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should a woman be more like a man?; it is the masculine
values that prevail. As a result, women come to question
the normality of their feelings and to alter their
judgements in deference to the opinions of others" (1982, p.
68). Thus, the myth is working.

Sheppard (1985) interviewed 15 women and found that
these women formulate their organizational experiences with
reference to their gender identity. They expressed a desire
to “blend in," to soften the differences and rigidity with
which they believe themselves to be perceived by their male
peers. This blending depends on being feminine enough to
meet conventional role expectations as well as incorporating
the conventional masculine characteristics that dominate
organizations.

Organizations demand this delicate balancing act
because it enhances and preserves the independent domain of
organizations. Symbolically it creates a myth that exploits
individuals in the work setting, keeping gender and
sexuality hidden. The myth is symbolic language and
functions by "knowing, understanding, and thinking about the
epistemological implications of a word's use, assists us in
illuminating any hidden biases" (Slack, 1990a, p. 2). Since
organizations are run by males and organizations are
socially constructed concepts they assume a male identity
(Ludwig, 1985; Sheppard, 1985; Sheppard & Fothergill, 1984).

The gendered basis of power is an invisible, political bias
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that develops compliant women. Ludwig (1985) suggested that
gender is culturally constituted and produced through
organizational and managerial practices, but she added, "a
critical theory perspective on the other hand would go
beyond the documentary stage of research to uncover the ways
that maleness and femaleness, as socially constructed
categories, are oppressive and disabling to human and
organizational potential" (p. 2).

Domain as defined by Thompson (1967) is that part of
the world the organization stakes out for itself.
Organizations have more power if they are independent of
their domains. This power analysis is prominent for males
when the independent domain endowed to males allows them to
reconceptualize their authority, superiority, and power.
Kanter (1977) highlighted the significance of power and
independence in organizations, using the word power
synonymously with authority, autonomy, and freedom. She
noted "the bureaucratic machinery of modern organizations
means that there are rather few people who are really
powerful" (p. 197). Those chosen few are males.

Women in large hierarchical organizations lack power
because they have never been independent of their domains.
They remain in cycles of powerlessness derived from their
delicate balancing of organizational experiences and their
gendered social domains. The female domain is reactive,

magnifying male power and illuminating male dominance.
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Since the male reality or domain is the accepted norm, and
the female reality a deviation of that norm, organizational
reality assimilates the male reality.

Reality is a cosmic, hierarchical ranking of values,
asserted Gray (1982), which ranks that which is more
valuable (male) over that which is lower in value (female).
Embedded in the myth is the ranking of diversity that seems
to be an extension of what Gilligan (1979) described as the
development of male personality honoring autonomy and "self-
in-separation.® The female personality, on the other hand,
develops as "self-in-connection" or ¥self-in-relationship"
(pp. 12-13).

The politics of gender myth mirrors the politics of
reality because our reality perpetuates the illusion that
maleness is the norm and synchronous with being human,
(Gilligan, 1982; Schaef, 1981; Shakeshaft, 1989; Sheppard &
Fothergill, 1984). This extends into the organization,
added Sheppard (1985), when "women moving into traditionally
male positions formulate their experiences in such a way as
to suggest that for them, 'organizational learning' is in
many ways coterminous with 'male learning'" (p. 5). Subtle,
elusive, and invisible, the politics of gender myth is not
physically verifiable. But, like organizations, the myth is
"invisible but knowable only in an abstract, derivative way"
(Smith, 1984, p. 368) conceptually trapping individuals'

mystiques.
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As Doyle (1986) confirmed, myths are answers to human
values questions. The politics of gendered organization
myth is an answer to how and why the male-gendered
organization directs the political environment and continues
to keep women in subordinate positions. The forthcoming
discussion will focus on the contribution of this myth to
the minority status of women in educational administration.
The Politics of Women in Educational Administration

Wiles, Wiles and Bondi (1981) advocated Easton's
definition of politics, the authoritative allocation of
scarce resources, to define four issues of the political
situation: (a) What is legitimate? (b) Who controls the
decision making? (c) What is the nature of competition?

