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ABSTRACT

This study applied the situational theory of publics to the
issue of women's advancement in journalism and mass
communication programs. The methodology was a telephone survey
of a stratified, random sample of 402 members of The Association
for Education in Journalism and Mass Communication (AEJMC).

As of 1993, women were underrepresented as faculty and
administrators in journalism and mass communication programs,
while females constituted the majority of students in these
programs. In recognition of this situation, AEJMC passed a
resolution in 1989 that encouraged its members and affiliates to |
have at least 50 percent of their faculties and administrations
comprised of females and minorities by the year 2000.

The goal of this research was two-fold. The first objective
was to make a contribution to the public relations body of knowledge
by testing and refining the situational theory of publics. The
situational theory uses the three variables of problem recognition,
constraint recognition, and level of involvement to determine a
public's level of communication activity. The combination of these
variables can be used to predict communication behavior. A group
that is high in problem recognition, low in constraint recognition,
and high in level of involvement is most likely to exhibit higher
levels of communication activity for a particular issue. High

communication activity has been found to predict high levels of



activist behavior. This study sought to extend the situational theory
in three key areas: demographics, channel use, and activism. The
results suggested that the combination of specific demographic
variables in conjunction with the situational theory variables could
be used to further segment publics. There were significant
differences in levels of activism when described by gender and age.
The second objective was to bridge the gap between theory and
application in public relations campaign planning. The analysis
considers how the results of this theoretical research could be used
to develop programming for a communication campaign designed to
improve the number and status of women in journalism and mass

communication programs by the year 2000.
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CHAPTER 1

INTRODUCTION

Reports on the status of women in academe in the late 1980s
and at the start of the 1990s came to familiar conclusions: The
environment for women in higher education was still “hostile" or
"chilly" (Blum, 1991; Sandler, 1986). As students, faculty and
administrators, women in higher education continued to be treated
differently than their male counterparts in the last decade of the
twentieth century. Blum (1991) quoted Bernice R. Sandler, a senior
associate at the Center for Women Policy Studies in Washington, as
stating that there were “tremendous similarities" between the
reports released in the 1990s and the reports released in the 1970s
(p. A1).

At the start of the 1990s, women were admitted into the
formerly all-male institutions in significant numbers as students.
In 1990, women made up 46 percent of the freshman class at Yale
University. That compares to 13 percent of the freshman class when
women were first admitted in 1969. And at Harvard University,
women constituted 40 percent of the freshman class in 1990
(Collison, 1990, p. A23).

Although there had been an increase in the number of female
students, there were complaints at the start of the 1990s that

women had not been completely accepted at these more prestigious



institutions. Female students in the Ivy League complained that the

curricula did not reflect women's contributions, that facuity did not
treat women equally, that the health and safety needs of women
were ignored, and that there were not enough female faculty and
administrators (Collison, 1990, p. A23).

Female students at traditionally all-male institutions have
suggested that their problems are “"exacerbated by the small
proportions of female faculty members" (Collison, 1990, p. A24). As
of 1990, 9 percent of the tenured faculty at Yale were women; 22
percent of the tenured faculty at Dartmouth were women; and 9
percent of the faculty at Harvard were women (p. A24).

The hiring and promotion of women faculty and administrators
at all higher education institutions has lagged behind the increasing
enrolilment of female undergraduate students. The total enroliment
of female students at all four-year institutions doubled between the
years 1965 and 1987, and at the start of the 1990s, women made up
more than 50 percent of the undergraduate enroliment. The number
of women in graduate programs also had greatly increased. By the
mid 1980s, women received almost half of the master's degrees and
about one-third of the doctorates (Hensel, p. 9). Touchton and Davis
(1991) predicted that the proportion of women receiving doctoral
degrees would increase to 46 percent of the annual total by 1998 (p.
67). '

Although females constituted the majority of the

undergraduate student population, women continued to be



underrepresented as faculty. At the beginning of the 1990s, studies
still characterized the status of women faculty as unequal. Women
were more likely to be found in the traditionally female-dominated
disciplines, such as education and nursing, and on the lower levels of
the professorial hierarchy. They were paid less than men, tenured
less frequently, and they advanced more slowly than their male
counterparts (Kaplan & Tinsley, 1989). According to the 1992-93
statistics, 71 percent of all faculty men held tenure, while 46
percent of all faculty women were tenured (“Treading Water:," 1993).

At the beginning of the 1990s, men and women faculty at the
same ranks were not paid the same. According to the American
Association of University Professors' annual report on salaries,
"women faculty at colleges and universities in 1988-89 earned
between 7.5 and 13.2 percent less than male faculty" (Luna & Cullen,
1990). The 1992-1993 statistics indicated that women professors
earned 88.2 percent of what male professors earned; women
associate professors earned 93 percent; women assistant professors
earned 92.3 percent; women instructors earned 94.4 percent; and
women lecturers earned 87.5 percent (Treading Water:, 1993).

These differences in pay could be quite large, particularly in
the vy League schools, where women faculty have been described as
"rare" (DePalma, 1993, p. 1). According to a 1993 report, women full
professors at Harvard earned $79,000 annually, while men full
professors earned $93,600. This is an average difference of $14,600

per professor, per year (DePalma, 1993).




Evidence of differential treatment could be found at all levels

of the academic hierarchy at the start of the 1990s, perhaps no
where more acutely than at the top. Of the total chief executive
positions across academe, 10 percent were held by women. This
figure included the leaders at women's and church-affiliated
institutions. Of the publicly supported institutions, 6 percent of the
top posts were held by women (Kaplan & Tinsley, 1989).

Women also were underrepresented at the middle level
administrative positions. On average, a college or institution had
1.1 women senior officers at the level of dean or above. Having two
or more women per institution in those positions "bust(s) the

average" (Kaplan & Tinsley, 1989, p. 18).

"Old Issues Unresolved”

Many institutions have recognized that although there have
been significant changes in the status of women in higher education
since the 1970s, the issue of women's equality on campus was not
resolved at the start of the 1990s. Blum (1991) quoted Marcia
Boyle, president of Educational Consultant Services, as saying:
"There is slightly more institutional lip service paid to women's
issues now, but little in the way of concrete action is being
undertaken" (p. A20).

Others would disagree with at least part of Boyle's
assessment of the efforts to improve the status of women on the

nation's campuses. Some issues have not been resolved, but specific




solutions have been formulated and concrete actions have been
taken. The following section highlights some of the
recommendations and changes various organizations and institutions

have made in this area.

Institutional efforts

Some institutions, however have given this issue more than lip
service. For example, the University of Kentucky conducted a review
of the status of its women and found inequities in women's
compensation. It then made adjustments in pay and pension
contributions in the amount of $2.5 million for its women (Blum,
1991, p. A20).

In addition to equitable pay reviews, there were a number of
other things institutions have done to improve the status of its
women. Pennsylvania State University, for example, conducted
comprehensive reviews of the status of women on its campus. As a
result of this research, Pennsylvania State developed a set of
recommendations, including:

1) Increase the number of women in executive and
administrative leadership positions throughout the University by
adopting a "serious search" strategy;

2) Increase the number of women senior faculty positions by
improving the retention of well-qualified women;

3) Achieve a balanced representation of men and women in

leadership positions throughout the University by increasing the



percentage of women to 50 percent in academic, administrative, and
management positions by the year 2000 (“The Strategic Study,"
1986).

The last decade of the twentieth century will be a critical
period for faculty women, according to Chamberlain (1988).
Expected faculty retirements and an increase in the college-aged
population should produce more faculty openings. According to
Chamberlain, 500,000 new faculty members will be needed by the
end of the century. Chamberlain predicted that monitoring the hiring
and promotion of women during this transition period will be a
crucial activity (p. 369). According to Hensel (1991), this transition
period should be viewed as a major opportunity for women's
advancement in academe. Institutions will have the opportunity to
change the composition of their faculty to achieve a more equitable
representation of women (p. 7).

Fallon (1991) concluded: administrators "need to make a
commitment that, by the year 2000, the imbalance in salaries will
be addressed. By the end of this decade, women should hold higher
ranks, be in more powerful positions, and be earning more

competitive salaries" (p. 33).

The Status of Women
in Journalism and Mass Communication Programs

The development of women faculty takes on increased

significance in light of the projected faculty shortages across



academe, and faculty shortages in the communications field,
specifically, may be particularly acute by the year 2000. The
number of bachelor's degrees awarded in communications has
increased 122 percent since 1975, while the number of master's and
Ph.D. degrees conferred in communication have declined
comparatively (Chesebro, 1991, p. 12). DeFleur (1993) estimated
that by 1998, a total of 2,820 faculty positions will need to be

filled in communications programs across the country (p. 15). Such
predictions enhance the position of groups calling for a change in the
composition of the faculties in journalism and mass communication
programs to include a more balanced representation of women by the
year 2000.

Resolutions that prescribe a more balanced representation and
equitable treatment of women throughout academe by the year 2000
are not unique. The Association for Education in Journalism and
Mass Communication (AEJMC) passed a resolution in 1989 that
encourages its affiliates to achieve at least 50 percent
representation of women and minorities as faculty and
administrators by the year 2000. Kaufman (1992) quoted AEJMC
president Terry Hynes as saying that the organization was under a
constitutional mandate to monitor the progress of women.

Like the status of women across academe, the status of women
in journalism and mass communication programs is a topic that has
received considerable attention since the early seventies. In their

1972 benchmark study, Rush, Oukrop, and Emst concluded that there



was gender discrimination in journalism education, specifically in

the areas of salary and promotion for faculty and administrators.
Rush, Oukrop, and Ernst recommended that the Association for
Education in Journalism (now AEJMC), appoint a Committee on the
Status of Women in Journalism (now the Commission on the Status
of Women).

More than a decade later, Sharp, Turk, Einsiedel, Schamber, and
Hollenback (1985) reassessed the status of women in journalism and
mass communication education. They reported that women's
salaries were significantly lower than their male counterparts at
all ranks, with the gap being widest at the full professor and
instructor ranks. For example, at the full professor rank, women
earned an average of $2,204 less than their male counterparts (p. 4).
Compared to other disciplines, however, the differences in pay
between men and women educators in journalism and mass
communication programs in the early 1980s were less than the
differences in pay for other educators across all ranks (p. 10).

The results of a census of the AEJMC membership conducted in
the spring of 1992 indicated that, overall, women in journalism and
mass communication continued to be paid less than men. When all
ranks were combined, the average difference in salary was $6,600.
When controlled for rank, the greatest difference, again, occurred at
the full professor rank: Female full professors earned $5,492 less
than their male counterparts. The difference between genders at the

assistant professor level was $577; and $1,583 at the associate



professor level (Viswanath, Kosicki & Creedon, 1993). The authors

indicated that the differences in salaries at the assistant and
associate professor levels were not statistically significant.

In addition to the equal pay issue, scholars in journalism and
mass communication have been concerned about the number of
women on faculties and in administrative positions. Sharp et al.
(1985) reported that although there were more women teaching in
these programs, the programs continued to be "heavily dominated by
men." According to their survey data, women made up one-sixth of
the faculties; 83 percent of the women were found at the rank of
assistant professor or below; 4 percent were full professors; and
10 percent were in administrative positions (p. 10).

A comparative analysis of the journalism and mass
communication field to academe. as a whole heips put the status of
women in this field in better perspective. According to the Sharp et
al. (1985) study, in all disciplines women made up 24 percent of the
faculty and constituted almost 50 percent of the students. In
journalism and mass communication programs, however, women
made up approximately 18 percent of the faculty and constituted 56
percent of the students (p. 8). By 1988, according to Schamber
(1989) women constituted abut 24 percent of the faculty. By 1992
the proportion of female faculty had increased to approximately
one-third of the total faculty. Like the national statistics, women
in journalism and mass communication programs were most often

found in the lower academic ranks. In 1983, 4 percent of the women




in journalism and mass communication programs were full

professors. In 1988, women represented 6 percent of all full
professors (Schamber, 1989).

The percentage of female full professors in journalism and
mass communication rose to 12.7 percent in 1992. This compares to
40 percent of the male faculty who were full professors.
Viswanath, Kosicki and Creedon (1993) noted that this number was
well below the national average of 17 percent of all women faculty
who are full professors, as reported by the National Science
Foundation. They also reported that male faculty in journalism and
mass communication programs are "three times more likely to be
full professors compared to female faculty" (p. 7).

The drive for a more balanced representation of men and
women at all academic ranks is, in part, fueled by statistics that
point to the preponderance or "new majority" (Beasley & Theus,
1988) of female students in journalism and mass communication
programs.

Since 1972, the percentage of female students in journalism
and mass communication has steadily increased, and as of 1977
women became the majority. According to 1991 census figures,

women constituted 60.2 percent of undergraduate enroliments and

63.7 percent of master's enroliments (Kosicki & Becker, 1992, p. 61).

The number of women earning Ph.Ds in mass communication also

continued to increase. This proportion increased from 38.5 percent
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in 1989 to 44.0 percent in 1990 to 49.3 percent in 1991 (Viswanath,
Kosicki & Creedon, 1993).

Role models and mentors

In light of the new majority of female undergraduate students
and the growing number of female graduate students in journalism
and mass communication programs, many educators in the field have
raised concerns about the absence of women in senior faculty and
leadership positions. These concerns have centered on the need for
positive role models and mentoring experiences. In addition to cross
gender mentoring relationships, there should be more opportunities
for same gender mentoring relationships, particularly among women.
Beasley and Theus (1988) concluded that the "provision of role
models for women students is essential if journalism education is
to produce successful journalists. Educators must move
immediately to ensure that women students are given positive
examples of attainment" (p. 124).

Zoch and Russell (1991) provided evidence of a lack of female
role models and mentors in journalism and mass communication.
They reported that 79.1 percent of their survey of women in public
relations departments did not have a mentor of their own.

L. Grunig (1989) called for an increased awareness among both
faculty and students in journalism and mass communication about
the benefits of mentoring for both the mentor and protege. She

suggested that awareness and mentoring skills could be elevated
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though the distribution of informative publications that detail the
"how to" and "how not to" of mentoring activities.

Pratt (1989) stressed the importance of mentoring by making
the connection between research productivity and mentoring. The
most likely way women and minorities will be tenured and promoted
will be as a result of their research productivity. The likelihood of
achieving an impressive research record "depends, on large measure,
on the provision of mentors for female and minority faculty

members," Pratt argued (p. 31).

Advancement to administrative positions

How to advance women into leadership positions in journalism
and mass communication is a topic that has received considerable
attention. Many scholars in the journalism and mass communication
field have specifically focused on the lack of women administrators
and there are many explanations for the disproportionate
representation of women in administrative positions in journalism
and mass communication programs.

In a study based on a survey of ASJMC (The Association of
Schools of Journalism and Mass Communication) members, Turk
(1991) concluded that the percentage of women administrators in
journalism and mass communication rose from eight percent in
1985-86 to 13 percent in 1989-90 to 16 percent in 1991-92.
According to a 1991 study, about 10 percent of the 187 institutions



13

affiliated with ASJMC were headed by women (Coleman and
Williams).

The respondents in the Sharp et al. (1985) study characterized
the lack of women in administrative positions as "a major problem."
More than two-thirds of the respondents (68 percent) attributed the
disproportionate representation of women in these positions to sex
discrimination. They suggested that gender stereotypes kept women
from seeking leadership positions and that such stereotypes made it
difficult for women to be accepted in those roles. The respondents
also indicated that time was a factor. Women had not been on the
faculties long enough to advance, they suggested (p. 62).

To explain the lack of administrators, Turk (1991) reported:
"It's the sacrifices administrators, particularly women
administrators, have to make to meet the demands of their jobs...."
The survey respondents indicated that women select themselves out
of the process; have conflicts balancing career and family; are not
prepared for the role; do not have role models to guide them, and are
not perceived as wanting administrative responsibilities.

