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ABSTRACT 

Although vocational theorists have long emphasized the family as an 

important influence on an individual's career decision making, psychological research on 

this aspect of vocational development has, to date, been minimal. Traditional research has 

examined career identity development in tenns of discrete, operationally-defined variables, 

failing to offer substantial contributions to our understanding of career identity fonnation, 

or to guide or infonn future research. This qualitative study used career genograms to 

investigate, phenomenologically, the family influences on the career identity fonnation of 

22 women in a major metropolitan area who sought career counseling at a community-

based job development program. Audio recordings of semistructured interviews were 

used to record women's experiences as they reviewed their family history using career 

genograms. The transcribed data were analyzed using a grounded theory method of 

analysis, in which concepts were identified and categorized from the raw data, with 

interpretation provided for emerging patterns. Eleven themes emerged from coding the 

transcriptions, partially as a function of the questions used during the interviews and 

partially as a result of the interpretive process. Nine of the themes related to interview 
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questions and two emerged from interpretative analysis. The nine themes related to 

interview questions were: ( 1) unrealized career aspirations of self and/or family members, 

(2) current family influences on the women's career motivation, (3) family encouragement 

of employment choices, (4) family messages about employment, (5) family 

encouragement/discouragement of the women's academic achievement, ( 6) personal 

motivation for employment, (7) influences of race and ethnicity on employment, (8) 

impact of education and income on employment, and (9) perceptions about gender 

differences and employment. The two themes which emerged from interpretation of the 

data were (1) transgenerational themes and (2) metathemes (recurring themes which 

surfaced in the women's answers regardless of the specific question being asked). 

v 



TABLE OF CONTENTS 

ACKN"OWLEDGMENTS .......... ...... .... .. ...... ...... ...... ..... .... ..... ...... ... ... ... . . . ... ........ .. .iii 

ABSTRACT .... ... .. ........ ...... ....... ... .... .... ... ....... ... ...... ........ ... ........... .... .. ... . .. .. ...... .. .. iv 

LIST OF TABLES ...... .. ..... ........ ...... ..... ....... ..... ..... .... .. .. ..... ........ ...... .. .. ... .... .. ... viii 

LIST OF FIGURES .. ... ... ..... .. ..... .... ... .... ........ ....... ... .. .... .. ... .... ..... .... ... .. .. .... .... ... . ix 

Chapter 

I. INTRODUCTION ....... ...... ... .... .. .. ... .......... .. .... ... ..... ... ... ...... .. .. ... ... ..... ... .. . ... 1 

II. REVIEW OF THE LITERATURE ... .. .. ............ .. ............ .......... ... .... ........... . 4 

III. l\.1ETHODS .... .. ... .. ... ..... ....... .... ..... .... ... ...... ....... ... ... .. .. ..... .. ....... ..... ........ .. .. 51 

IV. RESlJLTS ... .. ...... ...... ... ... ..... ... ... .... ... .. .... ......... .. ............. ........ .... .... ...... . . ... 75 

V. DISCUSSION .......... ... .... ...... ..... ... .......... .. .... .. .... ... .... ..... .... .... ... .. ........ ... ... 94 

REFERENCES .. .... ....... .. ... .. .... .... ..... ......... .. ...... ........ ....... .......... .... .. .... ...... .... .. ... . l21 

APPENDICES ... .. .. .... .. .. ...... ... .. .. ........... ........ ..... ............. ... .. ..... ...... ...... .. .... ....... .. l40 

APPENDIX A: Sample Genogram ... .. ... ... .... ...... ......... ... ..... ... .... ....... ..... ... ..... ..... . 141 

APPENDIX B: Demographics of Sample ... .. ...... .. ..... .. .. .. .... .. .... ... ........ ..... ...... .... . 143 

APPENDIX C: YWCA Intake Form .. . . ... .......... .... .. .. ..... .......... ...... .. ....... ....... ... .. 145 

APPENDIX D: Memoranda of Interviews .... .... .. ... .... ... ....... ...... .. ....... ...... ... .. .... .. 14 7 

APPENDIX E: Sample Transcript of Interview ......... ......... ..... ..... .... ... .... .... .... ... . 158 

APPENDIX F: Sample Coding Summary Sheet. .. .. .. ......... .... .... ..... ... .... ...... .. .. . .. 172 

APPENDIX G: Member Checks Script. ............. .............. .... ... ............. ...... ........ 174 

vi 



APPENDIX H: Member Checks: Notes of Member Feedback. .................. ......... ....... 178 

vii 



LIST OF TABLES 

TABLE 1. Studies Linking Socioeconomic Status to Career Development ......... ... . 38 

viii 



LIST OF FIGURES 

FIGURE 1. Barak's (1981) model ofthe cognitive development of interests ........ ..... 7 

FIGURE 2. Hypothetical circumscription of occupational aspirations ................... . 16 

FIGURE 3. Research design and procedure ....................... ........................... 66 

FIGURE 4. Model of postulated effects of traditional female socialization ....... ...... 99 

ix 



CHAPTER 1 

INTRODUCTION 

Career identity development is a complex yet critical process of human 

psychosocial development. Recent research on the nature of career identity development 

examines the influences of individual, social, and systemic factors on beliefs about career 

or employment opportunities. 

Work holds a central position in most people's lives, as many have observed. 

Freud ( 1961) argued that two fundamental capacities for a psychologically well-adjusted 

development are the ability to love and to work. Numerous philosophers before and since 

have commented on the fundamental role of work in human lives. Erikson noted more 

than 3 5 years ago, "In general it is primarily the inability to settle on an occupational 

identity which disturbs young people" (1959, p. 92). Because of the importance of work 

as a basic human activity, it is useful to understand the process by which we develop 

career interests and identities. A more complete understanding of this process may benefit 

individuals as well as society at large. Indeed, exploring the nature of career identity 

development has long been recognized as a an important goal of psychology. 

Developing a career is, for most people at this point in history, a lifelong process 

of learning about oneself and the opportunities for work, and making a series of choices 

from among the vocational options available. The number and range of vocational options 

available today in Western societies are relatively recent developments. Each person faced 



with this prospect is influenced by a myriad of factors, including the family, social or 

environmental milieu, individual development, and personal aptitudes or preferences. 

In the long history of human social order, occupational choice is a fairly recent 

phenomenon. It has been demonstrated by prehistorians that early men were hunters or 

warriors, and early women were gatherers or domestic workers (Roberts, 1995). 
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As the millenia passed, and societies grew more complex, occupational options also 

expanded-especially for men. Even so, it was typical of earlier centuries that sons and 

daughters fell into the occupational categories held by their parents. Most students of 

music history are aware, for example, that the sons of Johann Sebastian Bach (1685-

1750), C.P.E. Bach and Johann Christian Bach, were composers and musicians just as was 

their father (Ewen, 1965). 

Occupational opportunity came more slowly to women. It disturbed social order in 

Paris in the 1830s that a woman named Amantine Lucille Aurore Dupin wrote romantic 

novels under the pen name George Sand. Her works disclosed a yearning for the right to 

lead her own life, and they plead for a woman's right to sincere love. Such an 

occupation-that of a romantic novelist-was viewed as inappropriate for a woman of 

that time. Similarly, the great English novelist Mary Ann Evans (1819-1880) chose to 

write under the more acceptable male name of George Eliot. 

The enormous impact of the industrial revolution on occupational variety and choice 

in the eighteenth and nineteenth centuries is difficult to overstate. However, for women, 

particularly in Europe and the United States, World War II (1939-1945) and the decades 

which followed created dramatic new employment options. During the war, men were 



displaced from the traditional labor force into the military, and millions of them never 

returned to their former occupations due to death or injury. Women were found to be 

able workers, and they typically enjoyed the greater respect and income provided by 

employment outside of the home. A new era had begun. 

The following chapter reviews contemporary literature regarding career identity 

development, particularly as it relates to women. Early research in the area will be briefly 

described as a backdrop against which contemporary studies will be discussed. The 

review concludes with a summary and critique of relevant research, as well as a statement 

of the specific research question suggested by the review and examined in this dissertation. 
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CHAPTER2 
LITERATURE REVIEW 

Background of Career Development Theory 

Erikson's ( 1959) work on human psychosocial development has had significant 

implications for theories of career identity development. Erikson conceptualized humans 

as developing in a series of psychosocial stages, each along a bipolar continuum whose 

extremes signify success or failure at resolving the psychosocial crisis associated with each 

stage. He viewed identity development as resulting from ·the interplay between historical, 

sociological and psychological factors. Erikson's psychosocial stage model has had a major 

impact on developmental theories of career identity formation, which are discussed below. 

The major focus of traditional literature on vocational development theory has 

been on the personality and individual characteristics which influence career choice 

(Holland, 1973). Early theorists (Bordin, Nachmann & Segal, 1963; Roe, 1956) focused 

on specific variables in early childhood as influences on subsequent vocational decisions. 

Roe, for example, investigated early childhood experiences by proposing that parental 

attitudes, e.g., cold or warm versus accepting or rejecting, or "overconcentrating" on the 

child, influenced the child's subsequent preference either toward or away from others, 

which affected subsequent career choices. Roe's theory has been described as narrowly 

defining family due to her primary focus on the interaction between parent and child 

(Bratcher, 1982). 
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Cognitive Theories. Several attempts have been made to develop a cognitive theory 

of career development, including Knefelkamp and Slepitza's (1976) cognitive model of 

career development, Markham's (1983) cognitively influenced vocational development and 

choice model and Krumboltz's (1979) social learning approach. 

Krumboltz. ( 1979) suggested a social learning approach which identified four broad 

influences on the development of career aspirations and decision-making skills. These 

conceptually-defined influences are identified as: ( 1) innate potentials (e.g., race, sex, 

physical appearance) and special abilities (intelligence, musical ability, artistic ability, etc.); 

(2) environmental conditions and events (e.g., number and nature of job opportunities, 

training opportunities, changes in social organization, physical events such as earthquakes, 

droughts, floods, etc.); (3) learning experiences (including instrumental, classical, and 

observational); and (4) task approach skills (an assortment of methods for acting on the 

environment, including cognitive processes such as attention, encoding, reflecting, 

evaluating, and emotional responding). Although heavily behavioral in orientation, 

Krumboltz' theory also draws from self-concept theory to explain how implicit or explicit 

self-statements about one's abilities influence the formation of career plans. 

Markham ( 1983) expo used a cognitive-based model of vocational behavior which 

predicts that under particular stimulus conditions, individuals decide how (or if) to act 

relative to their motivation, ability, and environmental conditions. After an individual 

initiates action, the action is then externally validated. The individual's perception of the 

effectiveness of the action influences subsequent evaluation of the knowledge used with 

regard to that action. The model posulates that vocational behavior takes place within a 
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"lifestyle" from which it is nearly impossible to extract vocational behavior. Markham 

defined a lifestyle as "the interaction between components of a person's way of living, 

ranging from his work behavior to his belief systems about the world." (p. 76). Markham 

has acknowledged an overlap between his model and other work, such as Super's (1980) 

concept of life style and life space, and the analysis by Hackett and Betz ( 1981) of the 

interaction between sex-role stereotyped occupational perceptions and self-efficacy. 

Knefelkamp and Slepitza ( 1976) introduced a cognitive-developmental model of the 

career formation process based on the theoretical work of William Perry (1970). They 

describe four stages of career development whereby individuals become increasingly 

cognitively complex with respect to career choices, as defined by nine areas of qualitative 

change: locus of control, analysis, synthesis, semantic structure, self-processing, openness 

to alternative perspectives, ability to assume responsibility, ability to take on new roles, 

and ability to take risks with self Each stage corresponds to an area of qualitative change 

which occurs, according to the theoretical model. 

For example, stage one in Knefelkamp and Slepitza' s ( 197 6) model is dualism, which 

is characterized by simplistic, dichotomous thinking about careers and a tendency to be 

controlled by external factors such as teachers, parents and the job market and/or 

economy, both to define the self and to guide career decisions. During this stage one 

lacks analytical and synthesis abilities, with very minimal processing of self in relation to 

career decision making. In the successive stages of multiplicity, relativism and 

commitment within relativism, one's abilities and tendencies change qualitatively with 

corresponding increases in cognitive complexity. Defining variables for the stages are: the 
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use of absolutes in expression and the ability to be intraceptive (dualism); the ability to 

analyze and the openness to alternative perspectives (multiplicity); abilities to assume 

responsibility and to take on new roles (relativism); internal locus of control and abilities 

to synthesize and to take risks with self (commitment within relativism). 

A cognitive model of the development of vocational interests has been proposed by 

Barak ( I98I ), shown in Figure I. Barak's model proposed the concept of interest as a 

psychological construct containing four developmental stages: (a) differential activities and 

experiences, which are theorized to lead to (b) differential success and satisfaction, which 

leads to (c) mediating cognitions, resulting in (d) differential interests. 

