent (100%) included "Contributing 

to the welfare of the members of your congregation" as one of 

their five choices. "Serving God," "Developing a strong 

relationship with others," "Contributing to the welfare of 

friends or personal acquaintances" and "Pastoring my own 

church and/or being a Senior Pastor" were also frequently 

chosen. Serving God was chosen as being the most important 

definition of success by 88% of the clergywomen. Contribut

ing to the welfare of the members of their congregation was 

the second most important definition of success. It appears 

that money, great responsibility and status, and recognition 

from family and friends all ranked comparatively low. 
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Becoming an authority and obtaining recognition were ranked 

the highest by the career women in the Northcutt (1987) 

study. 

The clergywomen were also asked to write their own 

definitions of success (Appendix D). Living a just, spiri

tual life, making a difference in peoples lives and in the 

world, serving God and experiencing personal growth were the 

most common themes of these varied and highly personal 

responses. Only 2 subjects made mention of recognition and 

promotion. This seems to be consistent with the general 

response to other questions. Seven individuals did not write 

a response which may have required more time and thought than 

they could or were willing to give. With the large number of 

hours many work per week this is certainly understandable. 

The successful career women study reported the most 

frequent responses for career success in order of frequency 

as "Achieving one's personal goals," "Enjoying one's work," 

"Achieving self-satisfaction," and "Receiving peer or 

community recognition." The first response is similar to 

that of the clergywomen as a group. The last is very 

different from the typical woman pastor's response. 
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Table 45. Successful Career Woman Profile (Northcutt, 1987; 
p. 64), Compared With Clergywomen in Arizona 
Profile. 

Profile Successful Career 
Women (%) 

Women Ministers 
(%) 

Number of years in 
their field 

Number of years in 
current position 

Management 
positions 

Educational level: 
Bachelors or 
Masters 

Age, 36-55 

Only or oldest 
ordinal position 

Currently married 

Number of children 

Anglo ethnic 
category 

Had mentor 

Ranked self as 
successful 

Well compensated 
financially 

Well compensated 
emotionally 

Provided primary 
financial support 

Income range of 
$21- 40,000 

13.3 yrs 

5.6 yrs 

72% 

62% 

68% 

51% 

58% 

1.6 

78% 

62% 

60% 

55% 

63% 

49% 

50% 

5.4 yrs 

2.5 yrs 

8% 

100% 

54% 

47% 

39% 

1.0 

96% 

72% 

84% 

40% 

56% 

64% 

36% 
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Achievement Motivation 

The women were asked about their achievement 

motivation. Approximately 2% scored very high, 35% high, 31% 

moderately high, 12% moderately low, and 4% very low in 

achievement motivation. The mean score for the clergywomen 

was 3.1 as compared to the mean score for the successful 

career women in the Northcutt study which was 2.6. However, 

these higher scores for women pastors may have little 

meaning. It is possible that the Myers scale does not 

generalize well to clergywomen especially if the questions 

somehow relate to definitions of success and achievement. 

Northcutt found this to be true as her sample did not show 

scores similar to the norm on the Myers scale. Northcutt 

concluded that the measure was not an appropriate measure for 

women probably because her sample of career women's defini

tions of success and achievement differ widely from those in 

the norm group of the measure. The clergywomen's definitions 

are even more dissimilar varying even from the other career 

women's definitions. 

Several of the questions included in the scale were 

of particular interest. For example, 46% disagreed that they 

worked any harder than the average career woman. Taking into 

consideration the incredibly long hours most of them dedicate 

to their ministerial duties, this could be that they feel 

that most career women work that many hours also. It could 
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also be that they do not give themselves credit for working 

as hard as they do; maybe it is "expected." Most (64%) 

disagreed that their colleagues thought of them as being too 

serious. This could mean that humor is an important part of 

many of these women's ministry. Only 2 (8%) felt that their 

family commitments kept them from being exemplary in their 

ministry. 

Probable Appointment if Male 

Twenty-four percent (24%) of the responding clergy-

women felt that they would have a higher position than they 

had at the time they answered the questionnaire if they.were 

male. This too may be a difficult question to answer as 9 

(35%) did not respond. This data clearly indicates that at 

least 1/4 of the respondents felt discriminated against as 

females. 

Barriers to Advancement 

Seven (39%) of the 22 women responding felt that they 

had not encountered barriers to advancement during their 

careers. The rest reported that they had faced barriers at 

one point or another. There was a wide variety of responses 

to the open question as to what these barriers were (Appendix 

E). In summary, the women's responses included being 

excluded from ordination, being asked inappropriate questions 

during interviews, church officials and committees, lack of 
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acceptance by people in congregations, a double standard for 

women who were expected to do better than man and make no 

mistakes and being kept in rural churches away from social 

supports. 

Barriers to Effectiveness 

The questionnaire contained a series of questions 

designed to reveal whether or not the clergywomen were 

experiencing some of the common behaviors used by male col

leagues, subordinates and/or supervisors and administrators 

of women working in predominantly male fields to render them 

less effective and productive in an organization. These 

behaviors are usually motivated by traditional, stereotypic 

assumptions about women and have been shown to be disabling. 

Women being subjected to these behaviors tend to lose 

motivation, miss out on opportunities for development and 

growth, and show declining morale (Palmer, 1978). 

Of the many questions asked some in particular seemed 

to be problematic. For example, over half of the clergywomen 

had: 1) been called endearing terms, had comments made on 

their body or clothes, and/or had been present while male 

colleagues had discussed women in sexual terms 2) had felt 

excluded, avoided, ignored or forgotten by their colleagues 

at times. One woman included an unsolicited comment with the 

above question: "The 'old boy' network is alive and well. 

It's called 'Brown Bag Lunch' and I feel invisible there." 
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3) felt that at times they had not really been listened to by 

other male pastors 4) marked that their colleagues used 

male-oriented language structures 5) indicated that they had 

frequently been selected from a group of male peers to 

perform traditional female roles 6) had received responses 

to their suggestions with counter-suggestions instead of 

having theirs considered. 

Between 32 and 49% marked that they had: 1) at times 

been treated as a sex object by male clergy or lay men 2) 

felt that they had not been visited socially like other pas

tors because they were women 3) not been receiving useful 

information that they felt they should have 4) experienced 

at some point a male pastor or pastors who had not made an 

effort to get to know them 5) at times not been given credit 

for their contributions by the male pastors they had worked 

with because they were women 6) been excluded from meetings 

where they could have contributed or learned, sometimes felt 

discounted or discredited by their colleagues and felt that 

ministers with whom they had worked had assumed that they, as 

women, had inferior skills, capabilities, or understanding 

7) experienced the feeling that other, male pastors had 

information ar skills that thy were not sharing with them. 

Although the negative responses listed in this 

section appear to indicate that many if not most of the women 

had experienced behaviors from male colleagues and others 
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that discounted them in some way, there were also many 

factors that other working women seem to have difficulty with 

that the pastors did not mark as being a significant problem 

for them. These factors can be examined in Chapter 4. 

Thirty-two percent (32%) of the clergywomen marked 

that they used male-oriented language structures at times. 

It is interesting to note that 4 pastors did not respond to 

this question. Those who answered to the affirmative often 

seemed to be apologetic and embarrassed as they offered 

additional comments like "only sometimes." 

Experience With Church Governing Bodies 

The women were asked to describe the positive and 

negative aspects of their church's governing body which have 

influenced their career. Of the comments that were written, 

67% were positive, 5% were negative and 32% had elements of 

both (Appendix F). 

