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GEOGRAPHIG MOBILITY AND PROMOTIONS: FEMALE VERSUS MALEARSGSIARE, L BV number of jorot 197 Fate §s depondent gpon o0 ONC'S educationa] Jersy S M=
SiTIong L 30T #lor's degres "?b" of years in the syste“‘”"ﬂ more ‘experience (1_ce F; achiev
g N ve of nclud ast a -
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As part of their contribution to the FPS Task Force on Female Offenders._Sgéve E EREE :POVided thaty; f?fegafﬁ shed positjve light on Fps
Pontesso and Char)otte Barron constructed the “Staff Mobility Survey" and adminis- I SN iheir Promotion rate, F? ;ex for the age of enploy personnel issyes, Evidenc
tered it to 25% of the employees at six FPS facilities. The central issues of the 2 . Instead on experience andn 0gs Suggest tha promo{?es has been consequent jal : 'S
survey were the geographic mobility and career advancement of female FPS emplcyebs, T BT Cir careeps: they are education, Fps emale cn1?" decisions haye been b g
respondents' FPS career histories and demographic characteristics, attitudes toward § ety of Fp ; 'Ployees ar ased

being moved, and beliefs about the ability of female employees to function well and °
about their chances for promotion in FPS institutions. .

- ‘ which §
Barron and Pontesso (1978) provided an item-by-item description of survey re- I TR information about h in the Presept data d

: £ il3 0n i and

sponses made by the female subsample in a report to the FPS Task Force. In response B BENE Staff turnoyey, of"f:;g}}y 1S being gatheredogndggfer rom ecach othep ;5gfge pro-
to a subsequent request by Mr. Pontesso, the Office of Research performed the anal- E TR a urnover 1C Interest “is the 1nf1uee Current research project er
yses in this report to provide a comparative profile of female and male respondents . L nce of FPS transfers on mo o?
to the survey. i rale i
A. Females Compared to Males. ?; 2§

Background characteristics. The typical age and education'level of males and fé iy . é
females does not differ statistically, however, the marital status of the groups 4 Pl L

is significantly different with proportionately more males married (89.9%) than
females (66%).

Promotions and GS-level. The search for differences between the sexes in the s f
number of promotions received and the GS-level attained yiclded interesting find- 3 S f%
| !
'I

ings. Both the promotion rate and GS-level were found to be equivalent for males
and females. 4

i .
P -
»

Attitudes toward Female Employces. There were significant differences in the 3 I
attitude scale responses of males and females. In comparison to males, females P
were more 1ikely to believe (1) that women's chances for promotion are low at var-
ious types of FPS facilities; (2) that women can be effective in a variety of in- ] P
"stitutionsl positions typically occupied by men (i.e., warden, correctional officer, x S
unit manager, and others); (3) and that women can-perform effectively in various ! £
types of correctional institutions. On the fourth attitude scale, male and female '

respondents revealed equal confidence that woren can work effectively in a variety

)
M3
.,
*
.
-

of i?stitutionaI Jjobs typically performed by women (i.e., nurse, personnel, clerk, fi ;~f
etc.). ‘ = P
Mobility! the expressed willinqness to move geoqraphically in the FPS. A sig- 4 P
nificantly greater nurber of males (65.7%) than females (51.0%) say they are willing 1 i
to move. . S
B. Overall Analyses of Males and Fomales Combined: Mobility and Promotions. LAZ Pl emnloyeos ! change of !

o iy = : of et imes ¢
Mobility and background characteristics. Respondents who were willing to rove = ‘Y nitmber of hromotfggg ﬁxteng to which the nurhor ol 3 promotion, To o i
were also likely to be young, male, single, and a graduate of at least a 4 year col- ” : 0 approximate pgy o, roceived, Statistic wag c(ngrgg held overlaps with {ﬁﬁ “

f oincident wigh
, N . N A vy e . ‘ ; { ! ] overlm ) -
lege program.  Age was the strenaest prodictor of riohility with sex, marital status ; S of the recatning 74y erlun hotugen Johs ang PEOat Tons 1hhf‘ Fesults indicat o
|
i
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and education being relativeiy lesy potent, though still significant predictors. ;2;3 % ; to 9“‘"'"0,oxpnripncn?' the nurhop of Jobs hold o erofore, somg Port ion
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> The Survey. The survey instrument constructed by Pontesso and Barron asked
-.respondents to:

"y il > R ‘
: " e -
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A Tle
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w
3 4

=3P provide background information; indicate their willingness :
’ " 10 be relocated in the FPS; express their attitudes about FPS female employees' .t -
ALE FPS STAFF & - potentia) effectiveness in various types of institutions and in various insti-
ILITY AND PROMOTIONS: FEMALE VERSUS M ~ ' A tutions) roles; and estimate the Vikelthood of proriotion for female staff.
PIIC MOB PR 1 St - Y ‘ |
o Th R. Kanc and John . Vanyur1 .3 -i%»ﬁxh : ;tv,‘ﬁ.C*GTOUﬂd- Survey respondents provided thefr name (optionally), sex, GS-
onas = % ’ 3 Wy 0
| he FPS Task Force on Female Offenders,
o the -

*l\

_— ;.;4,.;,;;" _z'i: N
- S e A

6‘ 0‘-ser1es. position, level of education, marital status, and recounted

¢ development of their FPS career -- that 18, their last five positions ard
GS-levels, whether they were

promoted as they changed jobs, and the number of:
years in each job. ‘

i fnist "sraff
i ution t jstered the .
As part of the&; c?gt:lbﬂarron constructed ggg ggtzqitios- The centr:3
Steve Pontesso 3nd zg; of the employces at §1¥t and career advangement 0 cor _ 3-
Mobi\ityfs:;veiurggy were the gcographxismgzlxad{d the respondents ngzégi;ph- 3
{ssues of the ) ‘£3c componen \ | boing rove n .
female FPS %mplgigga%csga:;glterfjtics% at§z§22§50%°¥2;L10 crnloyees to func
histories, dem O jefs about the ‘
) ps, and bell
jcally in the FPS,

jon in
tion well and about their chances of promotl

ipti f survey
i item-hy-item description of SUT¥e
v‘dedbzzh‘§32r2%1 and compared py institu

Mobility. Respondents indicated whether or not they werc currently willing
to move to another FPS locatijon.

Attitudes toward Female Employees. Female and male survey respondents re-
ported their beliefs about:

garron and Pontesso (1978) pro

nt st
bsample, to a subsequent reque
by the female su In response
responses made to the FPS Task Force.
tion, in a report

-ovide a com-
d analyses tO provi
i Research performe o
te e o ondents to the s\
by i skt fomale and male resp
i file of fcma
parative pro

whether or not females haQe the same opportunities for advancement
as males in the FPS.

whether or not promotion criteria in the FPS should be

e c

" oved for
fne . willingness to be mOYE
taff o tﬁtﬁhgh the ranks; their beliefs

tions
Hence, the focal ques FPS s
1e and male . Yoyees;
ences between femal ir rate of promotion romotable employeess
careet ad%ancizegﬁé §2§1gr2 effective, versatile, and ghe System; and the ex-.
that females

: rience in the _tQo~ can
the extent of their forma) education OF erer nt willingness-to-move
e .

\ curre : ; about
tent to which their promotion hwsta;;gitzggstics or by their attitudes

womens' chantes for promotion in various types of FPS facilities.

womens' probable effectiveness when working in various types of FPS
facilities.

womens' probable effectiveness when performing various institutional
roles (e.q., Warden, Associate Warden, Correctional Officer, Unit Man-

ager, Teacher, Nurse, Clerk, etc.).
Methods

Given that the background information supplied (with or without name) would

identify any respondent, data on career history is likely to have been reported
accuratel

. : tane Was
c sk gtitution® W ' :
. 1e of staff at each participating n 1y, while statements of ettitudes may have been somewhat guarded or in-
The Sample. A 25% sampi€ sular, - |

e y
y

] 'Zed for
and emp oyment nformation 18 suu.uuar\
1 | bles 1 J dc"‘cg' ap“i: X 1 1 .-taff at app 0X1mate1 thc
nia bl S t r Y

i the entire FPS st 1 the background
the sample of part1c1pa0t§5223eg?§ As can be seen ’3eﬁggl§b‘9 similar to thozc
time the survey was admlnm 1e of staff surveyed ar% . ihe sample of resgonden 5

v Charagteri§t1cssogstgewzzlz.' This data.su%98§é502 ?ndividua1 character1stics
of FPS employees 0711 Fps employees in L€0
{5 representative O
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Scaling Survey Items:
survey.