Figure I. Barak's ( 198I) model of the cognitive development of interests. 1 

Activities/Experiences 

Figure 1. A developmental model of causal relationships in the modification of 
individual interests. 

1 Note. From "Vocatio~al interests: A cognitive view," by A. Barak, I981, Journal of 
Vocational Behavior, 19, p.10. Copyright 1981 by Academic Press. Adapted with 
permission of Academic Press. 



The concept of "mediating cognitions," consisting of perceived abilities, anticipated 

satisfaction and expected success, accounts for variance in interest across activities. In 

other words, Barak posits that certain cognitive functions (perceived abilities, anticipated 

satisfaction and expected success) mediate between actual abilities, previous performance, 

satisfaction from engaging in various experiences and the subjective sense of interests. 

A later elaboration on the model (Barak, Librowsky & Shiloh, 1989) described how 

individuals structure two core cognitive processes: self-schemata and performance-related 

future time orientation cognitions. These two processes, in turn, produce three cognitive 

determinants (perceived abilities, expected success, and anticipated satisfaction) which 

then create subjective affect and motivation, defined as interests. 

Developmental theories. The developmental theorists ( Ginzberg, Ginsburg, Axelrad 

& Henna, 1951; Super, 1953) described a broader range of influences on the development 

of the individual's career decision-making abilities. For example, Ginzberg et al. 

concluded that at least four significant variables are involved in the process of career 

choice. First, the reality factor requires that the individual respond to environmental 

pressures when making vocational decisions. Second is the education process, since the 

amount and type of education can limit or enhance vocational choices. Third, emotional 

factors involved in individuals' responses to their environment influence the analysis of 

career options. Finally, individual values were postulated to impact vocational choice. 

The authors of the theory also concluded that four important elements contributed to the 

effectiveness of an individual's occupational choice process during adolescence: reality 

testing, the degree to which one is able to defer gratification, development of a suitable 
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time perspective, and the ability to accept and implement compromises which are required 

in vocational planning. Another relevant factor is the individual's exposure to and 

capacity to identify with suitable role models at appropriate times. 

Ginzberg et al. ( 1951) initially concluded that vocational choice arises from a series 

of compromises the individual makes between his/her wishes and vocational possibilities. 

During the process of forming vocational identity, according to Ginzberg et al., an 

individual passes through three periods which are named Fantasy, Tentative, and Realistic 

periods. The theory has been described as heavily dependent on general concepts of 

developmental psychology, yet subtly influenced by an analytical model of personality 

development (Osipow, 1973). In a subsequent revision (1972) to his theory, Ginzberg 

made three important changes in which he ( 1) lengthened the career identity development 

period to encompass the life-span (instead of limiting it to adolescence, as initially 

postulated); (2) reformulated his theory to suggest that the career process is reversible, 

and may be redirected in major ways; and (3) replaced his idea of compromise with the 

notion that individuals continually search for the best fit between preferred career options 

and the opportunities seen as available to them. 

Super (1953, 1956) outlined 12 propositions of career development in which he 

addressed the role of individual factors (e.g. intelligence, personality, learning 

opportunities, etc.), developmental factors (e.g., influence of life stages characterized by 

growth, exploration, establishment, maintenance, and decline), and the interaction of 

person and sociaJ/situation factors, including family, peers, social mobility patterns, and 

economic trends. Also included in his model are concepts of the development and role of 
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abilities and interests and of the primary role of self-concept. Like Super's model, theories 

which have emphasized lifespan career development (such as those of Gottfredson, 1981; 

Tiedeman & Miller-Tiedeman, 1979; and Ginzberg et al., 1951) posit that an individual's 

self-concept becomes more clearly defined with age, and that career choice is a process of 

matching self-concept with images of the vocational world (Osipow, 1983). 

The developmental theories, in general, are more inclusive than other theories of 

career behavior and emphasize the central importance of developing a positive self

concept (Herr & Cramer, 1979). For example, according to the developmental theory of 

Super (1963), occupational self-concept develops along three major dimensions: self

concept formation (which includes exploration, self-differentiation, identification, role 

playing, and reality testing); translation of self-concept into occupational terms (tentative 

career choices); and implementation of self-concept (entering a career/vocation). Barriers 

to any dimension of self-concept will adversely impact the consideration of career options. 

Numerous theorists have addressed the interplay between internal and/or 

psychological factors and external and/or contextual factors in the development of career 

identity. For example, Brizzi (1986) contended that in developing career identity, the 

individual blends the internal factors of self-concept with the external factors of 

occupational requirements and accessibility. Much earlier, Super (1956) conceptualized 

this blending as a socialization process which involves learning and is both conscious and 

unconSCIOUS. 

Ginzberg (1972), in revising his earlier theory, described the process by which 

individuals resolve the career choice dilemma: " ... by finding the best possible fit between 
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their priority needs and desires and the opportunities and constraints that they confront in 

the world of work" (p. 172). This optimal fit, according to Ginzberg, is compromised 

when parental or societal expectations limit the individual's options. 

As Brizzi ( 1986) notes, both Super's concept of integration as involving learning, 

and Ginzberg's observation that parental/societal expectations limit individual options, 

indicate that an individual's judgment about the suitability and accessibility of occupations 

is important not only at the point of career choice. She states that part of the difficulty in 

understanding this process has arisen from its placement on a continuum of linear 

vocational development. Brizzi offers an alternative conceptualization to this linear 

approach, a circular process by which socialization messages restrict vocational realism: 

"Early perceived limitations imposed by the environment are incorporated into the self

concept, which in turn restricts subsequent interaction with the environment, thereby 

reducing the information available for further development of the self-concept" (p. 229). 

One of the most influential career development theorists is Holland ( 1966, 1973, 

1985), whose theory of careers has been widely researched, favorably compared with 

other theories, and has had a significantly impact on the practice of career counseling 

(Hesketh, Hesketh, Hansen & Goranson, 1995; Walsh, 1973). However, Holland has 

been criticized for failing to describe in detail the developmental processes which generate 

his six vocational interests (realistic, investigative, artistic, social, enterprising, and 

conventional). Smart ( 1989) notes that although Holland has suggested that the 

development of vocational types results from several genetic, cultural, personal and 

environmental forces, he is vague regarding the specific processes by which these elements 
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influence career development. For example, Holland suggests that "types produce types" 

through genetic endowment of physiological and psychological traits and the impact of 

environmental opportunities, which in turn influence individuals in their preferences and 

aversions for certain types of activities. Holland's lack of specificity as to the interplay of 

these processes is considered to be one of the primary deficiencies of the theory 

(Eberhardt & Muchinsky, 1982; Osipow, 1983). 

Social systems theories. A social systems approach to career decisions has been 

proposed by Osipow (1973). His sociological approach emphasizes diverse elements 

which influence the career decision-making process, such as environment, cultural 

expectations, social class, family background, SES, race, sex, and other factors. The 

diversity of these elements introduces a high degree of uncontrollable variation which is 

typically overlooked in the psychological theories of occupational development. He 

states: "Elements beyond the individual's control exert a major influence on the course of 

his entire life, including his educational and vocational decisions" (p. 237). 

Recently, Lent, Brown and Hackett {1994) presented a social cognitive framework 

for understanding aspects of career development, which emphasizes (a) the formation and 

elaboration of career-related interests, (b) the selection of academic and career options, 

and (c) degree of performance and persistence in educational and/or occupational pursuits. 

Their framework is derived primarily from Bandura's ( 1986) general social cognitive 

theory, and emphasizes the concepts of self-efficacy, expected outcome, goal mechanisms 

and how they may interrelate with another person, contextual factors (e.g., support 

system), and other experiential/learning factors. 
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An attempt to produce a theoretical model specific to women's career development 

was produced by Astin ( 1984) who examined the meaning of work in women's lives. She 

proposed a need-based developmental model focusing on four constructs: motivation, 

expectations, sex-role socialization, and the structure of opportunity. Her model proposed 

that for a given individual, psychological factors (work motivation and expectations) 

interact with with cultural-environmental factors (sex-role socialization and the structure 

of opportunity) to produce career choice and subsequent work behavior. Astin posited 

that work behavior functions to satisfy three basic needs: survival (from earning money), 

pleasure (from doing work), and contribution (from feeling that one is contributing to the 

welfare of others). Career choice, on the other hand, is based on expectations about the 

accessibility of occupations and their capacity to satisfY the three basic and interactive 

needs. Expectations are shaped by early socialization (family, childhood play, shool 

experiences, etc.) and by the perceived structure of opportunity (determined by such 

factors as distribution of jobs, sex typing of jobs, discrimination, job requirements, 

economy, etc.). When modified by changes in the structure of opportunity, changes in 

expectations can result in changes in career choice and in work behavior. 

Fitzgerald and Betz (1984) sharply criticized Astin's model, stating that it "displays a 

striking lack of documentation for its major points, with a consequent reliance on 

statements which appear to be mainly based on personal opinion" and that her conclusions 

are "not only totally unsubstantiated, but unbelievably simplistic and offensively 

stereotypic" (p. 135). In summary, they faulted Astin's model for lacking integration with 



available knowledge in the field, for poor specification of constructs and measurements, 

and for its inability to generate testable hypotheses or meaningful predictions. 

Common across the preceding theories is the family, either implicitly or directly, as 

an influence on career identity development. Yet, numerous authors have noted the 

absence of research on family as an influence on career development (Bratcher, 1982; 

Lopez & Andrews, 1987; Osipow, 1983). The paucity of attention to family variables 

may result, in part, from the difficulty in making the epistemological shift necessary to 

conceptualize career decision processes from a systemic perspective (Bratcher, 1982). 
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In the preceding section, early theoretical underpinnlngs of career identity 

development were overviewed. Next, current research on the influences on career identity 

will be addressed. Due to the enormity of the research base on career identity, this 

literature review will be limited to studies believed to relate most clearly to the topic and 

research subjects of this dissertation. The broad, primary variables to be discussed are the 

influences of sex roles, ethnicity, SES, and family factors on women's career identity 

development. Although many topics in related areas have impressive research bases, the 

following areas have not been emphasized in this review in the interest of brevity: 

women's work-relationship values and career-marriage aspirations, lesbian and gay career 

choices, gender inequities in the work place (e.g., salary and promotion inequities) and the 

well-documented family-career dilemma for women. Although there are many major 

barriers to and facilitators of women's career choices (reviewed by Betz & Fitzgerald, 

198 7), the present study will primarily focus on family influences. This narrowing of 

scope is in no way intended to suggest these areas of lesser emphasis lack relevance. 
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Sex Role Influences 

A relatively new developmental theory having special relevance to the influence of 

sex roles is Gottfredson's ( 1981) theory of occupational circumscription and compromise, 

which focuses on constructs of childhood and adolescence self-concept. She argued that 

as children's sex role identities emerge, the number of occupations deemed acceptable to 

them is progressively reduced. For example, young women may rule out careers which 

are perceived as incompatible with their emerging feminine gender identity. Gottfredson 

suggested girls and boys ignore their own talents in order to remain consistent with how 

they are coming to understand themselves, a process she called circumscription. 

Other elements incorporated into the self-concept with increasing cognitive 

development are social class, intelligence, vocational interests, competencies, and values. 

Gottfredson ( 1981) describes the developmental progression by which these elements 

become part of the self-concept beginning with orientation to size and power (ages 3-5) 

when youngsters grasp the concept of being an adult. Gender self-concept becomes 

consolidated in the stage orientation to sex roles (around ages 6-8). At ages 9-13, social 

class and ability become central determinants of social behavior and expectations in the 

stage orientiation to social valuation. The final stage, orientation to the internal, unique 

self (also called the adolescent identity crisis), begins around age 14. 

According to Gottfredson ( 1981 ), a young child initially has a positive perception of 

most occupations, but over time uses the developing self concept to make critical 

assessments of job-self compatibility. First to be ruled out are occupations seen as gender 

incompatible, followed by those of unacceptably low prestige relative to the child's social 



class self-concept and those requiring inordinate effort relative to the child's perceived 

abilities. Gottfredson' s circumscription process is shown in Figure 2. 

Figure 2. Hypothetical circumscription of occupational aspirations. 2 
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Figure 2. Circumscription of occupational aspirations according to perceptions of 
job-self compatibility: The example of a hypothetical middle-class boy of average 
intelligence. 