Forty percent (40%) of the responding ministers 

marked "that the denominational executives they had worked 

with had been verbally supportive but covertly opposed to 

their appointment. The majority, (84%), however, felt that 

the executives they had worked with had been genuinely 

supportive of them. One (4%) marked that their appointment 

had been adamantly opposed. A few women responded to the 

invitation to comment after this question (Appendix G). 
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Attitudes of Non-Clergy Women 

The response to the question of how the pastors see 

the attitudes of other women concerning the ordination of 

women to the ministry is revealing. Sixty percent (60%) felt 

that many women were verbally supportive but covertly opposed 

to the ordination of women. All of the respondents (100%) 

felt that most other women were genuinely supportive. The 

adamantly opposed category was marked by 32%. As with the 

previous question, many of the respondents marked more than 

one category. The ministers were invited to comment after 

this question also and over half of the clergywomen did. The 

comments, recorded verbatim in Appendix H, are well worth 

reading. One statement was of particular interest. One 

pastor suggested that one category was missing from the 

questionnaire for those who are "verbally opposed and 

covertly supportive." The following comment is probably the 

best summation of what was written by the group as a whole: 

"Women have been my strongest support with a small minority 

being my biggest problems." 

Attitudes of Women Compared 
to Attitudes of Men 

Seventy-two (72%) felt that the attitudes of women 

toward female clergy were different than those of men, while 

28% did not. It would have been nice to know exactly what 
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they felt the differences were but that question was never 

asked. 

Admiration From Others 

The majority (80%) felt that other pastors admired 

them for becoming a pastor, 75% felt that lay men admired 

them for becoming a pastor and 88% marked that lay women 

admired them for their career choice. The remaining per

centile of women ministers felt that they were not admired 

for becoming pastors. This data seems to reflect the data 

indicating that women, although sometimes the greatest 

opposition, are for the most part the most supportive of any 

group. 

Imitation of Male Clergy 

The great majority of the ministers (89%), felt that 

they did not have to imitate male clergy in order to be 

successful. Others felt that they did. These results were 

also supported by the data collected indicating what the 

clergywomen felt their unique contributions as women were to 

the ministry. Most of the pastors felt they did make a 

distinctive contribution as females. 

Mentors and Mentoring 

Most, 72% of the pastors have had mentors, most (67%) 

of whom were male. Most (68%) of the clergywomen had 

themselves been mentors to colleagues and a slightly larger 
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percentage (76%) had been mentors to non-colleagues. An 

inordinately large number did not answer these questions. 

Perhaps it was difficult for some to decide whether certain 

of their activities were actually mentoring or protege 

behaviors or not. 

Sixty-two percent (62%) of the career women in the 

Northcutt study reported having mentors, a notably lower 

percentage than the pastors. Most of their mentors (66%) had 

also been male. 

Support Among Clergywomen 

Seventy percent (70%) of the pastors marked that the 

level of support among the women ministers in their confer

ence was good or very good while the remainder marked from 

moderate to very poor. Two of the women who marked poor and 

very poor commented. One wrote that this was due to her 

geographical isolation and the other wrote that she is the 

sole woman minister of her denomination in Arizona. 

Geographical isolation seems to be a problematic factor in 

several other areas including loneliness, not receiving 

promotions and overwork. 

Clergywomen Meetings 

Seventy-five percent (75%) of the subjects met with 

other clergywomen in this conference. There were many 

responses as to how many times a year they met. For the most 
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part it seemed to vary considerably according to denomination 

with some meeting as often as monthly and some "seldom". For 

example, the Disciples of Christ, Episcopal and United Church 

of Christ clergywomen met together more often than any other 

denomination, meeting monthly. From the comments that were 

made there seems to be a monthly support group averaging 

about 20 individuals with different denominations in attend

ance. The attendance varied from 2 to 3 up to as many as 20 

individuals. Mutual support was the overwhelming theme and 

purpose of the meetings. Eight individuals did not respond. 

Competition Among Clergywomen 

Thirty-one percent (31%) felt that there was some 

competition between the clergywomen in the conference. Four 

women, a comparatively large number, did not answer the 

question. It is interesting to note that 2 of those who 

answered yes, wrote tentative comments "maybe" and "probably" 

beside their response as if to temper it. Perhaps they were 

embarrassed by the possibility of competition between 

pastors, between women and/or a combination of the two. 

Support from Various Sources 

The following percentages of clergywomen marked 

either the "high" or "very high" categories for the levels of 

support they received from different groups of people: 72% 

for colleagues, 80% for lay persons, 73% for church admini
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strators and 89% for friends and family. Thirty-five percent 

(35%) felt that they needed additional support in order to be 

as dedicated and competent as male pastors, while the rest 

did not. One woman who felt that she needed additional 

support added a comment: "support specifically from other 

clergy women." 

Burn-Out 

Twenty-six percent (26%) felt that women pastors 

suffer burn-out more often then men pastors and the rest felt 

that the burn-out rates were the same. It would be inter

esting to know if male clergy put in as many hours of work in 

week as the female clergy and exactly how each group 

perceives the other in terms of effort and duration of labor. 

Unique Contributions as a 
Woman to the Ministry 

The responses to the open ended question as to what 

unique contributions they felt they could make to the 

ministry as a woman were indeed singular and varied. There 

were some common themes however. Several did not feel their 

contributions had anything to do with their gender. Many 

wrote that women had unique talents and abilities such as 

greater intuition, ability to love, to be supportive, to 

nurture, to express feelings, to be sensitive to grief and 

crisis situations and to show concern and compassion. Many 

felt that their unique contribution was in their ability to 
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open the way and be a role model for other women, their point 

of view on women's issues and the nature of deity and their 

ability to relate directly to other women. The clergywomen's 

comments on this subject are recorded verbatim in Appendix I 

and are well worth reading. 

Likelihood of Remaining in the Ministry 

Due to a questionnaire problem, only 11 of the 

subjects had the opportunity to indicate the likelihood of 

their being in the ministry 5 years from the time of 

response; of this group all but one (91%) marked high or very 

high. So, either these women are unwilling to go through the 

stress and difficulty of making a career change or they are 

committed or rewarded enough to stay in the ministry in spite 

of the low pay, loneliness, barriers and overwork that so 

many of thern experience. 

Personal Information 

Ordinal Position 

Combining the 2 only children with the 7 only child

ren with more than five years difference between them and 

other siblings would make the only child category at 35% a 

significant most frequently reported circumstance. Six (23%) 

are middle children, the second most reported category. With 

so small a sample, these numbers and percentages may or may 

not be indicative of women ministers in general. It is also 
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interesting to note that 9 (35%) of these women are the only 

female among one or more male siblings. Perhaps these women 

were more likely to feel comfortable entering a male 

dominated field having grown up a single female among all 

male siblings. 

It is interesting to note that the greatest per

centage (34%) of subjects in the Northcutt study were oldest 

children rather than only children. Only 12% of the 

clergywomen were the oldest sibling. 

Marital Status 

Fifty-four percent of the ministers were not married 

at the time they responded to the questionnaire and most of 

that number had never been married.' Thirty-nine percent were 

married. 