Turk (1991) reported that several women administrators in
journalism education perceived differences in the expectations of
men and women leaders. They suggested that men and women could
exhibit the same leadership behaviors but would be interpreted in
different ways. As one woman put it: “When | do it, I'm helter
skelter; when he does it, he's being creative or fiexible. When | do

it, I'm a bitch; when he does it, he's a wonderful, hard-working
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leader." Another suggested that a woman could not come across as
"too aggressive" in her leadership style. This creates a challenge:
"There's no way you can do the job without being aggressive, yet you
have to be careful that nobody perceives you that way," one
respondent said.

The perception that women do not want to be administrators is
pervasive. Sharp et al. (1985) quoted a male administrator who
announced the opening of an administrative position. Both the males
and the females ran in horror at the thought of assuming an
administrative position, the male administrator said, “[bJut it
seems that the women run slightly faster." Zoch and Russell (1991)
reported that there are a number of reasons why women have not
assumed leadership positions in public relations departments. About
half of the women in this study reported that the administrative
aspects of their jobs were the least satisfying of their duties. From
this perspective, the lack of women in administrative positions
might be explained as a matter of choice. That is, women simply do
not want the responsibility.

Many argue that the advancement of women into administrative
positions is a precursor to the advancement of women at all levels
of the educational hierarchy. As L. Grunig (1989) contended, it is
likely that if there are more women in positions of power
(department heads, deans, or other administrators), these women
will be able to make changes in discriminatory practices or offset

institutional biases against women that could facilitate the
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advancement of female faculty. L. Grunig wrote: "As long as men
remain the gatekeepers to women's entry into positions of power and
security, their futures are in jeopardy." Assuming administrative
positions, then, would be one way for women to gain more influence
in the decisions that affect their careers.

In an effort to facilitate the advancement of women into
leadership positions in journalism and mass communication
programs, Kaufman (1992) developed a conceptual model that
identified and described five key variables that potentially serve as
roadblocks to women's advancement into academic administration.

Kaufman developed the model by conducting an extensive |
review of relevant literature from a variety of disciplines, including
business, communication, educational psychology, educational
administration, and sociology. The five variables are: 1) isolation;
2) denial that problems persist; 3) lack of administrative training;
4) lack of mentors and role models; and 5) lack of a system by which
to identify future leaders.

One of the most intriguing findings in Kaufman's research was
related to the variable of denial. Kaufman surmised that,
particularly among younger women, there was denial that inequities
based on gender continued to persist.

Along the same vein, L. Grunig (1989) pondered why women and
minorities in their inferior positions in academe continued to
acquiesce. She concluded that many students seemed to have bought

into “the myth of equality" (p. 139). L. Grunig (1989) also
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recommended that students needed to be made aware of “the
discrimination they may face." Quoting Segal, a sociology professor,
L. Grunig reported: "Much of the problem of inequality is rooted in
perceptions that there is no problem." L. Grunig added that many
women were becoming more aware of the problems they faced in
academe--even if they were not actively working to change the

situation (p. 139).

Statement of the Problem

The foregoing research results and conclusions are thought-
provoking. First, it has been suggested that part of the "problem" of
women's inferior status in journalism and mass communication
programs is related to a lack of awareness, or as the case may be, a
reluctance to admit that there is a problem. Second, it has been
suggested that there are many barriers that impede women's
advancement into senior faculty and administrative positions.
Third, it has been suggested that it will take the combined
commitment of men and women, both at the personal and
institutional levels, to affect change in this area.

A theory of communication exists that takes into accounts
these preceding three points. J. Grunig's situational theory of
publics has three independent variables that, when combined, predict
communication behavior. (The situational theory has been tested

repeatedly and the development of this theory will be detailed in the
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third chapter of this dissertation. A brief overview, however, is
necessary at this point.)

The first variable is problem recognition, or the degree to
which people realize there is a problem. Previous research suggests
that there is a lack of awareness that problems relating to the
status of women in journalism and mass communication,
specifically, and across academe, persist.

The second variable is constraint recognition, or the degree to
which people believe they can make a difference in this area. Given
the explication of the barriers women face in academe and the
traditional, hierarchical structure of higher education, one might
expect high levels of constraint recognition in this area.

The third variable is level of involvement, or the degree to
which people believe this issue affects them personally. It is clear
that this is not merely a "women's issue." Men have a major stake
in this issue, too. As L. Grunig (1989) suggested: "Men in higher
education must come to realize that what happens to their female
colleagues in a sense happens to them. In other words, it is in the
self-interest of men not to waste women's resources” (p. 140). L.
Grunig added that these consciousness-raising activities, however,
would "cost men some comfort in the short run" (p. 140).

When combined, these three independent variables predict
communication behavior. Research suggests that people high in

problem recognition (they are aware there is a problem), low in

constraint recognition (they believe they can do something to change
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the situation), and high in level of involvement (they believe the
issue affects them personally) are more likely to be active in their
communication behavior. These people are more likely to seek out
information about the issue and are more likely to engage in
activities to do something to improve the situation.

On the extreme end of the continuum are people who are low in
problem recognition (they are not aware of the problem), high in
constraint recognition (they do not believe they can change the
situation) and low in involvement (they do not believe the issue
affects them personally). This group or public is likely to be more
passive in its communication behavior. These people might randomly
process information that is presented to them, but they will make
little effort to seek out information about the issue. The members
of this public would rarely engage in activities to change the
situation.

At the heart of the situational theory is the idea that there can
be several types of publics in one audience and that these publics
can be defined by their levels of communication activity (J. Grunig
and Hunt, 1984). Once the audience is segmented into distinct
publics, using the situational theory, a communication campaign
planner can then determine and deliver the messages that would be
most effective for each of the publics.

For example, if research using the situational theory showed
that the majority of the audience were high in problem recognition,

but also high in constraint recognition, then the campaign would
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focus not on raising awareness about the problem, but on showing
the public how to overcome its perceived constraints.

The importance of conducting formative research on an
organization's publics is well documented (e.g. Pavlik, 1988 and J.
Grunig, 1989). Scholars and practitioners agree that the ability to
segment audiences and tailor messages accordingly is a prerequisite
to effective campaign planning.

By passing the resolution to achieve parity by the year 2000,
AEJMC acknowledged that disparities based on gender do indeed
exist. In 1993, the strategy detailing how parity was to be achieved
by the year 2000 was being formulated. Rush (1993) offered several
suggestions. A public information campaign designed to address this
issue could be one part of the strategy for making the resolution a
reality (p. 78).

Research guided by the situational theory could provide the
baseline information for such a campaign. Although the AEJMC
leadership is aware of problems and committed to change, it is not
known what perceptions AEJMC members hold about the issue of
women's advancement in journalism and mass communication.

Are AEUJMC members aware that there is a "problem?" Or, do
they acknowledge a problem, but believe there is little they can do
to change the situation? Or, do they believe this issue does not
involve them personally? Do men and women view this issue
differently? Are AEJMC members actively communicating about this

issue? Are they willing to engage in activities to change the
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situation? These are among the questions that can be answered by
conducting research using the situational theory of publics as the
guiding theoretical framework.

The goal of this research, however, is twofold. The first
objective is to make a contribution to the public relations body of
knowledge. The goal will be to further refine the situational theory
of publics and to extend it in three key areas: media
use/information sources, demographics and activism.

The second objective is an applied one. This research will
provide the baseline data from which a communication campaign
about the status of women in journalism and mass communication
could be developed. This is the practical application and it would

provide a much-needed bridge between theory and application.
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CHAPTER 2

LITERATURE REVIEW

The following literature review is divided into three parts.
The first part provides the historical context for the study. The
historical narrative begins with the rationale that prevailed until
the early nineteenth century for excluding women from higher
education. Next, women's participation in higher education as
students, faculty and administrators is chronicled during the
nineteenth and twentieth centuries. Highlights in this chronicle
include the effects of World War |l and the Korean War; the
admission of women as students to the all-male institutions in the
late 1960s; the affirmative action successes of the 1970s; and the
so called "backlash" that occurred in the 1980s under the Reagan
Administration.

While the first part of this literature provides the historical
foundation and context, the second part provides the sociological and
psychological context. It is one thing to chronicle the status of
academe through the years, citing statistics and describing
significant developments. It is quite another to provide an
explanation for women's status.

The second part of the literature review attempts to do just
that. This section is devoted to explaining why women continue to

be underrepresented in leadership positions in academe. Highlights
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in this section include an assessment of the institutional and
perceptual barriers (like gender stereotyping) that impede women's
progress, the impact of the "good old boy" network, and women's
leadership concerns. This section is a synthesis of the literature
from many fields, including psychology, sociology, business, and
education. .

The third part of the literature review describes specific
institutional and personal activities that scholars in the field have
offered as solutions to "the problem." Highlights include the
importance of role modeling and mentoring, individual commitments
to activism, and specific guidelines institutions can adopt to |

improve the status of women on America's campuses.

Part 1: An Historical Overview of Women in Academe
From the very beginning, the university was a male

establishment. Females were not admitted as students and women
were not hired as faculty and administrators. Intellectual activity
was simply deemed contrary to the feminine nature. Women were
kept out of higher education based on biological and psychological
arguments, which rationalized the inferiority of women. One myth
posited that if a woman used her mental capacities the energy would
be drained directly from her uterus and her reproductive abilities
would be harmed. This "drain" would ultimately lead to the end of

the human race (Chamberlain, 1988, p. 167).




23

In addition to the belief that women lacked the same mental
capacities as men, there was the fear that women in the classroom
would serve as a distraction to the serious scholarly efforts of the
male students, and, consequently, lower the educational standards
(Chamberlain, 1988).

The "reluctance to use brains attached to female forms"
continued through the first third of the nineteenth century for the
majority of the U.S. institutions, and longer for some. Women were
first admitted as students in the United States in 1837 at Oberlin
College, more than 200 years after Harvard was established to
educate young men (Chamberiain, 1988). Women were not admitted
as students at Yale and Princeton until 1969.

Opportunities for women as students in higher education were
limited until after the Civil War, but enroliment increased rapidly
during the latter part of the nineteenth century. By the turn of the
twentieth century, about 70 percent of the colleges were
coeducational and women made up about 30 percent of the student
body (Chamberlain, 1988).

The majority of women attended college to become teachers.
Teaching was considered an appropriate occupation for women
because it was a natural extension of the nurturing role. In 1880, 57
percent of teachers in the U.S. were women. By 1918, that figure
was 84 percent. The influx of women into the teaching profession,
however, can be explained largely by economics. Chamberlain (1988)

quoted Woody as saying that women were hired because they could
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"afford to teach for one-half, or even less, the salary which men
would ask" (p. 4).

Women's participation in higher education was seriously
threatened after World War 1l and the Korean War. Veterans
supported by the G.l. Bill entered colleges in large numbers. This
influx of male students led to restrictions on the number of female
students who could be admitted. "As priority was given to veterans,
graduate women found that they had to be far better qualified than
men to be admitted, and married women who wished to enrollvpart
time found the doors closed...In short, women students were being
treated openly as second-class citizens" (Chamberlain, 1988, p. 6).

The change in admission standards was evident in the number
of degrees awarded. In 1940, 41 percent of the bachelor's and
professional degrees were awarded to women. In 1950, that figure
decreased to 24 percent. By 1960, the proportion of women earning
bachelor's degrees had increased to 35 percent, but the prewar rate

was not regained until 1970, according to Chamberlain.

Women as faculty
Not only did women lose ground as students during the 1950s

and 1960s, they also lost status as college faculty members. At the
turn of the twentieth century, women made up 20 percent of the
faculty; by 1940, that figure had increased to 25 percent. During
the post World War 1l era, however, the percentage of women on

college faculties "declined to 23 percent in the 1950s and 22
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percent in the 1960s. The prewar high of 25 percent was not
regained until the 1970s" (Chamberlain, p. 10).

Not only were faculty women underrepresented in numbers,
they were concentrated in the lower ranks, most often at the
instructor and lecturer levels. Additionally, women faculty most
often were found in the less prestigious institutions, primarily two-
year institutions, and were concentrated in particular fields such as
education, social work, home economics, and nursing (Chamberlain,
p. 10).

This "second class" status of female faculty in higher
education was challenged, largely as a result of the women's rights
movement in the U.S. that began in the 1960s. "The widespread
practice of sex discrimination" in higher education during the 1970s
became a fertile topic of academic research, and two 1973
publications chronicled these early reform efforts, which sought to
remedy the inequities in employment practices in higher education.
Moreover, this drive toward equity was fueled by affirmative action
programs (Chamberlain, 1988).

Faculty women across the United States during the 1970s
documented sex discrimination in salary, promotion and treatment.

During this time period, according to Chamberlain (1988):

"academic women become more and more aware that a benign
neutrality would not be enough to achieve equality on campus.
Reasoned expositions of the facts apparently would not be
enough to change the dismal hiring and promotion, and the
many related phenomena which contributed to

institutionalized, systemic discrimination against women. In
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fact, it became increasingly apparent that the first step was
to establish unequivocally that a problem did exist. . . ." ( p.
165).

During the 1970s, several federal laws were passed that
prohibited sex discrimination in higher education. The Equal Pay Act
of 1963 was extended to cover executive, administrative, and
professional employment. Title IX prohibited sex discrimination in
all federally assisted education programs. Exempt from Title IX,
however, were the admissions policies of private undergraduate
colleges. This exemption was a result of a strong lobby from the lvy
League schools, which had a quota on the number of women students
allowed. That quota ensured that the most prestigious institutions
would stay predominantly male (Davis, 1991, p. 212).

The Executive Order, which outlawed sex discrimination in all
federally financed employment, was applied to higher education for
the first time, largely as a result of the efforts of the Women's
Equity Action League (WEAL). A class action lawsuit was filed in
1970, which charged "an industry-wide pattern of discrimination
against academic women." This led to the additional filing of similar
charges at approximately 250 other institutions across the country
(Chamberlain, pp. 172 &173).

Although several pieces of legislation were passed,
enforcement was spotty. Loopholes were found in Title IX that
allowed institutions to maintain discriminatory practices,
particulafly in athletic programs. Very few complaints were

processed and many were dismissed. Class action suits met with
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limited success. And, perhaps more importantly, there were signs
that the political climate in the 1980s was becoming less
supportive of women's rights (Sharp et al., 1985).

According to Davis (1991), one of the first targets of the
Reagan Administration was the Executive Order, which held federal
contractors to affirmative action policies. Small companies and
contractors were exempted under the original wording of the
Executive Order. The Reagan Administration practically nullified the
purpose of the Executive Order by extending the percentage of
government contractors who were exempt from the Executive Order
to more than 70 percent (p. 440).

In her best selling book, Backlash, Susan Faludi (1991) argued
the Reagan Administration seriously threatened the Women's
Educational Equity Act program (WEEA), which promoted equal
education for females by providing grants to programs that fought
sex discrimination in education. In 1982, the "New Right" coalition
attacked and demoted WEEA's long-term director and replaced the
program's staff of 150 field readers who were responsible for
reviewing grant applications. Faludi contended that the new
employees understood their job was to help Ronald Reagan curb "a
feminist agency." The new employees were not qualified for the
positions, did not understand the concepts of educational equity, and
did not support the goals of the agency. Faludi reported that one new
field reader had been quoted as asking: "What is Title IX?" (pp. 260-
262).
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Bernice Sandler, one of the original founders of WEEA,
suggested that the Reagan Administration was simply closed on the

issue of women's equality. Davis (1991) quoted Sandler as saying

~ that the conservative atmosphere in the White House had greatly

intensified. When Nixon was in the office, "The Republicans would
meet with us...and you could convince them on political grounds that
something was necessary. The Reagan Administration was not even
interested in meeting with us," according to Sandler (p. 444).

Although the federal legislation passed during the 1970s had
helped to increase the number of women on the faculties, women
continued to be underrepresented in faculty numbers during the
1980s. Between 1960 and 1982, the percentage of women faculty
increased from 22 percent to 29 percent of all faculty (Touchton and
Davis, p. 88).