finding the basic threads in staff responses to the
A statistical factor.analysis tells the researchers which survey itens,
in this case attitudinal responses about female employees, cluster together to

define the central ideas used by respondents when answering the survey questions
about female staff in the FPS. ,

~From the viewpoint of staff respondents, certain specific aspects of fenale

FPS employment, as reflected in individual survey items, go together because each

is a variation of a more gencral unifying theme. For example, the items, “"To ,

% -what extent can a woman be effective as ... a correctional officer ... a warden =

8 ... acase manaqer ... a department head ...." are related probably because v
| each of these roles (positions) has typically been occupied hv riales; ‘on the

rother hand, the items, "To what extent can a woman be effective a5 «ov @ clork

. .
svs @ NUPSE o, in personnel ... in the business office ...." factored together

I

> Ra
1 The authors wish to thank Janotta Burgg and
loging and keypunching efforts.

chael cavenaugh for data
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probably becausc these roles have usually boen performed by wiwn. In ddditios O
to the two clusters of items regarding the effectiveness ot w-wn in traditicn- W
ally male versus Lraditionally female jobs, the factor analyc:s confirmed Lw. e
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mation on the entire F'S slalle.




other clusters of survey items representing respondents’ belicfs about the pro-
:pable effectiveness of women in various types of FPS institutions and about wo-
e amens?  promotahility in various types of FPS facilities. :(Sce Table 4 for a

* -~ . display of the survey items which contribute to cach factor, and the relative
fmportance of each item in defining the factor to which it applies.) After the
factor analysis provided the clusters, the items in each cluster were combined
(summed) producing four factor scales which were labeled by the researchers in
accordance with the items comprising cach scale: (1) "“"female effectiveness in
male jobs;" (2) "female effectiveness in female jobs;" (3) "institutional ef-
fectiveness;"” and (4) "institutional promotability." Respondents' scores on
these four factor scales of attitudes were then analyzed along with their back-
ground characteristics and career histories to yield profiles of the male and
female groups of staff sampled.

JU—

Results
Statistical analyses were performed to compare female versus male respon-
dents, and to determine employce characteristics related to geographic mobility
and promotion rate for males and females combired. ‘

A. Female - Male Profiles.

U Background characteristics, promotion rate, grade level, attitudes and mo-
bilfty were analyzed to test differences between female and male staff.

Background characteristics: age, education, and marital status. The typ-
fcal age ?see Table 5) and education level (see Tables 6 and 7) of males and

females does not differ statistically, however, the marital status of the groups

& significantly different with proportionally more males married (89.9%) than
females (66.0%), (see Table 8).

Promotions, GS-level and number of jobs. Examination of the differences
between sexes in the number of promotions received, the GS-level attained and
the number of jobs held yielded interesting findings. Initial comparisons of
the total number of promotions received, of the current GS-level, and of the
number of jobs held indicated that on the average, males have had significantly

. more promotions and jobs during their FPS career, and are presently working at
. significantly higher GS-levels than females (see Table 9). However, males have
also spent a significantly greater average number of ydars (7.2 years) in the
FPS than females (3.1 years), that is, the opportunity for promotion has been
more extensive for males. Therefore, any-analysis used in comparing males and

females in the number of promotions, number of jobs, and current GS-level should
take into account the amount of time employed by the FPS. In light of the oppor-
tunity issue, further comparisons of males and females were made controlling for
length of employment in the FPS.” In this case both the promotion rate (number of
promotions/number of years employed) and GS-level controlled for years in the FPS

were found to be equivalent for males and females. Hence , it appears that the

carcer development (promotions and GS-level) of male and female staff is equiva-

lent when appropriate consideration is given to the length of employment.

The comparison of male versus female promotion rate was also performcd for
subgroups of the total sample Lo test for specific differences at various GS-

levels (job responsibility) or cducation levelsg Again, no difference was found

in the promotion rates of males and fémalas whoh the sampTe WiE Subdivided in
any of the following ways: GS-11 and aboves GS-10 and below; 46-9 and above;

eSS T,

-+ "(6S-8 and below; having at least a 4 yéar,college«dcgrce; or having less than a 4
" year degree. Thus, the evidence is consistent that the promotion rates of males

R<
J"

[ ‘ ‘ .4'-

’

and females do not differ.

