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Abstract
The purpose of this study was to investigate the possible relationship
between the career status of a female employee's spouse and her
promotability. Previous research has suggested managerial bias against
dual-career marriages based on assumptions regarding geographic
mobility and commitment to career (Rosen, Jerdee, and Prestwich,
1975; LeLouarn and Decotiis, 1983). Expanding on this premise, 60
managers from a large, regional corporation were enlisted. Each
manager was given a brief series of personnel decisions to rate on a
four-point scale ranging from 1 (certain denial) to 4 (certain approval).
One of these decisions concerned whether or not to offer a female
employee a promotion which would include a geographic transfer.
Among the information included was the husband's career status
manipulated across three levels, ranging from a sales representative to a
vice-president. A basic frequency count and chi-square analysis was
performed and showed no significant relationship between spousal
Career status and the decision to offer promotion. In light of past
research and the limits of this study, further research is warranted to

explore managerial attitudes and assumptions regarding the dual-career

couple.
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CHAPTER 1
INTRODUCTION

Possibly now more than ever, the relationship between industry
and family is under scrutiny from a variety of sources. Successes and
es from either arena are often attributed, sometimes unjustly, to
the other. Whether this perceived relationship has a more positive or
‘negative effect, work and home are invariably linked. What's more,
‘both of these systems, family and industry, send powerful messages to
each other regarding priorities. Many of these communications are as
blatant as the printed policy regarding maternity leave or the angry
spouse who expected dinner instead of his or her mate's working
vertime. Such messages may appear clear in their content and intent,
vhile others may not. Some communication is more covert; unwritten
rules of conduct and expectations are also passed between these
Systems. It is this less than obvious means of conveying a message
which can exert a great influence on either system.
Such a method of communicating has been referred to as "meta-
eommunication” by Virginia Satir (1983). It not only functions on the
literal level of content, but also addresses the relationship between
sender and receiver. As Satir (1983) asserts, there is an attempt to

nfluence the receiver to give the sender what he or she wants. If such



 definition is applied to the possible meta-communication between the
pusiness world and the family system, then what does industry want
rom the family? More specifically, what does industry want or expect
from the increasing numbers of women who have chosen to maintain
sntact with both of these systems? With certain expectations
ing priorities and commitment no doubt a motivation, the female
smployee is being sent some rather covert messages by employers.
Some of this communication is addressed to the rather new and
burgeoning phenomena of which many women are a part, the two-

Ireer marriage.
~ As the number of women entering the work force increases, so
does the number of marriages affected by the dual-career status. It

10uld therefore be of little surprise that this relatively new entity, the
VO career couple, is now receiving such scrutiny by researchers
iterested in the family. As early as 1969, Rapoport and Rapoport
> referring to such couples as a "variant pattern" which represented
ocial change." This pattern has continued to emerge since that time,
result of a variety of reasons ranging from the above mentioned
changes to sheer economic necessity. It has been
8gested that therapists in general should expect to encounter more

areer marriages (Pendleton, Poloma, and Garland, 1982). If this



-ed true, then psychotherapy itself should begin addressing the
various issues which may present themselves in the context of such a
amily. Thus it seems prudent for those interested in helping today's
amily cope with contemporary problems to have a working
nowledge of the dual-career marriage with its unique set of stressors.
ome of these stressors may involve the expectations of industry
conveyed via subtle, and possibly unfair, messages from management.

Of course it is neither prudent nor helpful to assume more
iculties are present in a marriage merely on the basis of how many
s are being pursued. But Holstrom (1973) noted, while
ommenting on the inflexibility of professions, specific sources of
train for dual-career couples:

pressures for geographic mobility, the status inconsistencies

of professional women because the professions are dominated
by men, and the pressure for full-time and continuous

careers. (p. 517)

s it is realistic to expect some differences in the types of problems

tered by a dual-career couple. It may also be realistic to expect

Ttain messages conveyed to the dual-career couple by their employers

) be a specific source of stress.