2 Note. From "Circumscription and compromise: A developmental theory of occupational 
circumscription", by L. Gottfredson, 1981 , Journal of Counseling Psychology, 28, p. 557. 
Copyright 1981 by American Psychological Association. Adapted with permission of 
Sage Publications. 
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A sex-based circumscription process called occupational foreclosure was first 

recognized by researchers in the 1970s (Miller, 1986). For example, Looft (1971) 

demonstrated that elementary school children, especially girls, eliminate from their 

expectations and aspirations those occupations perceived as incompatible with their 

gender. The sample consisted of33 boys and 33 girls in first and second grade. Each 

child was informally asked, "What would you like to be when you grow up?" and then, 

"Now, what do you think you really will do when you grow up? What do you think you 

really will be when you are an adult?" Looft described the second question as being 

intended to focus the child's attention upon the feasibility of his or her desired choice. To 

question 1, the boys nominated 18 different occupations, including football player (9), 

policeman ( 4 ), doctor, dentist, scientist, pilot, and astronaut. In contrast, the girls 

nominated a total of only 8 different occupations; 25 of the girls named either nurse ( 14) 

or teacher (II). Their other choices included stewardess, mother, and sales clerk. One 

girl wished to be a doctor. To the second question, 23 boys changed from their initial 

responses, whereas only 14 girls changed from their original choices. As Looft comments, 

"The fact of early sex-role vocational learning was perhaps captured most poignantly by 

the single girl who initially expressed a desire to be a doctor; when questioned further, she 

commented: 'I'll probably have to be something else-maybe a store lady"' (p. 366). 

Subsequent research further documented that occupational foreclosure occurs early 

in the process of a child's socialization. Iglitzen (1972), in two studies of fifth graders, 

found that both girls and boys tended to stereotype occupations as either male or female. 
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For instance, a majority of both sexes indicated that bosses, taxi drivers, mayors, factory 

workers and lawyers should be men and that nurses and house cleaners should be women. 

Schlossberg and Goodman ( 1972) showed 12 drawings, representing work settings 

of six occupations traditionally considered feminine and six traditionally considered 

masculine, to groups of kindergarten and sixth-grade girls and boys. Results revealed no 

appreciable increase in stereotyping from kindergarten to sixth grade when controlling for 

social class of the children. However, at sixth grade, middle-income students were 

consistently less stereotyping than lower income students. In addition, the boys and girls 

interviewed were more inclined to exclude women from men's jobs than to exclude men 

from women's jobs. Finally, with few exceptions, the children chose jobs for themselves 

that fell within gender-consistent stereotypes. For instance, when asked "What do you 

want to be when you grow up?" 83% of the girls aspired to become nurses, librarians, and 

other traditionally feminine vocations and 97% of the boys chose doctors, mechanics, and 

other traditionally masculine vocations. 

Vondracek and Kirchner (1974) studied 282 White and Black preschool children, 

ages 3-5, in urban and non-urban day care centers. Children were individually 

administered the following vocational aspirations question: "A (boy, girl) can be all sorts 

of things when (s)he grows up. What would you like to be when you grow up?" 

Followed by: "That's very interesting. Maybe you've thought of some other things you 

could be when you grow up. What else could you be when you grow up?" Answers were 

divided into the following categories: All adult (specific occupation, adult, or parent), 

older child (e.g., be a boy scout, or go to high school), same child (e.g., be a boy or girl), 
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fantasy (e.g., be a princess), non-human (e.g., be a kitty), or other. Gender effects were 

found with respect to the pattern of vocational projection for boys and girls: while males 

expressed their vocational aspirations more often in terms of attaining general adult roles, 

females aspired significantly more often to the specific adult role of parent. This observed 

constriction in the range of females' occupational aspirations, in addition to the clustering 

of females' aspirations in the traditionally feminine gender role categories of teacher and 

nurse, supports the findings of occupational foreclosure observed by Looft (1971). 

Lapan and Jingeleski ( 1992) also explored the manner by which boys and girls 

circumscribe vocational aspirations. First, eighth-grade students were asked to specify 

their expectations for occupational attainment by choosing the job they believed they were 

more likely to attain from pairs of occupational titles. (The randomly-paired occupations 

were drawn from Holland's ( 1973) eight vocational types.) Second, students indicated 

their self-efficacy and vocational interests by rating each of the 32 occupations for their 

belief in their ability to successfully complete the educational requirements and job 

requirements as well as their preference level for each occupation. 

The study examined the correlation among the variables of gender, SES, status, 

academic achievement (national percentile scores on the Comprehensive Test of Basic 

Skills), assertiveness and emotional expressiveness as measured by mean scores on 

masculinity and femininity scales of the Bern Sex Role Inventory (Bern, 1974, 1981), and 

perceived sex type and prestige levels of jobs (200 jobs previously rated by sex type and 

prestige level). The authors concluded that their findings supported Gottfredson's ( 1981) 

placement of jobs on a two-dimensional, Sex Type by Prestige Level, coordinate system 
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across possible fields of work. Related findings were that students in this study made 

gender congruent choices across measures of the job-self compatibility construct: boys 

expected to attain, had greater beliefs in their ability to be successful in, and reported 

greater interest in occupations which both girls and boys agreed were masculine (and 

conversely for girls). In addition, boys had higher expectations of attaining a science 

career, despite equivalent math achievement scores for girls and boys. The researchers 

conclude: "The magnitude of the relationship between gender and emotional 

expressiveness, as well as the consistent manner in which this scale predicted gender 

congruent occupations, suggests a sex role effect" (p. 88). A major limitation of the study 

was its overrepr:esentation of Whites, from predominantly middle- to upper-class 

socioeconomic backgrounds, which restricts the generalizability of the findings. 

Similarly, Hannah and Kahn (1989) examined gender and SES differences in 

occupational choices of334 12th graders ofboth high and low socioeconomic 

backgrounds. In the first phase of the study, students responded to an open-ended 

questionnaire about their parents' occupations and their own job choices. The second 

phase of the study, involved the examination of students' self-efficacy expectations for 

jobs varying in gender composition and prestige level. Males predominantly chose male

dominated occupations and high SES females chose more male-dominated occupations 

than did low SES females, suggesting an interaction of subject's gender, subject's SES 

level, and gender composition of the occupation. 

Stockard and McGee ( 1990) examined occupational perceptions and preferences of 

496 4th graders. The found that the students' gender exerted a greater influence on their 
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preferences for 21 occupations than did perceptions of the occupations along four job

characteristic dimensions-difficulty, earnings, importance, and supervisory responsibility 

for each occupation. Barak, Feldman and Noy (1991) found that gender traditionality of 

5- and 6-year-olds was related to the traditionality of their mothers' occupations, but not 

to traditionality of fathers' occupations, parents' sex-role stereotypes, or parents' 

employment status. 

Several recent studies of sex typing of occupations among children in primary and 

secondary school suggest effects of age and gender. Sex typing of occupations, the 

process by which individuals categorize jobs as more appropriate for one gender than the 

other, occurs early in childhood. Alpert and Breen ( 1989) assessed sex typing of 

occupational tasks and titles with almost 1300 first through 12th grade students. Females 

gave significantly fewer sex-typed responses, especially in the middle and upper grades; 

1st and 2nd graders gave more sex-typed responses. 

Returning to Gottfredson's (1981) theory, a second phase is proposed to follow 

occupational decision-making. Once occupational choices are made, the circumscription 

process reverses itself as individuals confront barriers to their aspirations and inevitably 

compromise, leading to an expansion of the range of occupational options. Both 

circumscription and compromise are thought to occur in a specified sequence: in 

circumscription, occupational sex type develops first (and thus is most central), followed 

by prestige and then interests. In the process of compromise, the order is reversed, as 

interests are sacrificed first, followed by prestige, and then sex type. Despite the limited 

support for the precise predictions derived from Gottfredson's postulates, particularly for 
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the order of importance ascribed to the criteria of gender, status, field of interest, and 

accessibility of training and jobs (Henderson, Hesketh & Tuffin, 1988; Hesketh, Elmslie & 

Kaldor, 1990; Leung & Harmon, 1990; Leung & Plake, 1990), the implicit influence of 

social factors has been acknowledged (Cochran, 1983; Hesketh et al., 1990). Swanson 

(1992), in discussing the disconfirming researc~ commented: 

Taken collectively, these studies have not confirmed the order of priority 

hypothesized to influence the sacrificing of choices, suggesting that 

modifications of Gottfredson's theory may be necessary. Moreover, the 

process of circumscription and compromise may vary by gender, sex-role 

attitudes and interest area, suggesting a greater complexity in these 

processes. (p. 1 06) 

Ethnic Influences 

Theoretical models and constructs related to the career development of racial-ethnic 

minorities have appeared recently in the literature (Brown-Collins & Sussewell, 1986; 

Cheath~ 1990; Martin, 1991 ). Although many of these theories are only partially 

articulated, they are presented here, along with relevant researc~ as an important step 

towards developing a more complete understanding of cultural variables in vocational 

identity development. 

African American. Cheatham (1990) argued that Americans of African descent have 

retained culturally relevant values, attitudes, and beliefs inherent to their origins in Afiica, 

which he terms "Afiicentrism," and that traditional vocational theory is based on 

Eurocentric views which do not take these differences into account. In his heuristic model 



23 

of African American Students' Career Development, Cheatham argued that the effects of 

African American's early experiences in America (slavery legacy, race and color effects, 

disenfranchisements, economic deprivatio~ and structural discrimination) impact the 

Africentric social order in a way that differs idiosyncratically from one African American 

to the next. Depending on the individual's level of acculturation within majority culture 

(the "Eurocentric" view), African Americans' career development is influenced both 

directly and indirectly by the two cultures, with ultimate effects on both the individual and 

on society. Although Cheatham is somewhat vague in articulating his model, he does 

discuss the importance of accounting for culturally-influenced individual behavior which 

affects vocational behavior. For example, he highlights a postulated Afiicentric focus on 

affiliatio~ collectivity, interdependence, respect for elders, and obedience to authority, 

which contrasts with the Eurocentrist values of individuation and autonomy, and suggests 

that vocational counseling interventions which take into account these differences would 

better benefit African American clients. 

Gainor and Forrest ( 1991 ), in suggesting interventions for career counseling with 

Black female clients, used Brown-Collins' and Sussewell's (1986) model ofBlack women's 

self-concept as a combination of multiple self-referents. These referents are the 

psychophysiological referent, or knowledge of oneself as a woman; the African American 

referent, or one's knowledge of oneself as Afiican American (both in comparison to other 

African Americans and to Whites); and the myself referent, or one's knowledge of oneself 

as a unique human being. Gainor and Forest use the model to propose changes in career 

counseling with African American women. First, counselors should become aware of the 
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influence of the self-referents on African American women's career choices. For example, 

African American women with a strong psychophysiological referent might structure their 

job responsibilities in a way that allows them to express care and connections to others. 

By contrast, if the "Afro" self-referent is the strongest, a woman might be well advised to 

seek an occupation which allows her to educate others about cross-cultural issues and to 

work towards eliminating racism. Counselors are encouraged to pose questions which 

assist African American women in identifying and evaluating which of the self-referents 

may be important to involve in their career choices and which are better suited to 

involvement in leisure or noncareer activities. 

Research regarding sex typing and sex role effects among Blacks shows a similar 

pattern as that of Hispanics and Whites. As with other racial-ethnic groups, there is a 

strong influence of gender-role socialization on Black men's and women's occupational 

choices (June & Fooks, 1980; Thomas, 1985). 

Numerous researchers have noted the tendency of African American college students 

to produce interest patterns and career choice patterns in social occupations (Doughtie, 

Chang, Alston, Wakefield, & Yom, 1976; Hager & Elton, 1971). Carter and Swanson 

( 1990) reviewed the literature regarding Black and White differences in vocational 

interests and found that Blacks tended to have more Social-Enterprising-Conventional 

interests, scoring higher in sales, social service, business, and verbal-linguistic areas. This 

tendency is further supported by the under-representation of Blacks, Hispanics, and Native 

Americans in realistic and investigative academic majors and occupations (Bayer, 1972; 

Smith, 1975, 1980). 
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Carter and Swanson ( 1990) suggest that within-group characteristics or differential 

perception of vocational opportunity structure may explain the apparent preference of 

Blacks for social occupations. These observed preferences in interests may also reflect 

actual occupational choice, which in tum may suggest differences in the formation, 

meaning, and expression of interests. 

Numerous researchers have investigated (Lawrence & Brown, 1976; McNair & 

Brown, 1983) or reviewed (Dillard, 1980; Herr & Cramer, 1984; Westbrook & Sanford, 

1991) Blacks' degree of career development. Lawrence and Brown (1976) examined the 

relationship of career maturity to self-concept, intelligence, SES (rating of father's 

occupation using a socioeconomic scale), race (Black vs. White) and gender in a sample of 

12th-graders. Multiple regression analysis indicated self-concept has a different impact on 

career maturity for these subjects depending upon race and gender. The only variable 

which contributed significantly to the prediction of career maturity for Black males and 

White females was IQ. For Black females, IQ and self-concept were the best predictors; 

while the best set of predictors for White males was self-concept and IQ. (SES did not 

significantly improve the prediction of career maturity for the total group, nor for three of 

the four subgroups on the six dependent variables.) Thus, self-concept appeared to have a 

differential effect upon career maturity depending upon the race or gender of the subjects, 

whereas SES failed to improve the prediction of career maturity. 