Fifty (50%) of the women in Northcutt's research were 

married and only 12% had never been married so there is a 

notable difference between this population and the minister 

population. Being single was seen to be a liability to a 

pastor by ;the lay persons interviewed by Eaton and Newlon 

(1987) because clergy spouses often shared some of the work 

load and ministers are traditionally expected to have 

spouses. 
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Number of Children 

The question concerning the number of children was 

not worded in such a way that it was possible to know how 

many of the married women had children and how many of the 

single women were parents. Since 11 women had children and 

10 are married at least one pastor is a single parent. It is 

probably safe to assume that most of the married women are 

parents. Five of these women had as many as 3 or 4 children. 

Seventy-one percent (71%) of the career women had 

children as compared to 42% of the clergywomen. 

Financial Support 

The majority (64%) of the pastors were the primary 

financial support for themselves or their families. The rest 

shared the responsibility to varying degrees. 

Forty-nine percent (49%) of the women in the North-

cutt study were the primary support. This lesser figure 

probably reflects the difference between the groups in terms 

of the percentage who are single. 

Household Responsibilities 

Only 5 (50%) of the married individuals answered the 

question as to whether or not they handled all or most of the 

household duties in addition to their pastoral responsibili

ties and only 7 of the 16 unmarried individuals marked the 

category "not applicable." With such a poor, erratic 
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response this data probably has little meaning. This may 

have been a "loaded" question that was difficult to answer 

for some reason or a number of individuals did not complete 

reading the question because it was obvious immediately that 

it applied only to those who were married. These problems 

may have resulted from the wording of the question. 

Time Spent in Leisure Activities 

The amount of time the pastors spent each week in 

leisure activities, hobbies, and recreation varied consider

ably. The mean was 12 hours. Eight clergywomen did not 

answer the question, perhaps because they did not have time 

for any leisure or perhaps it was a particularly unpleasant 

question to think about and answer. 

Social Activities 

The amount of time spent socializing each week did 

not seem to correspond to the amount of time spent in 

leisure. The mean was 6 hours. Six women did not respond. 

Comparing these percentages with those of leisure activities, 

the difference is unexpected because most, if not all of 

these women seemed to be much more people oriented than 

object or activity oriented. It could be that some of their 

socializing is done in a "work" context. 
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Close Friendships 

The great majority, 92%, of the pastors reported that 

they had close friends although, some noted that these friends 

did not live in the same areas. 

Dating 

Seventy-five percent (75%) of those who are not 

married, indicated that they did not date. Those who did 

date were asked to reveal where they met their dates. This 

must have been a poorly worded question as the answers given 

were not the ones the author intended to elicit although they 

did provide some interesting, though perhaps not greatly 

significant, information. 

Satisfaction With Social Life 

The majority, 56%, who answered the question did not 

feel satisfied with their social lives. Over half, 54%, of 

the women felt that loneliness was a problem for them. All 

those who are married rated their marital relationship as 

very good or good. It's important to note that those who were 

satisfied were not necessarily the individuals who were 

married or who dated. Of the 9 of the 10 married individuals 

that responded to the question, over half, 56%, were not 

satisfied with their social lives and the same percentage 

marked that loneliness was a problem for them. One married 
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woman added the following comment: "I long for a close woman 

friend like I had in Seminary." 

Major Stressors in Personal 
and Professional Life 

The subjects were asked to write what they felt were 

the major stressors in their personal and/or professional 

life as a woman minister. Again the responses were many and 

highly individual although some general themes did emerge. 

The most mentioned stressor (42%) was too much time spent on 

the job and overwork - too many responsibilities. Loneliness 

and social isolation from working in small rural ministries 

were major stressors mentioned by many (33%). Juggling 

family and work was a stressor for many (29%). Career 

limitations, discrimination and desire or need for personal 

growth were also common themes. Only 2 women did not respond 

to this question which may indicate that they were eager to' 

express themselves on this subject (Appendix J). 

Morale 

Twenty-seven (27%) individuals rated their morale as 

being very high, 42% as high, 31% as moderate or low. 

Self-Esteem 

The questionnaire included an adaptation of Rosen

berg's self-esteem scale. As a whole the clergywomen scored 

well above average on this measure of their sense of self 
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worth. The mean score for the group was 3.3 with a score of 

2 being the average for the scale. Approximately 31% scored 

high, 35% moderately high, 31% moderately low, and 4% low. 

It was difficult to see any significant patterns in the lives 

of those who scored in the lower ranges because the numbers 

were so few. However, some possible factors were noted. Of 

the four women who scored in the lower ranges, 3 were lonely 

and unhappy with their social lives. Two were married and 

had children. Although both of these women rated their 

marital relationship as either good or very good, both 

reported juggling work and family as major stressors in their 

lives. One not only was the major financial support of her 

family, but did most of the household duties as well. The 

second is not the primary financial support of her family and 

does not handle all or most of the household duties. It may 

be significant that 2 (50%) of these 4 women were married 

while the total percentage of women married in the sample was 

only 10 (39%). Some were working in large and some small 

churches. All had encountered some barriers and had also 

received some support during their careers. 

Depression 

According to the results obtained from the CES-D 

depression measurement, as a whole they are no more depressed 

and probably less depressed than the population of women used 

to establish the norms of the scale. Thirty-three percent 
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(33%) showed very few symptoms of depression, most (50%) 

scored in the middle ranges and 17% scored above 16, two with 

scores of 17 and 18, one with a score of 27, which is rather 

high, and one with a score of 41 which is extremely high. 

The mean score of the 24 individuals that completed the meas

urement was 10.4. 

On the CES-D scale a score of 16 shows a recognizable 

depression. A score of 38 and above indicates the possibility 

of acute depression. So, one or two individuals appear to be 

mildly depressed at the time they took the measure and two 

appear to be more deeply depressed at the time they took the 

measure. Removing the uncharacteristically high score of 41 

and the possibly invalid, seemingly inhuman score of 0 from 

the computation produces an adjusted score of 9.5. As a 

whole the women clergy in this sample appear to score well 

within the usual ranges as a random community sample score 

for women is 10. 

It was difficult to see any definite patterns in the 

profiles of the women who reported having an above average 

number of depressive symptoms. It is interesting to note 

that both the individuals who scored the 17 and 18 one seemed 

to have very high self-esteem and morale and the other had 

high self-esteem and morale. One of the two explained her 

choices on the measure by writing that she was and had been 

ill. The individual who scored 27 reported having moderate 
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morale and moderately low self-esteem. The person who scored 

the 41 had low morale and very low self-esteem. 

The CES-D measure consists of a list of possible 

symptoms of depression. Fifty percent (50%) or more of the 

clergywomen reported experiencing some difficulty keeping 

their attention focused, sleeping, "getting going" and then 

feeling depressed and lonely and not feeling happy or 

enjoying life at least some of the time. It is interesting 

to note that an absence of some of the good feelings rather 

than only the presence of unpleasant feelings or experiences 

was a major contributor to feelings of malaise experienced by 

many of the pastors in the study at least some of the time. 

Hypothesis 

The following is a discussion of the findings of this 

study in relation to the hypothesis made about the character

istics of women ministers in Arizona. Alternate explanations 

and interpretations as well as additional questions are 

offered in the sections above. 

Hypothesis One 

The hypothesis that clergywomen in Arizona are highly 

motivated to be successful according to their own definition 

of success and are goal oriented is partly supported and 

partly insupportable by the data gathered. 
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Eighty-four percent (84%) of the subjects considered 

themselves to be successful. The pastor's definitions of 

success were somewhat unique and definitely different than 

those of other career women in many respects. The measure 

used to gauge achievement motivation was probably not valid 

for this population so motivation levels were not measured. 