(d) What is valved? These four issues can be addressed and
answered by the gendered myth of organizations which reveals
the paradox of the myth and highlights the limitations it
imposes on women.

What is legitimate? Wiles, Wiles, and Bondi (1981)
maintain the word authoritative indicates that a primary
concern of organizations is to be legitimate. 1In
educational administration the conventional assumption of
legitimate lies in the formal structures of the school
organization (Sweeney, 1982).

As was mentioned previously, the formal structure of
educational administration is male dominated. Women

administrators are an anomaly and have never held parity
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with men in educational administration (Biklen & Brannigan,
1980). Unfortunately most of the research and statistics
has been generated on white women. We know very little of
minority women teachers (Shakeshaft, 1989). Collier-Thomas
(1982) pointed out that "black women had no real status in
the teaching profession until the late nineteenth century"
(p. 175). By 1920 Clifford (1982) informed us that 2% of
the black women who worked outside the home were employed as
educators, the seventh ranking field of work for all black
women at the time (p. 252). The underrepresentation of
black women in educational administration is even more bleak
and dismal than that of white women (Shakeshaft, 1989).
According to Haven, Adkinson, & Bagley (1980), minority men
held 8.1% of the administration positions, while minority
women occupied 3.4 % of the administrative positions.
Statistics in 1985 revealed that 83.5% of the elementary
teachers are women and only 16.9% are elementary principals;
50% of the secondary teachers are women but only 3.5% are
principals; and they are two-thirds of all school personnel,
but only 3% of the superintendents (Shakeshaft, 1989, p.
22). This talent imbalance is recognizable in other
professions and occupations. However, what is unique about
education is that women as teachers dominate the first step
of the career ladder. In most other professions men
predominate in the beginning stages of the career ladder

(Lather, 1984a; Shakeshaft, 1989; Sheppard, 1985; Schmuck,
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1975; Smircich, 1983).

The structure of both the public schools and teacher
education has formed by the subordinating women. Smith
(1978) described the peculiar eclipsing of women from man's
culture. Women educators in the early nineteenth century
were fighting to maintain authority over the education of
children. They fought to obtain a major role in designing,
organizing, and running the schools and teacher training
institutions (Biklen & Brannigan, 1980). Since women are
not inherently less capable than men, external factors or
formal structures must be examined to explain why women have
been "consigned to teaching while men are clustered in
administration" (Shakeshaft, 1989, p. 81).

Gupta (1983) believed that male power and the status
quo are being preserved by organizational and structural
barriers that keep power from women. The industrial era,
with its reorganized scientifc management, created
organizational structures or barriers that either
inadvertently or knowingly ensured the continued
participation of the dominant group--white males--while
restricting entry and advancement of deviant groups--women
and minorities. Estler (1975) explained women's exclusion
using the following models:

The Woman's Place Model, which assumes women's

nonparticipation in administrative careers as based

solely on social norms; the Discrimination Model, which
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draws on the assumption that institutional patterns are

a result of the efforts on one group to exclude

participation of another; and the Meritocracy Model,

which assumes that the most competent people have been

promoted and thus women are not competent. (p. 369).
She disputed the meritocracy model and provided evidence
that it does not fit reality.

As bureacratization was imposed upon the schools,
"serious implications existed for women upon the separation
of work in schools into administration and teaching
categories" (Shakeshaft, 1989, p. 30). The functions of
teacher and administrator became more distinct. Women were
hired as teachers and were expected to focus on students,
not on the structure of the organization. Hansot and Tyack
(1981) discussed the organizational structure that shapes
behavior as a barrier by stating;

The chief source of male hegemony lies not in the

psychological makeup of individuals. . . but in the

structure and operation of organizations. Women behave
in self-limiting ways not because they were socialized
as females but because they are locked into low-power,

low visibility, dead-end jobs. (p. 7)

The structural barriers women have encountered in
educational administration are found in the policies and
procedures and the formal and informal systems of the

organization (Schmuck, 1975). These structural barriers

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



128
include: recruitment policies, personnel management,
election systems, placement methods, curriculum programs,
evaluation procedures, reward iniatives, communication
processes, power/authority structures, and norms and
expectations. Subordination is created and maintained
through these barriers, what Ferguson (1984) compared to
Weber's mechanistic analogy or Taylor's scientific
management, maintaining the status quo legitimacy of
hierarchical administration.

