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Abstract

This thesis is a quantitative research design that examines the upwardymblibimen
administrators in campus recreation. The purpose of this study is to exantaecte
mobility of women currently working in the administration of campus recreation. A
criterion sampling method was used to select women currently holding admivestrat
level positions in campus recreation as well as solicit participation usimdptienal
Intramural-Recreational Sports Association (NIRSA) Member DatabHse Statistical
Package for the Social Sciences (SPSS 18.0) was utilized to analyztathEalahe
guantitative data, basic descriptive statistics were performed whicll@cmeans,
standard deviations, and frequencies. For the research questions Pearson Chi Square
tests, ANOVA tests, and Tukey’'s Post Hoc test were conducted. The respondents’
narrative comments were analyzed objectively for common themes. A total of 348
women administrators successfully completed the e-survey, generatirkf/arésponse
rate. Some significant findings from this study include: (1) The curreng stygports

the literature of previous studies in that women in different sport industry segare
experiencing the same barriers to career mobility; (2) Women stikperthe same
challenges as women over 30 years ago; (3) The status of women has inigreasing
changed as women continue to make inroads into the campus recreation profession,
however women’s perceived career development remains unchanged.

Keywords: career mobility, women, administration, campus recreation, NIRSA
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Chapter 1

Introduction

Overview

Since the passage of the Civil Rights Act in 1964 the status of women has
increasingly changed as more and more women enter the work force. The U.S.
Department of Labor statistics from 2007 stated women comprised 46% of the total U.S
labor force and are projected to account for 47% of the labor force in 2016. Of these
women, the largest percentage of employed women (39%) worked in management,
professional, and related occupations (U.S. Department of Labor, 2007). Additionally,
women have continued to make inroads into nontraditional occupations. A nontraditional
occupation for women is one in which women comprise 25% or less of total employment
(U.S. Department of Labor, 2007b). Occupations that were once nontraditional for
women in 1986 were no longer nontraditional for women as of 2006. These occupations
included physicians and surgeons, chemists, judges and magistrates, announeess, lawy
athletes, coaches, umpires, and postal service mail carriers.

Although women are making huge strides in some areas, there is still carcern f
the absence of women in traditionally male dominated professions, such avetecti
architects, chefs, barbers, the clergy (U.S. Department of Labor, 2007b), acwlgodyti
within upper management ranks. In 2003 Gabriel examined occupational mobility
among full-time workers and found that female workers in managerial and the

professional and technical fields experience downward occupational mobility
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significantly more than men. Some have noted this to be an issue of the “glasg’ceili
which the U.S. Department of Labor has defined as “artificial barriersq logse
attitudinal or organizational bias, that prevent women and minorities from advancing
within their organization and reaching their full potential” (Shinew, Anderson, and
Arnold, 1999). This can be seen particularly in the recreation and sport industry which is
another traditionally male dominated industry. The recreation and sport industry snclude
professional sport, intercollegiate sport, health and fitness, recreaponilad the like.

It is believed that in the field of campus recreation, women have not been progwgssing
the career ladder at the same pace as their male counterparts. nfkanghiara 1999

study conducted by Shinew, Anderson, and Arnold of administrators in parks and
recreation, many women reported that women are not adequately represemped in t
management positions. This lack of women in upper management is often noted as a
result of the large prevalence of white men holding these positions as well as gende
discrimination.

One area of recreation and sport that is left to be examined is that ofioeeiea
sport which is often referred to as campus recreation. The presence of womeig workin
campus recreation has increased with the advancements in higher educatigionssti
hiring practices. Although the presence of women in the field has increaseatethe r
which women are gaining status within male dominated professions is stilaat a
progression (Bower & Hums, 2003). Even fewer women are seen continuing their career
lines within the profession as more and more women leave the field for more career

advancement opportunities elsewhere (testimony given by women adminisitators
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NIRSA conferences). Currently, there are a few studies that addressethiepadhs of
women working in campus recreation and limited research on the careeryragbilit
women working in the administration of campus recreation (e.g. Bower & Hums, 2006;
Oelling, 2004; White, 2004; Bower & Hums, 2003; Willer, 2002; Varner, 1992; Yager,
1983; Carney & Gold, 1978; Buchanan, 1978). Women deserve equal opportunity for
advancement within their perspective industry and it should be society’s aidutere
obstacles women encounter in advancing to management in different work envisanment
Statement of the Problem

The current body of research related to women administrators in campus
recreation and career mobility is lacking (Bower and Hums, 2003). Much ofstéerch
is limited and/or outdated that outlines the challenges women face as viellcasder
mobility more specifically the career advancement of women in campresation.
More current research on the topic needs to be conducted in an effort to provide
validation and more importantly raise awareness that gender roles in the wosktlace
exist. If women want to strive to attain administrative level positions in campus
recreation, then society must be informed of the above information as well as how to
implement the information in an effort to move forward.
Purpose Statement

The purpose of this study was to measure the upward mobility of women working
in campus recreation administration via examination of the subjects’ careffirst
positions held within campus recreation administration. Further this study cakcifi

aims to examine the career mobility of women currently holding administriatrel
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positions in campus recreation. While previous studies have investigated the cballenge
women face working in campus recreation administration and the strategiesét®
overcome these challenges (e.g. Bower, Hums, & Keedy, 2006; Oelling, 20G4; Whi
2004; Bower & Hums, 2003; Willer, 2002; Varner, 1992; Yager, 1983; Carney & Gold,
1978; Buchanan, 1978), there has been limited research on the career mobility of women
working within campus recreation administration (Bower & Hums, 2003). This stilidy w
contribute new knowledge to the current body of knowledge in campus recreation.
Significance of the Study

This study is significant due to the limited amount of research specifically
examining the career mobility of women working in the administration of campus
recreation (Bower and Hums, 2003). Further analysis of the topic will aid in theteffort
close the gender gap in the administrative ranks of campus recreation. Mosammthpor
this study will help incoming women and women currently in the campus recreation
profession to efficiently and effectively achieve an administrative |gy&tion within
the profession.

Research Questions

This quantitative study will address the following research questions:

RQ1: What is the career mobility of women working in the administration of

campus recreation?

RQ2: Isthere a relationship between age and career mobility among women

campus recreation administrators?
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RQ3: Is there a relationship between highest level of education completed and

career mobility among women campus recreation administrators?

RQ4: Is there a relationship between experience in campus recreatiaregrd ¢

mobility among women campus recreation administrators?

RQ5: Is there a relationship between mentor(s) and career mobility among

women campus recreation administrators?

Additional research questions were also investigated among women campus

recreation administrators, which include the relationship between tauefit

and career mobility, the relationship between income and career mobility, the

relationship between the institutional type where the campus recreation

department is located and career mobility, the relationship between nietgvork

and career mobility, the relationship between NIRSA and career mobility, and the

relationship between perceived gender discrimination and career mobility.
Variables

Within this study both independent and dependent variables exist. The
independent variable is women holding administrative level positions in campus
recreation and the dependent variable is career mobility. For the purposestfdpis
career mobility is determined by education, experience, mentor(s), age, aathr
institution enrollment.
Delimitations

In order to achieve a sufficient number of respondents, women holding

administrative level positions in campus recreation were primarilgteelérom the
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NIRSA Member Database. Women not holding administrative level positions in campus
recreation were not eligible to participate. Women who meet the above axiteriare

non-members of NIRSA were not excluded from the study.



Chapter 2

Literature Review

Women in Leisure Services

The number of female students majoring in recreation, park, and leisure services
in higher education institutions has been increasing over the years (Henderson &
Bialeschki, 1995; Arnold & Shinew, 1997; Shinew, Anderson, & Arnold, 1999).
Similarly the number of females employed in leisure services habeds increasing
(Henderson & Bialeschki, 1995; Arnold & Shinew, 1997; Shinew, Anderson, & Arnold,
1999; Anderson, 2001). However, there continues to be a lack of research about the
experience of women working in the leisure services profession (Henderson &
Bialeschki, 1995). Research indicates that two models have been heavily utiliaels as t
for measuring the career development of women in the leisure servicesyindustr
Henderson (1992) utilized the complementary-contribution model, which recognizes that
women are different than men in terms of what they value in work and what they
contribute to the workforce (Henderson & Bialeschki, 1995; Anderson, 2001; Anderson
& Shinew, 2001). This model suggests women offer the organization something unique
that may not fit the traditional male model, but does contribute to the workforce
(Henderson & Bialeschki, 1995; Anderson, 2001; Anderson & Shinew, 2001). Further,
Henderson (1992) found that women’s career development progression suffered from
balancing career and household expectations as well as facing genderimksionmin
the form of a glass ceiling (Henderson & Bialeschki, 1995; Anderson, 2001; Anderson &

Shinew, 2001).



8

Building from Frisby & Brown (1991), Frisby (1992) developed a model of career
development for women in leisure services (Henderson & Bialeschki, 1995; Anderson,
2001; Anderson & Shinew, 2001). Frisby found eight categories of factors that
influenced women'’s career development. The eight categories were: curigohpos
professional associations, background factors, socio-economic factorsitiegifsctors,
organizational factors, individual factors, and family factors (Frisby, 1992¢étson &
Bialieschki, 1995). Frisby’'s model more or less offers a comparative of caree
development between men and women. Traditionally career development has been
defined by male standards in that one’s career must be in a series of uniedeupyséard
career moves with work taking precedence over family obligations (Frisby, 1992;
Anderson & Shinew, 2001). Further if the differences between male and female care
development are not recognized, women will continue to hit a glass ceiling anateljgim
may leave the field (Frisby, 1992; Anderson & Shinew, 2001).