Females, however, had a significantly higher job rate (number of jobs/nuber
of years employed) even when controlling for the length of employment. This indi-
cates that females have had more varied job experience (number of jobs) than males
who have been employed a similar length of time. To gain insight into this accel-

. erated job rate of females, their attitudinal data was explored (A preliminary

finding indicated a negative correlation between respondents' age and job rate,
with younger employees - males and females - having higher job rates.) Female
respondents were separated (based on a median $plit) into two age groups, those

- women 39 years or younger versus those 40 years or older. Comparisons between the

two groups indicated that the younger women did have a higher job rate, and further,
among younger women, a higher job rate was associated with beliefs that females are
effective in "traditionally male jobs" and in "traditionally female jobs," and that

females' chances of promotion are good in a variety of FPS institution types. These

- correlations between job rate and role (male or female) effectiveness, and between

Jjob rate and promotion probability were not found for the group of females aged 40
and over. Hgnce. at least in the 39 and under group, a higher job rate appears to
enhance confidence in one's productive potential in multiple FPS jobs and settings.

Attitudes toward Female Employees: the attitudinal variables culled from the

survey for analyses include two single survey items and the four factor scales dis- ;
cussed earlier (and specified in Table 4). f *

Overall, in comparison to males, female respondents revcaled greater optimism
about the potential effectiveness of women in a variety of FPS roles and set*ings,
but greater pessimism about their opportunities for career advancement. Table 10
presents the number of female and male respondents who answered "yes" versus “no"
to the gquestion, "Do you think different criteria are needed in the selection of
females for promotion?" Approximately 85% of both groups responded "no" indicat-
ing that a majority of staff overall believe different selection criteria are not
needed. Table 11 reveals that males and females also responded similarly to another
question, "Do you think women have the same opportunity for advancement as are avail-
able to men?" Each group was ewenly split with about 1/2 responding that women have
the same opportunites for advancement as men, and 1/2 responding that women do not
have the same opportunities for advancement as men.

There were significant differences in the factor scale (Table 4) response$ of
males and females. In comparison to males, females were more likely to believe
il) that women's chances for promotion are low at various types of FPS facilities;

2) that women can be effective in a varicty of institutional positions typically
occupied by men (i.e., warden, correctional officer, unit manager, etc.); and (3)
that women ‘can perform effectively in various types of correctional institutions,

‘On the fourth factor scale male and female respondents revealed equal confidence
that women can work effectively in a variety of institutional jobs typically per-

formed by women (i.e., nurse, personnel, clerk, etc.). In susmary, women are ambi-
valent. They are confident in thoir potential offectivencss in various jobs and
correctional settings, but they sce themselves as hiving a less than an average
chance of being promoted in FPS institutional settings. -

Mobility: the expressed willingness to be mmved geograrhically in the FPS.
In Table 12 data is displayed to show the percentaqes of stat! who are willing ver-
sus not willing to ho moved by the TPS. A significantly groater number of malas
(65.7%) than females (51.0%) say they are will;ng Lo tove.
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;7 Mobility and Attitudes. Additional analyses, performed separately for males
and females, examined the relationship between respondents’ attitudes toward fe-
- male employces and respondents' willingness to move in the.System.4 ‘

For female respondents, only onc attitudinal variable, the factor scale re-
flecting the probability of promotion for females, was a significant predictor of
the willingness to move. Women were more likely to say they would move if they
believed that their chances for promotion were good in a variety of institutions.
The remaining factor scales and attitudes about differential selection criteria
were not significantly related to female staff mobility.

On the other hand, attitudes toward female employees were better predictors
of male respondents' willingness to move. The strongest predictor of male mobil-
ity was the factor scale reflecting beliefs about the probable cffectiveness of
female staff in various "traditionally male jobs.”" Males who were more willing
to move perceived females as more effective in "traditionally male jobs." Addi-
tionally, males who were willing to move were more likely to expect women to be
effective in “traditionally female jobs" and more 1ikely to believe that womens'
chances for promotion are good in the FPS. It seems logical that a transferring
employee would anticipate an easier adaptation to the unfamiliar work environment
if he also expects the quality of coworkers, male or female, to be high and be-

llgves that staff who contribute are likely to be rewarded (promoted) for their
efforts.