Examples of the barriers are numerous but important to
emphasize in the context of the political consequences of
male dominance. Generally, Shakeshaft (1989) noted, little
has been written about the impact of race and gender issues
concerning supervision and communication. Historically,
males have supervised females reinforcing what Shakeshaft
and others have called androcentrism, a belief in male
superiority and the ideology of patriarchy (Adkison, 1981;
Biklen, 1980; Hanson, 1984; Shakeshaft, 1986a). When women
are in supervisory positions, the interaction between a
female principal and a male teacher is demonstrably
different than that between a male principal and male
teacher (Frasher & Frasher, 19&0; Shakeshaft, 1987). Often
women administrators have to work to get male teachers to
listen to them (Frasher & Frasher, 1980). Disputing the
arguement that men do not want to work for female

administrators, Nieva and Gutek (1981) researched men and
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women working under female administrators and found very
little difference in attitudes about working under a female
administrator or a male administrator. They contend it is
the myths about these attitudes that keep women from
reaching administrative positions which require supervision
over male subordinates.

Feedback discrepancies involving women administrators
and male superintendents, in contrast to the interactions
between male superintendents and male principals, have been
documented by Shakeshaft (1987) and others. Direct
communication of corrective feedback is prominent between
male interactions where evasive, indirect communication is
the experience females reported (Schmuck, 1975; Shakeshaft,
1989; Sizemore, 1989). Ferguson (1984) noted that men and
women use language differently, responding back and forth to
each other in different ways to impact communication.

Internal barriers such as low self-image, lack of
confidence, and lack of motivation have also been cited by
Schmuck (1979) and others. Minority women have reported
feelings of isolation as they "suffer the double bind of
laboring under two negative statuses" (Yeakey et al., 1986
p- 112). However, researchers such as Reynolds and Elliott
(1980) discussed the androcentric bias in the definitions of
self-confidence, motivation, isolation and aspiration.
Further support and evidence of the androcentric opportunity

is suggested by Kanter (1977), who revezled that
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"opportunity structures shape behavior in such a way that
they confirm their own prophecies" (p. 158). In other
words, the self-fulfilling prophecies of women in many
organizations may be a factor in their lack of
administrative opportunity, and they may provide sufficient
evidence that the politics of gender myth is fulfilling its
purpose.

Powerholders are threatened by the new "nonnatives"
entering their profession. As gatekeepers, they have kept
women from administrative positions through what Shakeshaft
(1989) has called overt and covert barriers of sex
discrimination. Reflecting these overt practices, Coffin
and Ekstrom (1979) reported on the reasons why women were
not hired as administrators when they qualified
professionally. The basic reason is this: Women were not
hired due to traditional issues. These traditional issues
include the following: men not wanting to take directions
from women, community expectations, lack of interest,
recruitment stategies and restricted advertising,
interview/selection process biases, lack of visibility,
financial implications involving merit and seniority,
communication networks and the old boy network, fear of
inexperience, limited mentors, and women's role as mother
and caretaker.