Henderson and Bialeschki (1995) utilized @@mplementary Contribution
Frameworkand Frisby’sModel of Women'’s Career Developmémtanalyze women in
leisure services and the dimensions of their career development (Anderson, 2001,
Anderson & Shinew, 2001). The career development of women is different than males
due to the traditional family and work expectations of women, the cultural and
organizational barriers that may affect women’s advancement, and thezatorathat
women experience (Henderson & Bialeschki, 1995). Utilizing Frisby’s (19920 e
factor model, Henderson and Bialeschki (1995) examined female practiticorkragvn

the areas of recreation, therapeutic recreation, and parks resourcemslafteurrent



position, it was found that the majority of women working in the three areas held
supervisory or mid-management level positions (Henderson & Bialieschki, 1995). |
terms of background factors, it was found that the respondents averaged two upward
promotions or job reclassifications that resulted in higher salary (Hend®rson

Bialieschki, 1995). Further respondents indicated they had an average of one career
interruption which was accredited to maternity leave, travel or moving due to spouse
job, unemployment, continuing education, marriage, resignation, layoff, and employment
in another field (Henderson & Bialieschki, 1995). When looking at professional
associations the respondents belonged to an average of 2.6 professional organizhtions a
indicated they had been in a leadership position in 1.3 associations (Henderson &
Bialieschki, 1995). In terms of socio-economic factors respondents made an average
salary of $20,000 to $30,000 and indicated encouragement to enter the field came more
from family, friends, and colleagues (Henderson & Bialieschki, 1995). Imde¢a
legislative factors, almost two-thirds of respondents indicated they had bee
discriminated against in the field of parks, recreation, and leisure services mioee

times based on their gender (Henderson & Bialieschki, 1995). Further, women over the
age of 30 encountered more discrimination than women between 20-29 years of age
(Henderson & Bialieschki, 1995). When examining organizational factors, ovefhalf

the respondents perceived that women do not have as many opportunities for
advancement as men within the leisure service field (Henderson & Bialie$6Bk,

Arnold & Shinew, 1997; Anderson, 2001). Further, over 70% of respondents indicated

they aspired to a senior management level position and that they would need ga avera
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of five years to advance to this position (Henderson & Bialieschki, 1995). When looking
at individual factors, overall the respondents reported a fairly high degree of job
satisfaction, however over half of the respondents said they occasionally tabaght
leaving their jobs (Henderson & Bialieschki, 1995). In regards to familgrigdhe
average women employed in leisure services worked an eight hour day with an ddditiona
1-2 hours of over-time, 15 hours of housework daily, 3.4 hours of child care, one hour in
commuting, and little over one hour per day for leisure (Henderson & Bialieschki, 1995).
Henderson & Bialieschki (1995) provided further support to the notions of previous
studies as well as identifying the fact that gender discriminatidil igesy much
evident.

Arnold & Shinew (1997) examined the factors that prevent career advancement of
professional women working in leisure services; more specifically comnoomogional
barriers, the role of family responsibilities, and the role that barrieesred on the
career advancement of women working in leisure services. It has beeedegpat
some common barriers for women include their suitability for leadershipgusiti
stereotyping, lack of networking, lack of management training, lack of advancement
opportunities for women, lack of equal compensation, working in a male dominated
profession, inability to crack the glass ceiling, lack of female mentors gieder,
gender differences in management styles, and gender discrimination and lack of
flexibility between home and work life (Arnold and Shinew, 1997). Some strategies f
confronting these barriers include conducting organization self evaluations for

discrimination policies and/or attitudes; organizations should take the workihfecka
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lifestyle into consideration when developing human resource policies; organizations
should examine their recruiting, hiring, and promotion strategies of womeeagecr
management training programs and development programs; increase femtalenge
increase woman support networks; develop co-parenting strategies to balan@bome
work life; and develop flexible work schedules within the organization. Arnold &

Shinew (1997) concluded that it is the responsibility of policy makers, management, and
individual employees of leisure services to work together to eliminatetsaior women
in the workplace.

Shinew, Anderson, and Arnold (1999) examined equality in the workplace in
lllinois park districts to better understand the issues facing women. Dagaeliected
via questionnaires that were mailed to entry-, middle-, and executive-lemabpra of
lllinois park districts over a two year period (Shinew, Anderson, and Arnold, 1999). The
guestionnaires focused on perceptions of gender discrimination, perceptions of gender
inequality, and aspirations for promotion. When respondents were asked questions
related to perceptions of gender discrimination, Shinew, Anderson, and Arnold (1999)
found that on all levels women indicated they were given fewer opportunities than men to
be promoted and felt there was less effort by the profession to promote women than men.
Further, women at the middle and executive levels indicated that women witlegamili
would be on a slower career track than men. At the entry and middle managemsnt level
women indicated that their organizations were gender discriminatory whemnetto
task assignments, salary levels, and promotion decisions (Shinew, Anderson, and Arnold,

1999). When asked questions related to perceptions of gender inequality, women felt
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they had seen a glass ceiling more than men and that the top management positions
within the lllinois public recreation agencies were not equally represeyntgenioler
(Shinew, Anderson, and Arnold, 1999). When examining salary and career advancement
opportunities, women felt they received less salary compared to theicouaiterparts
and perceived they had less opportunities for advancement than men (Shinew, Anderson,
and Arnold, 1999). Further, at the executive level, women indicated less opportunities
for advancement, encouragement from superiors, and respect from superiors (Shinew,
Anderson, and Arnold, 1999). When asked questions related to aspirations for
promotion, women indicated they felt prepared for a top management position in parks
and recreation (Shinew, Anderson, and Arnold, 1999). However, only 49% of women
compared to 71.4% of men felt prepared for a promotion (Shinew, Anderson, and Arnold,
1999). Additionally, women who did not desire another promotion during their career
indicated that family stress, lack of time, work stress, and content in curreitrpasare
reasons for not wanting a promotion (Shinew, Anderson, and Arnold, 1999). In regards
to mentoring, more women had female mentors than men and men had more male
mentors than women (Shinew, Anderson, and Arnold, 1999). Shinew, Anderson, and
Arnold (1999) concluded that unless professionals in the field recognize thesarsdues
work to eliminate any inequitable practices, women will become discouraged aed leav
the field which ultimately will cause the number of women in top managemenbpagsiti
to plateau or decrease further.

Allison (1999) examined diversity issues and programs in park and recreation

agencies (Anderson, 2001; Anderson & Shinew, 2001). Diversity was defined to
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include gender, race, ethnicity, disability, sexual orientation, class, and ageqé@méde
Shinew, 2001). Allison (1999) conducted 18 in-depth interviews with women and people
of color. The interviews focused on the organizational climate and the institutional
barriers that were perceived and/or experienced in the workplace (Alli8849). Allison
(1999) found that respondents felt that challenges still exist in terms of, lgrorgotion,
and job placement practices (Anderson, 2001; Anderson & Shinew, 2001). Additionally,
Allison (1999) found that respondents felt that non-minority male administrators
continued to surround themselves with those they feel most comfortable with (Anderson
& Shinew, 2001), specifically white males (Anderson, 2001). This could also be seen as
homophily entering the workplace especially within hiring practicessaxl(1999)
stressed that the longevity of community programs may be determined ddyilttyeof
organizations to change.

As an extension of previous research, Anderson & Shinew (2001) examined
perceptions of workplace equity as well as the impact these perception have on
workplace behaviors and attitudes among men and women in public parks and recreation
on a national level (Anderson & Shinew, 2001). The behaviors and attitudes studied
included organizational citizenship, organizational commitment and job satisfact
(Anderson & Shinew, 2001). It was found that women felt they were given fewer
promotion opportunities than men in addition to feeling fewer efforts were made to
promote women (Anderson & Shinew, 2001). Additionally, women felt they had fewer
opportunities for advancement than men and that their extent of participation in

management decisions was less than men (Anderson & Shinew, 2001). Further, women
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felt they received less respect from superiors, clients, colleaguesjl@rdisates; that
their performance expectation was higher than men’s; and that theirsalareelower
than men’s (Anderson & Shinew, 2001). Overall there were significant difference
between men and women in perceptions of equity as well as levels of orgenakzati
citizenship and commitment (Anderson & Shinew, 2001). Anderson & Shinew (2001)
concluded that unless measures are taken to address inequities, professionely espec
women, as well as agencies, will continue to suffer the negative effectslqflace
inequity.
History of Women in NIRSA

In order to truly understand the significance of this study, attention mugidirst
focused on the history of women in campus recreation via National Intramural-
Recreational Sports Association (NIRSA) membership. NIRSA originatedtfie
National Intramural Association (NIA), which was founded in 1950 by Dr. William
Wasson who organized a meeting of 11 individuals at Dillard University in New Orleans
in 1950 (Varner, 1992; Rooker, 1992). Three women, Annette H. Akins, Dimples Lee
and Juanita G. Pierce, were the leading pioneers in the field and of the NIAiatethe
(Varner, 1992). In 1952, NIA was renamed the National Intramural and Recreation
Association for Men and Women (Varner, 1992; Rooker, 1992). However, in 1959 the
name was revised which dropped Recreation from the title (Rooker, 1992) and eliminated
women from the membership (Varner, 1992; Rooker, 1992; Dudenhoeffer, 1997; NIRSA,
2001). Directly following at the fLAnnual Conference in 1960 at Purdue University,

women were excluded for the first time since the organization’s conceptiomefya
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1992). Many women and men were left perplexed as to the reasoning behind the
decision. Many stipulated the notion of the ‘old boys’ club and a sense of fraternity that
allowed and accepted more unconventional behavior, while others came to understand the
sad reality that women’s programming was seen as secondary to men’snsrogra
(Varner, 1992; NIRSA 2001). When reflecting on the NIA as it was in the 60s and 70s,
one member stated “It was a typical male organization of the times. Tast@ nucleus
of old timers who wanted to keep the organization male.” Additionally, another membe
stated “it was the old boys’ club, a restricted fraternity to be continued.h¢€Y,at992,
p.25)

It wouldn’t be until 1966 that women would be brought to the forefront once
again. At the 17 Annual Conference in Norman, Oklahoma a vote took place to grant
membership to women, but the amendment was not passed (Varner, 1992; Rooker, 1992;
Dudenhoeffer, 1997). The next vote was held at tfieARhual Conference at the Air
Force Academy in 1970, which despite a campaign effort the, amendment lost once again
(Varner, 1992; Rooker, 1992). The irony of the situation at the time was that women
continued to be invited as guest speakers, but not as participants much less as.members

As more and more male members took a pro-active approach to the issue, there
seemed to be a wider base of support stemming from all efforts. Then ima8y1 at
the 22¢ Annual Conference in Blacksburg, Virginia women were voted into full
membership in the NIA by a vote of 121 to 35 (Varner, 1992; Rooker, 1992;

Dudenhoeffer, 1997; NIRSA 2001). In 1972, women were invited for the first time since
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1959 to attend the annual conference at the University of lllinois and to become
members; only 29 women attended (Varner, 1992).