The intent of this paper is not to infer a quantitative dissimilarity

Stress between one-career and two-career families, but rather to look



r a specific qualitative difference. One such difference involves
ssible messages sent to the wife in a dual-career marriage and how
ese may affect her own career development/advancement. There has
en an increasing interest in how such marriages are perceived and
der what pressures they must function. One such pressure which

11 be explored further is the possible assumption by management
rsonnel that one's spouse can undermine individual commitment to
More specifically, how does the perceived success of a

band affect the career possibilities of a professional woman? In an
fempt to examine this issue, a specific apparatus was constructed and

-.'-.d -

ninistered to a population of middle-level managers.



CHAPTER 2
REVIEW OF THE LITERATURE

There is quite a variety of terms and definitions related to the dual
or family. Of course the phrase was originally used by Rapoport
and Rapoport (1969), but since that time various authors (Rice, 1979;
iaples, 1981; and Aldous, 1982) have made distinctions to clarify just
\ ;_3: t constitutes a dual-career couple. Hall and Hall (1980) state that a
areer couple is two people who live together, have separate work
oles, and a relationship that supports and facilitates both. While such
'_:I”ﬁ:nition is helpful, due to the apparatus employed in this study the
b quality of the relationship is not a part of the given information.

'he more germane definition for this research is the distinction made by

gression of both careers will prove useful.
Unfortunately, there are limitations not only to the definitions
oplied to this special group of married couples, but also in the basic

reer development theories regarding them. O'Neil, Fishman, and



sella-Shaw (1987) have suggested that most theories have focused
n conceptualizing one career outside the context of marriage:
Overall, career development theory has emphasized choosing
work, not how careers affect family and marital life. Career
theories have not considered how family and marital life
affect career development. (p. 54)
dition to how one specific aspect of marital life - the second career
affects career development, particular assumptions and attitudes
garding two-career marriages are reviewed.
.} Therapists should not infer that pursuit of a career by the wife in
iage will automatically have a negative impact on the relationship.
ition to finding that a wife's employment does not independently
marital adjustment, Feinauer and Williams-Evans (1989) found
at marital adjustment is only negatively influenced when the wife who
ants to work is not employed and her husband does not want her to

tk. Thus there are some instances, ironically, which are more

with one career in the marriage. Even if the wife's
fupational status is high, there is no support for the hypothesis that
rital stress is inevitable (Richardson, 1979). In addition to the above
ntioned, there are many possible sources of stress in the family,
which have little to do with career involvement. It would be
" counselors to consider both the psychological and external

al components of a client's problem as Gilbert (1984) has



With such a wamning firmly in mind, it will prove quite useful to
ynsider specific stressors to which a dual-career marriage may be

. Unfortunately, one such source of stress is the internalized
jas against this type of marital arrangement. This is often an

dication of an underlying disapproval against any variation from the

f these negative assumptions arise when the wife is seen as career-
It is rather easy to understand the economic and social
es which have contributed to the second career's importance,
it apparently much harder to accept on deeper level. Again it is
ipoport and Rapoport (1976) who assert that the dual-career
iage is approved intellectually but is not compatible with

ized values." Thus it is the concept of a woman devoting time
1 enc rgy, alongside her husband, to a career (and not the home
usively) that is less than palatable for many. The incompatibility
' €s then not only from a deviation from past social expectations, but
m a specific difference in personal value judgements. According to
authors, these values are a result of early socialization and can
nain quite powerful in adult life. Such incongruency between these

¥ values and present-day situations can produce unpleasant



motions including tension, anxiety, and guilt (Rapaport & Rapoport,

'Although such internal battles are significant in their effect on dual-

er marriages, it is the purpose of this paper to explore how such

jall e judgements and assumptions are revealed in an employer's
shavior. Many employers may not even be fully aware of the

ance within themselves regarding this issue. But there is a

hen an emerging social norm clashes with personal norms, a
ormative dilemma" arises (Rapaport & Rapoport, 1969). Because
® reality of two careers in the same family is becoming more
dmmon, there may be an erroneous assumption that it is becoming
ore accepted. This social development may be gaining acceptance,

t the difficulty some are having with this "dilemma" should not be

bedded (Gilbert, 1987). It would seem to be no different in this
tance. Although quite difficult for most employers to admit, many
have some personal bias against this relatively new marital
angement. Rosen, Jerdee, and Prestwich (1975) have shown the

Se€nce of discrimination based on less managerial confidence in the



ility of a female to balance home and career responsibilities. Perhaps

.mn

e core issue is closely related to Rapoport and Rapoport's normative
2" (1969), as Rosen et al. (1975) assert:

Managerial attitudes that consider the appropriate role for

women as that of wife and mother may lead to a number of

subtle discriminatory practices that could affect both the

career and marital adjustment of working women. (p. 565)
It should be noted that researchers themselves were not entirely
in preparing today's employer for this development. There
re some rather prominent career development theories which did little
establish any relationship between career and family goals (Super,
57). Talcott Parsons may have seen this trend coming, but his
ertions were less than promising for dual-career marriages(Parsons,
54). He believed that a single "occupational link" between the home
iety was best and that such a link should be the adult male in the
ily. He then described a destructive competitiveness which could
adverse effect on both careers, not to mention the relationship.
time Parson's hypothesis of mutual destructiveness has been
disproved (Martin, Berry, & Jacobsen, 1975). However,
notion of mutual destructiveness remains a persistent notion and
! relevant topic.

It may indeed be valid to assert that there are instances when
Ln
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her career Of family suffer at the hand of the other. As Young and
joun (1981) have written, there are many opportunities for conflict
en attempting to integrate family and career priorities. Such conflict
y give rise to decisions which are not always suitable by industry’s

. However, it is impossible to predict with unfailing

how and when such variables will manifest themselves in job
rformance. The existence of a conflict between priorities does not

an these two constructs are always in opposition. Family and career
s are not always exclusive. Again it is Martin et al. (1975) who
gest an alternative hypothesis of "professional-marital endogeny."

s allows for the wife to take advantage of close interaction with her
band to accelerate her career. A type of "cross-fertilization" occurs,
ributing to occupational success. Thus mutual destructiveness

een marriage and career cannot be assumed. While Schultz and
derson (1985) acknowledge that family related variables may
influence job performance, they also suggest that better

ding ion between family roles and work roles can result in

reased productivity. Such a realistic approach is desirable, if not

ys prevalent.

| Toheed Gilbert's admonition (1984) mentioned earlier, there are

ects of this possible conflict to consider. And it is likely that
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such conflicts do exact a certain price from job performance on

casion. As these concerns emerge, the motivation of both
mployer and employee behavior becomes clearer. It becomes
arly important to gain insight into the concerns and assumptions
f a manager who may communicate subtle bias to a wife in a dual-
reer marriage.
In reviewing the literature, there are a variety of findings
arding the actual relationship between career and marriage. Some of
e are surprising and some are quite congruent with traditional
pectz tions. One such relevant aspect previously mentioned is the
ssible effects of a wife's successful career. While Richardson's
179) work refuted the inevitability of marital stress when the wife is
in her career, there is a finding which aligns with a more
al assumption. When the success of the wife's career exceeds
tof her husband's, an obvious gender-role norm has been violated
Neill et al., 1987). Traditionally, the man's career has enjoyed an
fated status in marriage. It is suggested that men may feel like
res if this expectation is violated. Such negative feelings may
ibute to the husband's limiting support or even undercutting his
eer. Whether this is a predominant outcome or not is beyond

Pecific scope of this paper, but the mere possibility of such
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sgative reaction on the part of a male partner is interesting. If such

ong feelings are aroused by the man in the relationship, could not
other man remotely connected to this relationship also have such
elings? Particularly in light of the "normative dilemma" suggested
‘Rapoport and Rapoport (1969). It is possible that a male employer
saling with a successful female employee may be reluctant to go

ainst his internalized values. If so, one might expect a noticeable

s in specific management decisions. This then, is a major point of
§ discussion and subsequent research.

- It may come as no surprise that the structure of the labor force
ows a marked discrimination on the basis of sex (Scott, 1982).