Women faculty continued to be concentrated in the lower
ranks. In 1985, approximately 55 percent of all women holding
ranked faculty positions were at the instructor or assistant
professor level. In contrast, 70 percent of the men holding ranked
faculty positions in 1985 were either professors or associate
professors (Touchton and Davis, p. 89). From 1972 to 1982, the
percentage of women at the full professor rank increased
marginally, from 9.8 percent to 10.7 percent of all faculty
(Chamberlain, p. 259).

Women faculty continued to be paid less than their male

counterparts. In some instances, the disparities in pay actually



29

widened. In 1972-73, the average salary for women at the assistant
professor rank was 94 percent that of men's. In 1986-1987, the
percentage had fallen to 90 percent of men's. A female full
professor in 1972-1973 earned 90 percent of what a male full
professor earned. That statistic was unchanged in 1986-1987. In
real dollars, the penalty for being a female at the full professor rank
in the United States in 1986 amounted to $5,440 (Chamberlain, p.
259). In 1985-86, in all ranks combined, women faculty's salaries
averaged 80 percent that of men's (Touchton and Davis, p. 97).
Disparities in the rate of tenure have also been documented.
While 64 percent of the male faculty had tenure in 1975-1976, only
46 percent of the female faculty did. The gap in the tenure
statistics widened for the 1985-86 assessment: 69 percent of the
male faculty were tenured while 47 percent of the female faculty
were tenured (Chamberiain, p. 262).

Chamberlain suggested that while affirmative action has been
quite successful in getting women hired on as faculty, such efforts
have been less effective in moving women through the ranks. "That
is to say, during the second decade of women in academe, many
departments were willing to hire women, but not necessarily to
tenure them" (p. 178). The process of hiring women but refusing to
tenure them has been named "the revolving door theory"

(Chamberlain, p. 178).




Women in administration

Concerns about moving women through the academic ranks go
beyond tenure and faculty promotion. Women had only begun to move
into the top leadership positions in academe at the start of the
1990s.

Based on an historical analysis of women in educational
administration, lhle (1991) came to the "obvious conclusion" that
women have had greater opportunities to excel in women's colleges
and coordinate institutions than in co-educational ones. In academic
administration, there has been a glass ceiling (p. 6). Women
administrators have been underrepresented in high-level positibns,
especially at public co-educational institutions, and have been paid
less than men (Kaplan & Tinsley, 1989). Etaugh (1985) reported
that from 1972-1981, little change occurred in the percentage of
women deans. In 1972 women comprised 13.7 percent of all deans;
in 1981 that figure was virtually unchanged at 13.8 percent.

With regard to salary, women administrators have historically
had lower median salaries than men in the same position. For
example, in 1987, there was a 6 percent differential between the
median salaries of men and women CEOs at four-year, public

institutions (Touchton and Davis, p. 107).

Summary
This section has briefly chronicled the status of women across

academe from an historical viewpoint and has described their
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current position in the aggregate. As students, faculty, and
administrators, women have had different experiences in academe
than men.

Although female students constituted the majority of the
undergraduate population, women were underrepresented as faculty
and administrators at the start of the 1990s. They continued to be
paid less than their male counterparts for comparable positions and
were promoted and tenured disproportionately. Although affirmative
action programs had made an impact and women had made progress
in obtaining faculty positions and a limited number of |

administrative posts, inequities persisted.

Part 2: Explanations of the Barriers
Impeding Women's Advancement in Academe

If one accepts that discrimination, both in subtle and not-so-
subtle forms, exists in academe, then the next question is why has it
persisted. Why had women not cracked the academic glass ceiling at
the start of the 1990s?

The lack of women in leadership positions across academe is
an area that has been singled out as particularly problematic. The
literature is replete with information and concerns about women as
leaders, as advocates and champions of women, and as role models
and mentors. Forms of discrimination, barriers to progress, and the
problems women experience trying to fit into the predominantly

white male institutions are well documented. The following section
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highlights some of the reasons offered in the literature to explain
women's lack of advancement in academe. Although the focus is on
advancing women to leadership positions, this material is relevant
to academic women and men at all ranks because it gives insights

into the potential climate they might experience.

Perceptual barriers
Questions continued to be raised about whether a woman fits

or matches the administrative model of leadership. Both men and
women may hold the perception that women and administration
simply are not a good match. Several scholars (Sharp et al., 1985;
Zoch & Russell, 1991; Dorhmann, 1982; Mark, 1986) have suggested
that there has been an important socialization process at work that
has kept women from aspiring to leadership positions. Women have
not been expected, encouraged, and prepared to advance in academe.

The belief that men and women have different characteristics
because of their gender is the result of socialization based on
attitudes and beliefs, according to Dorhmann (1982). Dorhmann
suggests that "there is only one barrier to women seeking
administrative positions--sex-role stereotypical attitudes that lead
to discriminatory behavior on the part of both men and women" (p.
43). Women internalize these stereotypical attitudes and project
them in their behaviors.

Mark (1986) suggested that women have been socialized

differently for the work world than men have. Primarily, such
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socialization has produced women who view a career as secondary to
their commitment to family. Both internal and external factors
affect the socialization process. Internally, factors may include
role conflict, whether to marry or not, the fear of not knowing how
to handle success, and internalization of sex-role stereotypes. For
example, women have been socialized to believe that they must
choose between a family and a career if they expect to advance,
whereas men may not not feel as strongly the pressure to make such

a choice.

Subtle discrimination

Inquiries into whether a woman can balance both career and
family and other inquiries into a woman's personal life is a subtle
form of discrimination. When a woman assumes a leadership role,
she is sometimes asked whether or not this is going to interfere
with her home life. Men are not as likely to be asked what conflicts
an administrative position might cause for their home life because
the assumption is that men in these positions will have traditional
wives.

Evidence of subtle examples of discriminatory behavior
against women in academe has been documented. Women faculity,
administrators, and graduate students are treated differently than
men, according to Sandler (1986). Such discrimination is so subtle
and commonplace that it may not even be perceived by many of the

men and women involved as discrimination. "Unlike legal barriers,
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these are barriers that laws alone cannot remedy; they are part of
our usual ways of relating to one another as men and women, and are
so 'normal' that we may not think about their implications or
effects" (Sandler, p. 8).

An example of this type of discrimination would be focusing on
the woman's appearance, introducing her as lovely, referring to her
as sweetie, etc., and correlating her behavior with her monthly
cycle. Another example would be descriptions that include reference
to her gender as an exception, i.e., she is a qualified woman

administrator or exceptional female student.

Institutional barriers

In addition to the socialization factor and the subtle
instances, institutional barriers have been identified as delaying
women's progress. Although several barriers in academe have fallen,
"a host of barriers remain," Sandler (1986) suggested. = Some things
had not changed very much at all. Institutional barriers that impede
women's advancement in academe include fewer resources (i.e.,
support staff); overlooking women for awards and grants; excluding
women from informal interchanges; devaluing women's ideas and
suggestions; and making disparaging comments about women.

Mark (1986) characterized the external barriers in terms of
"the climate and culture of the education institutions" (p. 12). The
extent to which the culture includes or bars women is the overriding

concern. One important part of the culture is the success of the
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institution's affirmative action programs. Another component is the
administrators’ levels of awareness of gender issues (pp. 15 and 16).

Another indicator of the institutional climate is whether a
mentoring program, either formally or informally, exists for women.
Mark concluded that the culture of the institution "produces
experiences which may differ for groups of women compared to
groups of men" (p. 23).

According to Dohrmann (1982) institutional barriers include
the informal information networks, i.e., the "old boy network," a lack
of female role models and mentors, and informal power networks (p.
3). Citing Kanter, Dorhmann reports three types of structural
restraints: 1) the proportion of female managers in the
organization; 2) the lack of access to power in the organization; and
3) limited opportunity in the organization due to the lack of access
to informal networks. Solutions to the disproportionate number of
women in administration depend on the willingness of the women
currently in positions of power to serve as mentors and role models

and to form informal networks and alliances.

Exclusion from old boy networks
The idea that women are excluded from the "old boy network"

is prevalent in the literature on women in academe. According to
Sandler, women may have a more difficult time fitting in because of
a lack of access to the informal communication network. As a

result, women work twice as hard because they are excluded from
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these networks and important decision-making processes, according
to Stokes (1984).

One of the reasons given for women's exclusion from the "old
boy network" is that men simply are not comfortable around women
or feel as though they need to change their behavior, perhaps clean
up their language, in the presence of the "ladies."

A woman's ability to tap into the male networks and to create
networks of her own are presented as crucial to success. In fact,
when the institution is not supportive, an informal network of the
female administrator's own making may be vital. Without such

support, the feeling of isolation could become a barrier.

Leadership concerns
In view of the evidence that women do encounter barriers in

academe, the next question that needs to be considered is what
impact these barriers have had on women administrators.

Stokes (1984) suggested that the presence of barriers causes
women to adjust in different ways. Often, such obstacles force a
women to survive by adjusting her style of leadership. Those
adjustments could include becoming less assertive, feminine,
emotional, threatening, and perfect (p. 29).

Dohrmann (1982) concluded that one approach to answering the
question of why women are underrepresented in administrative
positions assumes that men and women are different and, therefore,

will exude different leadership traits. This approach suggests that



leadership characteristics like dominance and assertiveness are

generally associated with the male demeanor. Dohrmann (1982)
quoted Moore and Rickel as saying that "women who aspire to and
function in non-traditional occupational settings will be more
accepting of "masculine" sex-role traits than women who aspire to
traditional roles" (p. 11). The barriers to women's advancement,
from this perspective, are seen as "intrapsychic." Women are often
viewed as lacking self-esteem, aggressiveness and self-control.
These differences are the result of powerful socialization forces.
Researchers from this perspective believe that the solution to this
gender issue is to train women to be more like men (p. 17).

According to Stokes (1984), the traditional wisdom has been
that for a woman to succeed she must adopt masculine traits. One
of the ways a woman changes is to emulate the male characteristics
of leadership. Since leadership has traditionally been associated
with men, women's leadership styles are often devalued, Sandler
reported. A woman who has a collaborative, open leadership style
may be perceived as weak, though the same would be applauded in a
male leader (p. 7). Stokes theorizes, however, that organizations
might benefit from traits that are more feminine. The result would
be successful women who did not sacrifice that which is "uniquely
female™ (p. 8).

Not everyone believes there are differences in male and female
leadership styles, however. Mark (1986) reported that women and

men do not significantly differ in terms of their leadership style.
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However, it may be that women's leadership styles are subjected to
greater scrutiny. One of the major problems for women in
administrative positions is their visibility, according to Sandler.
Since they are so rare, they may be perceived as tokens or
anomalies. As tokens, they are treated as representatives of their
class and as exceptions to their gender. If the woman administrator
does not succeed it's because she's a woman and, therefore, this may
"prove" all women are incapable. But if she does succeed, then she's
an exceptional woman (emphasis added). It is possible that even a
few women in powerful positions may be perceived as "too mahy,“ as

“taking over," or both.

Summary
There is no single explanation for the disproportionate

representation of women in academic administration and many
variables are involved. The barriers impeding women's advancement
in academe have been defined in terms of their perceptual,
sociological, and institutional origins. One of the most common
explanations is that women simply do not desire leadership
responsibilities. Others, however, have pointed to the presence of
discriminatory practices and barriers that may be either blatant or
subtle. Others have suggested that women have been socialized not
to assume leadership roles and that perceptions and adherence to
traditional stereotypes are crucial factors. The explanations, like

the issue, are multifaceted.
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Part 3: Resolving the Issue
The final section describes some of the strategies for
advancing women in academe. Both personal and institutional

activities are discussed.

Mentoring
According to Bennett and Shayner (1988) many institutions

have come to the realization that leaders are made, not born.

Leadership is something that can be "encouraged, fostered, and

taught," they suggested.

Mentoring is one of the most common strategies offered for
advancing women. Mentoring "is a form of professional socialization
whereby a more experienced (usually older) individual acts as guide,
role model, teacher, and patron of a less experienced (often younger)
protege. The goal is to facilitate the advancement of the protege
and research suggests that mentoring hastens the protege's
development (Moore & Amey, 1988, p. 45).

As a strategy for advancement, mentoring is used in both the
professional world and in academe. Research suggests that there
may be some differences between women's mentoring activities in
the professions and in academe. Luna and Cullen (1990) reported
that the lack of female role models in professional and high
administrative positions across all organizations is "well
documented" (p. 6). In exploring the differences in the mentoring

activities of women in academe and business, they concluded that
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women in academe were generally more nurturing and frequently
promoted the psychosocial aspects of mentoring more so than their
female business counterparts. The psychosocial aspects included
role modeling, counseling, acceptance and friendship. Luna and
Cullen also reported that same-sex role models were most

important for women. One reason: "Female proteges may not be able
to use male mentors as role models in the area of balancing family
and work" (p. 13).

The increasing number of female students at all institutions
nationwide has led to increased calls for female faculty to serve as
role models and mentors for the female student population. Fallon
(1991) characterized the opportunity for female students to develop
mentoring relationships with female faculty as a "a crucial part of
faculty development" (p. 35).

Whereas role modeling, to a large extent, is leadership by
example, mentoring implies a more conscious, deliberate activity.
Whether or not women consciously set the advancement of women on
their agenda, in areas beyond role modeling and mentoring, is, some
would argue, crucial to the advancement of all women. Whether or
not women in administrative positions today are using their power

to pave the way for other women is a topic of particular concern.

Today's leaders as activists?

What obligation do women in positions of power have to

facilitate the advancement of other women? Kaplan and Helly
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(1984) urged women in administrative positions to take an "activist
approach" and to put the recruitment and advancement of women high
on their professional agendas. "The best way to move an agenda for
women within the university is to increase the number of women and
minorities in important administrative positions" (p. 70).

Whether a woman serves as an advocate for other women or as
guardian of the status quo presents a potential role conflict. The
female administrator may wish to use her power to facilitate the
advancement of other women, but feel she must be careful not to be
seen as a champion of women or as discriminatory toward men.
Women may be criticized if they commit too many resources to
women's issues or hire too many women. Whatever their approach
and effect, women administrators may be "on the line" in this area in
ways men administrators simply are not (Sandler, 1991 p. 15).

The willingness, or unwillingness as the case may be, of
women to support other women is a topic that has received
considerable attention. References to the "queen bee" syndrome, of
the lone woman who made it to the top and who refuses to share her
throne with other women, are numerous. According to Simmons and
Jarchow (1990), Brile reported in her book, Woman to Woman: From
Sabotage to Support, that women were more likely than men to
sabotage their female colleagues in the workplace (p. 174). Several
scholars have suggested that women must support other women if

significant changes in the status of women is to occur.
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The individual commitment

Kaplan and Tinsley (1989) identified several things that must
occur in order to achieve gender parity in academe. One of these is a
call for women to take power into their own hands and to commit to
their own advancement. The authors point to the necessity of
holding the doctorate for advancement and the relatively smalil
number of women who hold such a degree. Additionally, a strong
commitment from chief executive officers and other powerful
administrators to make affirmative action an ‘institutional
imperative" is needed (p. 20). Finally, the number and influence of
women's professional associations and coalitions needs to be

increased.

Institutional _activities

A "new agenda" to address the status of women on campus has
been recommended by the American Council on Education. The
Council issued a report in 1989 called, "The New Agenda of Women
for Higher Education," that encouraged institutions to "rethink how
their campus functions in relation to women" (McMillen, 1988, p.
A18). The report suggested that colleges do fifteen things.
Among the recommendations:

*Correct inequities in the hiring, promotion, tenure, and
salaries of women;

*Be committed to both the development of talent and the

fostering of women's leadership, including minority women;



43

*Prepare an annual status report and include data on all women
on the campus and information on recruiting, salaries, and tenure;

*Create an inventory that assesses campus values toward men
and women, and examine how those values affect efforts to improve
the status of women (McMillen, 1989, p. A18).

McMillen (1989) quoted the Council as suggesting that colleges
should consider the question, "if an institution were to commit
itself fully to meeting the educational needs of women, what would
it do?" (p. A18).