Covert forms subtly work to limit women's access to

information and mobility. Privatizing information through
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weeding women out at the applicant stage; placing women in
dead-end jobs; evaluating women based on stereotypic
generalizations rather than performance specifics; making
expectations and requirements unrealistics; and using
various norms and expectations to keep women in lower
organizational echelons (Lather, 1983; Schmuck, 1979;
Shakeshaft, 1989; Sheppard & Fothergill, 1984). According
to Porter et al. (1983), most people do not consciously set
out to discriminate but the behavior is embedded in the
system. "The evidence suggests that sexual discrimination
operates largely outside of conscious awareness." The
unconscious awareness reinforces the presumed myth of
neutrality, the myth of gendered organizations. The
organizational structures, assumptions, and barriors mask
the socially constructed nature of knowledge categories that
comprise organizational reality (Gilligan, 1982 p. 6). The
organizational structures, assumptions and barriers that
emphasize gender are invisible and indicate that women
belong in certain jobs or roles. The essence of the myth is
to reassure women that their performance as teachers is more
valuable than as administrators, and to reinforce the widely
accepted norm that administration is a man's domain
(Schmuck, 1979 Shakeshaft, 1989; Sheppherd & Fothergill,
1984) .

Ferguson (1984) reported that "educational institutions

serve as links between organizational complexes and also
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between levels of society, mediating between the personal
experiences of individuals in families and peer groups and
the collective politcal culture at the organizational level"
(p. 43). Therefore, this linkage is a important form of
control since all aspects of life are organized
bureaucratically. Life is linked together through
bureaucratic arrangements, allocations, and accomodations.
Describing schools as "carriers," an institutional process
that has transmitted a particular element of consciousness,
Ferguson proclaimed schools to be carriers of "Gouldner's
(1964) concept of the metaphysical pathos of bureaucracy,"
keeping the myth alive while rendering young women into
pathways of powerlessness and subordination (1984, p. 62).

Who controls decision making? This political issue has
several faces and several conplex, invisible answers. One
might immediately answer that the hierarchical structure of
educational administration is controlled by men. However,
there are many other complex controlling factors inherent in
the social reality that encompasses educational
administration (Admundsen, 1971).

Gupta (1983) reported that personality factors and
background socialization factors such as self-concept,
independence, aspiration levels, motivation are often lower
in women than in men. Radical feminists blame this on our
patriarchal prison that values men over women. They believe

patriarchy functions to keep women in their oppressed roles
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with virtually no voice in decision-making processes
(Hartman, 1981). Frye (1983) defined oppression through
analyzing its root word press.

Presses are used to mold things or flatten them or

reduce them in bulk, sometimes to reduce them by

squeezing out the gasses or liquids in them. Sometimes
pressed is something caught between or among forces and
barriers which are so related to each other that
jointly they restrain, restrict, or prevent the things

motion of mobility. (p. 4)

Women are caught among networks of forces that restrict
motion in any direction. Kaplan (1989) described tLese
forces as "education's jumble of administrative layers,
specialities and responsibilities. . .real authority that is
haphazardly scattered" (p. 2), are the invisible controls
imposed by our patriarchal, conceptual web creating the
gendered nmyth.

Kaplan (1989) noted the confusing dynamics of
educational lines of authority and responsibility.
Acknowledging the bruising, embarrassing examination of
leadership throughout society, she (1989) spoke about
educational leadership in the same wounded spirit.

The leadership of American education is a mass of

contradictions and incompatibilities. Sometimes it is

the personification of participatory democracy in

action. Then it may revert quickly to arbitrary
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authoritarianism. Like a smart teenager, it can
display prodigious insight and ignorance almost
simultaneously. It can be flexible, rigid,
compassionate, and unthinkingly mean-spirited--all in
the same transaction. It is in other words, an unkempt
bureaucracy in which the sum is less that the parts.
(p. 6)