.

B. Overall Analyses of Mobility and of Promotions.

Respondents' willingness to move and promotion history were examined to
obtain overall profiles (males and females together) of individuals who report
being mobile or who have a high promotion rate. )

Mobility and background characteristics: multiple regression analyses re-
vealed that respondents who were willing to move were also likely to be young,
male, single, and a graduate of at least a 4 year college program. Among the
age, sex, merital status, and education predictors of mobility, age was the
strongest with sex, marital status and education being relatively less potent,
though still significant predictors. :

Promotion history and background characteristics: multiple regression anal-
yses showed that promotion rate is significantly dependent upon one's FPS experi-
ence (i.e., job rate: _number of jobs/number of years in the System) and upon
one's education level.® Achieving a high promotion rate is dependent upon
havina greater FPS experience (higher job rate) or having obtained at least

4 Since the attitudinal items concern female staff effectiveness and promotabil-
ity, the survey items probably have different meaning and levels of importance

for male versus female respondents. Thus, the attitude-mobility relationships
were analyzed separately for the two groups.

An employees' charge of jobs is sometimes coincident with a promotion. To get
an indication of the extent to which the number of jobs held overlaps with the
nuaber of prorotions received, a coefficient of determination (ré) was computed.
This figure (r€ = .24) indicsted an approximate 25% overlap between jobs and
promotions. Therefore, so'e portion of the remaining 755 of the number of

Jobs held could be interpreted as due strictly to gaining ¥'PS experience.
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" udls who are mobile and of those who have been promoted.

g et

1 gtatus, were not predictive of respondents' promotion rate.®

4

... & bachelor's degree. Other background variables, ‘including sex,-age, and mari= -

Discussion

Data for male and female staff were combined to obtain profiles of individ-

The analyses revealﬁd
re associated with FPS experionce -- the number of jobs one has

:zgg,p;ggotgogslgsser extent with higher academit achievement -- at ]ea§t a bach-

elor's degrec. Staff who are geographically mobile, those who are willing to

move in the FPS, werc likely to be younger, single, male, and a graduate of a

4 year college program.

Differénces between the sexes in willingness to move could be due.to the )
fact that married women, generally, are not willing to move unless the1r‘husban
is also transferred, but married men do not fecl restricted to the location of

* their wife's job and thus will move more-readily when requested by the Systems

This state of affairs is reflected in the relationship.bcgwgen mar1ta1.statgs,
sex, and willingness to move. For males there is no significant relqt1onsh1p
between marital status and willingness to move, while for females this relation~
ship is highly significant. Married women are much less 1ikely to move than
single women. The relationship between marital status and willingness to mov§978)
for females was also reflected in the earlier report by Barron and Pontesso ( .
“When female respondents were asked to state a reason why Ehex would not be will-
ing to move, the reason most frequently given was husband's job. For male re-
spondents, wife's job was not a commonly stated reason.

Data were also analyzed comparing males' and females' background character-
istics, career history, and attitudes. The typical age and education level of
male and female FPS employees do not differ, howeyer, ma1es_are more likely to 1
be married. For comparisons of GS-levels, promotions, and jobs held, the 1engtt
of FPS employment was taken into account (staL1st1c§le controlled for) to equate
the opportunity for carecer advancement. The promotlon rates and GS-levels of
males and females did not differ, a finding highly complimentary to the FPS
since the indication is that there is not a gencral trend of sex discrimination
in promotional decisions. Females, however, typically have held a greater num-
ber of FPS jobs. Interestingly, the confidence of younger fenale rcspondent;
about womens' competence and promotability in @he FPS has begn enhanced by the
number of jobs they have had in the System;.th1s career confidence was not
shared by older female respondents. As indicated already the promotion rate
of staff overall was associated with having advanced education, and younger
women were ruch more likely than their elder complement to have obtained a
bachelor's degree. Hence, the career optimism characteristic of the younger
group may be accounted for by their more advanced forma] education.