McNair and Brown (1983) used a sample ofBlack and White lOth graders to 

examine career maturity (as measured by an attitude scale on a career maturity inventory) 

as it relates to other variables, such as occupational aspiration (measured by the question, 
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"If you were completely free to choose any job, what would you desire most as a lifetime 

job?"), occupational expectation (measured by the question, "Sometimes we are not 

always able to do what we want most; what kind of work will you be doing when you are 

30 years old?"), parental influence (derived from two questions regarding student's 

perception of degree of educational encouragement from both mother and father), and 

self-perception (measured by a self-concept scale). Multiple regression was used to 

predict criterion variables of career maturity, occupational aspirations, and occupational 

expectations from possible predictor variables such as parental influence, self-perceptions, 

SES, degree of certainty, gender and race. The primary finding was that parental influence 

was the only significant predictor of career maturity for each group studied, with the 

exception of White males. Although parental influence was the primary predictor of the 

criterion variables for White males, self-concept added to the predictive ability. A second 

finding was that White students scored higher on career maturity than did Black students. 

The authors conclude, "Black students seem to have nearly the same occupational 

aspirations and expectations as White students in the I Oth grade but lag behind in career 

maturity. Unless Black students gain the necessary skills and attitudes to pursue their 

career goals, they will inevitably find themselves lowering both their aspirations and 

expectations" (p. 35). They comment, "Parents need to be aware that they are influential 

in determining career expectations and aspirations" (p. 35). The finding of McNair and 

Brown that parental influence was the strongest (and, with one exception, the only) 

predictor of career maturity is consistent with earlier findings (Lawrence & Brown, 1976) 

that SES did not predict career maturity and that self-concept predicted career maturity 



27 

differentially depending on gender and race. These findings highlight the importance of 

investigating family factors on the development of career identity, which is the subject of 

the present study. 

Westbrook and Sanford ( 1991) questioned the assumption that career maturity 

measures are valid for both Blacks and Whites, despite the body of literature which 

consistently has shown significant group differences with White students scoring higher on 

various measures of career maturity. They reviewed studies which provide no support for 

the validity of two cognitive measures of career (the Career Maturity Inventory Self

Appraisal and Goal Selection subscales, Crites, 1978) among Black high school students 

and note the lack of studies investigating the validity of attitudinal measures of career 

maturity among different racial/ethnic groups. 

On the basis of these findings, Westbrook and Sanford ( 1991) investigated the 

validity of several subscales of a widely used measure of career maturity, the Career 

Maturity Inventory Attitude Scale-Counseling Form (Crites, 1978). Five subscales of the 

inventory-Decisiveness, Involvement, Independent, Orientation and Compromise in 

Career Decision Making-were correlated with a measure of appropriateness of career 

choices for a sample of Black and White high school students. The measure of 

appropriateness of career choices was measured by matches between a student's self

reported educational plans, school subject preferences, and aptitude scores on 

standardized aptitude tests. For example, each student was asked to select three career 

choices and to state his or her educational plans and school subject preferencesA score of 

1 was assigned to each of the student's career goals that "matched" his or her educational 
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plans, school subject preferences, and aptitude scores. A score of zero was assigned to 

each career goal that did not match any of the three factors. Subsequent statistical 

analysis revealed that none of the five Attitude Scales related to appropriateness of career 

choices of Black students, and only one sub scale, Compromise, was significantly 

correlated with the measure of appropriateness of career choices for White students. The 

authors argued that these findings fail to support the theoretical expectation that career 

maturity attitudes are related to appropriateness of career choices and raise questions 

regarding the validity of inferences made about the career maturity ofboth Black and 

White students based on these measures. 

Dillard ( 1980), in a critical review of the career development literature pertaining to 

African Americans, noted the failure of prominent career development theories to deal 

effectively with Blacks' vocational behavior and choices. He made the compelling point 

that traditional bases of trait-factor (Parsons, 1909; Williamson, 1965), self-concept 

(Super, Crites, Hummel, Moser, Overstreet & Warnat~ 1957), vocational choice 

(Ginzberg et al., 1951), and personality (Holland, 1966; Roe, 1957) approaches assume 

individual opportunity and background environments not readily available in most African 

American communities, particularly at lower socioeconomic levels. Similarly, Herr and 

Cramer ( 1979) argued that it is the perceptions an individual holds of social and economic 

mobility which may determine the types of career options he or she can contemplate, plan 

for, and ultimately achieve. Reasons provided for Blacks' consistently cited slower rates 

of vocational development include lack of positive work -related experiences (Dillard, 

1980), low expectations of achieving vocational goals (Smith, 1975), lower levels of 



career satisfaction (Greenhaus, Parasuraman & Wormley, 1990) and a restriction in the 

diversity of occupational aspirations (Arbona & Novy, 1990; Osipow, 1983) which may 

result from less exposure to role models. 
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Native American. Martin ( 1991) identified factors which impact career decision

making among American Indians living on reservations, and suggested career counseling 

strategies which may enhance the career development process. Martin identified three 

factors: (a) knowledge of the world ofwork, (b) external pressures, and (c) assessment, 

which impact the career development of American Indians living on reservations. He 

reviewed recent research findings which suggest that reselvation Indian adolescents have 

less past work experience and less knowledge of vocational training time that is required 

to attain various jobs-differences which he attributes to their lack of familiarity with a 

wide range of occupations. Similarly, Gade, Fuqua, and Hurlburt ( 1984) found substantial 

vocational interest differences between two Native American samples (Swampy Cree and 

Peguis high school students) compared to normative data. These authors interpreted the 

differences in interst profiles as a reflection of long-term cultural and socialization 

experiences and the limited range of work models found on in the environment from which 

their samples were taken. 

Martin (1991) posits that external pressures resulting from "economic, mobility, and 

family or social factors may influence individual motivation and ability to make vocational 

decisions" (p. 276). He discusses how cultural differences of American Indians often 

negatively affect the accuracy of standardized assessment of vocational interests, abilities, 



and personality characteristics, resulting in less information available to assist them in 

career decision-making. 

Hispanic. Gomez and Fassinger (1994) proposed an initial model of Latina 

vocational achievement based on a study of 244 Latina college students, which 

incorporates the individual's level of acculturation, biculturalism, and achieving styles. 

These authors suggested that if achieving styles are learned through socialization, for 

Latinas in the United States they would be influenced by both Latino and White cultures. 

Latino culture incorporates the values of familis~ fatalism, spirituality, and personalis~ 

which are often reflected in an interpersonal approach in which collaboration and 

interdependence take precedence over confrontation and competition (Carter & Cook, 

1992). These cultural values suggest that Latinas may prefer work styles using 

collaborative, contributory, and vicarious processes, in contrast to Anglo-American 

culture, which emphasizes more competitive, power-focused, and direct approaches 

(James & Khoo, 1991; Lipman-Blumen, 1991). In the process of acculturating to Anglo 

culture, it may be expected that Latinas will incorporate traditionally Anglo achieving 

styles into their own behavioral repertoires. As a result, Latina achievement styles are 

expected to vary with level of acculturation to mainstream Anglo culture. 

In their formulation of a model of Latina vocational development~ Gomez and 

Fassinger (1994) used the Achieving Styles Inventory--Form 13 (ASI; Lipman-Biumen, 

1991~ Lipman-Blumen, Handley-Isaksen & Leavitt, 1983) to assess nine achieving styles 

(described below), each measured by five items. The ASI is a questionnaire composed of 
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45 sentences describing behaviors used in accomplishing tasks or feelings about methods 

of achieving goals. 

31 

Responses were measured using a 7 -point Likert scale in order to designate 

preference for three achieving styles, each having three levels. For example, individuals 

preferring styles in the direct domain achieve through the use of power, individual effort, 

and direct confrontation. Within this domain were three levels: intrinsic-direct (focuses on 

task mastery and internalized standards of excellence to measure success), competitive

direct (focus on mastering a task better than all others), and power-direct (tend to take 

charge, organize, and control others to meet their goals). The second domain, 

instrumental, represents a style of achievement using the self in context with others to 

achieve goals. The three levels within the instrumental domain are personal-instrumental 

(use personal characteristics such as chann, position, or family name to further their 

goals), social instrumental (use networks of relationships to advance their goals), and 

entrusting-instrumental (delegate tasks and responsibilities to others to achieve on their 

own behalf). The third domain is relational, in which individuals actively and passively 

pursue achievement through relationships. The three levels in the relational domain are 

collaborative-relational (such as team players, who achieve through group effort), 

contributory-relational (achieve by directly contributing to others' tasks) and vicarious

relational (achieve indirectly through identifying with others' tasks and goals). 

Multiple regression analysis indicated that for this sample, acculturation significantly 

predicted achieving styles, with more bicultural individuals having a wider repertoire of 

achievement styles. A weakness of this study is the preponderance ( 67%) of upper or 
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upper-middle class subjects, restricting the range of SES and limiting generalizability. 

Moreover, only 2% of the participants in the study were Mexican-American, whereas 61% 

ofLatinas in the U.S. are ofMexican descent (Arredondo, 1991). 

Numerous studies (Evans & Anderson, 1973; Kuvlesky, Wright, & Juarez, 1971) 

have demonstrated that Hispanic students have significantly lower expectations for 

achieving career aspirations compared to Anglos. However, Dillard and Perrin ( 1980) 

demonstrated that Hispanic students tend to express occupational aspirations at a level 

similar to that of Anglos. In a 30-year review of the literature relating to Hispanics, 

Arbona ( 1990) reached several conclusions. First, she co-ncluded that Hispanics have high 

occupational aspirations but lower expectations, suggesting that Hispanics perceive 

environmental or other barriers to their career goals. Second, she concluded that career 

progression and work values of college-educated Hispanics resemble those of Anglos: that 

there is a curvilinear relationship between need for achievement and career progression in 

both groups, and that individuals from both groups who tend to be satisfied with the non

work aspects of their lives also tend to be satisfied with their jobs. Third, she concluded 

that educational attainment of Hispanics varied by SES (higher SES students performed 

better academically), generational status (second generation immigrants achieved higher 

education than their parents), and national origin (Mexican-American and Puerto Rican 

high schoolers were less likely to attain higher education than other Hispanic groups). 

In an investigation of sex typing, Bailey and Nihlen (1990) exposed 219 White and 

Hispanic 1st to 6th graders to 20 nontraditional workers in the classroom at various times 

across the school year. Ethnicity and age was found to influence perceptions, with 
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Hispanic and younger children expressing more sex-typed perceptions at pretest. The 

occupational exposure reduced sex typing, with older children more changed from pre- to 

post-test, but did not significantly influence the children's career choices. 

Sastre and Mullet (1992), in a study ofthe occupational preferences ofHispanic 

adolescents living in Mexico, found that a femininity-masculinity aspect was the best 

predictor of preferences for girls. Two other predictors were free time and prestige, 

although SES level moderated the relationship between prestige and preferences. 

Lauver and Jones ( 1991) examined gender and racial-ethnic differences in perceived 

career options of Anglo, Hispanic, and Native American 9th and 11th grade students. In 

addition to collecting demographic information (gender, grade, ethnicity, and occupation 

of parents), an author -designed questionnaire presented a list of occupations with brief job 

descriptions (half predominantly male and half female) representative of each of Holland's 

( 1973) six fields of work. An occupation was designated predominantly male or female if 

70 percent or more of the work force was of one gender according to Department of 

Labor statistics for 1985. Prestige was also used as a selection criterion for occupations, 

enabling the comparison of comparable mean prestige levels across occupations. For each 

occupation listed, students were asked whether they had considered doing this job and to 

indicate on a scale of 0 to 5 how sure they were of their ability to complete its training 

requirements or job duties. Female students were found to exceed males in interest and 

self-efficacy for cross-sex occupations. Observing a similar pattern in her study, Clement 

( 1987) speculated that males may not find cross-gender jobs appealing because of 

differentials in status, pay, or personal expressiveness required. Alternatively, Hannah and 



Kahn ( 1989) suggested that sex equity efforts may contribute to broadening vocational 

horizons for high school girls. In the Lauver and Jones (1991) study, ethnic differences 

also were reported, especially for self-efficacy, with Native Americans scoring lowest on 

self-efficacy for seven of the 18 occupations studied. The findings for Hispanics tend to 

support Arbona's (1990) conclusion that Hispanics generally express high occupational 

aspirations but simultaneously hold lower expectations for achieving those goals. 
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Asian. Very few published empirical research studies on the career behavior of 

Asian Americans could be identified, with most studies dated in the 1970s (see Leong, 

1985). Educationally, both Japanese and Chinese Americans are above the national norm 

(Spencer & Markstrom-Adams, 1990). Most research has focused on identifying 

differences in vocational attainment or interests, with very little attention given to the 

process by which vocational identity develops. Sue and Frank (1973), for example, 

suggested that Asian Americans as a group prefer occupations requiring logical, 

structured, concrete, and impersonal work and are less attracted to those requiring 

forceful expression, interpersonal interaction, and verbal and written communication. 