h behavior is at least partly based on assumptions and internalized
lues such as those discussed above. Although much harder to

fine, there may also be discrimination on the basis of how many
reers are in the family. Research has shown that employers base

ir hiring decisions on what they assume to be the motivations of a
al-career couple (Gilbert, 1987). If hiring decisions are based on
j-assumptions, it would seem likely that promotion decisions might
0 be affected. The focus of this paper will deal with the possibility
Mmanagerial bias towards an employee of a dual-career marriage. It

dress more specifically how such bias is manifested in the
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sision to offer promotion.
Along with promotion often comes a need to relocate. Guinn
1 Russell (1987) have suggested that when a company hires a
nager in a dual-career marriage, they must be willing to deal with
eral unpredictable variables, one of these being relocation. The
ore upwardly mobile an employee is, the more willing he or she must
to relocate. According to Anderson and Stark (1988), people in
ent or highly technical positions can expect a geographic
nsfer every two to three years. It is especially significant in the dual-
er couple, where one spouse must choose to give up their position
h no guarantee of career advancement. It is obvious why Gilbert
| Rachlir (1987) suggest that job placement and occupational
bilit may be the most difficult issue that a two-career couple faces.
ay also be one of the more difficult issues an employer faces. The
dnvenience of a relocation involving two careers may discourage an
dloyer from offering a geographic transfer (LeLouarn & DeCotiis,
Maynard & Zawacki,1979). Thus a certain amount of
graphic constraint is imposed purely on the basis of the presence of
Ouse’s career. This in itself is significant bias, but is only the
\dation of this research. It has been asserted that assumptions and

nalized values can contribute adversely to an employer’s
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scisions. It has also been shown that specific assumptions regarding
second career in the marriage can be especially constraining, when
elated to a possible geographic transfer. If one is to assume that
romotion may eventually involve a move, then the perceived inability
ymake such a move might influence managerial decisions to promote.
- This has been shown to be the case in the research of Rosen et al.
1975). Their results reflected a pattern of discrimination based partly
m, "less expectation that career women's husbands should sacrifice for
s: ke of their (wife's) careers" (Rosen et al., 1975). Such subtle
iscrimination may be exhibited in a managerial decision regarding
romotion. The intent of this paper is to explore how such decisions
light be affected by unspoken assumptions regarding an female
nployee's spouse and his career status. Is there a gradation of what
anagers assume a husband would sacrifice for the sake of his wife's
This study will attempt to assert that the more successful and
ed a husband is perceived to be in his career, the less likely a
nager would be to offer promotion to the wife. It should be noted
at such hesitation on the part of a manager is not without some
Stification. Bird and Bird (1985) found that both husband and wife
iPressed that they would locate where the husband has a job. It has

€n shown that even when she so desires, the wife is less able to
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jate a geographic move in a two-career marriage (Shaklee, 1989). If
is interpreted by management as a less than committed attitude,

d it not affect decisions regarding promotion? Such decisions

y not be based on actual conversations with the employee, but

e on specific assumptions regarding that employee's marital
tionship. Due to the previously mentioned internalized values and
r possible effect on managerial attitudes, the perceived career status
female employee's spouse could have a deleterious effect on her

t development. This then is the basic premise of this paper:

1agerial attitudes regarding promotion, particularly if it involves a

graphic move, will be affected by the career status of the spouse.
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- The frequency to offer promotion to a hypothetical female
nployee will be significantly related to the perceived career status of
er husband. The more successful and entrenched the husband is
erceived to be by the manager, the less likely the female employee will
ed the promotion.

- The specific dependent variable measured was the decision to
fer promotion to an employee measured on a scale from 1 (certainly
ot) to 4 (certainly). The independent variable manipulated is the

reer status of the employee's spouse. Three different levels of
1sband career status were used. This variable was then incorporated
the description of a hypothetical employee being considered for
omotion. A series of personnel decisions was prepared for
Ibmission to a sample of managers. Among these was the one

€ision involving possible promotion.
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CHAPTER 3
METHOD

- The subjects were 55 managers from a large regional corporation;
were female and 25 were male. Their cooperation was solicited

m a single manager within the corporation on a completely voluntary
is; no inducements were employed. The contact within the

ipany was aware only of the general purpose of this research: to
agerial attitudes regarding specific issues. The content of the
and approximate time involved in completing it were also
issed with the company contact before approaching the subjects.

§ particular company does have offices ranging across a number of
es. Therefore the possibility of a geographic transfer introduced in
apparatus is quite relevant to this population. In addition to the

al apparatus which will be detailed below, a short demographic

ire was included in the packet given to each participant.