To encourage the growth and progress of women, the
Association of American College's Project on the Status and
Education of Women, as reported by Sandler (1986), recommended
that institutions do the following:

*Make the advancement of women a clear priority.

*Include women in informal activities.

*Commit resources to support scholarship on women.

*Support formal and informal networks of women.

The drive for equitable treatment in academe has entered a
new phase and the greatest threat to achieving equity is
complacency, according to Chamberlain (p. 187). Although
significant changes have been made, several scholars have concluded
that there are still many areas, like salary and administrative

representation, that need attention.



CHAPTER 3

THEORETICAL FRAMEWORK AND METHODOLOGY

Overview

This study used J. Grunig's situational theory of publics to
assess AEJMC members' perceptions of the status of women in
journalism and mass communication programs. More than 400 AEJMC
members, both men and women at various organizational ranks, were
asked to participate in a telephone survey conducted during the
spring of 1993. The goal of the research was two-fold. Determining
the members' level of communication activity, as predicted by the
situational theory, would provide the baseline information for a
communication campaign in this area. The second goal was to refine
and extend the situational theory of publics in three key areas:

media use, demographics, and activism.

The situational theory
Several studies (Hamilton, 1992; Slater, Chipman, Auld, Keefe,

& Kendall 1992; Anderson 1986; J. Grunig 1989; J. Grunig & Ipes
1983) have confirmed the utility of the situational theory of publics.
it is one of the most influential theories in the public relations
field. J. Grunig's theory helps explain when and how people

communicate about a particular issue and when communications
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aimed at people are most likely to be effective (J. Grunig & Hunt,
1984).

The situational theory allows the researcher to identify
specific publics. J. Grunig's definition of publics is grounded in the
ideas of Herbert Blumer and John Dewey, who defined a public as a
group of people who have something in common because they are
affected by a particular problem or issue (J. Grunig & Hunt, 1984, p.
143). As J. Grunig argues, "consequences create the conditions
needed for publics to form" (J. Grunig & Hunt, 1984, p. 144).

But not all people who are affected by a particular issue will
recognize the consequences of the particular issue; nor will they
organize to resolve the issue. Around any issue, the publics that
develop will differ in the degree to which they recognize a problem
exists, and the degree to which they will act to counter the
consequences of the problem. |

First, the public must face a similar problem. One could infer
that individuals who work in AEJMC-affiliated organizations "face"
the issue of women's advancement in journalism and mass
communication programs. However, if individuals do not recognize a
problem exists in this area, then they form a latent public. It is only
at the point that a group detects or recognizes that a problem exists
that it becomes an aware public. A public becomes active when it
organizes to do something about the problem. Publics "differ in the
extent to which they have passed from the detect to the behave

segment of the behavioral molecule" (J. Grunig & Hunt, 1984). That
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is, a public may recognize a problem exists, but it may not change
its behavior to do something about the problem.

This understanding of the behavior of publics is at the heart of
J. Grunig's situational theory of publics. According to the theory:
"Communication behaviors of publics can be best understood by
measuring how members of publics perceive situations in which they
are affected by such organizational consequences as pollution,
quality of products, hiring practices, or plant closings" (J. Grunig &
Hunt, 1984, p. 148).

The situational theory has three major independent variables:
problem recognition, constraint recognition, and level of
involvement. These variables are believed to explain people's
communication behavior, which is defined in terms of information
seeking and information processing.

Information seeking is active communication behavior. This
occurs when a public looks for information and tries to understand
the information. A public that seeks information is more likely to
become an aware public, and the messages it receives are likely to
have more of an effect.

Information processing is passive communication behavior.
This occurs when members of a public do not look for information
but process the information that comes to them without much
effort. Because the public is not looking for this information,
processed information is believed to have fewer communication

effects than information that is sought.
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Understanding the differences between information processing
and information seeking has important implications for campaign
planning, according to J. Grunig (1983). If a member of a public is
actively seeking information, then specialized media, like brochures
and newsletters, are likely to be most effective. If a person is
simply processing the information, then the most effective media
are the mass media that people use randomly when they have time.
Appealing to people who are processing information is more of a
challenge, since that information must be presented in such a way as
to catch the person's attention and keep him/her interested.

Creative strategy may be more important for the public that is
simply processing information (p. 12).

The dependent variables of communication behavior,
information seeking and information processing, are explained by the
three independent variables.

Independent variable 1: Problem recognition is the idea

that people do not stop to think about a situation unless they
perceive that something needs to be done to improve the situation.
When people detect a problem and stop to think what should be done
about it, they become an aware public. J. Grunig suggests that
determining whether a public detects the problem is a reliable way
to determine whether it will communicate about the problem.
Problem recognition increases the likelihood that the public will
seek out information, will process information, and that the

information will have an effect (J. Grunig & Hunt, 1984, p. 151).
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Independent variable 2: Constraint recognition is the

degree to which people believe there are obstacles beyond their
control that constrain or limit their ability to do something about a
problem. If people believe there are a lot of constraints preventing
them from solving a problem, then they will be less likely to seek
out information about an organizational consequence or process
information that comes to them randomly about the problem. The
communication effect, then, for people who are high in constraint
recognition would be limited.

Independent variable 3: Level of Involvement is the

extent to which people connect themselves with the situation. At
issue is whether the problem might have a personal effect on a
member of the public. Research suggests that a person who has a
strong personal involvement in an issue may also have a high level of
problem recognition and low constraint recognition. An involved
public will become the most active public and will actively seek and
process communication.

According to J. Grunig and Hunt (1984): "Whereas problem
recognition and constraint recognition increase the likelihood of
both information seeking and processing, level of involvement helps
to distinguish whether the person's communication behavior will be
active or passive" (p. 152). As Pavilik (1987) puts it, "level of
involvement predicts not only whether a person will communicate
about a situation but also the way in which he or she will do so" (p.

78).




The variable of involvement is considered a key part of the

persuasion process. High problem recognition, low constraint
recognition, and high level of involvement increase information
seeking. High problem recognition and low constraint recognition
also increase information processing. Level of involvement,
however, has a limited effect on information processing. As J.
Grunig (1989) elaborated, "people seldom seek information about
situations that do not involve them."

Involvement increases when problem recognition is high and
constraint recognition is low. As people discern that their personal
interests are at stake, their level of involvement increases. The
stronger a connection the person feels to the situation, the more
likely he/she is to communicate about the issue. It is at this point
that people become activists. J. Grunig (1987) reported that people
with high levels of involvement are more likely to seek and process
information and to become activists. People who actively
communicate about a particular issue are more likely to do
something about the issue (J. Grunig, 1989, p. 6).

The situational theory makes no attempt to explain the
persuasion process except to say that communication, either active
or passive, is a necessary condition for persuasion to occur (J.
Grunig, 1989, p. 6). The theory explains when and how people
communicate about a particular issue and what effect
communications about the issue might have (J. Grunig, 1989, p. 5).

The theory does not predict what type of attitudes the public might
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hold toward a particular issue. Rather, the theory allows the
organization to determine whether its publics are latent, aware, or

active.

Applying the situational theory
The situational theory of publics is one of the most obvious

bridges between theory and application. J. Grunig defined research
using the situational theory as "applied basic research." This is
research that is "designed to test and improve a basic theory of
communication while applying the theory to a practical problem of
concern to professional communicators” (p. 17). |

J. Grunig and Hunt (1984) suggest there are at least five
implications of this theory for potential communication strategies.
These are:

1) Do not waste your time on a public that has a low
probability of information seeking and processing.

2) If the low-probability public is important, you might be able
to reach the people in this public through information processing. Do
not expect these people to actively seek out information.

3) When you communicate with a public that will process
rather than seek information, you need a different (i.e., more
creative and catchy) communication strategy.

4) When dealing with active publics, the organization should
not maintain a low profile. The active public will get its

information from somewhere.
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5) Changes in attitude and behavior will only occur in the
aware and active publics. "If your objective must be a change in
attitude or behavior, then concentrate on those publics with the
highest probability of having an attitude and engaging in a behavior.
If, for example, you are in fund-raising, concentrate on the people
who fit the high-involvement, problem-facing category" (J. Grunig &
Hunt, 1984, p. 159).

Once an organization determines where its publics fall on each
of the variables, it should determine its communication strategy
accordingly.. As Pavlik (1988) puts it, if the audience analysis
indicates that involvement and constraint recognition are low, then
"campaign messages should be planned to influence these levels to
achieve greater campaign success" (p. 12). Campaign objectives and
messages should be tailored to each public and should be designed to
increase low levels of involvement and decrease high levels of
constraint recognition, according to Pavlik (p. 19).

To increase levels of involvement, according to Heath and
Douglas (1990), campaign messages must "show the relevance of the
product/service/issue to the receiver's personal interests. In such
circumstances, message or issue relevant thought will likely occur;
people are likely to devote effort to detailed understanding of an
issue when it is relevant to their interests" (p. 195). Therefore, a
communication campaign designed to increase a person's level of

involvement should include messages that demonstrate how the
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public's personal interest is affected by the policy issue (Heath &
Douglas, 1990, p. 196).

Similarly, messages should be designed to reduce high levels
of constraint recognition. J. Grunig and Ipes (1983) concluded that
information in a campaign against drunken driving must show people
how they can remove their constraints before the audience will do
anything about the problem. Anderson (1986) concluded that
removing behavioral constraints will increase the chances that
people change their behavior after exposure to campaign information
against drunk driving.

After summarizing the findings from studies using the
situational theory, Pavlik (1987) concluded that a public will
become active "when constraints are removed or when a group
receives information that allows its members to act on their
existing attitudes" (p. 79). Pavlik added that such information has
been defined as "mobilizing information" by Lemert, Mitzman,
Seither, Cook, & Hackett (1977).

The situational fheory's practical implications are easily
recognized. If the communicator determines the publics are well
aware of the problem and highly involved, then they need not be made
aware of the importance of the problem. They need information that
will tell them what to do about the problem. This public could be
expected to read specialized publications dealing with the particular
issue. Since the active public is also low on constraint recognition

and believes it can make a difference, this public needs information
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that is "action-oriented." (p. 41). While the active public may seek
out specialized information, the mass media may be the best way to
reach the information processors or the latent public.

There are other practical implications. If an organization
waits for a public to become active before it addresses the problem,
then the organization is in a reactive, defensive state. If an
organization identifies that a public is aware of a problem and takes
a proactive stance, it might prevent the public from becoming active
and rallying against an organization. And, it is quite possible that if

the organization fails to communicate with the aware public, this
public will seek out information from other sources, which may or
may not be accurate. J. Grunig suggests that once a public has
entered the active stage, it will only seek information that
reinforces the decisions made earlier. Changing an active public's
attitudes will be difficult.

Attitudes, clearly, are situational. The same group of people
may hold different attitudes about different issues. Therefore,
publics are situational. Different consequences may bring about
different publics. Size is also a factor. J. Grunig suggests that a
small, well-organized group of activists may be more effective in

pushing its agenda than a public that is very large.

Conceptualizing the Current Study
The first task in the current study was to define what is

meant by "the status of women in journalism and mass
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communication programs.”" This concept could mean different things
to different people. For the purposes of this study, the concept, "the
status of women in journalism and mass communication programs"

is tied directly to the resolution to achieve parity by the year 2000.

The resolution seeks to increase the number and status of
women and minorities in journalism and mass communication
programs. As a result, this study considers situations related to the
number and status of women in journalism and mass communication
programs. Those situations include equal pay, the number of female
faculty compared to the number of female students, the number of
female administrators compared to the number of male
administrators, administrative training programs, formal mentoring
programs, and efforts to monitor the climate for women after they
are hired at AEJMC-affiliated institutions.

The first goal of this research was to determine the AEJMC
members' levels of problem recognition, constraint recognition and
involvement about the issue of the status of women in journalism
and mass communication programs. This information would indicate
the members' levels of communication activity and would provide
the baseline information for a communication campaign on this

topic.

The survey instrument
Science is a cumulative process and research should build upon

the work of others. Previous methodologies should be replicated
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where appropriate, but they also should be modified to meet
different circumstances. This study combined parts of Grunig's
(1989) and Hamilton's (1992) approaches. This study relied on the
traditional wording provided by Grunig to measure each of the three
independent variables. And, following Hamilton's example, several
items (five) were developed to measure each variable.

In his study of Sierra Club activists, J. Grunig (1989) reported
that the variables in the situational theory have been successfully
measured using single Likert-type questions. These, he wrote, have
been "developed and tested in several previous studies."

In the Sierra Club study, problem recognition was measured
by asking the following:

How often do you stop to think about each of the following
issues? Do you think about the issue often, sometimes, rarely, or
never? A list of four environmental issues was then read to the
respondent.

Constraint recognition was measured by the following:
Think of whether you could do anything that would make a
difference in the way these issues are handled. If you wanted to do
something, would your efforts make a great deal of difference, some

difference, very little difference, or no difference?

Level of involvement was measured by asking:

Tell me to what extent you see a connection between yourself,
personally, and each of these situations. There would be a

connection if you believe the issue has affected or could affect you.
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Tell me if the connection is strong, moderate, weak, or if you see no
connection.

Instead of measuring each independent variable with only one
question, other researchers have operationalized the three
independent variables by defining each with two or three items or
questions. For example, in Hamilton's (1992) study about voting
behavior in the Kansas gubernatorial race, constraint recognition
was defined as the sum of the following three items:

1) Do you feel voting takes too much of your time?

2) Is your voting location convenient for you to get to?

3) How important do you feel your vote will be in the
election?

For the variable of constraint recognition, Hamilton used a
reverse weighting with the high score representing low constraints;
the low score indicating high constraints.

In this study, Grunig's and Hamilton's approaches were
combined to measure each of the independent variables.

Problem Recognition was measured by asking the following:

First, I'm going to read you a list of situations. 1 want
you to tell me how often you stop to think about each of
these situations. Tell me if you stop to think about this

situation frequently, sometimes, rarely, or never.

How often do you think about:

Whether female faculty and administrators in
journalism and mass communication programs are paid the
same as their male counterparts
Frequently Sometimes Rarely Never
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How often do you think about:

Whether women in journalism and mass communication
programs have the same opportunities to advance as men
Frequently Sometimes Rarely Never

How often do you think about:

Whether women are equally represented at all facuity
ranks, including full professor, in journalism and mass
communication programs
Frequently Sometimes Rarely Never

How often do you think about:

The number of female administrators in journalism
and mass communication programs compared to the number
of male administrators
Frequently Sometimes Rarely Never

How often do you think about:

The number of female students in journalism and mass
communication programs compared to the number of female
professors and administrators
Frequently Sometimes Rarely Never

Constraint recognition was measured by asking:

Now, | would like for you to think of whether you
could do anything personally that would make a difference
in each of the following situations. If you wanted to do
something, would your efforts make a great deal of
difference, some difference, very little difference, or no

difference?




58

If you wanted to do something about:

Equal pay for men and women in comparable positions
in journalism and mass communication programs

How much difference would your efforts make?
A great deal Some Very little No difference

If you wanted to do something about:
Equal opportunities for advancement for both women
and men in journalism and mass communication programs
How much difference would your efforts make?
A great deal Some Very little No difference

If you wanted to do something about:

The equal representation of female faculty at all
ranks, including full professor, in journalism and mass
communication programs

How much difference would your efforts make?

A great deal Some Very little No difference

If you wanted to do something about:

The number of female administrators in journalism
and mass communication programs compared to the number
of male administrators

How much difference would your efforts make?

A great deal Some Very little No difference

If you wanted to do something about:

The number of female students compared to the
number of female faculty and administrators in journalism
and mass communication programs

How much difference would your efforts make?