Kaplan described teachers and administrative women as non-
existent actors, "the people whose direction and guidance
will inevitably be decisive forces in dertermining whether
the schools will improve or not" (p. 7). "Education's
unknown leaders" another metaphor Kaplan used, face
institutional, social, educational, psychologcial,
emotional, and organizational barriers that cause women to
question their ability to lead, not to want to work for
female administrators, compete with each other, lack
encouragement and sponsorship, isolation at the top,
sacrifice their gender identity, have limited options and
opportunities and so fortﬂ. This bureacratic manipulation
is so pervasive that women believe they lack the skills to
be leaders and administrators in schools. Believing and
embracing this stereotype, women reinforce the norm and
expectations by buckling under the system (Schaef, 1981).
Women are like fish swimming in the sea of their own
cultural assumptions (Gray, 1982), thus reinforcing the

nmyth.
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Bureaucratic power, declared Ferguson, "creates an
arena in which the 'feminization' of subordinates is
encouraged" (1984, p. 98). It privatizes the system so men
always remain in control. "The victims of bureaucracy--both
those who are targets of control, especially the poor, and
those who administer the control--have many of the
attributes of femininity" (p. 98). Isolation, dependency,
vulnerability, seeking approval, grooming the "right image,"
lacking resources and access to decision-making processes
are some of the many attributes of feminization that
organizations reinforce. This reinforcement ends up
privatizing the myth of a gendered organization as the
result of the political consequences of male dominance.

Fischer and Sirianni (1984) hypothesized that
bureaucracy, corporate capitalism, and the scientific
management ethos stressed deskilling teachers, status quo
and efficiency, so much so that Lather (1984a) declared that
"efficiency became the justification for concentrating
decision-making power in the hands of a few white men" (p.
4). Discussing how the structure of bureaucracy shapes and
victimizes individuals, Ferguson (1984) reinforced Lather's
point on the selective control of power. She reported that
the "successful construction of goal consensus among the
members of an organization is one method for reducing
uncertainty. Goal consensus is said to reduce the frequency

and intensity of conflict among the staff and to enhance the
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reliability of authority channels"™ (p. 103). This emphasis
of conformity creates a paradox for women. By maintaining
the status quo women perpetuate their own powerlessness,
consequently their own oppression (Lather, 1984a).

Ranter (1984), writing about women and power in
organizations, identified power as a scarce resource and
conceded that women are strangling in cycles of
powerlessness. Similarly, Lather (1984a & b) observed that
women teachers and often women administrators are
simultaneously in positions of power and powerlessness.
Considering that women vary in their orientation to power,
Gilligan (1982) analyzed Miller's theory on relationships of
dominance and subordination. Gilligan pointed out that
women are dominant in relations of temporary inequality such
as parent and teacher where adult power is used to foster
development that eventually removes the initial disparity:
they are submissive in permanently unequal relations where
power is used both to cement dominant/subordinate dynamics
and to rationalize the need for continued equality
reinforcing the gendered myth.

Associating the significance of power in organizations
with independence, Kanter (1977) used power synonymously
with authority, autonomy, and freedom. She noted "the
bureaucratic machinery of modern organizations means that
there are rather few people who are really powerful" (p.

197). Those chosen few are males. Power as a synonym of
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authority is seen in women as teachers but is absent in
women as educational leaders or administrators (Lather,
1984a, b & ¢). Traditionally women in hierarchical
organizations lacked power because the authority positions
were occupied by men. The historical organizational
boundaries have been defined by assumptions of gender
dominance by males and subordination of females

Many of the restrictions and limitations women live
with are more or less internalized, self-monitored and are
part of the adaptions to the requirements and expectations
of a male dominated reality. Historically, the answer to
the question who controls the decision-making processes lies
in the complex social web of life, the conceptual trap.
This web, a patriarchal fiber, was and continues to be
Cclosely monitored by patriarchal gatekeepers and reinforced
socially by humankind. However, if the restructuring
rhetoric is truly activated, and we indeed are reframing
reform, then perhaps the patriarchal boundaries of
administration and hierarchy will really dissolve so women
administrators are free to experience and construct
organizational experience based on their personal
interpretation of reality (Chodorow, 1971, Gilligan, 1982;
Miller, 1976; Sheppherd, 1985). Additionally, catalyzing
the rhetorical reform will provide for teacher empowerment
and give teachers a voice in decision-making processes

(Deal, 1990: DeYoung, 1989; Foster, 1990; Johnston, Bickel &
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