6 The relationship of promotion rate to numher of FPS'johs and.to equcat1on
level appears quite strong and generic:  the promotions examined in tﬁcse i
analyses involved many FPS positions; also, the 1nd1vxquals studied were ©
both sexes, and of a wide range of both age and education Tovals.  However,
conclusions ahout the relationship betwren backaround characteristics and )
any specific type of proxotion (e.q., from correctional lieutenant to captain
should not be made from these findings.
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Comparisons of female and male respundents' attitudes toward women as FPS o o
> __-employees revealed that females are more likely than males to believe: that fe- oy 5
F‘5&@1e~staff are effective in "traditionally male jobs," and in any type of FPS v
- torrectional setting, but that females' chances for promotion are poor in the i I
FPS. This attitudinal ambivalence of female respondents, perceiving women as ' |
potentially productive yet as unlikely candidates for promotion, may undermine 5 b TABLE 1 - AGE OF ALL FPS EMPLOYEES AND RESPONDINTS
their respect for management, their morale toward the System, and thus induce . ;
their consideration of resignation. Another FPS study (Kane, Saylor, and MNacci) |
1979) did yield evidence that employees' trust in management serves to enhance L o ‘
morale and, in turn, reduce turnover. We suggest then that data on staff promo- ’ | .
tion rates, such as presented here from the Pontesso_and Barron survey, be pub- !

_ lished regularly by FPS personnel or staff training.7 The awarcness of fenmale .

_— staff that their actual promotion rate is equivalent to that of males would pre- ;] ! '

sumably inflate their currently depressed expectations for promotion. ) E 3 Under 22
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FPS Employecs Respondents

39 2
0.4%1 ~ 0.9%

In terms of the perceived effectiveness of females in “traditionally female L
Jobs" there was no difference between male and female staff. Thus overall, nales . ' ‘ 682 12
¢ Will concede that females can effectively handle tasks generally assigned to wo- v ' 22 thru 25 . 1.3 5.7%

men in the past, but are not as likely to believe that females can handle tasks !
outside their usual roles. -

3882 83

The willingness to move was related to respondents' attitudes about women in ' 26 thru 35 42.0% 39.2%

the FPS, though this relationship differed for each sex. Those females who are
willing to move not surprisingly are more likely to believe that womens' charces
of promotion are good: of course, the inconvenience of a mover is made more pala- 2

. table by an increase in one's salary. The males who expressed beliefs that women x
are 1ikely to be effective and promotable in vartous types of FPS jobs and fecil-
fties also were likely to be willing to move in the System. Lfficient staff per<
formance fs the foundation of a strong organization, and employees who anticipate
working with a productive staff probably expect an easier adaptation when moving
to a new institution. Thus, it appears that the perceived quality of FPS fenale
staff contributes to males' willingness to move geographically.

‘ 1919 47
36 thru 45 20.7% \ 22.2%

b3t RS A g A N

2133 56
46 thru 55 23.0% 26.4%

AP
AR

58 12

Sumnary Over 55 6.2% 5.7%

The Pontesso and Barron dath shed positive light on FPS personnel issues. Evi-
dence is provided that neither the sex nor the age of employces have been cecnse-
quential to their promotion rate. Findings suggest that promotion decisions have
been based instead on experience and education. FPS female employees are confi'lent
of their potential effectiventss in a wide variety of FPS institutional roles afid
settings. However, they also believe that their chances for promotion in FPS insti-
tutions are poor. This pessimism about career advancement could possibly be re-
lieved by publicizing the actual FPS male agd female promotion rates, which in the
present data do not differ from cach other.’ Further information about rmobility
is being gathered in the current rescarch project on staff turnover; of specific
jnterest is the influence of FPS transfers on morale and turnover.

9235 212

o

1 Percentages reflect column percentages, that is, the
percent of FPS erployees or respondents at Lhat age.

e ot ittt ot

7 The DOJ JU1 R corputar file of personnel data provides accurate inforeation

regarding proqiotions, staff backaround characteristics, time in the Syate-,
etc,
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TABLE 2 - EDUCATIONAL LEVEL OF ALL FPS EMPLOYEES
‘ AND RESPONDENTS

]

»

FPS E@pToyeesz~ . \yRespohdonts

|

H i

LessAThan ,
High School ‘ . 401 = 1
Diploma 4.3%1 0.5%
High School 3738 73
Diploma 38.8% 34.4%
Some College 2822 a 73
30.0% 34.4% N
Bachelor 1658 ' | 33
Degree 17.6% ‘ 15.6%
J :
Some Graduate :
School and 778 32
Above 8.3% 15,1%
\'E\\
)i

1 Percentages reflect column percentages, that is, the

percent of FPS enmployeces or respondents at that edu-
cational level.