These authors applied a personality structure theory to suggest personality characteristics 

drive Asian Americans towards scientific and/or technical vocational areas. In addition, 

they suggested Asian immigrants encourage their children to pursue occupational choices 

which provide the greatest survival potential in U.S. society and to avoid those that would 

expose them to racial/ethnic discrimination. Their emphasis on occupational prestige was 

supported by Leong ( 1991 ), who found that Asian American college students value 

extrinsic (e.g., status, income, and prestige) and security values more than did Anglos. 
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A recent study by Leung, Ivey and Suzuki (1994) compared career aspirations of 

Asian American students with a those of a comparable group of Anglo Americans in order 

to test three hypotheses: ( 1) that occupational aspirations of Asian Americans are 

expressions of their personality traits, (2) that Asian Americans were encouraged to seek 

occupations high in prestige, and (3) that Asian American men would show a stronger 

preference for traditional male occupations than would their Anglo counterparts. Based 

on comparisons between the group's scores on the Occupations List (Harmon, 1971, 

1981, 1989; Leung & Harmon, 1990), Asian students indicated greater attraction to 

occupational activities which are logical, analytical, and nonpersonal in nature (the 

Investigative occupations), and less attraction to occupations involving forceful 

communication and interpersonal influencing (the Enterprising occupations). No 

difference was found between the Asian American and Anglo students in their 

consideration of Social occupations, which involve a high level of interpersonal activities. 

Thus, the researchers' hypothesis regarding personality determinants of vocational 

aspirations received only partial support. 

The second hypothesis, that Asian American students would consider occcupations 

with higher prestige more often than Anglo students, as measured by the mean score on 

Duncan's Socioeconomic Index (SEI; Duncan, 1961), was upheld. Leung et al. (1994) 

suggest that "Such a drive toward high-prestige occupations is perhaps a means to survive 

and to move upward in the social structure. The need to attain high-prestige occupations 

can be a result of parental and familial expectations" (p. 408). 
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With regard to their third hypothesis, Leung et al. ( 1994) used the Male Dominance 

Index (MDI; Y ani co, 1979) to measure the traditionality or sex type of occupations. Male 

Asian American participants were found more likely than were their Anglo counterparts to 

consider traditionally male occupations, and female Asian Americans were more likely 

than were Anglos to consider nontraditional occupations. Leung et al. suggest that the 

prestige factor could explain the finding regarding the women, because both Asian men 

and women are encouraged to pursue occupations with high prestige and social 

recognition-which are traditionally male vocations. 

As elsewhere noted regarding the research on vocational identity, the existing 

research literature on vocational identity development of Asian Americans focuses almost 

exclusively on outcome measures, such as identifYing differences between groups on a 

particular variable of interest, rather than on the process by which these differences 

develop. Although it has been noted that Asian immigrant parents often encourage their 

children to consider high-prestige occupations to establish themselves in the U.S. society 

(Sue & Morishima, 1982), little research exists as to process by which Asian families 

impart this socializing influence on their children. 

Summary of Research on Cultural/Ethnic Influences. Despite this recent theoretical 

attention to minority career identity, Swanson ( 1992), in a review of the vocational 

literature from 1989 to 1991, concludes: "The career experiences of racial-ethnic 

minorities remain under-researched and poorly understood" (p. 144). She states that in 

her review, "research related to the earliest stages (childhood and adolescence) offered the 



greatest diversity of samples, with little racial-ethnic research conducted in early and 

middle career stages and virtually none in the late career stage" (p. 144). 

Further complicating our understanding of vocational development is a 

methodological flaw in much of the research on ethnic differences in career development: 

it is the failure to treat social class as a separate variable in statistical analyses ( Arbona, 

1990). Because of the well-established relationship between social class and ethnicity, 

Arbona has called for better methodological designs which separately measure the 

influences of ethnicity and social class on career development. 

Other Influences 
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Socioeconomic Status. Although much has been written about social class 

differences in career development, research regarding the impact of social class on career 

development has been contradictory and inconclusive (McNair & Brown, 1983). Various 

studies concluded that social class (as defined by parents' occupation) is systematically 

related to students' career maturation (Bennan, 1972; Krau, 1987; Watson & Van Aarde, 

1986). This conclusion, however, is inconsistent with the findings of other studies 

(Chodzinksi, 1983; Khan & Alvi, 1983; Lawrence & Brown, 1976; Lilzzo, 1992; Super & 

Nevill, 1984) that social class does not significantly relate to career development. Dillard 

(1980), in noting the contradictory findings ofthe relationship betweem SES, race, career 

choice, and entry, asks, "Are these conflicting findings the result of invalid measures, 

inappropriate operational definitions, ignorance of the literature, cognitive ability 

variations, or inadequate interpretations?" (p. 289). The sampling and measurement 

methods of a group of these studies is presented in the following table. 



Table I. Studies Linking Socioeconomic Status to Career Development 

Studies which 
concluded SES not 
related to career 
development: 

Luzzo 
(1992) 

Super & Nevill 
(1984) 

Khan& Alvi 
(1983) 

Measure of Measure of 
Subjects Socioeconomic Status Career DeveloQment 

Undergraduate psychology Duncan Index Career Maturity Index 
students (U.S.); more than (parents occupation) Vocational Congruence: 
50% White; remainder larger of the two lac han's method 
were Black, Asian, Hispanic ifboth parents using Holland's Vocational 
& Filipino were employed. Preference Inventory 

U.S. high school students: Hamburger's revision Career Development 
1 inner city low income + of the Warner Scale Inventory 
2 rural suburban (1949): highest 

occupation level of 
either parent 

SES disproportionately skewed toward lower three levels ( n= 94) 
versus upper 3 levels (n= 49) out of a total of7levels; authors state that 
the distribution was "not far from normal" in citing this discrepancy 

Canadian high schoolers "parents 
"from a broad socioeconomic occupational 
spectrum": no description lever 
of ethnicity or gender 

Career Maturity Inventory 
(Crites, 1978) 

Found that CMI is .::elated to parents educational level, but not to 
parents occupational level: these 2 variables are assessed separately. 

Lawrence & Brown 12th graders Father' s/guardian' s 
occupation using 
Duncan's (1961) 
SES Scale 

Career Maturity Inventory 
("CMf') (1976) (U.S.), 63% 

White 

SES significantly higher for Whites than Blacks, regardless of sex. 
IQ found to be significantly higher for Whites than Blacks. CMI is 
highly correlated with traditional measures of IQ. While SES was not an 
overall predictor of career maturity, subgroup predictors (using multiple 
regression analysis) differed. For Black males, IQ, race, self-concept 
and sex were the best predictors. For both Black and White women, 
IQ was the only predictor. For White males, IQ and self-concept added 
to the prediction of career maturity attitudes. 
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Studies which 
concluded SES i! 
related to career 
development: 

Watson& 
van Aarde 
(1986) 

Krau 
(1987) 

Subjects 

600 South Mrican 
high school students 
students, male & 
female 

M~m M~m 
Socioeconomic Status Career Development 

SES index by CMI (Crites) 
Riordan ( 1978) 
weights father's 
occupation & 
educational level 
3 levels of SES used 

Strengths: using only one ethnicity, eliminates confounding of race with SES. 

900 9th & 12th graders 
drawn from Jewi~ Arab, 
Catholic Monastic School. 

Non specific; Jewish Values Scale of the 
urban group divided Work Importance Study 
into ' high" & "low" (Donald Super) 
SES, both other 2 
groups not divided. 

As can be seen from Table 1, measurements of SES vary across studies, some using 

highest occupational level of either parent (Luzzo, 1992; Super & Nevill, 1984) while 
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others use highest occupational level of father or guardian (Lawrence & Brown, 1976), or 

simply "parents occupational level" (Khan & Alvi, 1983). A second inconsistency across 

the studies was that levels into which SES was divided varied widely. Super and Nevill 

(1984) used seven levels of SES (n=382), whereas Krau (1987) used only three (n=900). 

Such contradiction in findings underscores the importance of continued empirical 

investigation of social class as a moderating variable in career development. For example, 

it may be helpful to investigate within-SES level variation in career development as 

opposed to between SES levels. Alternatively, a more fundamental problem may exist in 
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the measures ofvocational development. Dillard (1980) notes that much supporting data 

for vocational theories is drawn from middle SES White American males, a population 

characterized by family stability and availability of family work role models. He states: 

Most career theorists equate realism with maturity; this works in favor of 

maintaining the disparity between Blacks' and Whites' career aspirations 

and expectations. For example, the middle class individual is considered 

mature and realistic in making a choice and in consistently and persistently · 

pursuing it. Yet the lower class individual is rated unrealistic and immature 

if the initial choice progressively deteriorates and fixates at a lower choice. 

Some observers would argue that the option taken by the lower class is 

realistic and mature since it was made on the basis of the situational 

determinants of environment. (p. 295) 

F amity Influences. The importance of the family as an influence on career decision 

making has long been recognized by most vocational theorists (Osipow, 1983). Many 

career development theorists and researchers emphasize parental and/or family influence 

as a critical factor in the career development of individuals (Bratcher, 1982; Lopez & 

Andrews, 1987; Roe & Lunneborg, 1990; Schulenberg, Vondracek & Crouter, 1984). 

Bratcher (1982) addressed the influence of the family on career choice from a family 

systems perspective. He described the background of family systems theory, as well as 

implications for career counseling. The most obvious implications, according to his 

analysis, are the extent to which an individual can separate from his or her family and the 

extent to which an individual can resist the family's tendency to impose its own rules, 



beliefs and values on the individual. Bratcher provided the example that for a young 

person from a highly religious family with strong rules about what constitutes adherence 

to those values, it may be unthinkable to consider certain types of careers which are 

perceived as compromising those values. 
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Roe and Lunneborg ( 1990), in discussing Roe's theory of personality development 

as it relates to career choice, argued that early experience is usually dominated by the 

family and particularly by relationships with parents. Parental behaviors toward the child, 

as discussed earlier, are hypothesized to result in one of two basic orientations in the child, 

either toward or away from other persons. These orientations were thought to relate to 

subsequent occupational choice. The Parent-Child Relations Questionnaire (Roe & 

Siegelman, 1964) was developed for the purpose of investigating parent-child relations as 

they relate to the person orientation of the child. 

Schulenberg, Vondracek and Crouter ( 1984 ), in discussing family features salient to 

the career development process, noted that the predominant empirical focus in the 

literature has been on vocational outcomes as opposed to vocational development 

processes. They argued that while vocational outcomes are an important component of 

the process, vocational outcomes offer little in the way of explanation. Along these lines, 

they contended that the location of the family in the broader social context, structural 

features of the family context, and process-oriented features of the family have not been 

adequately addressed. By way of example, they addressed the well-documented, positive 

relationship between SES and occupational status aspirations and expectations yet also 

noted that certain parenting values are associated with a given SES level: middle-class 
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parents tend to value self-direction in their offspring, while lower SES parents tend to 

value conformity in their children. Thus, in this case the SES factor may be moderated by 

family processes--processes which have received scant research attention. 

Lopez and Andrews (1987), reviewing the literature regarding the role of the family 

in career decision making, reached the following conclusion: 

We believe that the young person's choice or indecision can be alternately 

conceptualized, not as an individual achievement or personality trait but 

rather as the outcome of a larger set of transactions between the person 

and the family. We believe also that these transactions collectively 

represent either a successful or unsuccessful transformation in family 

functioning. Certain family interactions enhance this transformation, 

whereas others inhibit it, thereby creating a climate that promotes and 

maintains indecision. To understand these propositions, one must first 

understand the relationship of career decision making to family 

development. (p. 304) 

The family's influence on an individual's values and self-concept, which will later 

affect career choices, is also recognized by career theorists. Shaffner and Klemer ( 1973 ), 

for example, noted that parents affect their children's career decisions in many ways: by 

influencing children's self-concept, by acting as role models, by providing job information, 

by serving as occupational motivators, and by shaping the developmental environment. 