It is difficult to tell how goal oriented the respondents 

were as their goals were not easily defined and have more to 

do with service to God and others, personal development, 

integrity and spirituality than rising up the ecumenical 

ladder. See the following sections in this chapter (5): 

Definitions of Success, Reasons for Entering the Ministry, 

Achievement Motivation, Career Goals. 

Hypothesis Two 

The hypothesis that most clergywomen experience 

barriers to both advancement and effectiveness is supported 

by the data. 

Almost all of the subjects had experienced a number 

of barriers with specific barriers being experienced by most 

of the women. It is reasonable to conclude from the data 

that female clergy still face significant difficulties 

because of their gender as they minister. See the following 

sections in this chapter (5): Barriers to Advancement, 

Barriers to Effectiveness. 
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Hypothesis Three 

The hypothesis that most women pastors are receiving 

substantial support from at least one or more groups within 

the following categories: family, friends, colleagues, 

congregations, church officials is supported. 

The data showed that the clergywomen felt some 

support from each category with the greatest support coming 

from family and friends and the least support from male 

colleagues. See the following section: Support from Various 

Sources. 

Hypothesis Four 

The hypothesis that most women clergy experience some 

covert if not overt opposition from at least one or more of 

the following groups: family, friends, colleagues, congrega

tions, church officials is supported to a limited extent. 

Sixty percent (60%) of the respondents felt that some 

women were verbally supportive and covertly opposed and 40% 

felt that their denominational executives were verbally 

supportive and covertly opposed. A small percentage had 

experienced overt opposition from both groups. Data was not 

collected on the covert opposition of family, friends, col

leagues or congregations in general. However some inferences 

may be made from data on general support which is addressed 

in hypothesis three. See the following sections: Experience 

With Church Governing Bodies, Attitudes of Non-Clergywomen. 
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Hypothesis Five 

The hypothesis that more of the clergywomen are first 

born or only children than any other ordinal family position 

is supported. However, fewer respondents than expected, only 

12%, were first born. The largest group of subjects, 35%, 

were only children. See: Ordinal Position. 

Hypothesis Six 

The hypothesis that most of the subjects will report 

their highest values as being service oriented is overwhelm

ingly supported. 

This conclusion is supported by data from the 

following sections: Definitions of Success and Career Goals 

both of which revealed the importance of contributing to the 

welfare of members of their congregations and friends, 

serving God, and developing strong relationships with others 

to the clergywomen; Unique Contributions as Women to the 

Ministry which indicated that the subjects felt they had the 

ability to serve in special ways; Reasons for Entering the 

Ministry which revealed a desire to serve God and fellow 

men/women. 

Hypothesis Seven 

The hypothesis that the sample will show high self-

esteem is supported. 



148 

The mean of the clergywomen's raw scores on the 

Rosenberg scale was 3.3 which is well above the average of 2. 

Many of the individuals had very high scores. See Self-

Esteem. 

Hypothesis Eight 

The hypothesis that the morale of the subjects will 

be reversely proportional to the degree of opposition 

perceived was not supported. 

The data showed that the women almost universally 

reported experiencing a significant amount of opposition to 

their functioning as a minister, however, as a group their 

morale was high and the apparent incidence of depression low. 

Individual examination of the questionnaires did not support 

an inverse correlation between the degree of opposition and 

morale. However, no statistical correlations were run. See 

the following categories: Experience With Church Governing 

Bodies, Barriers to Advancement, Barriers to Effectiveness, 

Morale, Depression. 

Conclusions 

The results of this study on women ministers is 

congruent with the scant body of literature that is available 

on the subject. 

In some ways the acceptance and unoppressed effec

tiveness of women in the ministry seems both better and worse 
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than that of women in other male dominated fields. It 

appears as if many aspects of ministry, such as counseling 

and caring for others during times of grief and hardship etc. 

fit in well with traditional role expectations for females. 

Other parts of the clergy role, such as the leadership, 

preaching, financial and organizational responsibilities are 

less traditionally female and may pose more difficult chal

lenges for many women ministers with much of the difficulty 

coming from male colleagues. Part of this difficulty may 

exist because of the powerful traditions specifically 

involving sex roles that are still so much a part of many of 

Protestant religions. Traditional assumptions about women 

have been firmly entrenched and are slow to change. However, 

many individuals are perhaps now ready for the more inclusive 

approach to religion, spirituality and worship that the women 

pastors are more likely to offer and are thus ready to extend 

their support. 

Women ministers are unique among the ranks of career 

women; they face many common and yet some distinctive 

challenges. Although their goal setting patterns, age, 

ordinal position, and evaluation of financial and emotional 

compensation were similar, women ministers appeared to be 

distinct from other career women in the following respects: 

definitions of success, values, barriers to advancement (due 

to the strength of the traditional values associated with 



150 

religion), number of years in their field and current 

position, percentage in management positions, educational 

level, self ranking of success, income range and levels of 

commitment to a chosen career (Table 45). 

Women ministers appear to have a tremendous amount of 

personal inner strength and commitment to their goals or 

"call" to serve God and their fellow human beings. Few 

professions could provide as little extrinsic and intrinsic 

reward and still have people persevere with such steadfast 

determination. For example, many of the clergywomen in this 

study reported that they did not feel well compensated 

financially or emotionally, their incomes were low, most 

experienced a significant amount of loneliness and isolation 

as a result of their job location, most worked incredibly 

long hours, most experienced barriers to advancement and 

effectiveness including both covert and overt opposition from 

many sources, yet their self-esteem was high, their depres

sion levels low, they considered themselves to be successful 

and they intended to stay in the ministry. Their dedication, 

strength and sincerity was distinctive, touching and with few 

exceptions, probably unique. 

Limitations 

Several factors limited the validity and reliability 

of this study. The small sample size (N=26) was a limiting 

factor although probably a comparatively large percentage, 
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perhaps over half of the total population of women ministers 

in the State of Arizona. 

Another limitation was the use of Myers' Achievement 

Motivation Scale. This measure was probably not valid for 

use with women so the data gathered was useless. Also there 

was no data indicating the validity of either the CES-D or 

the Rosenberg scales for use with female clergy. 

The relatively small geographical area, Arizona, was 

a possible liability. 

Researcher bias was another limitation in this study. 

The wording on the questionnaire was somewhat biased in the 

questions eliciting information about possible barriers to 

effectiveness and advancement. 

Another limitation was that more than one denomi

nation was used and that unequal numbers of subjects in the 

different denominations were included in the sample. 

The method of sampling was not ideal. To obtain the 

names and addresses of potential subjects both a list and 

word of mouth were used rather than random sampling. 

The sample consisted of all employed clergywomen and 

excluded those in the seminaries and those who were unem

ployed or retired. 

The generalizability of this study is restricted by 

the sample characteristics. 
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Recommendations 

The findings of this study suggest a number of 

possibilities for future research. This study could be 

replicated using a larger, random sample from a larger 

geographical area, including a more representative sample of 

minorities and including males. Similarities and differences 

between denominations and sexes could be obtained. Correla

tions between different factors identified in this study 

could be done. Further research on definitions of success 

and goals for different occupational groups and for both men 

and women would open the way for the development of an 

achievement motivation measure which is more broadly applic

able to both genders and a variety of occupational groups. 