A great deal Some Very little No difference

Level of involvement was measured by the following:
To what extent do you see a connection between
yourself, personally, and the following situations. There

would be a connection if you believe the issue has affected
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you or could affect you. Tell me if the connection is

strong, moderate, weak, or if you see no connection:

Do you see a connection between yourself, personally, and:

Policies calling for equal pay for women and men in
comparable positions in journalism and mass
communication programs

Is this connection:
Strong Moderate Weak No connection

Do you see a connection between yourself, personally, and:

Policies calling for equal opportunities for the
advancement of both women and men in journalism and
mass communication programs

Is this connection:
Strong Moderate Weak No connection

Do you see a connection between yourself, personally, and:
Policies calling for the equal representation of
female faculty at all ranks, including full professor, in

journalism and mass communication programs
Is this connection:
Strong Moderate Weak No connection

Do you see a connection between yourself, personally, and:

Policies calling for the increased representation of
women in administrative positions in journalism and mass
communication programs

Is this connection:
Strong Moderate Weak No connection

Do you see a connection between yourself, personally, and:
Policies calling for an increase in the number and
status of female faculty so that they can serve as role
models and mentors for the new majority of female
students in journalism and mass communication programs
Is this connection:
Strong Moderate Weak No connection
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Extending the theory

Based on the results of previous studies, the combination of
the three independent variables was expected to predict the AEJMC's
members' level of communication activity. Since the situational

theory's ability to predict communication behavior has been

repeatedly verified, future research should attempt to extend the

theory. Following Hamilton's (1992) methodology, this study sought
to extend the situational theory in three very promising areas: media
use and information sources, demographics and activism. Items
were developed to measure each of these variables and appropriate

hypotheses were formulated.

Media use/information sources

A logical extension of the situational theory is in the area of
media use and information sources. Research that determines the
media consumption and preferred information sources of the various
publics adds to the practical application of the theory. As Hamilton
(1992) asserted, "Although the situational theory has been shown to
be a powerful tool in identifying publics that will be active on given
topics, it has not been shown to be practical in locating
communication channels that can be used to reach the highly desired
active publics" (p. 133).

Hamilton (1992) further extended the theory to consider

whether the specific publics, for example, information seekers (high
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communication activity group) versus information processors (low
communication activity group), differed in their media use.

Hamilton suggested the following hypotheses regarding media
use:

Hypothesis 1: High information-seeking individuals will
display significantly higher levels of media use regarding the
specific issue under consideration.

Hypothesis 2: High information seekers will use the print
media significantly more than will information processors.

Hypothesis 3: High information seekers will interact with
others about the governor's race significantly more than will
information processors.

Hamilton measured media use by asking:

To what extent do you recall hearing/reading about
the race for governor in Kansas from the following sources:
TV news, news magazines, radio news, newspapers,
editorials, specialized publications:

every day most days every other day seldom never

Hamilton conducted the analysis of variance (ANOVA)
procedure on the communication activity groups' mean responses.
The data supported his hypotheses, suggesting that the active public
used media more than the other publics. There was limited support

for hypothesis 2. The results showed that the active information

seekers read more newspapers and editorials than the other publics,
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but that they also turned to the TV more than the information
processors (pp. 129-130).

There was also significant support for hypothesis 3. The
active information seekers talked more with others.

This study adapted and extended Hamilton's procedures
regarding information sources. The goal was to make even finer
distinctions in the information channels being used for this issue.
The following hypotheses were formulated:

Hypothesis 1: The respondents in the high communication
activity group will report that they get more information about the
status of women in journalism and mass communication programs
from all of the information sources combined more frequently than
the low communication activity group.

Hypothesis 2: The high communication activity group will
report significantly higher levels of mass media use regarding this
issue.

Hypothesis 3: The high communication activity group will
use the print mass media significantly more than the low activity
group.

Hypothesis 4: The high communication activity group will
use the more specialized print media, i.e., higher education
publications and AEJMC publications, significantly more than the
low activity group.

Hypothesis 5: The high communication activity group will

report that they get information about this issue from AEJMC
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conventions and other professional meetings significantly more than
the low activity group.

Hypothesis 6: The respondents in the high communication
activity group will report that they interact with others more about
this issue than the low activity group.

Information sources was measured by adapting Hamilton's
model to read:

To what extent do you recall hearing/reading about
the issue of women's advancement in journalism and mass
communication from the following sources:

TV news, radio news, magazines, newspapers, higher
education publications, AEJMC publications, AEJMC national
convention, AEJMC regional convention, other professional
meetings

Frequently [5], often [4], sometimes [3], rarely [2], never [1]

The respondents also were asked to respond to an open-ended
question about information sources. They were asked to specify any
other sources from which they had received information about the

status of women in journalism and mass communication programs.

Demographics
Marketing researchers have long segmented audiences by

demographic variables. If demographic variables could be used in

conjunction with the situational theory variables, the ability to

segment publics might be even more precise. While recent research
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(Hamilton 1992) has supported the feasibility of using demographic
variables in conjunction with the independent variables, other
research has provided mixed results. For example, J. Grunig (1983)
was interested in determining if environmental publics could be
identified from demographic variables, environmental activities, and
broader attitude variables. He used discriminant analysis to try to
differentiate between the two. He found limited support for using
demographic variables as predictors of communication behavior.
However, he conceded, "the fact that there are some demographic
similarities among individuals in different publics means there is
some value in examining the discriminant functions to make it |
easier for an environmental communicator to locate these publics"
(p. 38).

He added: "Publics characterized by behavior similarities
cannot be identified by demographic indicators and personal
activities or attitudes, although these variables did help to describe
each public and to tie them to previous environmental research” (p.
41).

Hamilton (1992), however, found "a strong relationship"”
between standard demographic characteristics and the situational
variables. This suggested that researchers might be able to fine-
tune the audience segmentation process to include a combination of
demographic variables and the situational variables.

Hamilton (1992) considered whether the demographic variables

of age, income and education could be used in conjunction with the




situational variables to identify which channels the different

publics would prefer.

He posed the following research questions:

Question 1: Do publics defined by demographic
characteristics differ in levels of communication activity as
defined by situational theory?

Question 2: Do publics defined by demographic
characteristics differ in their media use?

Hamilton (1992) used the chi-square procedure to analyze the
distributions of respondents using the demographic variables in
conjunction with the situational variables of communication
activity. The results showed significant differences. Hamilton
concluded that the demographic categories strongly overlapped the
situational variables for this specific issue (the Kansas
gubernatorial race).

Regarding the second question, Hamilton used the ANOVA
procedure to compare the mean use of the various information
sources by each demographic category. The results showed that
media use did significantly differ by the three demographic
categories. He found that the younger public reported lower levels
of newspaper usage; and that media use increased as education level
increased, with the exception of TV news. Television news was
used regularly by all respondents. Additionally, media use increased

with level of income.
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Since support for the demographic variables has been mixed,
further research was needed in this area. It was not known whether
Hamilton's results are specific to the particular issue, a
gubernatorial election, or if similar results would occur for other
publics and other issues. Moreover, certain demographic variables
are potentially very important for the issue of women's advancement
in journalism and mass communication programs. The literature
suggests that the demographic variables of gender, age, race, and
rank in the organization may well influence the perceptions the
AEJMC members hold about the issue of women's advancement.

Since Hamilton found support for his research questions, they
were formulated in terms of hypotheses in this study.

Hypothesis 7: Publics defined by demographic
characteristics differ in levels of communication activity as
defined by situational theory.

Since there are a multitude of "demographic characteristics"
to consider, it is necessary to specify the particular demographic
variables considered in this study. The specific variables
considered in this study are stated in terms of the following sub-
hypotheses:

7a: Respondents in different age categories will report
significantly different levels of communication activity.

7b: Respondents of different races will report significantly

different levels of communication activity.
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7c: Respondents at different organizational ranks will report
significantly different levels of communication activity.

7d. Respondents who are tenured will report significantly
different levels of communication activity than those who are not
tenured.

7e. Female respondents will report significantly different
levels of communication activity than male respondents.

Based on the literature review, the researcher believed that
the combination of certain demographic variables might be
particularly significant for this issue. Consequently, the
demographic variables of gender and rank and gender and age were
combined to test the following sub-hypotheses:

7f: Men and women at different organizational ranks will
report significantly different levels of communication activity.

79: Men and women of different ages will report significantly
different levels of communication activity.

The next hypothesis was formulated to identify which channels
the different publics, as defined by specific demographic
characteristics, would prefer.

Hypothesis 8: Publics defined by demographic
characteristics differ in their use of information sources. The four
demographic variables of age, organizational rank, tenure, and
gender were hypothesized to significantly influence the selection of

information channels for this issue. These were cast as the

following sub-hypotheses.
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8a: Respondents in different age categories will differ
significantly in their use of information sources.

8b: Respondents at different organizational ranks will differ
significantly in their use of information sources.

8c. Respondents who are tenured will differ significantly in
their use of information sources from those who are not tenured.

8d. Female respondents will differ significantly in their use
of information sources from the male respondents.

To get the data needed to test these hypotheses, the AEJMC
members were asked to respond to the following demographic

information:

Please stop me when | get to the category for your age:
25-30 '31-35 36-40 41-45 46-50 51-55
56-60 61-65 over 65

Please stop me when | get to the category for your race:

African American Asian Caucasian Hispanic Other

Please stop me when | get to the category for your
academic rank:
Graduate Student Adjunct/Part-time Lecturer Instructor
Assistant Professor Associate Professor Professor Administrator
Note: If you are, for example, an associate professor and a

department head, you would be in the "administrator” category.
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Are you tenured? yes no

Are you tenure track? yes no

The respondent is: male female
Activism

J. Grunig has led the effort to extend the situational theory to
predict who will become activists. J. Grunig's research suggests
that members of active publics are most likely to join activist
groups. The Sierra Club study sought to extend the situational
theory to predict whether members of some publics would be more
likely to join activist groups than others. Grunig has measured
activism by asking the respondent how willing he/she would be to
support specific activities. One would expect a strong correlation
between active publics and their willingness to organize to do
something about the problem. These findings suggested the
following hypotheses for this study:

Hypothesis 9: Members of the high communication activity
public, as defined by situational theory, will report a greater
willingness to support activities that would improve the number and
status of women at their institution.

To test the hypothesis on activism, the survey respondents

were asked to indicate how likely they would be to support (very
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likely, likely, not very likely, or would not support) the following
activities at their institution:

Filling faculty openings with qualified female
candidates

Filling administrative positions with qualified female
candidates

Incentive programs to promote women faculty

Administrative training programs for women

Formal mentoring programs for women

Organizational assessments evaluating the
institution's commitment to affirmative action programs

Monitoring the climate for women after they are hired
at the institution

These combined responses provided a measure of activism.

While hypothesis 9 served as a basic test of the situational
theory's ability to predict activism, the final hypothesis explored
the role of specific demographic variables in the communication and
activism relationship.

Hypothesis 10: Publics defined by demographic
characteristics will differ in their levels of activism on the issue
of women's advancement in journalism and mass communication
programs.

| After the items designed to test the hypotheses were created,

the survey was revised several times. A doctoral-level research
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methods class served as the pretest for the study. The survey

totaled four pages in its final form. (See Appendix A.)

The sample

Once the survey had been developed to measure the levels of
communication activity and to test the hypotheses, the sample was
drawn. The population for this study was the AEJMC membership, as
listed in the 1992 AEJMC directory. According to AEJMC
representative Pamella Dorn, the directory is the most
comprehensive and timely list of organizational members available.
A preliminary review of the directory indicated that the majority of
the members' organizational rank (i.e., graduate student, adjunct,
associate professor, etc.) and contact information (i.e., home and
office telephone numbers) appears after the member's name.

The total AEJMC population is approximately 2800.
Approximately 2400 of these are active, faculty (including adjuncts
and part-time) and graduate students in the United States. The
remaining are retired members and international members. This
study did not include the retired members or the international
members. Since the methodology was a telephone survey, the
international members were not included because of the cost.
However, calls were made to Hawaii and Alaska.

A stratified random sample was chosen for three reasons.
First, gender is considered the problematic. One would expect

significant differences between the responses of men and women.
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Second, one might expect there to be different levels of
involvement, constraint recognition, and problem recognition at
different organizational levels. Third, one of the goals of this study
was to confirm or reject the utility of using demographic variables
in conjunction with the situational variables to segment specific
publics.

One of the ways to draw the stratified random sample is to use
a uniform sampling fraction. This means that the strata sample size
is made proportional to the strata population size. This is called a
proportionate stratification (Kalton, 1983). In order to achieve this,
the 1992 AEJMC directory was coded according to organizational
rank and gender and each member was assigned to one of the
following categories:

Female graduate student; male graduate student; female
lecturer; male lecturer; female instructor; male instructor;
female assistant professor; male assistant professor; female
associate professor; male associate professor; female professor;
male professor; female administrator; male administrator

This was done by highlighting the 1991-92 AEJMC directory
with different colors. Each color represented a different category.
For example, female graduate students were highlighted in green;
male graduate students in yellow, and so on. Once the entire
directory had been coded and each member assigned to the
appropriate category, the researcher counted the total number

falling into each category.
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The number falling into each category in the population was as
follows: male administrators (279); female administrators (75);
male professors (254); female professors (40); male associate
professors (237); female associate professors (118); male
assistant professors (226); female assistant professors (178);
male instructors (44); female instructors (28); male lecturers
(19); female lecturers (4); méle adjuncts and part-time (14);
female adjuncts and part-time (4); male graduate students (79);
and female graduate students (60). |

The researcher was able to account for approximately 75 of
the survey population in this fashion. The remaining 25 percent was
a problem. Falling into this 25 percent group were 1) names that
could not be easily distinguished as male or female; 2) names that
did not carry an accompanying organizational rank; and 3) names that
did not carry a telephone number. Twenty-five percent of the
population was deemed too important to simply throw out, so the
decision was made to also sample proportionately from this group.

The sample was drawn proportional to each of the categories.
Since the total number of completed surveys needed was 400, 300
completions were needed from the 75 percent of the sample that had
all of the information given, and 100 completions were needed from
the 25 percent of the survey that was a problem.

To draw the 300 names from the population that had been
identified by gender, rank, and contact number, the following steps

were taken:
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1) The sum of men and women falling into each of the
categories was calculated. For example, the total number of known
men (279) and women (75) administrators was 354.

2) The sum for each category was then divided by the known
population number (2221). This provided the proportional
representation. For example, to get the number of administrators
needed, 354 was divided by 2221. The percentage of administrators
was approximately 16 percent. That meant that 16 percent of the

sample should be administrators. The number of administrators in

~ the known sample, then, should be approximately 64.

3) The next step was to determine the number of men and
women needed in each category. To get the percentage of men to
women, the number of women counted in each category was divided
by the known population total. For example, there were 75 women
identified as administrators. This was divided by the total number
of administrators (354). The percentage of female administrators in
the sample of administrators, then, should be approximately 21
percent. The percentage of women needed in the sample for each
category was then multiplied by the total number needed in the
sample. For example, to get the number of female and male
administrators needed, the percentage of women (21.1) was
multiplied by the total number needed (64). This yielded a figure of
13.59. This number was rounded up to include at least 14 women in
administrative positions in the sample, while 50 men in

administrative positions were included. This last figure was




arrived at by subtracting the number of women from the total needed
in the sample (64-14=50).

These steps were calculated for each of the categories and

75 percent of the needed sample or 300 people were identified in
this way. Seventy-five percent of the sample was composed of the
following:

Male administrators (50); female administrators (14); male
professors (45); female professors (7); male associate professors
43; female associate professors (21); male assistant professors
(40); female assistant professors (32); male instructors (7);
female instructors (5); male lecturers (5); female lecturers (3);
male adjuncts and part-time (3); female adjuncts and part-time (1);
male graduate students (14); and female graduate students (10).

A random sampling method was used to draw names from each
of the categories. A table of random numbers was used to identify
starting points and sampling intervals. For each category, the first
person falling into the category desired who appeared on or after the
starting page was selected. Then, the remaining number of people
needed for each category was chosen based on the random interval
selected. Lists of names and contact numbers were made for each
category. To compensate for non-response, the number of names
drawn for each category was doubled.

The remaining 25 percent of the population also was randomly
sampled. This introduced an unknown element into the sampling

technique because the researcher did not know how many people this
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would add to each of the categories. In the case of ambiguous
names, with regard to gender, the researcher did not know in which
category the participant would fall. There was the same uncertainty
for the names that did not carry the accompanying organizational
rank.