Although women were now granted membership into the organization, sexism in
programs was still very much evident (Varner 1992; NIRSA 2001). Women’s issues
were still prevalent within the organization as they were addressed at thé annua
conference in New Orleans in 1975 (Varner, 1992). For the first time, an attempt was
made by the Executive Committee to make the organization more relevant fenwom
(Varner, 1992). Hazel Varner met with the Executive Committee and suggested a ten
point program which included: developing an affirmative action plan for women,
encouraging more women to participate on programs and on committees, conducting a
study of the field which would include salary and position comparisons of men and
women, planning more professional programs and placing a woman on the Executive
Committee, until one could be successfully elected (Varner, 1992; NIRSA 2001). Of the
ten-point program, the affirmative action committee was approved, appointed, amd give
the task of developing a plan (Varner, 1992; NIRSA 2001). However, a study of the field
was not initiated until 1986 and the appointment of a woman on the Executive Committee
failed due to the inequality of travel compensation for women (Varner, 1992; NIRSA
2001). However, due to extenuating circumstances a woman was appointed to the board
in 1976-77 (Varner, 1992).

1975 was a time of heated debate as men’s and women’s physical education
programs were merging, women’s athletics had emerged and were asking for equa

resources (Varner, 1992; NIRSA, 2001). It was also a time of great transtoriwatre
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an important milestone in women'’s history was Title IX, which was presantine
annual conference in 1975 (Varner 1992; NIRSA 2001). The presentation caused men to
feel threatened and young women in their first jobs to become scared (Varner, 1992;
NIRSA, 2001). But, the politics of NIRSA soon changed in 1981 as the first woman,
Patti Homes, was elected as Vice President of Region | from 1981-82 (VE9@2r
NIRSA 1999). Finally in 1985, the first woman, Mary Daniels, was elected Pnéeside
NIRSA (Varner, 1992; NIRSA, 2001). In addition to these great achievements, the
NIRSA Honor Award was first presented to a woman, Mary Daniels, in 1991 (Varner
1992). Allin all, by 1992 many members held a different perception of women within
the organization, crediting women to have been the driving force behind the
organization’s progression in new directions through various programmingwveisiand
research contributions (Varner, 1992).
Women in Campus Recreation

Research regarding the notion of common challenges faced by women within
campus recreation was first undertaken by Carney and Gold (1978). After the 1978
Annual NIRSA Convention, the researchers held a breakfast meeting for individuals
interested in the extent and involvement of women within the profession (Carney & Gold,
1978). The meeting allowed individuals to share opinions, ideas, and experiencds relate
to women and the field of intramural-recreational sports (Carney & Gold, 1978n &i
30 minute timeframe all individuals were assigned to 14 separate groups in which they
compiled a list of challenges regarding women and NIRSA (Carney & Gold,.1978)

Common challenges included a lack of visibility and involvement via publications,
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presentations, conferences and state workshops, committee involvement, programs and
initiatives; lack of support and professional development via mentors; lack cdfreesar
lack of unification between men and women; lack of compensation; lack of respect;
balancing act between job demands and personal demands; lack of career;ramility
of representation within organization; lack of management and political skillsaekdfl
knowledge regarding organization (Carney & Gold, 1978). Carney & Gold (1978)
concluded that NIRSA professional members must be supportive of one another without
having to be in agreement, but by understanding each other’s viewpoint. Further, the
researchers felt each professional has an obligation to make a decision as to what one
perceives as the challenge and how they are going to pursue it, but the point isngpmethi
must be done (Carney & Gold, 1978).

Buchanan (1978) examined administrative opportunities for men and women
intramural directors/advisors within membership institutions of the Natiotramural-
Recreational Sports Association. Intramural-recreational progranwiaisdacing two
issues at the time: 1) the male-female dichotomy within physical edneatd its effect
on the administration of intramural-recreational sports and (2) traditionatiatal-
recreational administration as opposed to current or future changes in thenanag
techniques and practices (Buchanan, 1978). Additionally, colleges and universities were
combining the men’s and women'’s intramural-recreation departments into one
department as well as combating the potential effects of Title IXdtigis (Buchanan,

1978). When examining organizational structure, Buchanan (1978) found each of the

organizational structures, except for one (within women’s physical education), had
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significantly more men than women. Further, men do not face any organizational
structure limitations, except for within women’s physical education (Buaninal978).

Overall this structure supports the notion of a combined administrative organikationa
setup for men and women (Buchanan 1978). When examining percentage assignment,
Buchanan (1978) found that a position such as a single all-college/universityurdta
recreation directorship position for men and women would most likely be filled with a
male rather than a female. Further women would most likely not want to advance
without assurance of the retention of their directorship (Buchanan, 1978). When
examining the ages of the respondents, Buchanan (1978) found that there were very few
women holding directorship positions aged 40 years or older, however almost 40.6% of
the male respondents were 40 or older. Buchanan (1978) concluded that these findings
warrant further research by anyone who wishes to analyze adminestipportunities

for men and women who are considering a career in intramural-recreatnom hwgher
education.

Yager (1983) examined women professional intramural-recreational sport
administrators in NIRSA based on personal and professional attributes; perceptions
facilitators and inhibitors in the job setting; perceptions of improving professional
advancement; and career aspirations and expectations for achievement&Bduves,

2003). Yager (1983) found that based on career aspirations and expectations that nearly
half of the respondents expected to leave the IM-Rec Sports field for other eraptoym
Further 57% percent of the non-directors expected a promotion to a higher levet IM-Re

Sports position, which the majority desired career advancement opportunities.
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Respondents indicated career moves were attractive due to the greéagehal sense
of achievement, and more money. However, one must have the personal ambition to
reach their career goal.

Willer (2002) examined the current profile of women campus recreation directors
in an effort to determine barriers that women continue to face in the fietohgfus
recreation, as well as identify leadership behaviors that have aided in thessofcce
women in the field. Additionally, Willer (2002) examined the factors within the
professional association (NIRSA) that have contributed to the advancement ehwom
leadership positions within the field of campus recreation. Willer (2002) utilized a
guestionnaire to survey women recreation directors and conducted telephone isterview
of the women serving on the 2002 NIRSA Board of Directors. Willer (2002) found that
the average women campus recreation director was between 40-45 years titage, w
single, with no children, working at an intermediate sized 4 year higher extucat
institution, and earns between $50,000-60,000. The greatest barriers for women campus
recreation directors are the lack of female role model and the lack of menteash and
give advice about the career (Willer, 2002). Some of the leadership practices exged w
challenging the process, inspiring a shared vision, enabling others to act,nmdlckeli
way, encouraging the heart, and giving back to the profession (Willer, 2002). Willer
(2002) concluded that a formal mentorship and networking program should be initiated
via NIRSA and that a forum for women should be added to future conference agendas so

that women can speak honestly about gender issues within the field.
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Bower and Hums (2003) established and examined career information of women
working in the administration of campus recreation programs. Their study astttless
demographics, career paths, most/least enjoyable aspects of partipitesnigreatest
challenges, career advice for women wanting to enter this profession, shmoater
long-term career aspirations, the role of mentors on participants’ gaardrsow the
participants obtained their first/current job in campus recreation (Bower &H2003).

The researchers used the Female Sport Manager Career Survey instonrtiesistudy.
Their sample included 386 women listed in 2000-2001 NIRSA National Sport
Recreational Directory{Bower & Hums, 2003) Analysis of the data for this descriptive
study focused on the means and standard deviations being calculated appropraately, a
that the answers to the open-ended questions were investigated for recumieg the
(Bower & Hums, 2003).

When patrticipants were asked what the least enjoyable aspects were jobtheir
and what the greatest challenges women face working in campus recreation
administration, Bower & Hums (2003) uncovered five closely tied gendered thdines
themes are listed in the order of the greatest challenges. First, womeeiddiceed to
prove themselves, which included feeling of lack of respect, lack of recogmition a
support, not being taken seriously, and being mistaken as the “secretary’théthi
organization (Bower and Hums, 2003). Second, women indicated a directly nonwoman
friendly environment for some women, which included male chauvinism, sexual
harassment, and nonequitable division of responsibilities between men and women

(Bower and Hums, 2003). Third, women indicated they did not feel a part of the
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network, which included feelings of being “left out”, “glass ceiling”, amel‘tgood old
boys’ network” (Bower and Hums, 2003). Fourth, women indicated issues with the
male’s perceptions of women working in management roles, which included confronting
facility users over a variety of policies and procedures, disciplining stuohgmogees,
and fighting for facility space with athletics (Bower and Hums, 2003). Fitbimen
indicated an issue with time spent at the workplace, which included their dislike of
balancing long, odd work hours with family commitments (Bower and Hums, 2003).
Bower and Hums (2003) asked women working in campus recreation administration
what advice they would give to women wanting to work in campus recreation
administration. Their responses included not trying to be “one of the boys”, to demand
respect of male and female participants and colleagues, expect to worklar a ma
dominated environment, do not conform to the male culture, and do not be intimidated
(Bower and Hums, 2003). Bower and Hums (2003) concluded that future research could
include trying to establish what can be done to change the environments to make them
more female-friendly, as well as extending this study to examine womd&mgan other
areas of recreational sport. As one can decipher, the challenges women &mpus ¢
recreation administration have seldom changed.

In addition to the advice listed above, there has been limited research pertaining t
the role of mentoring in advancing women in leadership positions within campus
recreation. Bower, Hums & Keedy (2006) examined how mentoring plays a role in
advancing women in leadership positions within campus recreation. They investigate

the individual’'s reasons for mentoring women within campus recreation, and they
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investigated the organizational factors that inhibited or facilitated megtmomen.
They used a phenomenological research design that examined the mentorimusiejati
from the perspective of the mentor (Bower, Hums & Keedy, 2006). The researchers
collected data for this study through three in-depth phenomenological intemvigh
each participant. Their participants included four directors and one asdistgtor of
university campus recreation programs. The researchers used a constantto@mpara
method of analysis throughout the study. After analyzing the data, a persohathiy
portrait of each participant was created and thus provided themes for eaathresear
guestion. The results of the study provided valuable information about the perceptions of
the mentoring relationship, as well as how mentoring played a huge role in helping
women advance into leadership positions within campus recreation. The study also
provided valuable information on ways campus recreation directors could successfully
mentor women and males entering the campus recreation profession. An interesting
finding from the study was that mentors did not provide gender specific data unless
discussing the late 1950s, 1960s, and early 1970s. This might be in light of the fact that
women were banned from NIRSA from 1959 to 1972. The study also uncovered the
importance of mentoring styles, professional development opportunities, equal support,
reducing barriers, increasing the number of leaders, and an overall understanding of
helping students learn and grow when mentoring individuals in the field of campus
recreation (Bower, Hums & Keedy, 2006).