R e )
fomrg i wwer -

TABLE 3 - GRADE LEVEL OF ALL FPS CMPLOYELES
- BY SEX OF EMPLOYELS

e e S _“ _

L

Male | Female .
Levéls One 292 | 480 772
to Five 0 3.7% 30,8% 8.2%
Levels Six 3168 714 3882
to Eight 40.4% 45.6% 41.3%
Levels Nine 1856 , 296 ., 2152
‘to Eleven 23.7% . 18.9% 22.9%
Levels Twelve 1006 58 1104
and Above 13.4% 3.7% ' - 11.8%
1472 o 15 1487
Other 18.8% 7.0% 15.8% N
“7834 1563 )
1 Percentages ere column pekcentages, that is, percent of . o
members of that sex at that grade level. .
>
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FACTOR SCALE
NAME

Effectiveness
of
Females in

Male Jobs

* For eqch cluster of items,
each item contribute

define.

scaled numerical weights (
bine the items to for
accordingly.

FACTOR SCALES:

ITEM

WEIGHTS

1.

2,

3
;;;;;;
e «

.88

.87

77

o5

.66

.58

.52

TABLE 4+

_ MEMBER SURVEY ITEMS AND THEIR
WEIGHT OF IMPORTANCE

SURVEY ITEMS WHICH FORM
EACH FACTOR SCALE

To what extent can women be effective as
Warden?

To what extent can women be effective as

Associate Warden? a

"To what extent can women be effective as
Department Heads? ,

To what.extent can women b~ offective as
Correctional Supervisers?

To what extent can women be effective as
Case Managers?

To what_extent can women be effective in
any position?

To what extent can women be effective in
Food Service!

To what.extcnt can wonmen be effective as
Correctional Officers?

To what extent can women be effective as
Teachers?

3

,» the factor analysis reveals how strongly
es to its cluster and to the principle it helps
For each ciuster, the analysis assiqns member items with
from 0 to 1.0); when the rescarchers con-
na factor scale the merber items are vieighted

{
iy

ok

31
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TABLE 4, Continued.

FACTOR -SCALE ITEM
"HAME WEIGHT
Effectiveness 10. .89
of
Females in
Female Jobs 11. .84
12. .53
13. .47
14, .43
Institutional 15. .88
Effectiveness
of
Women 16, .58
17. .50
Institutional 18. .72
Promotability
of
Women 19, .63
20, .53

21,

jobs and female jobs. _ ;
this case scems intuitively correct since the role of a teacher is gen- ;
erally not perceived as exclusively "male” or “female." ~

SURVEY ITEMS WHICH FORM
EACH FACTOR SCALE

‘To what extent can women be effective in

Personnel?

To vhat extent can women be effective in
the Business Office?

To what extent can women be cffective as
Nurses?

To what pxtent can woren be cffective in
Clerical Work?

To what exient can women be effective as
Teachers?

To what oxtent can women be effective in
any institution?

To what extent can women be ecffective in
an all male institution?

To what extent can women be effective in
a co-correctional institution?

To what extent do women have a cbancg of'
promotion when they work in any institution?

To what extent do women have a chance of
promotion when they work in an all male
institution?

To what extent do women have a chance of
promotion when they work in a co-correc-
tional institution?

Do you think women have the same opportun-
ities for advancement as arc available to
men?

As can be seen, the perception of women's effectiveness in the role as a B
teacher clusters into bolh the factors of women's cffectiveness in male ~