- Of the 55 participants, 43 were married and of those 43, 38 had
15€s who work outside the home. The average number of years

t at this present position was 5.1 years. There were four age-

€s into which each subject fell: 10 were between 25-34 years, 24

 between 35-44 years, 20 between 45-54 years, and 1 subject was
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er 55 years. Of the 30 female participants, 21 were married, and of
se 20 had spouses who worked outside the home. Each female
anager had an average of 4.6 years experience at the present position.
male participants, 22 out of the 25 were married. Of these, 18
d spouses who worked outside the home. The average number of
ars at the present position was 5.69 years.  Sixty middle managers
ithin two divisions of this company were given surveys, five subjects

used to complete the study, with no specific reason given.

In dealing with a large population of managers, time

came a serious concern. To realistically expect adequate

ticipation, the apparatus used needed to allow each manager to
mplete it in a minimal amount of time. The "in-basket" technique
ployed by Lopez (1966) allows for such a time consideration. A
ries of managerial decisions are given with the idea that the manager
ess these decisions in his "in-basket." This allows a series of
jisions to be made in a very short period of time, a desirable quality
his study.

~ Another study which used the Lopez technique in an effort to

® managerial attitudes is the previously mentioned work of

Ouarn and DeCotiis (1983). The apparatus used in that particular
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eearch became the foundation for this research. Their work focused

n the mere presence of a second career in the family having an adverse
fect on possible promotion. Since the present research is very closely
Jated, it became quite useful to employ a variation of their methods.

his study, the presence of a second career is constant. Rather than

re is to manipulate the perceived success and entrenchment involved
that second career by a manager and measure possible bias because
if that perception. The three levels of the independent variable were
hosen on the basis of both status and entrenchment. The lowest of
ese used was that of a sales representative for a food manufacturer, a
eer with some specialization but with some possible mobility across
irkets. The second of these, an engineer for a local firm, is more
ized with possible limits on employment opportunities depending
the market into which he was moving. The third career was that of a
esident of a local bank. Although specialization may be less of a
ation, the amount of local prestige and influence is a greater
8 if a move were initiated. Thus, these three levels of a husband's
Ireer were used in the following apparatus.

- A series of three personnel decisions was prepared for each
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anager to consider. Among these was one decision which involved a
yssible promotion for a female employee. It was made clear in all
ree versions of this decision that a geographic transfer would be

olved. The memo was as follows:

- MEMORANDUM

TO: Mr. or Ms. Smith
From: Personnel Office
Subject: Promotion of Ann Taylor
- As you know, one of your employees is being considered for possible
promotion. Ann appears to be one of the most qualified candidates. This
promotion would involve an eventual transfer to our Dallas office. We did
think it prudent to ask Ann about her home situation. She said her husband
is presently a sales representative for a food manufacturer and is involved in
his career. What do you think? Should we offer Ann the job?

1 2 3 4

Certainly Not Probably Not Probably Yes Certainly

“The dependent variable was the decision to offer promotion to the
Jothetical female employee, Ann Taylor. This was measured on the
Ove scale from 1 to 4. The independent variable had three levels:

S representative, engineer, and vice-president of a local bank.
Erything else in the above memorandum remained the same across all
*€ versions. The other two versions can be found in the Appendix

20  copies of each of the three levels of husband career status was
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yde. Along with this decision was included two different personnel
s which did not change among the three levels, these memos

n be found in Appendix B. In addition to these three decisions, a
qef introductory letter and a brief questionnaire were included. Each
these was printed on a separate 812" x 11" page. Sixty separate

ckets were assembled with the above mentioned materials and placed

A single male manager served as a contact within the corporation
ed in this study. The basic intent and motivation for this research
as discussed with him. He was not aware of the specific attitude
ing measured, nor how any variables might be manipulated. To

ize possible bias, however, he was not allowed to participate in
al survey. The actual distribution of the 60 unmarked
velopes was the major task performed by the manager-contact. Prior
giving the packets to him, random digits were assigned to each of the
 packets which were then assembled in numerical order into one
ick, beginning with the packet assigned the lowest number. He was
M instructed to distribute the packets in the following manner: as
bie Cts were approached he handed each the packet on the top of the

’k, and was told to not stray from this "top to bottom" order in
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hich they were given to him. The population of managers was made
yare of a possibility of being involved in a research experiment prior
the contact actually presenting them with an envelope. This was

ne via a short memorandum distributed to managers of two separate
within this company. A copy of this memo is included in
ppendix C.