Implications 

Several implications of the results of this study may 

be considered although care must be taken when generalizing -

beyond the sample used or to individuals within the sample. 

The governing bodies and executives of the different denomi

nations represented in this study may be able to enable the 

women clergy under their jurisdiction to be more effective 

and productive by educating themselves, their laity and their 

clergy, of both sexes, about the factors which reduce effec

tiveness. It may benefit many clergywomen to organize more 

effective support systems both professionally and socially 

amongst themselves, their congregations and communities. The 
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seeking of mentors and mentoring among the women may be 

encouraged. Women clergy may be encouraged to make goals to 

achieve and to seek more of the executive and senior pastor 

positions if doing so would be compatible with their personal 

values. The results of this study would suggest that caution 

be exercised when generalizing between occupations as some 

occupations have general characteristic, success and goal 

profiles that are very different from those of others. 

Chapter Summary 

In this chapter, the specific findings of the study 

of women ministers in Arizona were summarized, alternative 

explanations, interpretations and comments were made and 

additional questions addressed. The hypothesis and the 

support or lack of support indicated by the data were 

discussed after which the conclusions, limitations, and 

recommendations coming from the study were considered. Table 

45 is a summary comparison of information from Northcutt's 

(1987) study of successful career women and the data in this 

study of women ministers. 
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APPENDIX A 

QUESTIONNAIRE COVER LETTER 

Dear Rev. 

We are writing to ask your assistance in some research that 
will provide helpful information on the women ministers in 
Arizona. We are working with Reverend Beth Carey of Tucson 
in this endeavor. This information will be used for a 
Masters thesis and may eventually result in a published 
article. 

Enclosed is a questionnaire which we are asking you to 
complete and then return to us in the enclosed, stamped 
envelope. We ask that you share aspects of your life as a 
clergywoman that are important to you or that you feel may 
provide pertinent information on the challenges and rev/ards 
of your career. 

Participation in this study is completely voluntary. The 
information from the questionnaire is confidential and will 
be used for research purposes only. You will notice that 
there is no identification on the questionnaire, so that any 
information you record will be completely anonymous. 

The questionnaire should take less than 1 hour to complete. 
We will be happy to answer any questions you may have. You 
may contact Kris at 297-0591 or 621-3218. Thank you for your 
willingness to contribute to the scant body of knowledge 
about women clergy. 

Sincerely, 

Kris Eaton 
Researcher 

Betty J. Newlon, Ed.D 
Associate Professor 
Research Director 
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APPENDIX B 

WOMEN MINISTER QUESTIONNAIRE 

You have been selected to assist in a study of women in the 
ministry. The information you provide will be dept 
confidential, and your anonymity is assured. This is not a 
test, and there are no wrong answers. Your honest answers 
will be greatly appreciated. 

1. Job title . 

Job Description: List your major responsibilities 

Number of years in the ministry 

Number of years in current position 

Currently: active retired 

Denomination -

Congregation size 

What were your major reasons for entering the ministry? 

What are your career goals? 

Approximate number of hours per week dedicated to your 

ministry ' 
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2. Check highest degree attained: 

Bachelors Major area of study_ 

Masters Major area of study_ 

Doctorate Major area of study_ 

other (please explain) 

Age: 25-35_ 

65+ 

36-45 46-55 56-65 

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

6 ,  

7, 

EXAMPLE YOUR SIBLINGS: 

1) 

2) ME 2) 

3) sister - 2 years younger 3) 

4) brother - 6 years younger 4) 

5) half-sister - IQyrs younger 

Marital status - check one: 

5) 

married_ 
widowed" 

divorced 
re-married 

separated 
never married 

Number of children 

Asian Ethnicity: Native American 
Anglo Black Mexican American 
Other 

Mentor information: 
I have or have had a mentor in my career. Yes No_ 
My mentor is male_ 
My mentor was male_ 

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

10. Please RANK, IN ORDER OF IMPORTANCE, your top 5 
definitions of success from the list below, using 1 as 
most important and 5 as least important. 

Pastoring my own church and/or being a Senior 
Pastor. 

Becoming an authority in theology. 

Obtaining recognition from colleagues. 

Obtaining awards outside the ministry. 

Obtaining recognition from friends or others outside 
of the ministry. 

Obtaining recognition from family members. 

Being well liked. 

Contributing to the welfare of friends or personal 
acquaintances. 

Contributing to the welfare of the members of your 
congregation. 

Developing a strong relationship with others. 

Supervising volunteer organizations or community 
projects. 

Achieving a high salary. 

Having a title and job description indicating high 
responsibility and/or status. 

Marrying a person who has money or position. 

Marrying and having children. 

Acquiring a large home or expensive real estate. 

Serving God. 
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11. Briefly, give your own definition of success. 

PLEASE respond as quickly 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 

21. At times I think I am no good at all. 
Strongly agree Agree Disagree Strongly disagree 

22. I work harder at my job than the average career woman. 
Strongly agree Agree Disagree Strongly disagree 

23. My colleagues think of me as being too serious. 
Strongly agree Agree Disagree Strongly disagree 

24. Most of my superiors/supervisors/congregation think of me 
as one of their hardest workers. 

Strongly agree Agree Disagree Strongly disagree 
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25. Other interests (sports, hobbies, etc.) keep me from 
being exemplary in my ministry. 

Strongly agree Agree Disagree Strongly disagree 

26. I 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 
ministry. 

Strongly agree Agree Disagree Strongly disagree 

29. I am financially compensated for my work: 
extremely well well adequately not enough 

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

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

My approximate annual income is: 
up to $15,000 $15,000-20,000 $20,000-30,000 
over $30,000 

My salary is the same as a male clergyman in a similar 
position. YES NO 

Do the financial benefits you receive meet your 
expectations? YES NO 
needs? YES NO 

32. What appointment or position do you feel you would hold 
now if you were male? 

33. At what point, if any, in your career have you encoun
tered barriers to advancement? (Use back of sheet if 
necessary) 

What barriers did you encounter? 

34. What were the positive and negative aspects of your 
church's governing body which influenced your career? 
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35. For the most part, the denominational executives I have 
worked with have been: 
verbally supportive but covertly opposed . 
genuinely supportive . 
adamantly opposed to my ordination . 

COMMENTS: 

36. How do you see the attitudes of other women concerning 
the ordination of women to the ministry?{check as many as 
apply) 
verbally supportive but covertly opposed 
genuinely supportive 
adamantly opposed 

COMMENTS: 

37. In general, do you see the attitudes of women as being 
different than those of men? YES NO 

38. Do you feel that (a) other pastors YES NO 
(b) lay men YES NO 
(c) lay women YES NO 

admire you for becoming a pastor? 

39. Do you feel that you must imitate men or male pastors in 
order to be successful? YES NO 

40. Have you ever felt that you were treated as a sex object 
by male clergy or lay men? YES NO 

41. In general, do you feel that the male clergy with whom 
you work overprotect you? YES NO 

42. Have you ever had the following experience with the male 
ministers with whom you have worked: 
a) had them hold back on criticism? Yes No 
b) been given assignments that were far too easy? 