Further research has led to investigating career paths and advice for women

wanting to work in the management of the health and fitness industry. This knowledge
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can be applied due to the relevancy of health and fithess to campus recreationinBower
2008, examined career path information and advice to women pursuing a management
position within the health and fitness industry. They enlisted the participatg80of
female managers who were asked to fill out the Career Paths of Women inSoetp.
The survey elicited responses related to their career paths and career(Bdwier,
2008). For the data analysis, means were calculated for the qualitativediatéheee-
step content-analytic procedure was used to analyze the qualitativBolat,(2008).
The career path information focused on women climbing the ladder from an entry-level
position to the management position they are in today (Bower, 2008). Career advice
included continuing education, staying up-to-date on certification, gainintjgaitac
experience, networking, and obtaining a mentor, having a role model, building
communication skills, being well-rounded, giving accurate information, being diwrers
training, and becoming aware of promotional opportunities (Bower, 2008). Bower
(2008) concluded that career advice may help women advance to management level
positions by planning for the future, choosing an appropriate major, gaining asdific
in the field, gaining practical experience, networking, and obtaining a mentor. rFurthe
the combination of preparing for the future and having the right attitude can provide
women advancement opportunities within the field (Bower, 2008).
Theoretical Foundations

Career Mobility Theory

Sicherman and Galor (1990) examined theoretically and empirically thandle

significance of occupational mobility of individuals’ careers in the laboketa
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Sicherman and Galor posed the model of career mobility which focuses on the
transferability of skills across occupations and allows for differencé®isgquences of
occupations that forms the individuals’ career path. One’s career path catabeddy
either intrafirm career mobility (determined by the employer) arfimin career mobility
(determined by the individual) (Sicherman & Galor, 1990). The career mobéibyyt
poses that an individual’s career mobility is a function of education level, ahiatel
length of experience (Sicherman & Galor, 1990). Sicherman and Galor fountkthat t
higher the probability of promotion, the greater the possibility of quitting if ptam is
approved. Further among individuals who are not promoted, those with a higher
probability of promotion are more likely to quit the firm (Sicherman & Galor, 1990).
Sicherman and Galor found that the more educated the individual the more likely they
will advance within their career. Being over-educated allows individuatartohsgher
on the ladder, however they will have fewer career opportunities long term. gdrtiee
time some over-educated individuals are over qualified for the occupation, thus hindering
their career upgrading. Additionally, Sicherman and Galor found that thef cteeer
mobility decreases with time in the labor market, thus individuals with higheslefel
experience are more likely to be mobile within the firm than across firms.evéw
within the firm, tenure has a positive effect on the individuals’ career mobility

This theory played a major role in investigating the career mobility of wome
working in the administration of campus recreation. Career mobility thetpgde

explain the career advancement of women working in the administration of campus
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recreation, as well as aid in understanding why women leave the field to seetkiojypor
elsewhere.

Definitions

The following definitions are meant to provide a clear understanding of whom
and what are discussed and examined.

Campus Recreatiomn environment in which students, faculty, staff and guests
can engage in social, cultural, and recreational opportunities.

Recreational Sportprogramming sport activity for the sake of participation and
fun. Itis a diverse area that incorporates five separate programomsvidnstructional
Sport, Informal Sport, Intramural Sport, Extramural Sport, and Club Sport. Eachef thes
five definitions represent varying levels of ability and diverse interasts i
cooperative/competitive activity in the game form. (Mull, et. al., 1987)

Career Mobility Theory:poses that an individual's career mobility is a function
of education level, abilities, and length of experience (Sicherman & Galor, 1990).

Career Mobility: an individual’'s movement either upward, downward, or lateral
within an organization’s hierarchical structure or to another external organizati

Downward Mobility: a movement from a higher to a lower career position within
the hierarchical levels of the organization.

Lateral Mobility: a movement from one career position to a relatable career
position within the hierarchical levels of the organization.

Upward Mobility: a movement from a lower to higher career position within the

hierarchical levels of the organization.
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Career Path: a series of occupations characterized by the transferability of skills
and experience from one to another, that form a feasible working careerif&ioh&

Galor, 1990).

National Intramural Recreational Sports Association (NIRShE leading
professional association for students and professionals in college and university Campus
Recreation departments. NIRSA pertains to many facets includingumass, fitness
and wellness, facility management, marketing, outdoor adventures, aquatics, dsp spor
and informal recreation. NIRSA also serves military installations dret entities that
provide recreation services.

Glass Ceiling: an intangible barrier within the hierarchy of a company that
prevents women or minorities from obtaining upper-level positions (glagsgc&009).

Glass Wall: that which keeps women from moving laterally within an
organization to access routes leading to opportunities to move up the ladder and break the
“glass ceiling” (Bower & Hums, 2003).

Compensation Packagen individual’s salary; excludes all other direct and

indirect benefits.
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Chapter 3
Methods

The purpose of this study was to measure the upward mobility of women working in
campus recreation administration via examination of the subjects’ carmrerfirst
positions held within campus recreation administration. Further this study cakcifi
aims to examine the career mobility of women currently holding adminisriatrel
positions in campus recreation.
Research Design

A guantitative research design was used to examine career mobilitypatter
women holding administrative level positions in campus recreation. The data was
collected via an electronic survey which utilizes a quantitative approach soreea
career mobility of the sample population. Upon further analysis themes wirzeana
for frequency.
Instrumentation

This study used a modified version of female Sport Manager Career Suryey
which focuses on career paths and concerns of women working in sport management
positions (Bower and Hums, 2003). This survey has been used in previous studies
involving women working within management of the sport industry (Bower, 2008;
Bower & Hums, 2003; Hums & Sutton, 2000; Hums & Sutton, 1999). The survey
included questions regarding current and first campus recreation careeitorm

most/least enjoyable aspects of job, greatest challenges, career fadwomen wanting
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to enter the profession, short-term and long-term career aspirations, themaetofs
on their careers, and demographic information.

For the purpose of this study, the instrument consisted of two separate sections.

The first section asked respondents questions regarding personal careeatiafoiman
effort to measure the career mobility of the respondent. This section heked t
respondents questions regarding their occupation title, years worked, position type,
institution type, and enrollment for their current position in campus reaneasi well as
for their first position in campus recreation. Further, this section asked wyed fath
a positive and a negative role in their career mobility based on the followingsfactor
education, years of experience, network, mentor(s), NIRSA, Affiliation withr othe
professional organizations, gender, and other. This section also addressed the
respondents’ upward, downward, and lateral career moves in addition to their perceptions
and experiences as related to career mobility within campus recreatidrerFtinis
section examined respondents leaving the profession based on the following reasons:
career advancement, career progression blocked, more money, more job responsibilit
family, lifestyle, location, unhappiness with job, interest in new opportunity, and other.
The second section consisted of demographic information, which included age,,income
racial/ethnic category, and education level. This section also examipeddests’
participation in campus recreation during the course of their perspectiggiats|

education.
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Sample

A criterion sampling method was used to select the sampling frame forutttys st
In order to attain the desired sample size of 256, three methods were used to enlist
participation. The primary method involved gaining access to NIRSA Member address
lists via the National Intramural-Recreational Sports AssociatiordRes Institute. A
research request was submitted to the NIRSA Research Institute upon Thesitynofe
Tennessee Institutional Review Board (IRB) approval. The second method involved
contacting and networking with women currently holding administrative leveiqusi
in campus recreation via state workshops and the NIRSA National and Regional
Conferences. Due to the large number of attendees at the workshops and conferences and
the inability to contact every women holding an administrative level positicamipus
recreation, the third method, snowball sampling was utilized to attain additional
participants. The desired sample size was based off the total number @f femal
professional members of NIRSA, which is 761 (Mary Callender, email tancssr,
January 20, 2010). The sample was restricted to include women currently holding
administrative level positions within campus recreation. While the studye®cus
female professional members of NIRSA, women who are non-members of NIRISA a
currently holding administrative level positions within campus recreatioe &lgjible to
participate. Age, race, and years experience were not limiting factors.
Data Collection

Since the sample population is located nationwide, data was collected via an

online survey. The researcher sent the invitation to participate e-mail toRISANI
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National Center, who disseminated the e-mail to the eligible members inRISANI
Member Database. Within the e-mail, a hyperlink to the online survey was provided in
order to provide convenience to the participants. Once the participant opened the
hyperlink a screen appeared asking for the participants consent. Iftibgaat granted
consent, the e-survey continued to the next screen, if the participant did naiogseTit
the e-survey closed. The data collection period was from January 6, 2010 to January 27,
2010. All participants were e-mailed the initial invitation to participate #enalanuary
6, 2010. A follow-up reminder invitation to participate e-mail was e-mailed on January
20, 2010. Once participants completed the e-survey a screen appeared thankfog them
their participation in the study. As of January 27, 2010 the online survey was closed and
all remaining participants were excluded from the study.
Data Analysis

For the purposes of this study, the Statistical Package for the SocialeScienc
(SPSS 18.0) was used to analyze the data. For the quantitative data, basicveescript
statistics were performed which included means, standard deviations, and fregjuenc
For the research questions Pearson Chi Square tests, ANOVA tests, and Pokey’s
Hoc test were conducted. The researcher reduced the respondents’ nesrathents
objectively to reflect common themes. The themes will be discussed furtherresults
chapter.

To determine the career mobility of women administrators in campustrenrea
the researcher compared the job titles of both current and first positionsvabyeica

upward mobility, lateral mobility, downward mobility, or no mobility. There is no one
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consistent, or recommended, title for any professional position in campusicgcreat
specific job titles vary from one university to the next. For example, a coordieatbr
position at one university could have similar job responsibilities as a director laganot
university (NIRSA & Franklin, 2008). Thus the researcher consulted various €xpert
the field in addition to utilizing the occupational definitions (Appendix A) as defined in
the 2009 NIRSA Salary Census, to determine the career mobility of women warking i
the administration of campus recreation. The researcher used the above method in
conjunction with the following factors: institution enrollment and/or currentysalaen
job titles were the same or similar across work history. The resealeeemined ‘no
mobility’ when the respondent’s first position was the respondent’s currenpasiti
campus recreation.