- Once the subject opened the packet, he or she found the five
arate pages with an introductory letter that also served for giving

sic instructions for the exercise. Although each of the three memos
countered are self-explanatory, some instruction was given to lessen
pssible rejection of the task by the subject. The

ruction/introduction letter was as follows:

Dear Sir or Madam:

Thank you for participating in this brief exercise. The purpose is to notice
managerial attitudes and how they might affect personnel decisions. There
are three separate "decisions" to make regarding hypothetical employees.
Although you would no doubt want more information to make an actual
decision, in the interest of time each description is limited. Select the most
honest response based on the information given. At the end is a brief
qQuestionnaire to be completed, there is of course complete anonymity.
Thank you again for your time.

After reading this letter, there were three "in-basket" decisions
Sented, one of which involved the possible promotion of Ann

; the hypothetical female emp]oyee in the previously mentioned
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iemorandum. The other two decisions did not involve possible
romotion but did involve realistic personnel subjects, copies of which
an be found in the appendices. The actual time needed to complete the
materials given appeared to be under 5 minutes, according to subjects’
« ts back to the contact.

Packets were delivered to the contact and were picked up one
veek later. There were no complaints of the exercise taking longer

an expected or of not understanding the written instructions. No

;ason was given to the contact for the five packets which were not
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CHAPTER 4

RESULTS

There were four possible responses regarding the decision to
ffer promotion to the hypothetical female employee. Each subject

one response to only one level of the independent variable. Thus
: ";jjfe subject was represented only once in the following data.

- All data were in the form of frequency counts: number of

romotion responses per group. Therefore, all group differences were

ted for significance with the chi-square statistic at the .05 level of

'_‘}- cance. With 6 degrees of freedom, 2 was significant if it
xceeded 12.592.

Due to the three levels of the independent variable and the four
vels of the dependent variable, a 3 x 4 contingency table was
mstructed as shown in Table 1. This table also includes the
rcentages corresponding to the frequencies.

Of the 17 responses at the sales representative level of career
tus, 14 were certain promotions. In contrast, only 2 were probable
dmotions, 1 was a probable denial, and there were no certain denials.
There were 19 responses at both the engineer and vice-president
€l of career status. Interestingly, the frequencies were identical at

:- :]evels. 11 certain promotions, 7 probable promotions, 1 probable
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ial. and no certain denials.

Chi-square was found to be nonsignificant, x2 (6) =3.619,

. 05. Since this is less than the critical chi-square, the null

_-_:;;_e. esis could not be rejected. The frequency of decision to offer

omotion is not significantly related to career status of the spouse
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ble 1
quency of Manager Decision to Offer Promotion, Including

centages (In Parentheses) Corresponding to Frequencies

Manager Response

0 (0.00) 1 (0.06) 2(0.12) 14 (0.82)
0 (0.00) 1 (0.05) 7 (0.37) 11(0.58)
0 (0.00) 1 (0.05) 7(0.37) 11 (0.58)

L
€. In constructing the contingency tables and the computing of chi-
€, 6 cells had an expected frequency of less than 5, contrary to the
ons suggested by Hays (1981). However, Faraone's (1982)
was applied, and the grand total (n) for the contingency table
nd to be four times greater than the number of cells in the table

(3% 4) >4). This suggests the adequacy of a chi-square analysis
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CHAPTER 5
DISCUSSION

~ The basic hypothesis for this study was that a husband's career
atus would have a significant effect on a female employee's ability to
e. The more successful and thus the more entrenched her
usband was perceived to be in his career, the less likely she would be
fered a promotion. Therefore a manipulation of the husband's career
as expected to significantly affect the frequency of managerial

gisions to offer promotion.

. When a frequency count and chi-square analysis were

rformed, no significant relationship was found between spousal

reer status and the decision to offer promotion. Only 3 of 55

. dents registered a probable denial, with one such decision made
each level of the independent variable. There were no certain denials,
£36 of 55 subjects granted a certain promotion for the hypothetical
iployee. If previous authors (LeLouarn & DeCotiis, 1983) have

W discrimination to be present with a similar study, how can such
ults be interpreted?