Yes No 
c) not been encouraged to take risks? Yes No 
d) not been sent on out-of-town trips? Yes No 

43. Have you ever felt excluded, avoided, ignored or 
forgotten by your colleagues? Yes No 
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44. Have you ever had the following 'experiences with the 
male ministers with whom you work? 

a) not being visited socially? Yes No 
b) not being invited to lunch with the group? Yes No 
c) not receiving useful information? Yes No 
d) no one making the effort to get to know you? Yes No 
e) not receiving coaching, training, or assignments 

equivalent to those of your male peers? Yes No 
f) not really being listened to? Yes No 
g) not being approached to shake hands? Yes No 
h) not given credit for your contributions? Yes No 
i) not included in meetings where you could contribute or 

learn? Yes No 

45. Do your colleagues use male-oriented language 
structures? (For example, refer to adult females as 
"girls" or "gals"; referring to hypothetical directors, 
professionals, clergy and people in general as "he".) 
Yes No 

46. Do you use male-oriented language structures? Yes No_ 

47. Have you frequently been selected from a group of male 
peers to: 

a) perform traditional female roles? Yes No 
b) prepare food? Yes No 
c) take notes? Yes No 
d) copy materials? Yes No 

48. Do you feel that your colleagues attempt to stay "one 
up" on you? Yes No 

49. Have you ever had the following experiences with the 
clergy with whom you have worked: 

a) had them provide solutions rather than helping you to 
think things through? Yes No 

b) had them do something for you rather than helping you 
learn? Yes No 

c) felt that they have information or skills that they are 
not sharing with you? Yes No 

d) felt like your concerns are trivialized? Yes No 
e) been praised lavishly for ordinary accomplishments? 

Yes No 
f) received responses to your suggestions with counter-

suggestions instead of considering yours? Yes No 

50. Do you sometimes feel discounted or discredited by your 
colleagues? Yes No 
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51. Have you ever had the following experiences with 
ministers with whom you have worked? 

a) had them assume that you have inferior skills, 
capabilities, or understanding? Yes No 

b) been regarded as "not right in the field"? Yes No 
c) had something you have just said explained or 

paraphrased for another's benefit? Yes No 

52. Have your male colleagues ever 
a) called you endearing terms? Yes No 
b) commented on your body or clothes? Yes No 
c) discussed women in sexual terms in your presence? 

Yes No 
d) asked about your "love life"? Yes No 
e) touched you in sexually suggestive ways? Yes No 

53. Approximately how much time do you spend each week in 
leisure activities, hobbies, and recreation? 

54. Approximately how much time do you spend each week 
socializing? 

55. Do you have close friends? Yes No 

56. If not married, do you date? Yes No 
Where do you meet your dates? 

57. Are you satisfied with your social life? Yes No 

58. Is loneliness a problem for you? Yes No 

59. If you are married, how would you rate your marital 
relationship? 
very good good moderate poor very poor 

60. How would you rate the level of mutual support among 
clergywomen in the conference? 
very good good moderate poor very poor 

61. Do you meet with other clergywomen? Yes No 
If so, how often? 
How many attend? 
What is the main theme of the meetings? 

62. Do you feel there is competition among the clergywomen? 
Yes No 

63. Overall, how much support do you receive from: 
a) colleagues? very high high moderate 
low very low 
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b) lay persons? very high high moderate low very 
low 
c) governing body? very high high moderate low very 
low 
d) friends/family?very high high moderate low 
very low 

64. Do you feel you need additional support in order to be 
as dedicated and competent as male pastors? Yes 
No 

65. What unique contribution do you think you can make to 
the ministry as a .woman? 

66. Do you feel that women pastors suffer burn-out more 
often than men pastors? Yes No 

67. How would you rate your morale? 
very high high moderate low very low 

68. What do you feel are the major stressors in your 
personal and/or professional life as a woman minister? 

69. Right now, I see the likelihood of my being in the 
ministry 
5 years from now as 

very high high 50:50 low very low 

Circle the number for each statement which best 
describeshow often you felt or behaved this way - DURING 
THE PAST WEEK 

0 Rarely or none of the time (less than 1 day) 
1 Some or a little of the time (1-2 days) 
2 Occasionally or a moderate amount of time (3-4 days) 
3 Most or all of the time (5-7 days) 

DURING THE PAST WEEK: 

1. I was bothered by things that usually don't bother me. 
0 12 3 

2. I did not feel like eating; my appetite was poor. 
0 12 3 

3. I felt that I could not shake off the blues even with 
help from my family or friends. 
0 12 3 
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I felt that I was just as good as other people. 
0 12 3 
1 had trouble keeping my mind on what I was doing, 
0 12 3 
1 felt depressed. 
0 12 3 
1 felt that everything I did was an effort. 
0 12 3 
1 felt hopeful about the future. 
0 12 3 
1 thought my life had been a failure. 
0 12 3 
1 felt fearful. 
0 12 3 
My sleep was restless. 
0 12 3 
1 was happy. 
0 12 3 
1 talked less than usual. 
0 12 3 
1 felt lonely. 
0 12 3 
People were unfriendly. 
0 12 3 
1 enjoyed life. 
0 12 3 
1 had crying spells. 
0 12 3 
1 felt sad. 
0 12 3 
1 felt that people disliked me. 
0 12 3 
1 could not get "going". 
0 12 3 
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APPENDIX C 

COLLEGE DEGREES 

Bachelors degrees listed by respondents: Latin American 
History, Religious Education, English, Bible, Guidance and 
Counseling, Theology, and French. 

Masters Degrees listed were: Divinity-Church History, 
Religion, Theology-Library Science (2), Ethics-Pastoral 
Counseling, Theology (3), Divinity-Ministry, Christian 
Education, Theology-Social Work (2), English Education, 
Marriage & Family, Pastoral Counseling, Pastoral Theology, 
Psychology, Theology-Counseling & Psychosynthesis, Theology-
Biblical Studies, Biblical Studies, and Parish Ministry. 
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APPENDIX D 

DEFINITIONS OF SUCCESS 

Definitions: 1) "Serving God in such a way that God's power 
flows through me - Recognition and promotion." 2) "Having a 
sense of contributing to God's world from my particular well 
of being." 3) "Feeling positive and affirmed as a result of 
making a difference in someone's life." 4) "Having my own 
church; working at a satisfactory job that has compatible 
relationships." 5) "To have a relationship with God enabling 
me to discern God's will for my life so that my gift may 
benefit the Church of Christ." 6) "Having a sense of 
fulfillment." 7) "Being faithful to the ways of God, as I 
understand them, in my professional and personal life." 8) 
"Satisfaction in my career with some degree of verifiable 
effectiveness." 9) "Serving God." 10) "Being effective in 
doing what I feel called to do - which is living out my 
relationship with God in my relationships with others and in 
my ministry." 11) "Feeling fulfilled, as though everything 
in my life is sufficiently satisfied." 12) "To be faithful 
to God, to live in love and peace and to deal justly with 
others." 13) "Having open ears and heart to God's call to 
serve Him - that service which takes love, faith, hope, 
humility, goodness, patience, gentleness, joy and kindness." 
14) "Serving God to the best of my ability - using all my 
gifts that God has given me. That I allow God's power to 
possess me so that I may be used as an instrument in my 
life." 15) "It is constantly changing. Right now success 
feels like being an 'authentic person.' It is important to me 
to love inner self and be congruent with outer self in the 
world. Have high appreciation for spiritual Direction. 
Being successful is knowing self, accepting self and being 
open to God's wisdom for all of life." 16) "Being in a 
career that you find satisfying and rewarding, one that meets 
your financial needs and wants and leaves you looking forward 
to the next day. A career that lets you be creative and 
responsible. Success can often be measured in your own 
contentment and^happiness." 17) "Living and working to the 
fullest of one's capabilities in any given situation - and 
discovering one's capabilities are always expanding." 18) "I 
don't have to do great things, but the things I do in my 
sphere of influence will be done with great conviction, great 
wisdom, great beauty and great love." 19) "Effective 
proclaimer of the Gospel as preacher, teacher and enabler. 
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Be a participant with others is Christ's mission, through the 
church, in service to the world. An able evangelist both in 
and outside the community of faith. Reflect in work and life 
style something of the nature of the God in inviting ways." 
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APPENDIX E 