The qualitative data generated from responses to the open ended questions were
analyzed to determine common themes within the data. The researcher read the
responses for the “please explain” text boxes for the questions regareknegsgpward
positions, accepting upward positions, accepting downward positions, acceptialg later
positions, and for perceptions of gender discrimination. The researcher read the
responses to find key words and then re-read the responses to categorize them into
common themes. Where there was a pattern of words the researcher gneaped t

categories to form themes.
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Chapter 4
Results
The purpose of this study was to examine the career mobility of women campus

recreation administrators and the factors that influence career mobihiy wampus
recreation. For the quantitative data, basic descriptive statisticpamoemed which
included means, standard deviations, and frequencies. Five primary researncimgjuest
were tested using Pearson Chi Square tests, ANOVA tests, and Tukey’s PtettHoc
Additional testing was also preformed to analyze the relationship betweerealiff
factors and career mobility using Pearson Chi Square tests. All cghtigtits were
conducted at the .05 level of significance. The qualitative data regardpanses to job
title was analyzed objectively to determine the career mobility of wo@puas
recreation administrators. The qualitative data regarding responses torttendpd
guestions was analyzed objectively to determine common themes within the data.
Primary Research Questions
RQ1: What is the career mobility of women working in the administration of campus
recreation?
RQ2: Isthere a relationship between age and career mobility among wonpars cam
recreation administrators?
RQ3: Is there a relationship between highest level of education completedeard car
mobility among women campus recreation administrators?
RQ4: Is there a relationship between experience in campus recreatiomesard ca

mobility among women campus recreation administrators?
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RQ5: Is there a relationship between mentor(s) and career mobility anoomgn
campus recreation administrators?
Additional Testing
Additional testing was performed to analyze the relationship betweenthexeity and
career mobility, the relationship between income and career mobility,|#tiemehip
between the institutional type where the campus recreation departnoaated|and
career mobility, the relationship between network and career mobility,|#t@nship
between NIRSA and career mobility, and the relationship between perceivest gend
discrimination and career mobility.

Since the sample population of women campus recreation administrators is
located nationwide, data was collected via an online survey. The NIRSA Na&Tiemar
disseminated the e-surveys to the eligible participants within the NIRSGAQdr
Database. The data collection period was from January 6, 2010 to January 27, 2010. Of
the 761 e-surveys disseminated to the professional female members of NIRSA, 852 wer
successfully completed yielding a response rate of 45.7%. Riddick and Russell (2008)
state that for a given population size of 761 the recommended sample size isdiB§ yiel
a good response rate as 33.6%.

The results below are presented to reflect the questions within the two sections of
the instrument. The demographic characteristics of the respondents anéeolréisst
then the respondents’ career information is presented. The results of the resgondent
career information are presented in the order the questions appear in theanstriihe

analyses of common themes are presented in the order in which the respectivagjuesti
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appear in the instrument. The researcher determined the common themes from the
respondents’ narrative comments that were generated from the questien boxe
Discussions of the results are presented in chapter five.

Demographic Characteristics

The majority of the sample (29.3%) was between the ages of 25 and 30 years old.
The majority (92.0%) indicated they were white. Over 273 of the respondents (78.4%)
reported their highest level of education completed was a masters degraaajdiiiy
of the sample (26.3%) indicated their annual income was between $40,000 and 49,999.
Over 302 of the sample (86.8%) indicated they have held between 0 and 5 positions in
campus recreation. The majority of respondents (97.7%) indicated they workedédull tim
and 74.4% worked at public institutions. The majority of the sample (28.4%) worked at
institutions with an enroliment size between 10,000 and 19,999. See Table 1 in
Appendix B.
Positive and Negative Roles on Career Mobility

The women campus recreation administrators were asked whether the given
factors played a positive role or a negative role on their career mobilityfaGtoes
included education, years of experience, network, mentor(s), NIRSA, affiliaith
other professional organizations, gender, and other.

The majority of respondents indicated that education (82.2%), years of experienc
(79.0%), network (62.6%), mentor(s) (49.7%), NIRSA (55.2%), and affiliations with
other professional organizations (22.1%) played a positive role on their careatymobil

Additionally, the majority of respondents (22.7%) reported that gender played ar@egat
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role on their career mobility. The respondents (11.8%) indicated that other facyext pla
a positive role on their career mobility; which included work experience, work
performance, work ethic, skill set, certifications, flexibility, rasture of organization,
reputation, race and age. Conversely the respondents reported that lack of opportunity
lack of experience, family, supervisor/campus administration, location, agefla
fitting in, ‘good ol’ boys network,’ race, size of institution enrollment, salangl
sexuality played a negative role on their career mobility. See Table 2.

Currently Seeking an Upward Position

The respondents were asked if they were currently seeking a position in which
they considered to be a career advancement. The majority (77.6%) indicater thety a
currently seeking an upward position, while 22.4% are currently seeking an upward
position.

Table 2: Factorsthat Play a Role on Career Mobility

Positive Negative

Factors FrequencyPercent Frequency Percent
Education 286 82.2 34 9.8
Years of Experience 275 79 64 18.4
Network 218 62.6 22 6.3
Mentor(s) 173  49.7 23 6.6
NIRSA 192 55.2 3 0.9
Affiliation with other
Professional Organizations [ 22.1 8 2.3
Gender 24 6.9 79 22.7
Other 41 11.8 183 52.6

Note: Positive and negative percents may not necessarily add up to 100 due to the
fact that the respondent can find a factor both positive and negative.
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Accepted an Upward Position within the Last Year

The respondents were asked if within the last year they accepted a position tha
they considered to be a career advancement. The majority (75.0%) within treaatast
did not accept a position they considered to be a career advancement, while 25.0% did
accept a position they considered to be a career advancement.
Accepted a Downward Position within the Last Five Years

The respondents were asked if in the last five years they accepted a position in
which they considered to be lower than the one they currently hold. The majority of
respondents (86.8%) did not accept what they considered to be a downward position in
the last five years, while 13.2% reported they did accept a downward position within the
last five years.
Accepted a Lateral Position within the Last Five Years

The respondents were asked if in the last five years if they accepted @positi
which they considered to be equal to the only they currently hold. The majority of the
respondents (84.5%) did not accept a lateral position within the last five yeags, whil
15.5% did accept a lateral position within the last five years.
Continued Education for Career Reasons

The respondents were asked if they had enrolled in a college, university, or
specialized training program for career reasons. The majority of respsi{de.3%)
indicated they had continued their education for career reasons, while 49.7% had not

continued their education for career reasons.
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Left the Profession to Work for an Outside Organization

The respondents were asked since the start of their career in campugrecrea
have they left the profession to work for an organization outside campus recreation. The
majority of the respondents (79.6%) of the respondents indicated they had not left the
field to work an outside organization, while 20.4% reported they had left the field to
work for an outside organization.

The respondents who indicated they had left the field to work for an outside
organization were asked to indicate their reasons for changing employers. The
respondents were provided a list of reasons which included career advanceraent, car
progression blocked, more money, more job responsibility, family, lifestyle, location,
unhappiness with job, interest in new opportunity, and other. The majority of
respondents (49.3%) reported interest in new opportunity as the leading reason for
leaving the field. See Table 3.

The Role of Gender on Career Mobility of Women Working in the Administration of
Campus Recreation

The respondents were asked how they felt gender played a role in their career
mobility in campus recreation administration. The majority of respondents (6GB%) f
gender played a role in career mobility in campus recreation admirmistratnile 39.7%

felt that gender did not play a role in career mobility in campus recreation attlatiors
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Table 3: Reasonsfor Leaving the Profession

Factors Frequency Percent
Career Advancement 24 33.8
Career Progression Blocked 14 19.7
More Money 24 33.8
More Job Responsibility 15 21.1
Family 20 28.2
Lifestyle 16 22.5
Location 29 40.8
Unhappiness with Job 14 19.7
Interest in New Opportunity 35 49.3
Other 21 29.6

Compensation Package

The respondents were asked how they felt their compensation package compares
to their male counterparts. Compensation package was identified as the respondent’s
salary. The majority of respondents (56.9%) indicated they felt theiy salequal to
their male counterparts, while 40.8% felt their salary is less than th&romahterparts,
and 2.3% felt their salary is greater than their male counterparts.
Analysis of Common Themes

Currently Seeking an Upward Position

The data for not seeking an upward position was analyzed for common themes.
The most common theme reported was that respondents were not currently looking for
positions. A woman between the ages of 35-44, working at a public institution said “not
currently seeking a new position as | just moved into a new position.” Other themes
included happy in current position, just accepted current position, nearing retirement

waiting to look, lack of opportunity, family, continuing education, location, opportunity
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in current position, stability in current position, seeking position outside the field, and no
comment.

The data for seeking an upward position was analyzed for common themes. The
most common theme indicated was that respondents were selectively lookingéor ca
advancement based on either salary or position level. A woman between the2iges of
30, working at a public institution said “I am currently seeking a position to gain more
experiences and hopefully a higher salary.” Other themes included respoagent
always looking, wanted more challenge/responsibility, lack of opportunity innturre
position, wanted change, and there was opportunity outside the field

Accepted an Upward Position within the Last Year

The most common theme reported for not accepting an upward position was that
respondents did not accept a higher level position within the last year due to thiy stabili
of their current position and their current position having been an career advancement
from their previous position. A woman between the ages of 35-44, working at a private
institution stated “I have been in this position for the past 3 years. Itis @& caree
advancement from my last campus recreation position.” Other themes includetl lac
opportunity, not looking for new position, change within current position, happy in
current position, accepted a downward position, plan to accept in the future, nearing
retirement, just did not accept, and no comment.

The most common theme indicated for accepting an upward position was that the
respondents received an advancement in job title. A woman between the ages of 35-44,

working at a public institution stated “I accepted department director positewvidps 5
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positions were assistant director/coordinator positions).” Other theclagded
respondents received more responsibility, promotion in current department; greate
perceived benefits with advancement, more experience, had re-entered thieefield, t
advancement was a better fit, and location.

Accepted a Downward Position within the Last Five Years

The data for not accepting a downward position was analyzed for common
themes. The most common theme was that respondent stated they simply just did not
accept a downward position within the last five years in campus recreation. Aawoma
between the ages of 35-44, working at a public institution stated “My answér is se
explanatory. | have not.” Other themes included respondents had only advanced in their
career, stability in current position, made lateral moves, were not looking,fhiduk le
field, had re-entered the field, financially unable, happy in current position, wanted m
responsibility, and no comment.