One explanation may be as follows. Previous research has

dated whether to provide a hypothetical organization with its own

e8 and protocols or to incorporate the procedures of a
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manager's Own organization when studying managerial behavior
(Kovach, 1981; Rosen et al., 1975). Due to previously mentioned
concerns about time requirements and manager participation, no
hypothetical organization was introduced. The choice to allow
managers to approach these decisions as they would other such
decisions in their organization was made for simplicity's sake. But
such an approach also yields a more realistic response, as Taylor and
Lounsbury (1988) assert, "utilizing the procedures of an executive's
ywn organization should more closely approximate the decisions
a given individual would actually make on the job" (p. 413) . Thus, as
the instruction letter indicated, each manager was to make the decision
which seemed most likely for him/her. It may prove useful to put these
fesults in the context of the subjects' specific organization, with its own
cedures and policies.
A post-test interview was conducted with the contact which
ndicated a managerial attitude with intentional avoidance of possible
dias. He described that as a large corporation, they were very
onscious of the Equal Employment Opportunity Commission. Again,
e was not aware of the actual focus of the study, but did notice

possible discriminatory issues in the apparatus. He expressed an



29

expectation that most of the managers would give a very standard and
-_ biased answer. Whether or not this was their true inclination, he
suggested that most subjects would respond out of training and
wareness of the company's stance regarding discrimination. It is
interesting to note that of the three probable denial responses, all had
less than six months experience at their present position. It is possible
that this is an instance which supports another aspect of the research of
LeLouarn and DeCotiis (1983) which states that decisions might vary
ing to organization and organizational policy.
To further suggest this, the contact went on to describe this
company's approach to dual-career couples. They apparently discuss
reer motivations and plans periodically in an effort to anticipate
yossible conflicts and how they can be resolved prior to any actual
personnel decision such as promotion. There is even a willingness to
assist in the relocation process for the spouse. Therefore there is a
distinct awareness of the dual-career couple and an avoidance of any
possible discrimination. There were several unsolicited comments on
responses which underscore this attitude such as the
fol. owing, "I feel compelled to tell you to promote on qualifications and
keep out of personal matters. This is dangerous and could be

iminatory!" This coincides with Struick's (1974) suggestion that,
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wwhen a married female applicant is being considered, it is she and/or
her husband who 'own' the problem of the husband's job" (p. 11) . It
that this is one organization which has made a concerted effort
to allow the dual-career couple to make its own decisions regarding
gec graphic moves.
In addition to strong organizational influences, another factor to
consider is the number of female managers who participated in the
study. Almost 55% of the subjects in this study were women.
Contrast this with LeLouarn and DeCotiis (1983) who stated, "there
ere almost no women in the sample" (p. 1041) . Apparently this is
not a new development with the average experience at this position for

females being 4.60 years, compared to 5.69 years for male managers.

a referred to by these same authors (Rapoport & Rapoport,

9¢ ) would not be as stressful, if existent at all. With 38 of the 43
arried managers having a spouse

who worked outside the home, the dual-career couple is more than

iant form of marriage in this specific population.
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Such unexpected demographic details could certainly be part of

he explanation for these results. Coupled with the previously

ioned organizational attempt to anticipate and limit discrimination

n the basis of sex and/or family situation, the data which so resoundly

the hypothesis are more easily understood.

Limitations of the study. Such discussion also suggests

rawbacks to this study itself. In the effort to elicit a large response

rom the managers approached, the apparatus constructed was

tremely simple. Although it did in fact generate a good response

fate, it may have been too obvious. More generic information might

ave been included in the case descriptions, thus making possible
areness of the independent variable less likely. This is particularly

2levant in light of this population. As managers in a company so

bnscious of possible discrimination, it may not have

een too difficult for these subjects to notice and avoid any possible

bntroversy. The more information included, the more subtle the

Paratus might have been. It would then prove interesting to see how

iS would affect the overall response rate and ability to generate a

tisfactory n.

These results are not too generalizable because of the specificity

the population. As previously mentioned, company policy may have



32

‘had a significant effect on the results. Such results might not apply to
‘any other population of managers whose companies may or may not

e the same attitude and approach to dual-career couples.

' In addition to these limitations, a more specific pre-test study
regarding perceptions of career levels was warranted. In so doing, a
‘more reliable set of spousal careers and the perceived entrenchment
‘involved with said careers could have been determined prior to the
‘construction of the apparatus. This might have had a more significant

on managerial concerns. Overall, there is a need for a clearer,

ely important factor with regard to career advancement.
(Markham, Macken, Bonjean, & Corder, 1983). Thus a survey

; f which spousal careers are perceived as contributing to geographic
constraint of an employee would prove useful.