Various authors have commented on the scarcity ( Osipow, 1983) and fragmentation 

(Herr & Lear, 1984) of theories which consider family variables in explaining vocational 
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decision-making. Schulenberg, Vondracek, and Crouter ( 1984), reviewing the literature, 

identified several limitations of existing theoretical and empirical attempts to clarify this 

relationship. These limitations included (a) a failure to recognize the family as a 

functioning whole and both the changing nature of work and of the family and (b) an 

emphasis on vocational outcomes rather than on relevant developmental processes. As 

Lopez and Andrews (1987) note: "In summary, theory and research focused on clarifying 

the impact of current family process on the career-related behavior of individual family 

members is virtually absent" (p. 304 ). 

Family systems theory has been used to explain various aspects of career identity 

development. According to family systems theory (Bratcher, 1982), families develop rules 

or operating principles in order to allow for consistency and predictability which are then 

passed down from one generation to the next. Families also develop mythology-often 

rooted in antecedent experiences and designed to protect the family either as as a unit or 

as individual family members. Family rules and mythologies operating largely outside 

conscious awareness govern and regulate the behavior of family members in a way that 

ensures predictability and continuity for the family system. 

Family systems theory is derived from a general systems framework in a way that 

combines both psychological and sociological perspectives (Bratcher, 1982). According to 

general systems theory, all systems develop an established and repetitive method of 

operating, and when homeostasis or equilibrium is threatened, the system exerts pressure 

on its components to return to its prior state of balance. Similarly, a major concept of 



family systems theory is that of homeostasis, or the tendency of a system to maintain 

balance or equilibrium. 
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Thus, according to family systems theory, the family is seen as an interrelated, 

interdependently functioning entity containing psychological structures which maintain a 

balance between rigidity or permeability, a concept referred to as a boundary. The balance 

between rigidity and permeability is sensitive, with imbalance occurring in the form of 

enmeshment or disengagement with other family members, which Bowen ( 1978) refers to 

as a "level of differentiation." The concept of differentiation refers to an individual's 

ability to separate his or her own emotions, ideas, and beliefs from those of others. While 

not unaware of the feelings of others, differentiated persons are able to maintain a degree 

of objectivity and emotional distance from those around them (Becvar & Becvar, 1993). 

Various aspects of family systems theory have been used to explain difficulties in 

career identity development. For example, Bowen ( 1978) conceptualized the indecisive 

client as undifferentiated, implying that it is difficult for the client to distinguish his or her 

own wishes, thoughts, and goals from those of others and thus to be able identify his or 

her vocational interests and goals. He also described a scenario whereby an indecisive 

student, by means of the projection process, may feel that he or she is the only member of 

the family who can satisfy the unfulfilled needs of parents, yet balk at the task. 

Feminist critiques (Hare-Mustin, 1978; Lerner, 1986) ofBowen's concept of 

differentiation have pointed out that he uses primarily male-oriented traits like 

"autonomous," "goal-directed," and "intellectual" in describing the "differentiated" 

person, while using qualities that women have traditionally been socialized for, such as 
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"relatedness" and "seeking approval," to describe one who is poorly differentiated. Such 

terminology is thought by many persons sensitive to feminist issues to pathologize women 

by using biased standards to identify women as less differentiated and therefore more 

likely to experience career identity problems. 

Family systems theory has been applied to the process of career selection (Bratcher, 

1982) and particularly to the career-indecisive adult (Eigen, Hartman & Hartman, 1987~ 

Lopez & Andrews, 1987; Zingaro, 1983). A major proposition of many who apply a 

family systems approach to understand career development is that specific career 

behaviors may serve a broader function within a given faritily (e.g., Bratcher, 1982; Lopez 

& Andrews, 1987; Zingaro, 1983). For example, Lopez and Andrews apply family 

systems theory to explain career indecisiveness in a client from a highly enmeshed family 

which exerts pressure on the client to remain dependent and close to the family. 

Lopez and Andrews ( 1987) provide two specific examples of possible functions of 

career indecision from a family systems point of view, in which career indecision serves an 

important regulatory function in the family. Career indecision may offer the family a 

means to postpone the developmental task of young adult separation. Alternatively, 

career indecision may function as a vehicle for "detouring" family conflict. 

Research on career development provides evidence that family factors such as 

family background, family structure, and family relationships influence individual career 

development. For example, family background factors which have been associated with 

career development include family composition, family size, spacing of siblings, and birth 

order (Penick & Jepsen, 1992). 
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For example, in terms of family size, when background SES is controlled for, males 

from larger families tend to have lower educational expectations (Rehberg & Westby, 

198 7), acquire less education, and subsequently achieve lower occupational status (Blau & 

Duncan, 1967; Olneck & Bills, 1979) than males from small families. Blau and Duncan 

also found that when considering large families (five or more children), youngest sons 

acquire more education than oldest sons; for small families (four or less children), there is 

a slight trend for oldest sons to attain more education; and when background SES and 

educational attainment are held constant, the occupational status of males from large and 

small families is similar. 

In terms ofbirth-order differences, Gandy (1974) reviewed the literature and 

concluded that methodological deficiencies and a focus on between rather than within 

family differences have led to inconsistent results. Gandy concluded that birth order 

differences in vocational choice, if they exist, are to be found within rather than between 

families. Gandy's conclusions draw support from a prior study by Verger (1968). In 

Verger's study of three-sibling families, the vocational interests of first and third siblings 

were found to be more alike than those of the first two siblings. These findings are 

explained in terms of patterns of sibling rivalry and alliances. 

Family relationship factors which have been shown to be related to enhanced career 

development include parental support, parental modeling (e.g., a mother who works and is 

satisfied with her role or a father who is successful), and egalitarian parenting style (see 

reviews by Schulenberg et al. , 1984; Vondracek, Lerner, & Schulenberg, 1986). In the 

Schulenberg et al. review, the authors conclude: 



In summary, it appears that a focus on family processes related to parental 

employment, parent-child relationships, socialization practices, and perhaps 

to family interaction patterns is a fruitful domain within which to explain 

vocational outcomes and to identify processes. This is especially true for 

explaining sex differences (p. 139). 
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Blustein et al. ( 1991) examined the quality and characteristics of students' 

relationships with their parents. The Psychological Separation Inventory (PSI: Hoffinan, 

1984) was used as a measure of psychological separation, a variable of primary interest in 

the study. The PSI is a self-report questionnaire designed to provide information on four 

dimensions of psychological separation from parents: (a) Functional Independence 

(relating to one's ability to direct personal affairs without parental assistance); Emotional 

Independence (measuring reported freedom from excessive need for approval, closeness, 

and emotional support from parents); Conflictual Independence (measuring reported 

freedom from guilt, anxiety, mistrust, responsibility toward, or resentment of one's 

parents); and Attitudinal Independence (tapping the existence of attitudes, values, and 

beliefs differing from one's parents). These researchers found that women's attachment to 

and conflictual independence from both parents were positively related to progress in 

career commitment and negatively related to foreclosure. In contrast, they found that 

men's attachment to, attitudinal dependence on, and contlictual independence from only 

their fathers were related to progress in career commitment. Career commitment and 

tendency toward foreclosure were measured by scales specifically designed for use in the 

study. 
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Although various family influence variables have been identified, the process by 

which the family influences an individual's development of career identity has only recently 

become the subject of research investigation. Penick and Jepsen ( 1992) examined the 

relationship between 11th grade student- and parent-reported dimensions of family 

functioning and subsequent career development. Multiple regression analysis indicated 

that family functioning dimensions, defined as either relationship dimensions (such as 

cohesion, expressiveness, conflict, sociability, idealization and disengagement) or system 

maintenance dimensions (such as organization, locus-of-control, democratic, authoritarian, 

laissez-faire, and enmeshment) were more frequent and stronger predictors of career 

development than were students' SES, gender, or educational attainment. Top family 

functioning predictors were conflict (presumably, low levels of conflict) and locus of 

control (presumably, internal); fathers' qualities of expressiveness, democratic family style, 

father's (lack of) disengagement; and mother's (lack of) enmeshment. Top student 

functioning variables related to career identity development were expressiveness, 

sociability, and disengagement (as rated by fathers). 

Young and Friesen ( 1992) conducted a qualitative study of critical incidents in which 

parents were believed to have influenced the career development of their children. A 

sample of 207 parents participated in an interview in which they were asked to describe 

their child in terms of his or her career development to date, including progress in school 

or work, aspirations, and the career planning and decision-making in which the child had 

engaged. The parents were then asked how they wanted to influence their child and to 

recount specific instances that stood out as important influences they had had on their 
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child in the area of career development. The researchers transcribed audiotapes of the 

interviews and, using the critical incident procedure for constructing categories (Flanagan, 

1954), grouped and labeled the critical incidents to reflect parent's "intentions." Ten 

categories of parental intentions emerged from the data: skill acquisition; acquisition of 

specific values or beliefs; protection from unwanted experience; increase independent 

thinking or action; decrease sex role stereotyping; moderate parent-child relationships; 

facilitate human relationships; enhance character development; develop personal 

responsibility; and achieve parent's personal goals. The authors conclude with the 

recommendation that, "This study addressed the parent's.side of the parent-child intention 

sequence that is particularly appropriate to the study of parental influence in the career 

development of their children .... Future studies need to address the child's intentionality 

and the child's response to the parent's intentionality" (p. 205). 

Conclusions 

In contrast to early vocational theory, career identity development is now viewed 

as resulting from an interaction of individual factors and complex socialization processes 

embedded in the broader social context within which socialization takes place. For 

example, the location of the family in a broad social context, such as socioeconomic and 

ethnic membership of the family, clearly influences the occupational development process. 

Historic influences (e.g., equal opportunity legislation, shifting sex-roles, increased rates of 

maternal employment) may alter the family context and subsequently, vocational 

development (Schulenberg et al., 1984). As part of the socialization process, individuals 



internalize messages received from the environment, which in part shape the individual's 

perception of self and of external reality. Brizzi ( 1986) described this process: 

The young girl defines herself, for example, in relationship to her 

environment and her place in the family. What is learned in this process 

can thereby expand or constrict the individual's perception of options in 

such a way that the traditional social structure, with its discriminatory slots 

or various social groups, is maintained. Vocational realism cannot be 

considered separately from the messages inherent in the individual's 

socialization and in the different values and expectations society holds for 

individuals based on their sex. (p. 227) 
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Thus, as a result of complex process of familial, social, societal and other 

influences, individuals tend to develop different orientations toward occupational 

achievement and interpersonal relationships. These differences in orientation interact with 

broader sociocultural norms for behavior to produce different life-style opportunities and 

demands (Cook, 1993). 

New Directions. The present study was designed to further investigate one aspect 

of the complex influences which bear on women's career identity development: the family. 

As discussed earlier, there is a dearth of information about the manner in which families 

influence the vocational development of children, despite abundant evidence they exert a 

powerful influence. The present study was designed to provide exploratory and 

discriptive data regarding the manner in which fanWies influence the formation of their 

daughters' vocational identity. 



Goals of the Study 

CHAPTER3 
:METHODOLOGY 

The goal of the current investigation was to explore the processes by which families 

influence career identity formation for women. While much of the current quantitative 

research is directed at discovering new correlations between family factors (especially 

demographic variables) and subsequent career development, potential process factors are 

seldom examined in that research. The present study examines family process variables, 

particularly transgenerational processes, involved in career identity formation. 

Due to the nature of career identity development as a highly complex phenomenon, a 

qualitative research design was selected for the study in order to explore and describe the 

phenomenon. Although the use of a qualitative design may present certain limitations in 

terms of generalizability of findings, it offers the significant advantages of capturing the 

richness and complexity of the process by which families influence the career identity 

formation of their offspring and as a means of eliciting further hypotheses for research. 

To the extent that family factors have been investigated, they are generally 

quantitatively examined, yielding correlations between demographic variables (such as 

SES, which is typically measured using an index) and measures of"career maturity" 

(about which questions have been raised regarding validity, especially when used with 

minorities). These studies generally offer limited explanatory value, given the complexity 
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of the subject matter. The present study approached the issue from a theoretically 

different perspective. A qualitative design was used in order to capture in greater depth 

the systemic effects involved by interviewing women in order to obtain their descriptions 

of how their families influenced their career identity development. 

Overview of Procedures 
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Selecting an appropriate research design requires an understanding of the nature of 

the area of interest and the types of data desired, as well as an understanding of the 

strengths and weaknesses of qualitative and quantitative data. The discussion which 

follows draws largely on the work ofPatton (1990), who thoughtfully compares these two 

research approaches. According to Patton, quantitative methods require the use of 

standardized measures in order to fit people's behaviors or experiences into a limited 

number of predetermined categories designed to evaluate one or more predetermined 

hypotheses. This type of research is essentially deductive in nature, amenable to statistical 

aggregation of the data, and may yield a generalizable set of findings. 