The data for accepting a downward position was analyzed for common themes.
The common themes included respondents received a demotion in their current position,
family obligations, worked lower position in outside organization, less respotysibili
wanted to gain more experience, relocation, and no comment. A woman between the
ages of 31-34, working at a private institution stated “My current job is a step dawn fr
the one | held from 2005-2007. We moved due to my husband's job, and the only job

open to me was the one | currently hold.”
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Accepted a Lateral Position within the Last Five Years

The most common theme reported for not accepting a lateral position was that
respondents simply did not accept a lateral position within the last fiveigezaspus
recreation. A woman between the ages of 25-30, working at a public instituteoh “$ta
have not accepted any other positions.” Other common themes included respondents had
only progressed in their careers, had stability in their current position, wachedge in
responsibility, weren’t looking, lack of opportunity, change in current positiaepaed
a downward position, happy in current position, had accepted a position outside the
organization, wanted to gain experience, relocation, lateral move was not the¢ best fi
no comment.

The most common theme reported for not accepting a lateral position was that
respondents simply accepted a lateral position in campus recreation. A womearbet
the ages of 25-30, working at a public institution stated “my current position and last
position were equal.” Other common themes included respondents received a change in
responsibility, accepted a similar position outside of the field, locationyeeca change
in current position, wanted to gain experience, larger institution enrollment size, ne
opportunity, and no comment.

Left the Profession to Work for an Outside Organization

The data for other reasons for changing employers was analyzed foonomm
themes. The common themes included respondents wanting to continue their education,
the work environment and/or supervisor, family, lack of opportunity, new opportunity,

returned to previous position, wanted to use their degree in the specified field, and gende



43
discrimination. A women between the ages of 35-44, working at a public institution
stated “When spouse moved, | was able to get a corporate job before a camptismecre
position opened up.”

The Role of Gender on Career Mobility of Women Working in the Administration
of Campus Recreation

The common themes for believing gender plays a role on career mobility
included: ‘good ol’ boys network’; women have more family obligations; dependent
upon the campus/department environment; dependent upon specific program areas; more
men seen at the top; it is a male dominated field; stereotyping women’s knowledge,
skills, and abilities; token female/women meant to represent diversityplapportunity
for advancement; salary differences between men and women, lackexftrespromen;
women must work harder; higher expectations of women; men move up the ranks faster;
men are preferred more; gender discrimination is apparent everywlteties to
athletics; lack of female mentors; and lack of awareness. A woman beheesges of
35-44, working at a public institution stated “Woman typically have more netstraith
family obligations and have less opportunity to move up as they gain experience...look at
the distribution of male directors vs. female across the country.” A woman bettvece
ages of 31-34 stated “I do believe there is a "good ole boys network" sti#.adtiink it
is going away, but it is still there. Women are playing a more significantrdléRSA
and in our profession, however, since networking is a major part of advancement in our

field, the "good ole boys" still seem to have more control than i would like to see.” Few
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women administrators reported they felt it was somewhat apparent or chase not t
comment.

The common themes for not believing gender plays a role on career mobility
included: more ability/equality based hiring practices; field has pragipssore
diversity in the workplace; more women in leadership positions; dependent upon the
campus/department environment, program area, and family obligations of the individual,
and lack of open positions thus no way to tell. Many women administrators indicated
they had not experienced gender discrimination. A woman between the ages of 35-44,
working at a public institution stated “i don't believe gender plays a role - it & about
education, knowledge and personality and individual choice.” Additionally, many
women did not give a reason as to why they believe gender does not play a rolerin caree
mobility.
Statistical Analysis of Research Questions

RQ1: What is the Career Mobility of Women Administrators in Campus
Recreation?

The majority of respondents (56.6%) reported they have experienced upward
mobility. While 3.2% have experienced lateral mobility and 3.4% have experienced

downward mobility. Further 36.8% of the respondents have experienced no mobility.
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RQ2: Is there a relationship between age and career mobility among women
campus recreation administrators?

The Pearson Chi Square test for independence results indicated there is a
significant relationship between age and career mobility among womegusam
recreation administratorgZ = 58.91, df = 15, p = <.05).

RQ3: Is there a relationship between highest level of education completed and
career mobility among women campus recreation administrators?

The results of the Chi Square test for independence revealed that there is a
significant relationship between highest level of education completed amral cakility
among women campus recreation administratgrs=(31.22, df = 15, p < .05).

RQ4: Is there a relationship between experience in campus recreation and career
mobility among women campus recreation administrators?

The ANOVA test results indicated that there is a significant reldtiprizetween
experience and career mobility in campus recreation administration (F = 12.03,, joIf =
<.05). Tukey’'s Post Hoc test was used to find which means were significafehglif
from one another. Tukey’s Post Hoc test revealed a statistically sigmitidference
between upward mobility and no mobility (p < .05). However, there were a number of
non significant relationships found via Tukey’s Post Hoc test. First, Tukeyt$48os
test revealed that there is no significant relationship between upward mabditgteral
mobility (p = 1.000). Second, Tukey’'s Post Hoc test revealed that there is no angnifica
relationship between upward mobility and downward mobility (p = 1.000). Third,

Tukey'’s test revealed that there is no significant relationship betweeal iaability and



46
downward mobility (p = .999). Fourth, Tukey’s Post Hoc test revealed that there is no
significant relationship between lateral mobility and no mobility (p = .128). Fifth,
Tukey’'s Post Hoc test revealed that there is no significant relationshipdmetwe
downward mobility and no mobility (p = .148).

RQ5: Is there a relationship between mentor(s) and career mobility among
women campus recreation administrators?

The Pearson Chi Square test for independence results indicated thatniere is
significant relationship between mentor(s) and career mobility among wangus
recreation administratorgZ = 6.02, df = 15, p =.111).

Supplemental Testing

Is there a relationship between race/ethnicity and career mobility among women
campus recreation administrators?

The Pearson Chi Square test for independence results revealed there is no
significant relationship between race/ethnicity and career mobiliohgrwomen campus
recreation administratorg = 4.36, df = 15, p = .996).

Is there a relationship between income and career mobility among women
campus recreation administrators?

The Pearson Chi Square test for independence results indicated thatdhere is
significant relationship between income and career mobility among womgrusam

recreation administratorgZ = 63.51, df = 15, p < .05).
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Is there a relationship between the institutional type where the campus recreation
department is located and career mobility among women campus recreation
administrators?

The Pearson Chi Square test for independence results revealed thatribere is
significant relationship between institutional type and career mobilipngmvomen
campus recreation administratoy € 6.53, df = 15, p = .366).

Is there a relationship between network and career mobility among campus
recreation administrators?

The Pearson Chi Square test for independence results revealed there is no
significant relationship between network and career mobility among cangraatien
administratorsy2 = 1.68, df = 15, p = .641).

Is there a relationship between NIRSA membership and career mobility among
women campus recreation administrators?

The Pearson Chi Square test for independence results indicated there is no
significant relationship between NIRSA membership and career mobiltp@momen
campus recreation administratoy2 € .179, df = 15, p = .981).

Is there a relationship between perceived gender discrimination and career
mobility among women campus recreation administrators?

The Pearson Chi Square test for independence results indicated there is no
significant relationship between perceived gender discrimination aedraaobility

among women campus recreation administratgrs=(2.13, df = 15, p = .547).
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Chapter 5
Discussion

The purpose of this study was to determine the career mobility of women campus
recreation administrators and the factors that influence their careertynwiitin
campus recreation administration. The current study supports the literapue¥iofis
studies in that women in different sport industry segments are experienciagnibe s
barriers to career mobility. The sport industry is an industry where women have
traditionally been underrepresented and includes leisure services, campusreareh
intercollegiate athletics (Bower, 2008; Bower & Hums, 2003). A number of stoales
examined women working in leisure services (e.g., Anderson & Shinew, 2001; Anderson,
2001; Shinew, Anderson, & Arnold, 1999; Arnold & Shinew, 1997; Arnold & Shinew,
1996; Henderson & Bialeschki, 1995, Frisby, 1992; Frisby & Brown, 1991). Women in
campus recreation have also been examined (e.g., Bower, Hums, & Keedy, 2006; Bower
& Hums, 2003; Willer, 2002; Yager, 1983). Additionally women working in
intercollegiate athletics have been investigated (e.g., Acosta & Card2die; NCAA,
2008; Wolverton, 2007; Quarterman, DuPree, & Wills, 2006).
Factors Influencing the Career Mobility of Women

The perceived factors influencing the career mobility of women in the current
study parallel those of women working in leisure services, campus recreation, a

intercollegiate athletics.
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Organizational Factors
Among the leisure services and campus recreation segments women felt

there was a lack of female representation in upper management, thisrivagedtto the
perception that the industry continues to be male dominated (Acosta & Carpenter, 2010;
Acosta & Carpenter, 2009; NCAA, 2008; Wolverton, 2007; Quarterman, DuPree &
Wills, 2006; Bower, Hums, & Keedy, 2006; Bower & Hums, 2003; Willer, 2002;
Anderson & Shinew, 2001; Anderson, 2001; Allison, 1999; Shinew, Anderson & Arnold,
1999; Arnold & Shinew, 1997; Arnold & Shinew, 1996; Henderson & Bialeschki, 1995;
Frisby & Brown, 1991; Carney & Gold, 1978). Women in the current study still fegel the
are competing against males for advancement within the profession. Some Wwamen t
had in fact received a promotion felt this was due to the department’s need fatyjivers
thus the woman administrator is serving as the token female in the department.
Administration should audit their recruitment and selection procedures in additioir to the
affirmative action policies in order to ensure fair and diverse hiring pescti

Further women who had received promotions within the industry felt they
experienced a lack adequate compensation (Acosta & Carpenter, 2009; Quarterman,
DuPree, & Wills, 2006; Bower, Hums, & Keedy, 2006; Bower & Hums, 2003; Willer,
2002; Anderson & Shinew, 2001; Anderson, 2001; Allison, 1999; Shinew, Anderson &
Arnold, 1999; Arnold & Shinew, 1997; Arnold & Shinew, 1996; Henderson &
Bialeschki, 1995; Frisby & Brown, 1991; Carney & Gold, 1978). However, the
respondents in the current study felt their compensation was equal to their male

counterparts, which is accurately reflected in the 2009 NIRSA Salary Censusuld
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be noted that perhaps women still perceive inadequate compensation in the field due t
the findings of the 2007 NIRSA Salary Census. The 2007 NIRSA Salary Census
reflected that women were earning less than their male counterpR&SAN2007).