A larger population, across a variety of company sizes,
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s, and policies might also yield different results. Such a

mudy would most likely encounter a larger population of male

ier, a more sophisticated instrument used on such a
arge scale might better measure managerial attitudes. If such a
arge study was conducted, a randomized factorial design could
. possible interaction effects of such variables as age, sex,
arital status, and company size.
As suggested in the introduction, there is a relationship between
amily and business and with such a relationship comes some
ifluence. As Hiller and Philliber (1982) suggest, "sex equality
n the labor market and work organizations and egalitarian relationships
t home, at least for the society as a whole, are mutually, dependent
ipon one another” (p. 61). Thus it is that these two systems are
~ ing one another, whether consciously
e of it or not. Satir (1983) puts it more succintly when she
uggests that people cannot not communicate. The juxtaposition
?findusn'y and family, both struggling with an emerging type of
harriage, has generated communication which must be explored.
er study of the possible messages being sent to the dual-career

larriage and the ensuing stress they may cause is warranted.



Continued research and development of theory is needed to prevent
what Hunt and Hunt (1982) predict as a, "growing polarization of

career-centered families and family-centered lifestyles" (p. 508) .
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APPENDIX A

DECISION TO OFFER PROMOTION MEMORANDA



TO: MR. OR MS. SMITH

FROM: PERSONNEL OFFICE
SUBJECT: PROMOTION OF ANN TAYLOR

As you know, one of your employees is being considered for possible promotion.
Ann appears to be one of the most qualified candidates. This promotion would
involve an eventual transfer to our Dallas office. We thought it prudent to ask Ann
about her home situation. She said her husband is presently a vice-president of a
local bank and is involved in his career. What do you think? Should we offer Ann
the job?

1 2 3 4

Certainly Not Probably Not Probably Yes Certainly



TO: MR. OR MS. SMITH

FROM: PERSONNEL OFFICE
SUBJECT: PROMOTION OF ANN TAYLOR

As you know, one of your employees is being considered for possible promotion.
Ann appears to be one of the most qualified candidates. This promotion would
involve an eventual transfer to our Dallas office. We thought it prudent to ask Ann
about her home situation. She said her husband is presently an engineer at a local
firm and is involved in his career. What do you think? Should we offer Ann the
job?

1 2 3 4
Certainly Not Probably Not Probably Yes Certainly
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APPENDIX B
MEMORANDA CONTAINING UNMANIPULATED
PERSONNEL DECISIONS



MEMORANDUM

TO: MR. OR MS. SMITH
FROM: PERSONNEL OFFICE
SUBJECT: LEAVE OF ABSENCE FOR MARY BROWN

It has come to our attention that Mary is requesting a leave of absence. Upon
further inquiry, we found that she is having difficulty taking care of her young
daughter who was recently hospitalized. Mary's husband is a school teacher and
would be able to offer more assistance this summer. She is requesting time off
until this summer. What do you think? Should we grant the leave of absen

1 2 3 4
Certainly Not Probably Not Probably Yes Certainly
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MEMORANDUM

TO: MR. OR MS. SMITH
FROM: PERSONNEL OFFICE
SUBJECT: TRANSFER OF BILL JONES

As you are no doubt aware, Bill has had a significant increase in absenteeism over
the past quarter. It has come to our attention that he might be having difficulty with
the amount of stress related to his recent separation and divorce. There is an
opening in another division which could be less stressful. What do you think?

Should we offer Bill the transfer?

1 2 3 4

Certainly Not Probably Not Probably Yes Certainly



Dear Manager:

| appreciate your taking the time to fill out the attached
questionnaire, which should take less than five minutes.

Background for this is as follows. A friend of mine is
completing his graduate work and this measurement of
managerial attitudes is part of his program. He does not work
for us and the use of the word Dallas in one of the
questionnaires is pure coincidence. He asks that you give your
"first gut feeling" after reading each question, and has
specifically designed the entire package to take three to five
minutes to complete at the most. The information provided is
extremely limited and he is looking for your immediate
reaction.

Thank you for your help.
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