The names that did not provide telephone numbers presented
another problem. This introduced an extra step into the research
process. Since the majority of the telephone calls were made during
the evening, the participant's home telephone was needed. So, the
telephone service information in the participant's home town was
contacted. This proved to be quite successful because enough of the
names were listed to make the needed completions in this category.

As with the known population, the table of random numbers
was used to determine the starting point and sampling interval for
this "unknown" group. A total of 100 completions were needed from
this category. To compensate for non-response, approximately 200
names were drawn from this group.

The decision was made to make three attempts to contact each
selected participant. If a selected respondent refused to participate
or could not be reached after at ieast three attempts, a new

participant's name from the same category was then substituted.

Conducting the survey

The telephone survey is the research technique most often

used with Grunig's situational theory, and it was particularly well
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suited for this study since the survey instrument was a relatively
short one. Completion time was approximately ten minutes.
Moreover, a telephone survey is often preferable because of the poor
response rates associated with mail surveys. There are, of course,
drawbacks to the telephone survey. Completing 400 telephone
surveys was expensive, required volunteer support, and was time

consuming.

Timeframe and volunteers

The first calls were made during the week of March 22, 1993.
One of the researcher's family members arranged for two of his
professional support staff to make telephone calls from his place of
business. The support staff personnel were college graduates
working at a medium-sized law firm in Norton, Virginia. The
researcher trained the personnel and supervised the calling. Fifty
interviews were completed during this week.

To complete the remaining 350 interviews, the researcher
secured the telephone bank located in the office of development at
the University of Tennessee, at Knoxville. The telephone bank has 26
phones. A fellow graduate student offered to have the students in
her research methods class conduct the interviews as a class
project. Since the total number of students in the class was 49, the

students were divided into two groups. One group signed up to make

calls on April 14; the second group made calls on April 15.
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The researcher went into the research methods class on April
12 to talk with the students about the research. They were given
copies of the survey instrument at that time and asked to
familiarize themselves with the content of the survey. The
researcher talked with the students about the background for the
research and what led to this particular survey. |

Each night a training session was held from 5:30 p.m. to 6 p.m.
for the students. The researcher went over the survey with the
students and answered any questions they had. Calls were made
each night from 6 p.m. to 9 p.m. On the first night, there were 141
completions. The second night there were 108 completions. |

Since the goal of 400 completed surveys had not been reached,
the researcher again secured the development office for the evening
of April 27. This was the next available opening. Volunteers were
then recruited out of the researcher's introduction to mass
communication class. Seventeen students volunteered. Following
the same procedure as before, the students were trained prior to
data collection. Calls were made from 6 p.m. to 9:15 p.m. A total of

402 surveys were completed.

Data entry and statistical programming

The data were entered and analyzed using the Statistical
Package for the Social Sciences (SPSS) computer program. The

survey items were coded and assigned numerical values.
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For each question on problem recognition a participant who
responded "frequently" was given a value of 4; “"sometimes," a 3;
"rarely," a 2; and "never," a 1. (See Figure 1 for the set of questions
on problem recognition.)*

Following Hamilton's (1992) methodology the five questions
- designed to measure problem recognition were then added together
to provide a single measure of problem recognition. Once the sum of
these items had been calculated, the mean and the standard
deviation were computed. Respondents were ranked as high in
problem recognition if they fell one standard deviation above the
mean. The high group was assigned a value of 3. Respondents were
categorized as moderate in problem recognition if they were within
1 standard deviation above or below the mean. The moderate group
was assigned a value of 2. Respondents were ranked as low in
problem recognition if they fell one standard deviation below the
mean. The low group was assigned a value of 1.

For each question measuring constraint recognition, a
participant who responded “a great deal" was given a value of 4,
"some," a 3; '"very little," a 2; and "no difference,” a 1. (See Figure 2
for the set of questions on constraint recognition.)

These five items designed to measure constraint recognition
were then added together to provide a single measure of constraint

recognition. Then the mean and the standard deviation were

*All of the figures and tables are in the appendix.



computed. The variable of constraint recognition needed to be

treated differently, since a high score indicated low constraints.
That is, the people who said they could make a great deal of
difference (4) or some difference (3) had high scores, but low
constraint recognition. So, the ranking was reversed when these
items were added together. Respondents were ranked as high in
constraint recognition if they fell one standard deviation below the
mean. They were assigned a value of 1. Respondents were ranked as
moderate in constraint recognition if they were within 1 standard
deviation above or below the mean. They were assigned a value of 2.
Respondents were categorized as low in constraint recognition if
they fell one standard deviation above the mean. They were
assigned a value of 3.

For each question measuring involvement, a participant who
responded "strong" was given a value of 4, "moderate," a 3; "weak,"
a 2; and "no connection" a 1. (See Figure 3 for the set of questions
on level of involvement.)

These five items were then added together to provide a single
measure of involvement. Then the mean and the standard deviation
were computed. Respondents were ranked as high in involvement if
they fell one standard deviation above the mean. This group was
assigned a value of 3. Respondents were ranked as moderate in
involvement if they were within 1 standard deviation above or below

the mean. This group was assigned a value of 2. Respondents were
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ranked as low in involvement if they fell one standard deviation
below the mean. This group was assigned a value of 1.

According to the situational theory, the combination of the
three independent variables predicts communication activity.
Following Hamilton's methodology, the scores of each of the three
independent variables were then added together to provide a total
measure of communication activity. The minimum possible value
was 3; the maximum possible value was 9. For example, the
respondent who had been assigned a value of 3 on all three items had

a total communication activity score of 9. That meant that this

| person was more than one standard deviation above the mean on

problem recognition and had been assigned a value of 3; was less
than one standard deviation below the mean on constraint
recognition and had been assigned a value of 3; and was more than
one standard deviation above the mean on involvement and had been
assigned a value of 3. At the other end of the continuum, a person
who received a total score of communication activity of 3 had been
assigned a value of 1 for each of the three variables.

Once the total communication activity score was determined, a
mean and standard deviation were again calculated and the
respondents were assigned to one of three groups. Those falling one
standard deviation above the mean were ranked as "high" in
communication activity; those falling within one standard deviation
of the mean were ranked as "moderate" in communication activity;

and those falling one standard deviation below the mean were "low"
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in communication activity. According to situational theory, the
respondents falling in the high communication activity group are
considered information seekers; those falling in the low
communication activity group are considered information
processors.

The groups were divided into three levels of communication
activity based on Hamilton's 1989 and 1992 studies. The results of
these studies suggested that a three-way split provided a more
sensitive measure of the situational theory than did a median split
(Hamilton, 1992, p. 128). The three-way split is a much more
sensitive measure than the median split because it allows the
researcher to say with much more certainty that there are high and
low groups.

Once the situational theory variables had been computed to

indicate communication activity, the hypotheses were tested.

Hypothesis testing
Hypothesis 1: The respondents in the high communication

activity group will report that they get more information about the
status of women in journalism and mass communication programs
from all of the information sources combined more frequently than
the low communication activity group.

To test the first hypothesis, an "overall information sources"
score was calculated by combining the responses to each of the

questions about information sources. (See Figure 4 for the list of
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information sources.) The possible responses ranged, on a five point
scale, from frequently to never. Then a mean and standard deviation
were calculated. Those respondents falling one standard deviation
above the mean were ranked as high in overall information sources;
those falling within one standard deviation of the mean were ranked
as moderate in overall information sources; those falling one
standard deviation below the mean were ranked as low in overall
information sources. The ANOVA procedure was conducted to test
for differences in the groups' means.

Hypothesis 2: The high communication activity group will
report significantly higher levels of mass media use regarding this
issue.

To test the second hypothesis, a mass media variable was
computed by combining the responses to the television, radio,
magazine and newspaper items. Once the total mass media use was
calculated, the mean and standard deviation were computed. Those
falling one standard deviation above the mean were ranked as high in
mass media use; those falling within one standard deviation of the
mean were ranked as moderate in mass media use; those falling one
standard deviation below the mean were ranked as low in mass
media use. The ANOVA procedure was conducted to test for
differences in the groups' means.

Hypothesis 3: The high communication activity group will

use the print mass media significantly more than the low activity

group.
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To test the third hypothesis, the items constituting the print
mass media, newspapers and magazines, were combined. Once a
total score for print mass media was calculated, the mean and
standard deviation were calculated. Those falling one standard
deviation above the mean were ranked as high in print mass media
use; those falling within one standard deviation of the mean were
ranked as moderate in print mass media use; those falling one
standard deviation below the mean were ranked as low in print mass
media use. The ANOVA procedure was conducted to test for
differences in the groups' means.

Hypothesis 4: The high communication activity group will
use the more specialized print media, i.e., higher education
publications and AEJMC publications, significantly more than the
low activity group.

To test the fourth hypothesis, the specialized print media
were broken out from the overall information sources group. The
higher education publications and AEJMC publications items were
combined. Then, the mean and standard deviation were calculated
for this variable. Those falling one standard deviation above the
mean were ranked as high in specialized print media use; those
falling within one standard deviation of the mean were ranked as
moderate in specialized print media use; those falling one standard
deviation below the mean were ranked as low in specialized print

media use. The ANOVA procedure was conducted to test for

differences in the groups' means.
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Hypothesis 5: The high communication activity group will
report that they get information about this issue from AEJMC
conventions and other professional meetings significantly more than
the low activity group.

To test the fifth hypothesis, three items were combined. The
AEJMC national and regional conventions and other professional
meetings were combined to make a variable called professional
meetings. Once summed, the mean and standard deviation were
calculated for this variable. Those falling one standard deviation
above the mean were ranked as high in the amount of information
obtained at professional meetings; those falling within one
standard deviation of the mean were ranked as moderate in the
amount of information obtained at professional meetings; those
falling one standard deviation below the mean were ranked as low in
information obtained at professional meetings. The ANOVA
procedure was conducted to test for differences in the groups'
means.

Hypothesis 6: The respondents in the high communication
activity group will report that they interact with others more about
this issue than the low activity group.

The role of interpersonal communication in increasing
communication activity, as defined by the situational theory, has not
been fully explored. Hamilton (1992) asked the respondents in his
survey about the Kansas gubernatorial race to indicate the extent to

which they talked to others about the election.
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This study took a different approach to assess the role of
interpersonal communication. After the list of information sources
was read to the respondents, they were asked to specify any other
sources from which they had received information about the status
of women in academe. These open-ended responses were then coded
and an interpersonal communication item was defined as one of the
coding categories. A response was coded as interpersonal if the
participant said, for example, that s/he "talked with colleagues" or
"heard about it from my wife."

The chi square procedure was run to see if the respondents in
the high communication activity group reported that they used
interpersonal sources more than the low communication activity
group.

Hypothesis 7: Publics defined by demographic
characteristics differ in levels of communication activity as
defined by situational theory.

7a: Respondents in different age categories will report
significantly different levels of communication activity.

7b: Respondents of different races will report significantly
different levels of communication activity.

7c: Respondents at different organizational ranks will report
significantly different levels of communication activity.

7d. Respondents who are tenured will report significantly
different levels of communication activity than those who are not

tenured.
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7e. Female respondents will report significantly different
levels of communication activity than male respondents.
7f: Men and women at different organizational ranks will

report significantly different levels of communication activity.

7g: Men and women of different ages will report significantly

different levels of communication activity.

To test hypothesis 7, the chi-square procedure was used to
analyze the distribution of respondents falling in each demographic
category by communication activity.

Hypothesis 8: Publics defined by demographic
characteristics differ in their use of information sources.

8a: Respondents in different age categories will differ
significantly in their use of information sources.

8b: Respondents at different organizational ranks will differ
significantly in their use of information sources.

8c. Respondents who are tenured will differ significantly in
their use of information sources from those who are not tenured.

8d. Female respondents will differ significantly in their use
of information sources from the male respondents.

To test hypothesis 8, ANOVAs were run to compare the mean
use of the various media channels by each demographic category.

The remaining hypotheses explored the situational theory's
ability to predict who would be willing to support activities that
would increase the number and status of women in journalism and

mass communication programs. Previous studies have suggested
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that, for a specific issue, the high communication activity group, as
defined by the situational theory, would be more likely to engage in
activist activities. Since a call to activism is at the heart of the
resolution to achieve parity in journalism and mass communication
programs by the year 2000, this study was particularly well suited
to once again test the hypothesis that the situational theory can
predict who will become activists.

The first hypothesis in this area tested the basic premise that
the situational theory can predict which public would be more
willing to support activities that would improve the number and
status of women in journalism and mass communication programs.

Hypothesis 9: Members of the high communication activity
public will report a greater willingness to support activities that
would improve the number and status of women at their institution.

The first step in testing hypothesis 9 was to collapse the
items on the survey designed to measure activism into one variable.
This was done by adding the questions together. (See Figure 5 for
the items measuring activism.) Then, to assign the respondents to
the high, moderate or low categories of activism, the mean and
standard deviation were computed. Those falling one standard
deviation above the mean were put in the high group; those falling
one standard deviation above or below the mean were put in the
moderate group; and those falling one standard deviation below the
mean were put in the low group. Then the ANOVA procedure was run

to see if there were significant differences in the groups’' means.
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The final hypothesis considered the influence of specific
demographic variables in the communication and activism
relationship.

Hypothesis 10: Publics defined by demographic
characteristics will differ in their levels of activism on the issue
of women's advancement in journalism and mass communication
programs.

To test this hypothesis, the chi square procedure was run to
see if there were significant differences between the high and low
activist groups, as defined by selected demographic variables. The
results of these hypotheses tests and the frequency reports on the
situational variables and levels of communication activity are

presented in the following chapter.
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CHAPTER 4

RESULTS

The first step in analyzing this data was to combine each of
the five items on the survey that were designed to provide a
measure of each of the situational variables. For each question on
problem recognition, a participant who responded "frequently" was
given a value of 4; "sometimes,” a 3; ‘"rarely,” a 2; and "never," a 1.
The five questions designed to measure problem recognition were
added together to provide a single measure of problem recognition.
(See Figure 1.) Once the sum of these items had been calculated, the
mean and the standard deviation were computed. The mean for
problem recognition was 3.06; the standard deviation was .62

Respondents were ranked as high in problem recognition if
their mean response to the questions on problem recognition was
greater than 3.68. These people were assigned a value of 3.
Respondents who were within 1 standard deviation above or below
the mean were considered moderate in problem recognition. This
group fell between 2.44 and 3.68. They were assigned a value of 2.
Respondents who fell one standard deviation below the mean, or
below 2.44, were considered low in problem recognition. They were
assigned a value of 1. Approximately 18 percent of the sample fell
into the high problem recognition category; 63 percent of the

sample fell into the moderate group; and 18.4 percent of the sample
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respondents were ranked as low in problem recognition. (See Table
1 for the percentage of people in each group for each of the
situational variables.)

For each question measuring involvement, a participant who
responded "strong" was given a value of 4; "moderate," a 3; "weak,"
a 2; and "no connection" a 1. (See Figure 3 for the questions
measuring involvement.) These five items were then added together
to provide a single measure of involvement. The mean was 2.89 and
the standard deviation was .79. Respondents were ranked as high in
involvement if they fell one standard deviation above the mean or
greater than 3.68. This group was assigned a value of 3.
Respondents were categorized as moderate in involvement if their
mean scores were greater than or equal to 2.10 and less than or
equal to 3.68. This group was assigned a value of 2. Respondents
were categorized as low in involvement if they were less than 2.10.
This group was assigned a value of 1. Approximately 20 percent of
this sample were in the high involvement category; 64 percent were
moderate in level of involvement; and 16 percent of the sample
were in the low involvement category. (See Table 1 for the
percentage of people in each group for each of the situational
variables.)