Additionally, women’s perceptions in the current study mirrored those of the
women working in leisure services and campus recreation segments, in thalt tiney fe
were receiving less professional development, mentoring, networking, and promotiona
preparation than their male counterparts (Bower, Hums, & Keedy, 2006; Bowem&,H
2003; Willer, 2002; Anderson & Shinew, 2001; Anderson, 2001; Allison, 1999; Shinew,
Anderson & Arnold, 1999; Arnold & Shinew, 1997; Arnold & Shinew, 1996; Henderson
& Bialeschki, 1995; Frisby & Brown, 1991; Carney & Gold, 1978). If women are
receiving less preparation for promotion then over time fewer women would beeglalifi
for promotion, thus further reducing the number of women in upper management. When
examining the role of mentoring, Frisby and Brown, 1991 found that due to the lack of
female mentors in upper management women have more cross sex mentors meaning
more men are mentoring females than females are mentoring femalsgrédants a
larger issue at hand in that if women are not receiving adequate professiot@bmevnd
via mentoring and networking then they are not climbing the career ladder thus
continuing to not be represented in upper management. Administration needs to
recognize this discrepancy and provide more professional development andnmaanage
training opportunities for women within the organization in addition to providing funding
and support for women to continue their education via college/university degree

programs, certification programs, conferences, symposiums, institutes, and warkshops
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Women should also be encouraged to join professional associations in addition to holding
leadership positions within those associations, the organization, and in the community via
boards, committees, and work teams. Women should build a women’s support network
S0 as to have a forum to share career interests, ideas, as well as encoutagmedeve
and growth amongst one another and within the profession. If administration takes steps
to provide opportunities for advancement then women could become more prepared for
promotion thus having greater career mobility and potentially break the privgdss
ceiling.

Family and Gender Socialization Factors

Frisby’'s (1992Model of Women'’s of Career DevelopmenLeisure Services
found that career development is often different for males than for ferdatet) the
traditional family and work expectations of women, the cultural and organizational
barriers that many affect women’s advancement, and the socializatiovotinan
experience. Women often encounter barriers to career development becaugéssociet
still operating within the traditional male work model. The traditional model does not
take into consideration family responsibilities and assumes someone is atayse to
tend to the household obligations. The barriers to career mobility found in the current
study reflected much of the findings among women in leisure services, campus
recreation, and intercollegiate athletics (Acosta & Carpenter, 2009 ANZFOS;
Wolverton, 2007; Quarterman, DuPree, & Wills, 2006; Bower, Hums, & Keedy, 2006;
Bower & Hums, 2003; Willer, 2002; Anderson & Shinew, 2001; Anderson, 2001;

Allison, 1999; Shinew, Anderson & Arnold, 1999; Arnold & Shinew, 1997; Arnold &
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Shinew, 1996; Henderson & Bialeschki, 1995; Frisby & Brown, 1991; Carney & Gold,
1978). Women continue to face the challenge of balancing home and work expectations
and many women commented that they often experience the second shift. The second
shift involves work within the home such as child-rearing and household chores
(Anderson, 2001). The traditional work model assumes women are the spouse that is
staying at home and tending to the family obligations, however once women entered the
workforce this model was never modified to reflect women’s roles today. Thus, women
are now working full time and are still expected to tend to the family wherné¢tey
home. Further, because of gender socialization many organizations see wiamép’s
responsibilities as a hindrance to their commitment to the organization (And2601).
As a result of women experiencing inequity in family and workplace expewatheir
work performance may suffer and therefore affect the success of the otiganiza
Society needs to become aware that the women'’s career developmentastdiffen the
traditional man’s career and take an active role in changing the traditiorkamodel
expectations. Campus recreation departments should look to their professional
association, NIRSA, as an example of how to help their staff become more Budoess
the organization. Currently over 70% of the NIRSA National Center staff arenvand
are strongly supported by the organization so that they can meet the demands of
balancing work and home expectations. Additionally, administration should explcre flex
time options, job sharing, as well as teleconferencing and telecommuting options for

women experiencing the barriers to work life balance.
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Gender Discrimination Factors
In the current study women continue to perceive gender discrimination in the

form of gender stereotyping of management styles and work performancéatirpsc
exclusion from network due to good ol’ boys network, the glass ceiling, and not fitting i
additionally women perceive a lack of respect from administration, their coaonds
their subordinates. This is supported by literature examining gender dist¢iomina
within leisure services, campus recreation, and intercollegiate eshl&/omen are
stereotyped to be less committed to their jobs, will leave their positions oy ¢he
ready to start a family, not as competent as their male counterpateadgt women
often experience greater work performance expectations (QuartermaegD&RNills,
2006; Arnold & Shinew, 1997; Frisby & Brown, 1991). Women perceive gender
differences in management styles exist among women and men (Bower & 2i08s
Arnold & Shinew, 1997; Arnold & Shinew, 1996) as women are thought to be more
democratic and empathetic and men to be more autocratic and controlling &risb
Brown, 1991). Women continue to experience the good ol’ boys network and women are
still experiencing the glass ceiling (Quarterman, DuPree, & Wi066; Bower, Hums,
& Keedy, 2006; Bower & Hums, 2003; Shinew, Anderson, Arnold, 1999; Arnold &
Shinew, 1996; Henderson & Bialeschki, 1995; Carney & Gold, 1978). Women feel they
have to work harder to prove themselves to gain respect and credibility in theiprofess
(Acosta & Carpenter, 2009; Quarterman, DuPree, & Wills, 2006; Bower & H2008;
Anderson & Shinew, 2001; Frisby & Brown, 1991; Carney & Gold, 1978). Women in

the current study feel that gender discrimination is apparent everywitevalbhcontinue
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to exist as it is deeply rooted within American culture via Title IX and am@mstruggles
for equity in sport and recreation. Although legislation is in place to protect woaren f
discriminatory practices; women still experience unconscious disctiomnna
Administration needs to recognize that gender discrimination is still appacmare
importantly women’s perceptions of gender discrimination could hinder women'’s drive
for advancement. Administration should evaluate where the organization stémds wi
respect to gender equity and work to eliminate gender discrimination from thei
organization. Administration should also create a forum where women can comgfortabl
express any grievances and develop strategies to overcome them asmgléaent
policies to ensure they do not happen again within the organization.

Economic Factors
With the instability in the current economy, sport and recreation program have not

been immune to the impact of decreased revenues. Many departments withen leis
services, campus recreation, and intercollegiate athletics have expérigpoffs,
furloughs, changes to benefits packages, department restructure, and cuts in departme
budgets including funding for travel to conferences, symposiums, institutes, and
workshops. While this is nothing new to recreation and sport organizations, the impacts
of such an economic state are impacting the career mobility of women. lfnvaméo
equally contend for job security, women must continue to be given support and funding
to continue education in the field. In turn by organization’s encouraging women to
continue their career development, women will bring back their new found knowledge

and implement it within their departmental practices. Especially in aviimeee much



55
research and focus is being placed on producing the same amount if not more work with
fewer resources, organizations need to recognize the importance of c@néducation
as a means to keep their department constantly evolving and growing in anagagngh
society.

Upward Career Mobility of Women Campus Recreation Administrators

The current study asked respondents to indicate if they were seeking a position
they perceived to be an career advancement. Additionally, respondents wdr®aske
indicate if they had accepted a position within the last year that theyaelan career
advancement. Reasons for upward mobility included wanting more challenge, sense of
achievement, and more money. Reasons for not accepting upward mobility included a
high degree of job satisfaction in current position, not wanting an increase sastces
time commitment, and waiting for the right opportunity. These findings were sugpporte
by Shinew, Anderson, and Arnold, 1999; Arnold & Shinew, 1996; Henderson &
Bialeschki, 1995; and Yager, 1983. These findings raise the question of the type of
woman pursuing upward mobility. Willer, 2002 found that the average woman campus
recreation director is between the ages of forty and forty-five, whitdesiwgh no
children. Additionally, White, 2004 found the average woman campus recreation
director was between the ages of forty-one and fifty, white/Caucasian, ngdnaith no
children, and holding a master’s degree in a related field. One could dedute that t
types of women pursing upward mobility are career driven, well educated, hedttac
family obligations, primarily white/Caucasian, and reach their cgesrbetween the

age of forty and fifty. The traditional work model supports this notion as careelitynobi
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IS seen as a series of uninterrupted upward moves. This could have implications on the
career development of women as some women want to start a family and often endure a
career interruption to do so (Shinew, Anderson, Arnold, 1999; Henderson & Bialeschki,
1995; Frisby & Brown, 1991). Women in the current study noted that when they left the
field they had a harder time getting back into the profession and often perceived that
family obligations were frowned upon within the profession. This perception could cause
women to become stressed and feel guilty, thus feel the need to work harder within the
profession. Administration needs to understand that women and men experience
different barriers and strive to provide women with a supportive and family friendly
environment. Organizations can provide assistance with child care, reassure wome
professionals during staff training and professional development that they support and
understand responsibilities of family and work balance, and promote job sharing when
needed. By taking proactive steps organizations can reduce the negative perdegitions t
women have regarding their career mobility, thus enabling a less streskfubae
productive workplace.
Theoretical Framework

Career Mobility Theory

The literature (Sicherman & Galor, 1990) and the current study acknowledge that
career mobility is a function of one’s education and experience. Sichermalv& Ga
1990 found that the more educated the individual the more likely they will advance
within their career. Additionally, individuals with higher levels of experiemeareore

likely to experience career mobility (Sicherman & Galor, 1990). This wisted in
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the current study as women with a higher level of education experiencedugaseer
mobility more than women with a lower level of education. Further women with a higher
level of experience had more upward mobility within the profession than wonmten wit
less experience. Additionally, the current study found age and income to have a
significant relationship between career mobility. Although women in the stltdy f
network, mentor(s), NIRSA membership, affiliation with other professional
organizations, and gender discrimination played a role in their career mobilitjydlye s
found no significant relationships among these factors and one’s career mathlty
perceptions of career mobility in the current study contradict the staltishalysis of the
factors influencing career mobility. Although the current study supporfatiiags of
Sicherman and Galor, 1990, further research should be conducted in this area to examine
other factors influencing career mobility.