This is not uncorwion in factor analysis, and in
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i TABLE § - .
e £S5 - AGE or RespoNoENTs gy SEX OF RESPONDLNTS
;i L]
f ! Male Female TABLE 6 - EDUCATIONAL LEVEL OF RESPONDENTS BY SEX OF RCSPONDENTS
o —— ‘
| 0 L Male Female
| Under 22 0.0%! { g 5 ’
—, 9% 0.9 ‘ 3 ?}“
"""""---—..._._,________~~ LR 3 3 ;
o L
T o Less Than i
22 thry 25 4 55% 7 12 B é High School 1 0 1
6.8% 5.5 ¥ Diploma 0.9%! 0.0% 0.5%
————— ’ b
: 26 thry 35 ’8 35 b
4.0z 34.0% 1900 . High School 40 33 73
T TTT——— -k ' ? : Diploma 36.7% 32.0% 34,43
36 thr 21 §
thru 45 19.3% 250 47 ;
-2 22.23 B 30 43 73
27 — Some College 27.5% 41.8% 34.4%
46 thru 55 24.,8% 29 56 .
— 28.2% 26,45 & ' b
Bachelor 16 17 33 P
Over 55 7.5 4 12 Degree 14.7%  16.5% 15.6% i
3.9% 5.7 :
¥ Some Graduate
. 109 ;| School and 22 10 32
103 Above 20.2% 9.7% 15.1%
. v b
Pé!"CQnta es £
percent gf m;ﬁ{,g.ﬁgtogogunm percentages, that is, th 109 103 ! ,:
hat sex in that age catof;orye 3
1 Percentages reflect column percentages, that is, the percent !
of members of thet sex, at each educational level.
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TABLE 7 - NUMBER OF RESPONDENTS WITH A COLLEGE
DEGREE BY SEX! OF RESPONDENTS

g

Male Female

Less Than A

Bachelor 71 76 147

Degree 65,142 73.8% 69.3%
]

Bachelor :

Degree 38 27 . 65

or Above 34.9% 26.2% 30.7;

109 103

1 The difference between ma]g and female respondents
here is not significant; x¢ = 1.48, p .2.

2 Percentages reflect column percentages, that is,

the percent of members of that sex at that educa-
tional level.

L i et ot 6
* o g =

TABLE 8 - MARITAL STATUS OF RESPOMDENTS BY SEX OF RESPONDENT!

Male Female

98 68

Married 89,9%2 66.0%
11 35

Not Married 10.1% 34,0%
109 103

1 The difference between male and female res

significant with xt = 16.41, p

.001.

166
78.3%

46
21,74

pondents here is

2 Percentages reflect column percentages, that is,
of members of that sex married or not.
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i — - | ' TABLE 10 - RESPONSES T0 THL QUESTION: DO YOU THINK
TABLE 9 - CRADE LEVEL OF RESPONDENTS BY SEX OF RESPONDENTS ﬁ ;m | DIFFERENT CRITERIA ARE NEEDED IN THE
; % = SELECTION OF TEMALES FOR PROMOTION7 BY
3 gSi~ . SEX OF RESPONDENT!
Male ~ Female | . 10
: - § Male Female
Leve!s One 4 1 21 ‘zg A ;,
to Five 3.7% 20,64% 11.8% %f‘ %; % 77 167
. 1‘ I No 84.3%¢ © B2.8% 83.5%
Levels Six 50 o " q
, L Yes 15.7% 17.2% 16.5%
Levels Nine 41 26 67 E B
to Eleven 37.6% 25.5% 31.8%
107 ‘ 93
Levels Twelve 14 7 21
and Above 12.8% 6.9% 9.9%
: 1 The difference between malg and female respondents
here is not significant; x = 1.73, p > .18,
109 102 ? )
Percentages reflect co]umn percentaqes, that is,
the percent of rmembers of that sex that gave that
response.
1 Percentages reflect column percentages, that is, the
percent of members of that sex at that grade level.
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TABLE 11 - RESPONSES TO THE QUESTION: DO YOU THINK
WOMEN HAVE THE SAME OPPORTUNITIES FOR AD-

VANCEMENT AS ARE AVAILABLE TO MEN? BY
SEX OF RESPONDENT! :

_ Male Female
47 52 99
No 43,9%2 54,21 48.8%
. 60 44 104
Yes 56.1% 45.8% 51.2%
107 96
1 The difference between ma]g and female respondents
here is not significant; x¢ = .01, p .9.

Percentages re?ﬁect column percentages, that ié,

the percent of members of that sex that gave that
response.

’

3
- RESPONDENTS' WILLINGNESS TO MOV

-
TABLE 12 GEOGRAPHICALLY BY SEX OF RESPONDL
Males Females
_____,___,___-——————-'““'"”""'——#~” 87
52
7 41.4%
Willing 65.7%1 51.0%
AR A
Not Willing 34.3% .
o o
/ ¥
108 102

?

not willing to move.
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