For each question measuring constraint recognition, a
participant who responded "a great deal" was given a value of 4;
"some," a 3; ‘"very little," a 2; and "no difference," a 1. The five

items designed to measure constraint recognition were then added
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together to provide a single measure of constraint recognition. (See
Figure 2 for the items measuring constraint recognition.) Next, the
mean and the standard deviation were computed. The mean for
constraint recognition was 2.48; the standard deviation was .59.
(See Table 1 for the percentage of people in each group for each of
the situational variables.)

The variable of constraint recognition was treated differently,
since a high score indicated low constraints. That is, the people
who said they could make a difference had high scores, but low
constraint recognition. So, the ranking was reversed when these
items were added together. Respondents were ranked as high in
constraint recognition (they did not think they could make a
difference) if they fell one standard deviation below the mean or
less than 1.89. These people were assigned a value of 1. The people
who fell within 1 standard deviation above or below the mean, or
between 1.89 and 3.07, were ranked as moderate in constraint
recognition. They were given a value of 2. The people who fell one
standard deviation above the mean, or greater than 3.07, were
considered low in constraint recognition (they believed they could
make a difference). They were assigned a value of 3. This yielded
the following percentages: 13.2 percent of the respondents were
high in constraint recognition; 74.9 percent were moderate in

constraint recognition; and 11.9 percent had low constraint

recognition.
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Constraint recognition was coded in this way because the next
step in the data analysis was to combine the three independent
variables to create a measure of communication activity. Past
studies suggested that people who were high in communication
activity would be high in problem recognition, high in level of
involvement, and low in constraint recognition. Therefore, it was
necessary to assign high numerical values to people who were high
in problem recognition and level of involvement, but low in
constraint recognition.

The rankings of each of the three situational theory variables
were then added together to provide a total measure of
communication activity. The minimum possible value was 3; the
maximum possible value was 9. The respondent who received a
ranking of 3 on all three items had a total communication activity
score of 9. That meant that this person was more than one standard
deviation above the mean on problem recognition and was given a
ranking of 3; was more than one standard deviation above the mean
on constraint recognition and was given a ranking of 3; and was more
than one standard deviation above the mean on involvement and was
given a ranking of 3. A person who received a total score of 3 for
communication activity had been assigned a value of 1 for each of
the three variables.

Once the total communication activity score was determined, a
mean and standard deviation were again calculated and the

respondents were assigned to one of three groups. Those falling one
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standard deviation above the mean or greater than 7.04 were ranked
as "high" in communication activity; those falling within one
standard deviation of the mean, or between 5.06 and 7.04, were
ranked as "moderate" in communication activity; and those falling
one standard deviation below the mean, or below 5.06, were "low" in
communication activity. Approximately 12 percent of the
respondents were defined as high in communication activity; 60
percent were moderate; and 29 percent were categorized as low in
communication activity. 4

According to the situational theory, the respondents falling in
the high communication activity group are considered information
seekers. These people are high in problem recognition, low in
constraint recognition, and high in involvement. Those falling in the
low communication activity group are considered information
processors.

Once the respondents had been assigned to the high and low
communication activity groups, the hypotheses were tested.

Hypothesis 1: The respondents in the high communication
activity group will report that they get more information about the
status of women in journalism and mass communication programs
from all of the information sources combined more frequently than
the low communication activity group.

The first hypothesis was tested by creating an “"overall
information sources" variable. This variable was created by

combining the responses to each of the questions about information
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sources. This question asked the survey participants to indicate
how frequently they received information from a variety of sources,
including television, radio, newspapers, magazines, higher education
publications, AEJMC conventions, and other professional meetings.
Once the items had been combined, the mean and standard deviation
were calculated. The mean value for the overall information sources
variable was 2.88; the standard deviation was .62. This enabled the
researcher to categorize the respondents into one of three groups,
high overall information sources, moderate information sources, and
low information sources.

Those respondents falling one standard deviation above the
mean, or greater than 3.50, were ranked as high in their use of
overall information sources; those falling within one standard
deviation of the mean, or between 2.26 and 3.50, were ranked as
moderate in overall information sources; those falling one standard
deviation below the mean, or less than 2.21, were ranked as low in
overall information sources. As a result of this ranking procedure,
17.4 percent of the sample fell into the low overall information
sources group; 67.4 percent were ranked as moderate in their use of
overall information sources; and 15.2 percent were ranked as high
in their use of overall information sources. (See Table 2 for the
comparison of channel use by each level of communication activity.)

The ANOVA procedure was conducted to test for differences in

the groups' means. The results were statistically significant. The p

value was .003. Since the results of the ANOVA were significant,
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the next step was to determine if the differences were indeed
between the high and low groups as hypothesized. Scheffe's post hoc
test was run. These results indicated that the difference was
between the high and low groups and in the direction predicted.

Thus, it can be concluded that the respondents in the high
communication activity group reported that their use of all the
information sources combined on the status of women in academe
was significantly greatér than the low communication activity
group.

Finding support for the situational theory in hypothesis 1
helped to verify the situational theory's predictive ability. The
following hypotheses (z through 6), however, were written with the
goal of extending the situational theory by adapting Hamilton's
(1992) methodology. As hypothesis 1 and other studies have
confirmed, the situational theory can predict communication
activity. However, which communication channels were preferred by
the high communication activity group was unknown at the time of
this study. These hypotheses were written with the goal of
extending the theory by segmenting the high communication activity
public by its media use.

Hypothesis 2: The high communication activity group will
report significantly higher levels of mass media use regarding this
issue.

To test the second hypothesis, a mass media variable was

computed by combining the responses to the television, radio,
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magazine and newspaper items. Once the total mass media use was
calculated, the mean and standard deviation were computed. Those
falling one standard deviation above the mean, or greater than 3.08,
were ranked as high in mass media use; those falling within one
standard deviation of the mean, or between 1.66 and 3.08, were
ranked as moderate in mass media use; those falling one standard
deviation below the mean, or below 1.66, were ranked as low in
mass media use. As a result of this ranking, 14.2 percent of the
respondents were in the low mass media group; 71.6 percent were
in the moderate mass media group; and 14.2 percent were in the
high mass media group. To test for differences in the groups' means.
the ANOVA procedure was conducted. The results were not
statistically significant at the .05 level. The p value was .123. (See
Table 2 for the comparison of channel use by each level of
communication activity.)

It can be concluded, then, that the high communication activity
group did not use the mass media significantly more than the low
communication activity group for this particular issue.

The third hypothesis sought to further refine the situational
theory by segmenting the mass media variable by its print
component. The assumption supporting the third hypothesis was
that people in the high communication activity group would be more
likely to read about the issue of women's advancement in academe in
mass newspapers and magazines than the low communication

activity group. The traditional assumption is that reading is a more
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active endeavor than is watching TV or listening to the radio. This
hypothesis read:

Hypothesis 3: The high communication activity group will
use the print mass media significantly more than the low activity
group.

To test the third hypothesis, the items constituting the print
mass media, newspapers and magazines, were combined. Once a
total score for print mass media was determined, the mean and
standard deviation were calculated. The mean was 2.84; the
standard deviation was .91. Those falling one standard deviation
above the mean, or greater than 3.75, were ranked as high in print
mass media use; those falling within one standard deviation of the
mean, or between 1.93 and 3.75, were ranked as moderate in print
mass media use; those falling one standard deviation below the
mean, or less than 1.93 were ranked as low in print mass media use.

The ANOVA procedure was conducted to test for differences in
the groups' means. The results were not significant at the .05 level.
The p value was .135, which suggested that the high communication
activity group did not use the print mass media significantly more
than the low communication activity group for the issue of women's
advancement in academe. (See Table 2 for the comparison of channel
use by each level of communication activity.)

The fourth hypothesis tested the same assumption as the third,

but considered the respondents' use of the more specialized print
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media, like higher education publications and AEJMC publications.
The fourth hypothesis read:

Hypothesis 4: The high communication activity group will
use the more specialized print media, i.e., higher education
publications and AEJMC publications, significantly more than the
low activity group.

To test the fourth hypothesis, the specialized print media
were broken out from the overall information sources group. The
higher education publications and AEJMC publications items were
combined to create the new variable. Then, the mean and standard
deviation were calculated for this variable. The mean for the highef
education publications was 3.77; the standard deviation was .92.
Those falling one standard deviation above the mean, or greater than
4.69 were ranked as high in specialized print media use; those
falling within one standard deviation of the mean, or between 2.85
and 4.69, were ranked as moderate in specialized print media use;
those falling one standard deviation below the mean, or less than
2.85, were ranked as low in specialized print media use. The ANOVA
procedure was conducted to test for differences in the groups'
means. The results were not statistically significant. The p value
was .89, which suggested that the high communication activity
group did not use the specialized publications more frequently than
the low communication activity group. (See Table 2 for the

comparison of channel use by each level of communication activity.)
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In considering the possible information sources for the issue
of women's status in academe, it was clear that the mass media and
specialized print channels were only part of the sources available.
This issue has been on the agenda at AEJMC conventions for several
years. So, it was quite possible that a member of AEJMC had
received some information from this source. Other professional
societies, like the Speech Communication Association (SCA), also
have discussed this issue at their conventions. The question was
whether the high communication activity group used this source
more than the other groups. The following hypothesis was
formulated to answer this question:

Hypothesis 5: The high communication activity group will
report that they get information about this issue from AEJMC
conventions and other professional meetings significantly more than
the low activity group.

Three items on the survey were combined to test this
hypothesis. The AEJMC national and regional conventions and other
professional meetings were combined to make a variable called
professional meetings. Once summed, the mean and standard
deviation were calculated for this variable. The mean was 3.01; the
standard deviation was .98. Those falling one standard deviation
above the mean, or 3.99, were ranked as high in the amount of
information obtained at professional meetings; those falling within
one standard deviation of the mean, or between 2.03 and 3.99, were

ranked as moderate in the amount of information obtained at
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professional meetings; those falling one standard deviation below
the mean, or less than 2.03, were ranked as low in information
obtained at professional meetings. (See Table 2 for the comparison
of channel use by each level of communication activity.)

The ANOVA procedure was conducted to test for differences in
the groups' means. The results were statistically significant. The p
value was .003. Scheffe's post hoc test was conducted to see if the
differences were between the high and low groups. The results
suggested that the differences were indeed between the high and
low groups and in the direction predicted.

It can be concluded, then, that the respondents in the high
communication activity group reported that they received more
information about the issue of women's advancement in academe
from professional meetings than the low communication activity
group.

Hypothesis 6: The respondents in the high communication
activity group will report that they interact with others more about
this issue than the low activity group.

When asked to specify any other sources from which the
respondents had received information about the status of women in
journalism and mass communication programs, a total of 90 people
volunteered that they had received information from interpersonal
sources. The chi square procedure was run to see if the high
communication activity group said interpersonal sources more

frequently than the low communication activity group. The results
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were not statistically significant. The p value was .399. While
eleven people in the high communication activity group cited
interpersonal sources, 36 people in the high communication activity
group did not say interpersonal communication was a source for
them. (See Table 3 for the results of the chi square procedure on the
interpersonal responses.)

While hypotheses 2 through 6 were designed to refine the
situational theory by differentiating the various communication

channels, hypotheses 7 and 8 were proposed in order to extend the

theory in the area of demographics. The results of previous research

using the demographic variables in conjunction with the situational
theory variables to define publics had been mixed.

Hypothesis 7: Publics defined by demographic
characteristics differ in levels of communication activity, as
defined by the situational theory. |

To clarify which demographic variables were being tested,
several sub-hypotheses were written. The chi-square procedure was
used to analyze the distribution of respondents falling in each
demographic category by communication activity. The results for
each sub-hypothesis follow:

7a: Respondents in different age categories will report
significantly different levels of communication activity, as defined
by the situational theory.

When the data on age were collected, respondents were

grouped into nine categories. The original age categories were 25-
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30, 31-35, 36-40, 41-45, 46-50, 51-55, 56-60, 61-65, and over 65.
When the chi square procedure was first run to test hypothesis 7a,
there were more than five cells with fewer than five respondents in
that cell. So the decision was made to collapse the age categories.
The following categories were then created: 25-35, 36-45, 46-55,
56-65, and over 65. Approximately 11 percent of the respondents
were between 25 and 35 years of age; 38 percent were between 36
and 45; 33 percent were between 46 and 55; and 17 percent were
between 56 and 65. Approximately 2 percent were more than 65
years of age. The chi square procedure was again run. The results
were not statistically significant at the .05 level. The p value was
.898. It can be concluded, then, that respondents in different age
categories did not report significantly different levels of
communication activity on this issue. (See Table 4 for the
distribution of communication activity by age of respondent.)

7b: Respondents of different races will report significantly
different levels of communication activity.

Unlike the other demographic characteristics, the racial
makeup of the sample was not known until the results were
tabulated. It was virtually impossible to stratify the sample by
race using the 1992 AEJMC directory as the population. The results
showed that approximately 91 percent of the sample were
Caucasian; 3.5 percent were African American; 2 percent were
Asian; 1.3 percent were Hispanic; and 2.5 percent were other. The

results were not statistically significant. When the chi square
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procedure was run, 10 of the 15 cells had fewer than five

frequencies. Given the low number of respondents who were other
than Caucasian, the results should be interpreted with caution. The
p value was .112. (See Table 5 for the distribution of
communication activity by race of respondent.)

7c: Respondents at different organizational ranks will report
significantly different levels of communication activity.

Eight different organizational ranks were originally considered
in this study. Those were: administrators, professors, associate
professors, instructors, lecturers, adjuncts and part-time people,
and graduate students. When the chi square procedure was run, the
problem with small numbers in too many cells occurred again. So,
the ranks were collapsed and new categories were created. The
small numbers were occurring in the lower ranks--probably because
the number of graduate students, adjuncts and lecturers who belong
to AEJMC is not great. As a result, the first groups to be combined
were the respondents who held less than an instructor level
position. This new group of people, defined as those members who
held less than an instructor's level position, constituted
approximately 11 percent of the sample. Then the instructors and
assistant professors were combined. This group constituted
approximately 31 percent of the population. Then the associate and
full professors were combined. = When combined, this group
constituted 40 percent of the population. The administrators

constituted the remaining group, and accounted for approximately 18
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percent of the sample. When the chi square procedure was run with
the new categories, the results were not statistically significant at
the .05 level. The p value was .150. (See Table 6 for the
distribution of communication activity by organizational rank of
respondent.)

7d. Respondents who are tenured will report significantly
different levels of communication activity than those who are not
tenured.

Approximately 53 percent of the respondents in this sample
were tenured; 47 percent were not. The results of the chi square
procedure were not statistically significant at the .05 level. The p
value was .139. (See Table 7 for the distribution of communication
activity by tenure.)

7e. Female respondents will report significantly different
levels of communication activity than male respondents.

Approximately 36 percent of the sample were women; 64
percent were men. The results of the chi square procedure were
statistically significant. The p value was .001. It can be concluded,
then, that men and women reported significantly different levels of
communication activity for this issue. According to the chi square
tables, approximately one third (34 percent) of the men were in the
low communication activity group, whereas one fifth (20.3 percent)
of the women were in the low communication activity group. And,
while 17.5 percent of the women were in the high communication

activity group, only 8.6 percent of the men were in the high
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communication activity group. (See Table 8 for the distribution of
communication activity by gender.)

While the only demographic variable by itself to be significant
at the .05 level was gender, the researcher had hypothesized at the
outset that the combination of the demographic variables of gender
and rank, and gender and age, might be significant. Based on this
assumption the following sub-hypotheses were tested:

7f: Men and women at different organizational ranks will
report significantly different levels of communication activity.

To test this hypothesis, the researcher used the ranks created
in hypothesis 7c and combined it with the variable of gender. This |
yielded the following results: 11.8 percent of the sample were male
administrators; 6 percent were female administrators; 29.6
percent were male associate and full professors; 10.6 percent were
female associate and full professors; 17.1 percent were male
assistant professors and instructors; 13.6 percent were female
assistant professors and instructors; 5.8 percent were males below
the instructor level; and 5.5 percent were females below the
instructor level.

When the chi square procedure was run, the results were
statistically significant. The p value was .007. According to the chi
square table, the most significant differences occurred between men
and women at the lower levels of the organizational hierarchy.