Sicherman and Galor, 1990 also examined the relationship between promotion
and career mobility. Sicherman & Galor, 1990 suggest that among individuals who have
a high probability of promotion, but are not promoted are more likely to quit the firm.
This was observed in the current study as well as in previous studies (Anderson, 2001;
Shinew, Anderson, & Arnold, 1999). Women in the current study indicated there was a
lack of opportunity for advancement within the profession, thus they often left the
profession in order to seek career advancement elsewhere. It is not uncommon for
women to move within the profession in an effort to gain upward mobility, however
when women feel they are qualified for promotion but do not receive a promotion within

the profession they must pursue opportunity outside the profession in an effort to gain
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upward career mobility. Anderson, 2001 noted that if women continued to feel rebuffed
when it comes to promotions, they may simply leave the profession. Therefore, if
women are not encouraged to continue to develop their careers within the profession
many women will continue to feel that there is a lack of opportunity for advancement
within sport and recreation industry, and ultimately leave the profession. Ifwieans
the profession this could have grave effects on the industry as a whole as women will
continue to be underrepresented, ill prepared for promotion, and continue the ongoing
cycle of gender inequity.

Additional Theories to be Considered

Future research could examine the role of equity theory which focuses on the
individual's perceptions of how fairly he or she is being treated in comparison ts.other
Previous research has illustrated equity theory in practice and more intlyaidegsed
awareness that gender inequity still exists (NCAA, 2008; Anderson & Shité4;
Shinew, Anderson, & Arnold, 1999). By utilizing this theory one could delve deeper
into the issues of gender discrimination and perceptions of gender inequity among
women working in the sport industry. Additionally, this theory could be used to explore
the issues of race/ethnicity on career mobility. This research coulctati for
organizations to recognize that society is not as equal as previously believed iaatemot
organizations to develop strategies to overcome inequity in the profession.

The theory of homophily could also be investigated among sport industry’s
workplace and hiring practices. Homophily is experienced when individuals surround

themselves with others that are most similar to them. Allison (1999) found that
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respondents felt that non-minority male administrators continued to surrounctihesns
with those they felt most comfortable with (Anderson & Shinew, 2001), specifically
white males (Anderson, 2001). Many organizations may not be aware that homophily
exists within their organization, thus further examination of this theory couttlligfé
on a conscious and unconscious form of discrimination. Race/ethnicity, age, and gender
are a few of the issues that could be further investigated among thesjonofatdizing
this theory.

Limitations

Although every effort was made to be thorough, there were certain iongab
the proposed study. First, the results from this study were applicable to highetiaduc
campus recreation programs. Therefore the results may not generelizgely to other
sectors such as the Young Men'’s Christian Association (YMCA), Young Women'’s
Christian Association (YWCA), Municipal Parks and Recreation Services, and the
National Park System. Second, the survey was sent out electronically, whitiaveay
resulted in technical difficulties and ultimately affect the resporise fhird, the sample
obtained from NIRSA Member Database may not have been accurate and/or reépessent
entirety of women holding administrative level positions in campus reeneafiourth,
some of the respondents included in the sample may have progressed at atéadter r
to external factors such as a smaller school and limited number of positions kgthin t
department. Fifth, since there is no known nomenclature for the field of campus
recreation, career mobility was determined objectively by the rdsgantich could

present errors in accuracy of career mobility within the profession. \fitied
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participant’s responses were analyzed objectively for common themes legéhech

which could have been misinterpreted.
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Chapter 6
Recommendations for Future Research and Conclusion
Recommendations for Future Research

Based on the findings of this study, future research may focus on seeasl ar
Future research could be conducted to examine the career mobility of men working i
campus recreation administration. The results from the study could be used to develop a
comparative analysis between the career mobility of men and women. Foetlsandy
could shed light on the differences in perceptions of gender discrimination among men
and women working in campus recreation administration.

Based on the findings in the current study that there is no known nomenclature
within the campus recreation profession, a study should be conducted to identify and
establish a nomenclature within the field. This would be beneficial to future caree
mobility research, as well as provide a way to compare occupational motitgsaport
industry professions.

Future research should investigate the perceptions of campus recreation
administrators with work experience from the early 1950s to the present. In depth
interviews could provide insight into the challenges women have faced over theyears
campus recreation as well as advice to current and future women on how to overcome the
challenges women face working in campus recreation administration.

Future research could focus on the career mobility and perceptions among women
administrators working in different facets of campus recreation. Are intedsrand

sport clubs women administrators experiencing gender discrimination more thamwom
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administrators in other program areas? Are women administrators expegieagying
career mobility depending upon their respective program areas?

Future research could also be conducted to ascertain what campus recreation
departments and higher education administrators are currently practicingfioratoe
close the gender gap and provide a more diverse and open workplace.

How respondents may have interpreted the proposed questions: are you currently
seeking an upward position, which you consider to be a career advancement?, Within the
last year did you accept a position which you consider to be a career advaffgément
the last five years have you accepted a position which you consider to be lower than the
one you currently hold?, In the last five years have you accepted a positionyadnich
consider to be equal to the one you currently hold? These questions may have been
interpreted differently by each of the respondents. For future research, thengues
should be restructured to better identify the typed of career mobility among women
campus recreation administrators.

Additionally, the please explain text boxes may have been interpreteeialifyer
among respondents. Future research should provide more context to the please explain
text boxes that follow the proposed questions.

Further respondents may have interpreted the proposed questions differently:
What is your current position title in campus recreation? and What was ggiyrdsition
title in campus recreation? Future research should restructure thesenguespimvide

a drop down menu of occupational titles to select from for each of the proposed
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guestions. These occupational titles could be derived from the occupational titles used i
the 2009 NIRSA Salary Census.
Conclusion

Women campus recreation administrators have come a long way since being
banned from NIRSA membership in 1959. It is evident that the field has evolved to
include more women amongst the upper administrative ranks in addition to providing
equal compensation and support to both female and male professionals. However, the
perceptions women hold regarding organizational barriers, family andrgende
socialization experiences, gender discrimination, and economic barrieia tema
phased. Women continue to feel underrepresented within the profession, feel excluded
from the network, feel there is a lack of female mentors, feel gendemndisation still
exists, and feel the pressure to balance work and home expectations. If women continue
to believe that barriers to their career development exist, they may bdwoeraged
with advancement and leave the profession. Therefore, campus administration and
legislation need to take heed that differences in career mobilitylestiseen female and
male professionals. Awareness and openness to the issues is the first sta@patirel
the perceptions that women hold towards their career development. Male arel femal
professionals need to ban together to create change and facilitate discussiomote pr
change within the profession. Topics should include offering women more opportunities
for advancement, providing a support network for women, encouraging females to

mentor one another, and better preparing women for promotion. These are just a few
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steps campus recreation professionals can take to mitigate the perceptiogrs hold

regarding their career mobility within the profession.
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Appendix A
Occupation Definitions

Director: Responsible for the overall administration of the program, including
intramural sports, sport clubs, information recreation, outdoor recreation, etc.

Senior AssociateShare in the overall administration of the entire program with
the recreational sport director, and rank above director(s) and other asdivezte(s).

Associate Director:Shares in the overall administration of the entire program
with the recreational sports director, and ranks above any assistant director.

Senior Program Director:Shares in the administration of programs, and ranks
above other program director(s), e.g., aquatics, intramurals, marketing, etc

Business ServiceResponsible for management of business aspects of the
department including financial and fiscal matters, office managempersonnel and
payroll, and other business related functions.

Aquatics: Responsible for the administration of recreational programs and
activities associated with swimming pools and/or marinas.

Facilities: Responsible for any of a number of facilities administered by the
department, including indoor and outdoor, etc.

Fitness: Responsible for programming that encourages development of physical
fitness.

Informal Recreation:Responsible for the administration of leisure programs for

the campus community (free-time, family recreation, and cultural aesiuit
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Instructional Programs:Responsible for the administration of noncredit
instructional programs.

Intramural Sports: Responsible for the administration of structured contests,
tournaments, and leagues within the institutional setting.

Marketing: Responsible for the administration of promotional activities and
departmental marketing.

Membership: Responsible for the administration of membership programs.

Outdoor RecreationResponsible for the administration of nonacademic outdoor
recreational programming.

Sport Clubs: Responsible for the administration of recognized student
organizations that may provide instruction, recreation, and/or competition in specific
sport activities.

Student DevelopmenResponsible for student employee recruitment, training,
and learning and development programs.

Technology: Responsible for the administration of technology support, systems,
and related activities (computers, etc.).

Wellness:Responsible for the administration of nonacademic health and wellness
programs coordinated and/or sponsored by the department.

Other: Responsible for other programs and activities within the department, but

not matching any other title or description.



Appendix B

Table 1. Demographic Characteristics

Frequency Percent

Age

Race/Ethnicity

Highest Level of
Education

Income

Work History

<25 years

25-30

31-34

35-44

45-54

55 or above
American Indian or
Alaska Native
Asian or Pacific
Islander

Black
Hispanic/Latino
White

Other (please specify)
Some College
Bachelor's Degree
Master's Degree
Specialist Degree
Doctorate Degree
Other

Less than $19,999-
29,999
$30,000-39,999
$40,000-49,999
$50,000-59,999
$60,000-69,999
$70,000 or higher
0-5

6-10

11-15

16-20

20+

9
102
45
78
74

40
1

90
91
53
40
66
302
42

2.6%
29.3%
12.9%
22.4%
21.3%

11.5%
0.3%

1.1%

2.6%
2.6%
92.0%
1.4%
0.6%
14.7%
78.4%
0.9%
3.7%
1.7%
1.7%

26.0%
26.3%
15.3%
11.6%
19.1%
86.8%
12.1%
0.6%
0%
0.6%

74



Table 1. Demographic Characteristics Continued

Type of Position

Type of Institution

Enrollment of
Institution

Full Time 340
Part Time 2
Other (please specify) 6
Public 259
Private 80
Other (please specify) 9
0-999 5
1000-2999 21
3000-4999 21
5000-9999 46
10000-19999 99
20000-29999 75
30000-39999 43

40000+ 38

97.7%
0.6%
1.7%

74.4%

23.0%
2.6%
1.4%

6.0%

6.0%
13.2%
28.4%
21.6%
12.4%
10.9%
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