Neale and Liebert ( 1986) explain that internal validity in quantitative research is 

established by careful construction of instruments and measurement methods, in order to 

maximize their ability to measure what they are intended to measure. The instruments are 

then administered using rigorously standardized procedures so as to avoid introducing 

"uncontrolled" sources of variance into the data. Numerous threats to internal validity 

exist, including those arising from problems in the statistical analysis or design of research, 

as well as threats which .arise from the participants themselves (Neale & Liebert, 1986). 

For example, potential participant effects include the "Hawthorne effect" (the effects of 



being observed), privately held hypotheses and demand characteristics of the researcher, 

and various forms of subject "reactivity"-such as response sets. 
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Reliability in quantitative methods refers to the degree to which a particular 

observation yields a "true" score (Neale & Liebert, 1986). Data are unreliable to the 

extent that they contain measurement error-having been influenced by extraneous, 

chance factors. Various techniques are used to establish reliability in quantitative 

methodology. Test-retest reliability, which results from high correlation between 

performance on the same test administered more than once to the same person, is one such 

technique. Other forms of reliability include inter-item reliability (which involves 

correlating scores on two or more subsets of items on a test) and inter-rater reliability 

(which involves correlating different raters' scores on the same person or event). 

Advantages or relative strengths of quantitative methodology include its long 

acceptance among traditional psychometric methods and the concomitant reputation of 

being "scientific" within that community. Quantitative methods are more conducive to 

measuring linear cause-and-effect phenomena in which the act of measurement does not 

create undue distortion, such as in outcome (as opposed to process) research (Neale & 

Liebert, 1986). 

Qualitative research, by contrast, uses different standards of proof to establish 

trustworthiness and credibility of findings generated by these methods. Lincoln and Guba 

( 1985) compare the paradigms of qualitative and quantitative methods, and the following 

discussion is based on their work in this area. In order to establish quality and 

trustworthiness, qualitative research employs such methods as: vigorous cross-checking of 



data from different sources, methods, investigators, and/or times (triangulation of 

methods); prolonged and persistent observation of the phenomenon of interest; 

investigator's processing of biases with others; careful analysis of negative or 

disconfirming cases and consideration of rival explanations; and member checks-

solicitation of reactions by participants to the investigator's reconstruction of the data. 

Transferability (called external validity in quantitative terms) is established by providing 

extensive descriptive data in sufficient detail that it could easily be applied to other cases. 
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Certain types of phenomena are more conducive to qualitative measurement 

methods. Process (as opposed to outcome) studies and investigations of phenomena 

which are nonlinear or complex are more amenable to qualitative investigation because the 

goal of these methods is to describe or explain rather than to control and predict. In 

addition, when the purpose of investigation is more exploratory in nature, the inductive 

method of qualitative research generates a more broad and in-depth range of data for 

consideration. This method contrasts with standard quantitative methods, which are 

directed almost exclusively by a prior set of hypotheses which may or may not capture the 

complexity and/or core features of the phenomena under consideration. Also, because the 

goal of qualitative research is more descriptive and explanatory than confirmatory or 

disconfirmatory, the motivation for the investigator to "prove" or "disprove" a set of 

assumptions is lessened. As a result, investigator expectancy or bias and participant 

expectancy effects are reduced. In addition, the use in qualitative methodology of a more 

collaborative, exploratory approach reduces the power differential between investigator 

and subject. This approach contrasts with that of traditional quantitative research, in 



which subjects are typically "manipulated" and denied a complete understanding of the 

specific nature of the research being carried out. 

Finally, qualitative methodology offers a standard of authenticity which has few or 

no parallels in quantitative research (Lincoln & Guba, 1986). These authors discuss how 

encouraging the equal representation of multiple perspectives in the process of making 

recommendations for subsequent action, in addition to open and complete disclosure of 

data to all research participants, provides a measure of fairness which is unparalleled in 

quantitative research. Qualitative research is expected to improve the participants' 

experiencing of the world, providing opportunities for growth and development as an 

outgrowth of the social interaction involved in the research. In addition, qualitative 

research possesses catalytic authenticity in that it is expected to facilitate and stimulate 

action. This type of research is particularly appropriate for use with minorities, who have 

historically criticized research for its failure to benefit research participants (Mio & 

Iwamasa, 1993; Ponterotto, 1990). 
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A qualitative design was selected for the present study for several reasons. First, the 

nature of the phenomenon under study-as process-oriented and circular rather than 

outcome-oriented and linear-is more appropriately investigated using predominantly 

qualitative methods. Qualitative methods are also better suited to exploring complex 

phenomena such as the influence of families on women's career identity development. This 

type of design is especially appropriate for the population under investigation, majority 

and minority women--many of whom have been victims of inequities in society as well as 

in interpersonal relationships--since a more collaborative investigation, as opposed to one 



56 

characterized by sizable power differentials, is believed more likely to promote the growth 

and development of these women. Finally, qualitative research is especially appropriate 

for use with minorities because of its implicit criteria of catalytic authenticity, in which 

research is expected to facilitate and stimulate action--in contrast to traditional research, 

which has often been negatively evaluated by minority groups for its failure to produce any 

benefit to participants. 

In the present study, career genograms of the participants were used to elicit family 

career history in order to examine the aspects of family processes which may have 

influenced the women's career identity formation. Clinical use of the genogram is 

associated with the work ofBowen (1978, 1980) and McGoldrick (McGoldrick & 

Gerson, 1985), who encourage its use as a family therapy assessment and clinical tool. 

The genogram is essentially a three-generation graphic model or "family tree" on which 

relevant information such as marriages, divorces, and any other information of interest 

may be recorded by the participants (be they clients, investigators, counselors, etc.). 

Okiishi ( 1987) discussed the potential usefulness of career genograms as a tool in 

career counseling for identifying barriers to the client's vocational development. Okiishi 

recommended a basic three-step approach for the use of genograms in career counseling. 

First, the career counselor constructs the genogram at the client's direction. In the second 

step, the counselor lists the occupations of the individuals who are placed on the 

genogram. In the third and final step, the counselor and the client explore the role 

modeling of the persons which were placed on the genogram, particularly with regard to 

the reinforcement provided to them. Finally, with the client's permission and prior 



knowledge, additional attention may be directed at discussion of any possible omissions, 

inconsistencies, and "disregarded alternatives" which have emerged during the genogram 

exploration. A sample career-focused genogram is included in Appendix A. 
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Okiishi ( 1987) recommended other areas which may be explored during genogram 

constructio~ citing suggestions made by Mitchell and Krumboltz ( 1984) of four major 

assessment areas to be examined when a client's career decision-making appears hindered 

by inaccurate or dysfunctional self-observation and "world-view generalizations" (p. 266): 

(a) content of the client's world-view generalizations and selfperceptio~ (b) processes by 

which these arose; (c) whether these beliefs are problematic; and (d) whether 

acknowledged beliefs may disguise more basic but unarticulated beliefs which may present 

a problem for the client. 

Moo~ Coleman, McCollum, Nelson and Jensen-Scott (1993) described a case study 

use of a genogram to facilitate career decision-making with a 40-year-old female who was 

considering a midlife career change. These authors recommended the use of genograms to 

explore multigenerational themes such as those concerning education, careers, work 

values, gender roles, and family rules about "acceptable" employmenfpossibilities which 

may exert an influence on a client contemplating career alternatives. 

In a similar manner, Santa Rita and Adejanju ( 1993) recommended using genograms 

in doing academic counseling to assess inaccurate or dysfunctional self-observations and 

"worldview generalizations" which may create barriers to academic achievement. They 

offered a description of the process by which genogram exploration can enhance academic 

counseling outcome. The five-step process consists of (a) introduction, (b) 
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creation/exploration of a genogram, (c) creation/exploration of an academic success 

genogram, (d) exploration and discussion of genogram material or issues, and (e) review 

of the overall process and integration with the counseling session. The authors stated, 

"The counselor endeavors to help the student fill in gaps, make affective connections 

between significant events, perceive overt and covert patterns, and recall dormant positive 

images which have helped bond one person with others in the unique family. Verbal and 

nonverbal cues are carefully observed, and where deemed appropriate, explored to help 

make connections. The feelings, thoughts, and dreams experienced in the process 

completed [sic] are also examined" (p. 21 ). In discussing a case study, the authors 

recalled questions which were especially helpful to the client: "What are the overt/covert 

messages in this family regarding academic achievement? Success or failure?" (p. 24). 

Responses were discussed in relation to the client's current functioning. 

In the present study, in-depth interviews were conducted contemporaneously with 

the construction of career genograms to examine the employment history of the 

individuals in their family system as well as the types of messages about employment 

communicated between and within generations. It was anticipated that this method would 

elicit new information about the manner in which families influence the beliefs women hold 

about what constitutes available and suitable employment. In connection with this 

expectation, a sample of unemployed women seeking career counseling was chosen in part 

because of their potential benefit from the study. It was anticipated that unemployed 

women or women seeking to make a job change might receive greater benefit from 

examining family messages related to their career identity than women who are currently 



successful employed in a career from which they derive much satisfaction. Finally, 

information generated from the present study may be used to develop new areas for 

intervention in the counseling of vocational clients. 

59 

Support for the study's methodological design is provided by Nevo (1990), who 

examined career counseling from the counselee perspective. Nevo reported that 

respondents to a feedback questionnaire administered three to six months following 

termination of career counseling were more positive concerning their gains in self

understanding than about the help they felt they were given in arriving at a career decision. 

In addition, respondents who reported that counselors helped them in both their personal 

and career problems were more satisfied than those who reported being helped only with 

their personal problems or their career decisions. Based on these findings, it was 

anticipated that use of the genogram method of exploration in the present study would 

have the added benefit of being useful to participants as a means of gaining greater self

understanding and insight. 

Following data collection, qualitative data was content analyzed using the qualitative 

techniques of open and axial coding. Open coding is a method of data analysis which 

examines units of data by conceptualizing and labeling the properties, then the dimensions 

of the data (Strauss & Corbin, 1990). Emergent concepts are then compared against one 

another and grouped into categories. For example, once the investigator decides upon a 

unit of analysis (which could be by observation, sentence, or paragraph, etc.), he or she 

examines the data and provides a descriptive label of its fundamental properties or 

dimensions. 
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For example, suppose an investigator wanted to study the phenomenon of 

graduate students writing their dissertations. He or she might record a description of the 

experience, and come up with something like the following: 

This thing has taken on a life of its own, a personality of its own. It 

definitely consumes more of my time than any other activity-even 

sleeping. Some days I can work on it for hours at a stretch and hardly 

notice the time. I'll start working on it maybe at 10 in the morning, and 

then notice the shadows outside my window have shifted-it'll be five 

o'clock and I haven't taken a break. I can do it for days at a time, then the 

saturation point has been reached and I need to get away for it for awhile

maybe even a week. It's been since July, and I'm just now finishing the 

intro and lit review. The relatives keep asking 'Will you ever be done?' and 

I've told them 'Oh, sure, by Christmas, at the latest'-now I cringe to 

think what they'll ask at Christmas. Maybe I'll just stay home this year. 

Using open coding, the above narrative about working on a dissertation might be 

analyzed in terms of the properties of frequency (e.g., I am often working on it); extent 

(e.g., more time spent on it than on any other event in my life, with the possible exception 

of sleeping); intensity (variable: periods of high intensity are followed by periods of 

"withdrawal" into miscellaneous diversionary activities); duration (months--so far). 

Strauss and Corbin (1990) provided examples of analysis of categories by properties and 

dimensional range. The hypothetical category of working on dissertation, described 

above, can be open coded as follows : 



Category Properties 

Work on dissertation frequency 

extent 

intensity 

duration 

Dimensional Range 
(applied to each incident) 

often----never 

more----less 

high----low 

long----short 
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Strauss and Corbin ( 1990) explained the distinction between open and axial coding 

this way: "Open coding fractures the data and allows one to identifY some categories, their 

properties, and dimensional locations. Axial coding puts those data back together in new 

ways by making connections between a category and its subcategory" (p. 97). Axial 

coding focuses on the context in which the phenomenon of interest is embedded, as well 

as the antecedent conditions in which it arose. Any actions or interactional strategies used 

to handle, manage, or carry out these behaviors, as well as their consequences, are 

described. In axial coding, subcategories are linked to their categories in a paradigm 

model such as the one suggested by Strauss and Corbin (1990). The example provided by 

these authors is only one illustration of how connections between categories and 

subcategories might be construed, such as: 

(A) causal conditions (B) phenomenon (C) context (D) intervening conditions 

(E) action/interaction strategies (F) consequences 

Causal conditions are the events which led to the phenomenon. Context refers to the 

properties pertaining to the phenomenon, as well as the conditions within which action or 
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interaction strategies are applied to the phenomenon of interest. Intervening conditions 

consist of the broader social context relating to the phenomenon. As applied to the 

hypothetical example of writing a dissertation, a paradigm might look like this: 

(A) causal conditions: approaching completion of graduate training, need to be finished 
with graduate school and get a life 

(B) phenomenon: writing a dissertation 

(C) context: 

properties of writing a dissertation 

frequency 

extent 

intensity 

duration 

dimensions of writing a dissertation 

often working on it 

more time spent on it than on any other 
activity, except sleeping 

variable: periods of high intensity are 
followed by periods of"withdrawal" 
into miscellaneous diversionary 
activities 

months-so far 

(D) intervening conditions: pressure from relatives, financial need, monotony 

(E) action/interaction strategies: diversionary activities-go to a movie, play computer 
games, plan a vacation, avoid the relatives; on-task activities--high intensity, long 
duration periods of work 

(F) consequences: temporary relief from monotony of work, but continued social 
isolation. Financial conditions remain unchanged. Progress on dissertation 
proceeds, albeit slowly. 