BARRIERS TO ADVANCEMENT 

Barriers to advancement listed: 1) "During relocation, it 
took slightly longer (4-5 months) to relocate from associate 
to pastor." 2) "Prior to changing denominations (before 
1983), I was barred from a position and ordination." 3) 
"There have been some barriers in each position. In the late 
50's, I wasn't offered ordination when all the men in my 
class were. Expectations for men and for women are sometimes 
different in interviews. I have been asked what my husband 
thinks of my applying for a position." 4) "I had difficulty 
achieving my goals during the ordination process. Female and 
conservative people on the commission or Ministry Board acted 
as barriers." 5) "Three different search committees found my 
age and gender to be barriers. Both of these were positive 
factors in my present position." 6) "Lack of acceptance by 
men in my congregation when I was sole pastor." 7) "When 
seeking 2nd and 3rd calls, opportunities to serve on the 
bishop's staff, sexist, not ready for visible leadership of a 
woman." 8) "Not having a masters degree." 9) "In appli
cation for an urban ministry position, it was clear the 
personnel committee wanted an older man for the job." 10) "A 
double standard for women - must do better than man and make 
no mistakes and being kept in rural churches away from social 
supports, etc." 11) "Inability to get appointment comparable 
to experience and skills; I am in my 3rd appointment only 
$500 above minimum salary." 12) "Occasionally, men feel 
threatened by me." 13) "I was not allowed to transfer to a 
different Conference so my husband had to quit his job and 
move down here. My Senior pastor has to feel complete 
control." 14) "Some persons did not want or would not allow 
me to fully be their pastor because of my being a woman, 
especially a young woman." Ten made no comment. 
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APPENDIX F 

EXPERIENCE WITH CHURCH GOVERNING BODIES 

The following are the responses to the question about the 
positive and negative aspects of church governing bodies: 
I) "I have been encouraged greatly by colleagues and regional 
staff as to my abilities and finding positions." 2) "Very 
supportive." 3) "The positive aspects have been support and 
enthusiasm for my programs and an acceptance of me. One 
negative aspect has been sometimes people think I'm too good 
to be true and have been reserved or threatened or jealous??? 
(sic). I'm not sure what they have felt but I have sensed 
it." 4) "Positive aspects were the support I received from 
parish priests, a Seminary Professor and a Bishop. Negative 
aspects and political polities spurred me on to ride through 
the storm." 5) "Lack of support and advocacy from regional 
minister, who is the key to placement in our system." 6) "As 
one of the first women admitted to Seminary and certified for 
ministry, I had to excel to be accepted which in turn became 
a threat to the established network." 7) "My denomination is 
cordial to women clergy. The college is tolerant but not en
couraging." 8) "A positive thing is licensing for Ministers 
who have qualifications that are other than educational." 
9) "As a Deacon I had positive experiences. As an Elder I 
receive some affirmation from certain individuals but experi
ence with the Board as a whole was very hurtful - an issue 
was brought up that I don't think would have been with a man. 
Also, there were those of dogmatic theological persuasions 
with whom I did not agree. 10) "Essentially supportive." 
II) "I would not say they influenced my decisions at all. 
They gave me positive evaluations, but I always felt as 
though I barely made it." 12) "I found the visit from a 
member of the Board and open communication very helpful." 
13) "Negligible influence - however, the one woman on the 
Board made it clear that I wasn't enough of a 'feminist' to 
help the 'cause' so I should not be in the ministry." 14) 
"Fair process, very open and understanding people in this 
structure. They helped me to continue the process of ordina
tion and feel supported in decision." 15) "The Cabinet has 
been very supportive of me and my family needs." 16) "Too 
many men on the Board and Cabinet and not enough women." 17) 
"The Board has changed significantly for the better." 18) 
"Board of Ministry support was excellent - I was the first 
woman elder. The Cabinet was unwilling to risk disapproval 
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of congregations, so they offered only marginal appointments 
until confronted - but no real ladder available." 19) "Very 
positive." 20) "The Board of Ministry was very supportive. 
The Cabinet was less so - applied double standard - could not 
be counted on for support when men could do so." 21) "Sup
portive throughout." 22) "I feel generally positive - those 
in the structure have been open and have listened. In Board 
of Ministry process I experienced some negative reaction to 
feminist theology and thought." 
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APPENDIX G 

EXPERIENCE WITH DENOMINATIONAL EXECUTIVES 

The following are the comments volunteered in response to 
the question concerning the support or opposition of 
denominational executives: 1) "There are very few women in 
top administrative positions." 2) "Our new conference 
minister will be a woman. Sounds promising! The previous 
conference minister used the approach of a big hug with me 
instead of "man to man" conversation with an even exchange of 
ideas." 3) "Talked well in public, oppositional when it 
really counted." 4) "I don't think they are aware of their 
opposition. There have been some who are very supportive, 
but things slip and when I try to talk with them they get 
very defensive." The individuals making the above statements 
had marked verbally supportive but covertly opposed on their 
questionnaire. The comments below were made by women marking 
the category of genuinely supportive: 5) "Supportive, 
although there are times when I have questioned their support 
- that is, old patterns and habits are difficult to break, 
even when one wants to." 6) "I could mark all three categor
ies. The regional minister I am working with now treats me 
with full support and collegiality. In another region there 
was covert opposition and a feeling conveyed of "second 
class." 7) "The exception being the cabinet making appoint
ments." 8) "Excellent support." 9) "Very Supportive!" 
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APPENDIX H 

SUPPORT OF NON-CLERGY WOMEN 

The following are the responses of the clergywomen to the 
question concerning the support of non-clergy women: 1) "The 
covertness is very subtle. It took me 3 years before I 
recognized it." 2) "Jealous? 'why should she get paid for 
doing what I do as a volunteer?' The adamant opposition 
comes from older women or those who read Paul literally." 3) 
"The first category, 'covertly opposed,' hurts the most and 
is quite common among other career women in their late 40's 
to early 50's who are successful in their fields. Many are 
genuinely supportive. There is also another category - there 
are those who are verbally opposed and covertly supportive." 
4) "Some are threatened by not having achieved their own 
goals." 5) "I have not seen much change in the acceptance of 
women clergy, especially in women." The individuals making 
the above statements had marked verbally supportive but 
covertly opposed on their questionnaire. The comments below 
were made by women marking the category of genuinely support
ive: 6) "Only a couple of women were real opponents to my 
ordination. And, a very conservative male. The others helped 
to serve as support and helped to sustain me. I want to give 
this kind of support to others - the resurrected Christ in me 
reaching out to others." 7) "Most say that I am an inspira
tion to what^they may accomplish as women." 8) "Most, that 
is." 9) "I've encountered all, but I double checked the 
second [most women are genuinely supportive] which prevails." 
10) "Women have been my strongest support with a small 
minority being my biggest problems." 11) "Some women are 
opposed, some are supportive, and others undecided. Still, I 
believe the majority are supportive." 12) "Many women have 
expressed relief at having a woman pastor, and appreciated 
the woman-to-woman connection." 13) "Interestingly, older 
women seem more supportive than younger women." 14) "There 
seems to be a wide variety of responses from women." 