The most striking differences were between the male and |

female assistant professors and instructors. Approximately 47
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percent of the male assistant professors and instructors were in the
low communication activity group. That is more than double the
number of women assistant professors and instructors who were in
the low communication activity group. Approximately 20 percent of
the female assistant professors and instructors were in the low
communication activity group.

The difference between the males and females who held less
than an instructor level position also was striking. While 43.5
percent of the males in this category were in the low communication
activity group, 18.2 percent of the females in this category were in
the low communication activity group.

Additionally, there were differences between the male and
female professors and associates who were in the low
communication activity group. Approximately 32 percent of the
male professors and associates were in the low communication
activity group. This compares to 23.8 percent of the female
professors and associates who were in the low communication
activity group.

Only 8.5 percent of the male professors and associates were in
the high communication activity group, compared to 21.4 percent of
the female associate and full professors who were in the high
communication activity group. While 13 percent of the women
assistants and instructors were in the high communication activity
group, only 5.9 percent of the male assistants and instructors were

in the high communication activity group. And, finally, while 18.2
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percent of the women who held less than an instructor's level
position were in the high communication activity group, 8.7 of the
males at this rank were high in communication activity.

It is interesting also to note that approximately 21 percent of
the women administrators were in the high communication activity
group, while approximately 13 percent of the male administrators
were in the high communication activity group. (See Table 9 for the
distribution of communication activity by gender and rank
combined.) |

While combining the demographic variables of gender and rank
proved to be a useful way to further segment the AEJMC sample, the
combination of gender and age was not statistically significant.

7g9: Men and women of different ages will report significantly
different levels of communication activity.

It was hypothesized that if there were differences in the
groups based on age and gender combined, those differences would be
at the extreme ends of the groups. Based on this assumption, four
categories were created: younger women, older women, younger
men, and older men. Younger women and men were defined as less
than 40 years old; older women and men were 56 years and older.
These categories were chosen for two reasons. First, the data
appeared to cluster naturally along these lines. Second, 40 was
chosen as an arbitrary dividing point because AEJMC has an "Under
40" award. Based on this categorization, there were 45 younger

women, 20 older women, 61 younger men, and 58 older men in this
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sample. The results of the chi square procedure showed that there
were no significant differences between these groups. The p value
was .510. (See Table 10 for the distribution of communication
activity by gender and age combined.)

The next hypothesis was formulated to identify which channels
the different publics, as defined by specific demographic
characteristics, would prefer. The umbrella hypothesis was:

Hypothesis 8: Publics defined by demographic
characteristics differ in their use of information sources.

The four demographic variables of age, organizational rank,
tenure, and gender were hypothesized to significantly influence the
selection of information channels for this issue. The information
channels selected for analyses were the overall information sources
variable and the professional meetings variable. These variables
were selected because previous results indicated that the people in
the high communication activity group reported that they received
more information about the issue of women's advancement in
academe from the overall information sources and from professional
meetings. (See the conclusions for hypotheses 1 and 5.)

This hypothesis was cast in terms of four sub-hypotheses. To
test each sub-hypothesis, .the ANOVA procedure was used to compare
the mean use of each of the selected information channels by each
demographic category. The results of the ANOVA analyses follow for

the two information sources by each demographic variable:
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8a: Respondents in different age categories will differ
significantly in their use of information sources.

The results of the ANOVA on overall information sources by
age were not statistically significant. The p value was .429. The
results of the ANOVA on professional meetings by age were not
significant. The p value was .554. These results suggest that the
mean value for the respondents' use of these information sources
across all age categories was not significantly different. (See Table
11 for the comparison of information sources by age.)

8b: Respondents at different organizational ranks will differ
significantly in their use of information sources.

The results of the ANOVA on overall information sources by
rank were not statistically significant. The p value was .98. The
results of the ANOVA on professional meetings by rank were not
significant. The p value was .693. These results suggest that the
mean value for the respondents' use of these information sources at
each of the organizational ranks is not significantly different. (See
Table 12 for the comparison of information sources by
organizational rank.)

8c. Respondents who are tenured will differ significantly in
their use of information sources from those who are not tenured.

The results of the ANOVA on overall information sources by
tenure were not statistically significant. The p value was .759. The
results of the ANOVA on professional meetings by tenure were not

significant. The p value was .913. These results suggest that the




tenured respondents’ mean use of these information sources

combined is not significantly different than the non-tenured
respondents. (See Table 13 for the comparison of information
sources by tenure.)

8d. Female respondents will differ significantly in their use
of information sources from the male respondents.

The results of the ANOVA on overall information sources by
gender were not statistically significant at the .05 level. The p
value was .109. The results of the ANOVA on professional meetings
by gender were not significant. The p value was .187. (See Table 14
for the comparison of information sources by gender.)

The final hypotheses consider the relationship between
communication activity, as defined by the situational theory, and
activism.

Hypothesis 9: Members of the high communication activity
public will report a greater willingness to support activities that
would improve the number and status of women at their institution.

The first step in testing hypothesis 9 was to collapse the
items on the survey designed to measure activism into one variable
(See Figure 5). This was done by adding the questions together.
Then, to determine whether the respondents were high, moderate or
low in levels of activism, the mean and standard deviation were
computed. ‘The mean was 3.47; the standard deviation was. 52.
Those falling one standard deviation above the mean, or above 3.99,

were put in the high group; those falling one standard deviation
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above or below the mean, or between 2.95 and 3.99, were put in the
moderate group; and those falling one standard deviation below the
mean, or below 2.95, were put in the low group. As a result of this
ranking, 13.2 percent of the sample were in the low activism group;
63.9 percent were in the moderate activism; and 22.9 percent were
in the high activism group.

The ANOVA procedure was run to see if there were significant
differences in the groups' means. The results were statistically
significant. The p value was .000. To see where the differences
were between the groups, Scheffe's post hoc test was run. The
results indicated that there were significant differences not only
between the high and low communication activity groups, but also
between the high and moderate communication activity groups, and
between the moderate and low communication groups. (See Table 15
for the analysis of activism at each level of communication
activity.)

It can be concluded, then, that both the high and moderate
communication activity groups reported a greater willingness to
support activities that would improve the number and status of
women at their institutions than did the low communication activity
group.

The next hypothesis was designed to extend the situational
theory and its ability to predict activism by exploring the
demographic characteristics of the people who were in the high and

low activism groups. This study had already attempted to further
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describe the high and low communication activity groups, as defined
by the situational theory, by their demographic characteristics.

Recall that the hypotheses on the situational theory and the
demographics variables were partially supported. The results
indicated that there were differences between men and women at
the lower levels of the organizational hierarchy, particularly
between male and female assistant professors and instructors. The
male assistant professors and instructors were much lower in
communication activity than were the female assistant professors
and instructors.

If the situational theory is a sensitive measure of activism, an
analysis of the people in the high activism group by their
demographic characteristics should produce similar results. That
is, there should be similar results for the activism measure by
demographics, as there was for the communication activity measure
by demographics. For example, one would expect that since the male
assistant professors and instructors were low in communication
activity they would also be significantly lower in activism.

A comparison of the results of the high and low communication
activity groups by their demographic characteristics with the
results of the high and low activism groups by their demographic
characteristics would provide insight into the situational theory's
ability to predict who will become activists on a specific issue. In

order to compare the results of the activism measure by

demographics to the communication activity measure by
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demographics, the demographic characteristics that were combined
for the hypothesis on communication activity (hypothesis 7) were
combined for this final hypothesis on activism.

Hypothesis 10: Publics defined by demographic
characteristics will differ in their levels of activism.

Since the previous results had suggested that combining
demographic variables could be a potentially powerful tool for
further segmenting the publics, the following sub-hypotheses
explored the relationship between gender and rank and gender and
age in predicting which publics would be most willing to support
activist policies at their institutions.

The first sub-hypothesis considered the relationship between
gender and age combined and the respondents' willingness to support
activities that would improve the number and status of women at
their institutions.

10a: Men and women of different ages will report
significantly different levels of activism.

This sub-hypothesis tested the four categories created for
hypothesis 7g. The four categories were younger women (less than
40), older women (older than 56), younger men (less than 40), and
older men (older than 56). The results of the chi square procedure
showed that there were significant differences between these
groups. The p value was .034. The significant differences were

between the younger men and women. While only 6.6 percent of the
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young men were high in activism, 31.4 percent of the younger women
were high in activism.

The difference between the percentage of older men and
women who were high in activism was insignificant. While 23.7
percent of the older men were high in activism, 20 percent of the
older women were high in activism. There were more older men in
the low activism category, however, than there were older women.
Approximately 15 percent of the older men were low in activism;
10 percent of the older women were low in activism. (See Table 16
for the distribution of level of activism by gender and age
combined.)

Recall that the results of the chi square procedure for
communication activity by gender and age (hypothesis 7g) combined
were not significant. One can conclude, then, that there are
significant differences in levels of activism when described by
gender and age, but not for communication activity.

A comparison of the results of the communication activity
measure by gender and age to the results of the activism measure by
gender and age suggests that these measures do produce different
results. While 13.1 percent of the younger men were high in
communication activity, 6.6 percent were high in activism. While
6.9 percent of the older men were high in communication activity,
23.7 percent were high in activism. While 15.6 percent of the
younger women were high in communication activity, 31.1 percent of

the younger women were high in activism. And while 15 percent of
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the older women were high in communication activity, 20 percent of
the older women were high in activism. This comparison suggests
that all groups, with the exception of the younger men, were higher
in activism than they were in communication activity. (See Table 17
for the comparison of communication activity to activism by gender
and age combined.)

10b: Men and women at different organizational ranks will
report significantly different levels of activism.

The chi square procedure for this hypothesis produced
statistically significant results. The p value was .002. The most
striking difference was between the male assistant professors and
instructors and the women assistant professors and instructors.
While 42.6 percent of the women in this category were in the high
activism group, only 4.4 percent of the male assistant professors
and instructors were in the high activism group. (See Table 18 for
the distribution of level of activism by gender and rank combined.)

A comparison of these results to the communication activity
measure by gender and rank combined (see hypothesis 7f) shows that
there are some similarities. A similar number of male assistant
professors were in the high communication and high activism groups.
While 5.9 percent of the male assistant professors and instructors
were high in communication activity, 4.4 percent of the male
assistant professors and instructors were in the high activism
group. However, there were other differences between the two chi

square tables. While only 12.8 percent of the male administrators
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were high in communication activity, 27.7 percent of the male
administrators were high in activism. Another notable difference
occurred for the women assistant professors and instructors. While
13 percent of the women assistant professors were high in
communication activity, 42.6 percent of the women assistant
professors and instructors were in the high activism group. (See
Table 19 for the comparison of communication activity to activism
by gender and rank combined.)

The comparison of the results of the communication activity
measure by demographics to the results of the activism measure by

demographics suggested that there are some differences between

The research findings and results of these hypotheses will be
discussed in the final chapter of this dissertation. The discussion
will consider the extent to which the goals of the research, as

specified in the opening chapter, have been achieved.

o

these two measures.



CHAPTER 5

DISCUSSION

Evaluation of the Research

This research was conducted with two objectives in mind. The
first objective was to make a contribution to the public relations
body of knowledge by testing and refining J. Grunig's situational
theory of publics. Three key areas were considered in this study:
media use or information sources, demographics, and activism.

The second objective was to build the bridge between theory
and application. The applied goal of this study was to use the
results of the theoretical research to suggest programming for a
communication campaign that could help improve the number and
status of women in journalism and mass communication programs.
The following discussion evaluates the degree to which this

research has met these objectives.

The theoretical contribution

J. Grunig's original methodology considered communication
activity, as predicted by the situational theory variables of problem
recognition, constraint recognition, and level of involvement, in
terms of a high group and a low group. This two-way split, however,
has been improved. One of Hamilton's contributions to the

development of the situational theory has been to measure the
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situational theory variables using the mean and standard deviation
to produce a three-way split. This study adopted Hamilton's
methodology, and future researchers who use the situational theory
are encouraged to do the same because using the three-way split is
an improvement over the original methodology.

Using the median split does not identify a target group
necessarily. Respondents might be placed in the high group, for
example, at .51 and in the low group at .49. This is not a rigorous
difference in high and low groups. Using the mean and standard
deviation to define higher (one standard deviation above the mean),
moderate (within one standard deviation» of the mean), or low (one
standard deviation below the mean) groups provides a more rigorous
definition of groups. Although the mean and standard deviation is a
more conservative measure, it still produced significant results and
the researcher has greater confidence that the people in the group
labeled high in communication activity, for example, were truly high
in this activity, while those who were grouped in the low groups
were truly low in those attributes. But most importantly, a group of
moderates is produced, and traditionally it is this group that is
considered to be the prime target for persuasive messages--those
minds can be changed theoretically. Those high in the attributes
under study probably are the converted. To preach to them is to
preach to the converted, although a communication campaign aimed
at maintaining their commitment might be wise. Those low in the

desired attributes have been generally considered difficult to
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persuade, so time and resources might be better directed to those in
the moderate group.

There is one potential concern about this categorization
scheme that must be addressed. With this more conservative |
measure, the probability of committing a type | error increases.

Making a type | error means the researcher possibly excluded
individuals who should have been included in the high and low groups.
People who could be considered high or low in communication
activity or activism by other standards were excluded from those
categories in this research. The researcher believes that making a
type | error is preferable to making a type Il error. A type Il error |
means that the researcher may have included people who should have
been excluded. The error in this research, then, is one of caution.
Given this intentional error, the significant results that were found
in this study can be interpreted with much greater confidence.

Using the three-way split to define publics further refines the
situational theory and its ability to predict communication activity
and activist publics. It also provides a new group of people, the
moderate communication activity group, that we must now consider.
Previous research has concentrated on the differences between the
high and low groups. Communication activity is not an either or kind
of phenomenon. The addition of the moderate group more accurately
reflects a continuum of communication activity. Future research

should consider which of the situational theory variables or
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combination of variables is/are involved in moving people from the
low to moderate to high groups.

This research built on the methodology that Hamilton used in
his 1992 study about the Kansas gubernatorial election. To a large
degree, Hamilton was successful in further differentiating the
respondents in the high communication activity group by their
preferred communication channels, their demographic
characteristics, and their activist orientations. This study
considered the same areas, but carried Hamilton's methodology one
step further.

Since the three-way split is a superior method for
distinguishing between high and low groups, this approach was used
wherever possible throughout the study. To segment the respondents
by their use of information sources and by their levels of activism,
the respondents were placed in high, moderate and low groups by
calculating the mean and the standard deviation. So, when
hypotheses were tested to describe the high communication group's
level of media use or activism, the high communication group was
compared to a high media use and a high activism group that were
defined in the same way. This approach was used both for
consistency and for sensitivity. The people who were defined as
high in communication activity, as high in their use of various
information sources, and as high in activism, were truly high in

these activities compared to the rest of the sample. One can say
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with greater certainty, then, that any significant results achieved
using this method have greater validity.

Perhaps the use of the three-way split for all of the variables
(wherever possible), partially explains the differences in results
produced in this study. Whereas Hamilton found much stronger
support for the hypotheses on information sources, this study found
limited support for further differentiating the high communication
activity group by their preferred communication channels for this
particular issue. |

The first hypothesis dealing with information sources was
supported in this study. This is consistent with Hamilton's results.
These results lend further support for the efficacy of the situational
theory.

Recall that hypothesis one predicted that the high
communication activity group would report that it got more of their
information about the status of women in academe from all of the
information sources combined more frequently than the low
communication activity group. Hypothesis one was written not to
extend the theory, but to help verify its predictive ability. The
situational theory variables, when combined, were expected to
predict higher levels of communication activity. The significant
results in this study lend further support for the situational theory
and its ability to predict high levels of communication activity. The
high problem recognition, low constraint recognition, and high

involvement group reported significantly higher levels of
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information seeking and communication activity for the issue of the

status of women in academe.

Specific _information _sources
Hypotheses two through six were designed to de