173 

APPENDIX I 

UNIQUE CONTRIBUTIONS AS WOMEN TO THE MINISTRY 

The following are the responses to the inquiry as to 
what unique contributions the subjects felt they could make 
to the ministry as a woman: 1) "Bringing integrity, alter
nate models of leadership." 2) "None as a woman. As the 
person I am, revise and establish ecclesiastical structures 
that enable full involvement of clergy and laity in Christ's 
mission." 3) "I feel women have unique talents and abilities 
that the male gender does not possess: intuition, enthusiasm, 
love and concern." 4) "Lift up the feminine attributes of 
God; good care-giver in times of crisis and grief; an 
acceptance of persons 'as is' that fuels them to become what 
God intended." 5) "I am very creative and aesthetically 
oriented. I am a strong programer and developer of people." 
6) "Sensitivity and caring - good counseling skills and ways 
of seeing scripture from a 'Liberation theology' point of 
view - understanding of many kinds of discrimination and need 
for wholeness in life for every individual." 7) "Open doors 
for others." 8) "Being a woman in a man's world (military), 
I don't fit any prior models. This gives me freedom. Also 
the more macho men are welcoming and can be more open to me 
as a woman with their needs than to a man." 9) "Pastoral 
care - more sensitive to the needs of others and better able 
to express feelings. Demonstrate that women have total 
equality with males in their relationship with God. Men do 
not occupy a privileged or superior position vis-a-vis the 
Divine." 10) "My contribution is unique only in the same 
sense that I am unique and because I am, for most people, the 
first minister who is a woman that they meet." 11) "Sensi
tivity and support." 12) "A point of view, a fearlessness, a 
passion and compassion." This clergywoman also wrote about 
an experience where going to a home to perform a wedding, she 
was invited into a flustered brides boudoir and was able to 
calm and comfort her. She felt that only a woman pastor 
would have such an opportunity in those circumstances. 13) 
"A sense of place, of vocation as a celibate woman. I have 
never felt so 'at home' as in ministry - people seem to 
respond very positively to that commitment." 14) "Developed 
a calling and caring ministry, more sensitive to death and 
dying issues and crisis situations. More sympathetic to 
plight of women in the church. Preach better than male 
colleagues - was ridiculed in subtle ways for this - I think 
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I preach better because I work at it harder. I spend more 
time preparing Sermons." 15) "Points of view unique to 
women: Expanding interpretation of scriptures, caring and 
supporting leadership quality, role model for other women 
interested in ministry." 16) "Simply that a woman can be an 
effective pastor!" 17) "I am a mother and grandmother - also 
I am a clinical psychologist - I am talented in the arts, 
music, drama, etc." 13) "I believe my contribution is to 
other women to help them believe and live the freedom and 
personhood which is found in Jesus Christ." 19) "Bringing a 
different dimension to leadership roles in the church." 20) 
"Deeper understanding of women issues and the ability to 
empower them to explore their needs and their ministry. 
Also, able to explore feelings better." 21) "I think there 
are general characteristics like sensitivity, nurturancy, and 
a willingness to help others succeed and grow that women 
express differently than men. Ideally, a male - female team 
would incorporate the strengths of both. Women may also help 
in peace education and increased understanding of other 
peoples." 22) "I am much more sensitive, understanding and 
patient with people; I also feel I provide a more sensitive, 
caring, and supportive leadership style." 23) "I relate well 
with women and with mothers in a different way than men can. 
I think I am more sensitive to the support staff." 24) 
"Understanding of other women's loves, understanding of 
broader dimensions of God, expanding the tradition, capa
bilities a-nd expectations toward clergy, challenging the 
language systems and structures." 25) "I believe women are 
more community oriented - and more likely to strengthen the 
leadership in the church than to do it all themselves." 
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APPENDIX J 

MAJOR STRESSORS IN PERSONAL AND PROFESSIONAL LIFE 

Clergywomen responses: 1) "Work vs. small children." 2) 
"Making choices between personal and professional life in how 
I spend my time. Being put in 'boxes' in regards to the kind 
of work I am offered. Not being given full power, especially 
because I work with a man who has more power than me within 
the local church." 3) "Keeping up with child and husband's 
needs in addition to work needs. Learning to say no to 
ministry demands." 4) "I feel that very few people really 
see me as a minister. They see me as a trainee and feel very 
free to criticize minute things such as my smile!, my voice!, 
my gestures!, my handwriting etc. If I had a full time 
babysitter, housekeeper and gardener life would be smoother 
as well. I feel I need to grow in the areas of self confi
dence, authority and intelligence and then there would be 
less stress. Also, I wish I could work with someone who 
wasn't insecure and power hungry. Also, if there were more 
time for fun in my life I think it would be less stressful." 
5) "I haven't yet learned how to leave work at work and not 
think about it on days off. Being new and not knowing what 
I'm doing; knowing that youth work is not my strongest area 
and yet is where I spend most of my time. I have few special 
connections beyond the church and I am not comfortable 
developing either deep friendships or dating relationships 
with members of the congregation." 6) "Lack of personal 
friends who I can confide in." 7) "Fighting stereotypes." 
8) "A major stress is giving my husband the same quality of 
time and interest as other people. I tend to g'ive my best to 
others." 9) "No privacy as a single woman - too much time 
spent on church work and hardly any on my own pleasure." 10) 
"None." 11) "Time." 12) "Doing more and trying harder than 
male ministers. I seem to feel I'm on probation and there
fore insecure as sole pastor of this congregation. Also, I 
have to be on guard on how I interact with male laity." 13) 
"Lay peoples isolated bickering and being non-supportive. 
Being single is not for rural areas away from metrocenters-
there is no support here. Health is a major issue; there is 
no support for this at all. The time on the job required in 
parish ministries is exorbitant." 14) "As a single woman 
minister, I'm housekeeper as well as pastor - just a trick of 
time, same as most ministers encounter. The 24 hour a day 
job syndrome." 15) "I want to do more than my present 
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portfolio allows." 16) "Combining home, career and study." 
17) "Loneliness, especially in this rural setting where there 
are not many single professional men; and the difficulty many 
men have seeing a strong and successful woman minister 
already serving a church full time on her own as a person who 
could be a romantic partner. This job can be very over
whelming in its sheer load of knowledge, responsibility, 
caring and time/energy requirements - not to mention wisdom 
and maturity as a Christian and a person." 18) "Being judged 
more critically than male ministers and being placed 'on a 
pedestal.' More isolation and ambiguity in relationships 
with congregations. They don't know the rules or norms for 
relating to a female pastor." 19) "Isolation from woman 
peers. Maintaining personal support systems as I move around 
the world. Inability of some men to deal with their feelings 
so that they over-react to problems the women may have (I 
work with colleagues who are ministers of churches that do 
not ordain women)." 20) "Time!" 21) "Fears of failure and 
inadequacies - I do myself in at times." 22) "Being accepted 
as me first and as having to do with my career second. There 
is too much to do!" 23) "Underpaid, a major concern as I 
approach retirement." 24) "I lack the courage to ask 
volunteers for help and often end up doing tasks myself." 
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