In addition to the qualitative analyses described above, some quantitative measures 

are available from intake forms used by the agency from which the sample was taken, on 

such variables as household income, educational level, marital status, and ethnic 
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background. It is possible to sort content categories by available demographic factors, 

should there be interest in doing so. A qualitative design is particularly well suited for the 

type of information sought in this study, on the following bases: 

(a) The area of inquiry, family influence on women's career identity development, is 

believed to involve a non-linear phenomenon which is less appropriate for standard 

experimental designs or standard correlational designs which by definition limit 

appropriateness of causal inferences. 

(b) Qualitative inquiry is well suited to exploration and discovery (Patton, 1990) with a 

poorly understood phenomenon. As discussed earlier, numerous authors have 

commented on the dearth and fragmentation of research on family variables related to 

career identity formation. 

( c ) Use of qualitative design, by its inherent nature, personalizes and humanizes 

evaluation (Patton, 1990) and provides a participatory and empowering approach which is 

ideally suited to the targeted population of the present study. The unemployed women 

who were participants in this study often came from a position of dependence and absence 

of personal power. In most cases, they are seeking to gain greater economic power and 

personal control with respect to the conditions of their lives. 

(d) Triangulation of methods (in this case, the combination of naturalistic inquiry with 

content analysis, plus quantitative data such as frequency counts) was employed as a 

means of enhancing validity. Patton (1990) provided the explanation that the concept of 

triangulation derives from land surveying. Knowing the position of an object from a single 

fixed reference (along a straight line) is less likely to yield accurate location of the object 
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as having an additional reference point from which to estimate its location. He further 

explained triangulation of methods as a "powerful solution to the problem of relying too 

much on any single data source or method, thereby undermining validity and credibility of 

findings because of the weaknesses of any single method" (p. 193 ). 

There are four kinds of triangulation which can enhance validation of qualitative 

analysis (Patton, 1990). These are: (I) methods triangulation-checking out the 

consistency of findings generated by different methods of data collection; (2) triangulation 

of sources-cross-checking the consistency of various data sources within the same 

method; (3) analyst triangulation-using multiple analysts to review findings or 

conclusions; and ( 4) theory or perspective triangulation-using multiple perspectives or 

theories to interpret data. The present study incorporates methods triangulation, sources 

triangulatio~ and theory or perspective triangulation, in analyzing its data. 

Methods triangulation in the present study consisted of the methods of naturalistic 

inquiry and quantitative measures. The interview and genogram construction process 

represent the naturalistic inquiry method, whereas quantitative measures are the use of 

demographic data such as age, educational level, and marital status, as well as frequency 

counts of participants' content themes. 

Sources triangulation was accomplished by cross-checking the authenticity of the 

researcher's content analysis with a review by the actual participants (member checks). 

Sources triangulation was also accomplished by matching quantitative infonnation from 

the intake forms with that generated during the interview, as well as observation of other's 

interactions (those of agency career counselors) with the participants. 
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Theory or perspective triangulation was achieved by applying four career theories 

discussed earlier: Gottfredson's ( 1981) theory of circumscription and compromise, career

related self-efficacy theory (Hackett & Betz, 1981 ), a blend of developmental and 

cognitive theories (Knefelkamp & Slepitza, 1976), and Bratcher's (1982) theory regarding 

the influence of the family on children's career choices. A detailed discussion of the 

application of these theories is found in Chapter 5. 

Figure 3 illustrates the study's design and procedure, beginning with data collection 

and ending with final defense of the dissertation. As illustrated, the process began at stage 

one with the raw data followed by stage two with transcriptions of the interviews. Data 

from the interviews were then qualitatively analyzed in stage three using within-case 

analysis. In within-case analysis, each case is analyzed for thematic content, with themes 

labelled and coded. When all cases have been analyzed, the thematic content is 

aggregated. By contrast, cross-case analysis analyzes all subjects' responses, question by 

question, with themes emerging in response to each question and then aggregated. This 

researcher has chosen a combination of within-case and cross-case analyses in which 

women's responses are categorized by researcher questions (cross-case analysis) and also 

by supplemental themes which emerge from the data (within-case analysis). It was 

anticipated that this combination of methods would capture both the overall pattern of 

responding across subjects as organized by the research questions, as well what is 

common across women's experience independent of the researcher's questions. 

During stage four, the researcher examined common themes by ethnic categories. 

Within-case analysis was used here, with a more narrowly focused subset of participants. 



Figure 3. Research design and procedure. 
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In stage five, quantitative analysis of the frequency of content themes with such 

factors as age, education, or ethnicity, was initially planned using chi square analysis, 

however, adequate cell size for each qualitative factor was not available. In the stage six 

level of analysis, initial synthesis and integration was completed, followed by member 

checks (contacting subjects for feedback about the conclusions of the study) in stage 

seven. In stage eight, phase two synthesis and integration was completed, incorporating 

feedback from the member checks. In the final stage of the study, conclusions of the study 

were communicated to the agency, the participants, the researcher's dissertation 

committee, and also the researcher's relatives (see page 60). 

Participants 

Participants were 22 female volunteers aged 21 to 58 who were recruited from the 

Job Development Program of the Women's Resource Center of a Young Women's 

Christian Association ("YWCA") of a large metropolitan area. Sixteen of the 22 women 

were unemployed. The age range 18-80 was selected primarily for four reasons: (I) it 

was anticipated that most if not all of the available pool of participants would fall in this 

age category; (2) setting the lower age limit at 18 eliminated a parental consent 

requirement; (3) setting the upper age limit at 80 was believed to decrease the involvement 

of organic factors associated with aging, which may diminish recall or performance during 

the interview; and ( 4) maximum diversity sampling was desired. 

Maximum diversity sampling, a form of sampling designed to maximize 

heterogeneity across cases, is a form of purposeful sampling as contrasted with 

probability, or random sampling. Patton ( 1990) discussed how these two forms of 
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sampling are based on very different forms of logic. In random, or probability, sampling, 

the logic and power of the method lies in its success in selecting a statistically 

representative sample (through truly random selection), with the goal of ensuring 

appropriate generalization from the sample to the population. 

In purposeful sampling (of which maximum diversity sampling is one form), the 

underlying rationale is very different from that of random sampling. By selecting 

information-rich cases to study in depth, as opposed to randomly selecting cases which 

may or may not provide relevant information, it is believed that one can learn a great deal 

about the subject in question. Acquiring information, rather than enhancing 

generalizability, is the goal of purposeful sampling. 

The theory behind maximum diversity sampling (which is a form of purposeful 

sampling) is that with small samples, a great deal of heterogeneity is expected. Thus, any 

common patterns which emerge from across widely variable cases are especially useful in 

ascertaining the core experiences and the central, shared features of the phenomenon 

under study (Patton, 1990). 

Design 

The study was conducted as a naturalistic investigation with a primarily qualitative 

research design. In addition, there existed the potential for analyzing mixed 

qualitative/quantitative data depending on the type of data generated. After the data were 

collected, however, their configuration precluded comparative analysis between members 

of the ~pie. This circumstance occurred for two reasons. First, although 30 women 

were interviewed, only 22 interviews were selected for inclusion in the study. Eight of the 



69 

interviews were discarded for various reasons, such as poor audio quality of the tapes as a 

result of unusual background noise or participants speaking in extremely low voices, or as 

a result of participants whose communication style used significant nonverbal cues such as 

head nods or gestures. In these cases, it became apparent while listening to the tapes that 

accurate transcription would be difficult if not impossible, with the result that eight tapes 

were eliminated from inclusion in the study. One interview was terminated prematurely 

when a participant, prior to participating in the interview, indicated a desire to receive 

the psychological counseling which was described in the consent form as an available 

remedy for emotional distress resulting from the interview. She was not included among 

the 30 women who were interviewed. 

In addition to discarding a portion of the interviews, the decision to use an primarily 

qualitative design was made based on the parameters of the data which were generated. 

For example, only three of the 22 participants were members of ethnic or racial minorities, 

a number too low to pennit appropriate statistical comparison with other ethnic groups. 

In addition, age categories, as well as number of children, of the participants were not 

sufficiently spread to pennit quantitative analysis beyond frequency counts. Demographic 

descriptive data on the participants are included in Appendix B. 

Materials 

The materials used in this study consisted, in part, of 11 family/career questions 

which were presented to participants within the context of constructing a career genogram 

with the assistance of the investigator. A list of these questions appears in the following 

section, and a sample genogram using completely fictional information appears in 
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Appendix A. The questions developed for this study were based on case study research 

done by Moon et al. ( 1993) and on the description of process and functions of a genogram 

in academic counseling developed by Santa Rita and Adejanju (1993). The questions were 

pilot-tested on two female volunteers to determine average parameters of response time 

and time required for administration. (Interviews during the pilot study were 

approximately one hour in length and elicited information rich in content and depth.) To 

preserve the accuracy of data generated by participants, interviews were audiotaped after 

obtaining infonned consent. 

Also used were copies of general intake questionnaires eliciting demographic 

information such as marital status, employment history, ethnicity, and family income (see 

Appendix C) completed by participants for the agency where the sample was taken, the 

YWCA of a large metropolitan area. Other materials included this researcher's 

memoranda of her impressions following each interview (Appendix D), transcripts of 

interviews which were generated from the audiotapes (sample in Appendix E), coding 

summary sheets used in qualitative analysis (sample in Appendix F), and feedback scripts 

and researcher memoranda in connection with member checks with the participants 

following collection and analysis of the data (Appendices G and H). 

Procedure 

As a part of their involvement in the YWCA's Job Placement Program, participants 

had completed a general intake questionnaire and had met with a vocational counselor for 

an initial session. The initial vocational counseling session lasted approximately one hour 

and typically consisted of informal assessment and discussion of the client's career goals, 
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needs and skills, along with formulation of a plan to address these factors. No testing, 

genogram construction, skills training, or resources referral was provided at this time. A 

copy of the YWCA intake form is included as Appendix C. 

At the conclusion of their first session with the vocational counselor, the women 

were recruited by the YWCA counselor to volunteer for the study. After explaining the 

purpose and methods of the study and obtaining informed consent, the investigator then 

interviewed participants privately and audiotaped the questions and responses. As part of 

the interview, all participants were asked to complete a career genogram, with the 

investigator producing a diagram as the family history was provided. The genogram 

consisted of a diagram indicating the persons within the immediate and extended family of 

the participant, beginning with the participant's grandparents and including all subsequent 

generations. As part of the genogram, information was sought about marriages, divorces, 

deaths, employment history, educational history, major illnesses or handicaps, and other 

notable events which the participant offered spontaneously. The genograms were drawn 

on sensitized paper and participants were given a copy at the conclusion of the interview. 

In constructing the career genogram, the following questions were asked of participants: 

1. Please describe the employment or career history of the individuals listed on 
the genogram. 

2. Was there some other occupation(s) they would have preferred? 
If so, please describe. 

3. What kept them from achieving these goals? 

4. What messages did you get about "acceptable" types of employment from 
each of these people? 



5. How was academic achievement encouraged? Discouraged? 

6. How were employment choices encouraged? Discouraged? 

7. How do you think your ethnicity has affected your career outlook? 

8. How do you think your gender, that is, being a woman, has affected your 
career outlook? 

9. How do you think your income and education level has affected 
your outlook? 

10. How would you describe your main career or job motivation today? 

11 . How, if at all, does your family affect your job/career motivation today? 

Participants were allowed as much time as needed to answer these questions. The 

interviews were rather informal in style, with most of them taking place in a small room 

which was used for career counseling. The participant typically sat on a couch or chair 

with the tape recorder next to her. The investigator was typically seated adjacent to the 

participant to facilitate drawing the genogram. Often the women physically leaned over 

the genogram while offering information or stories about their family members as the 

investigator constructed the genogram. 

Occasionally, the process of drawing the genogram and discussing family history 

triggered an emotional response from a participant, such as when recalling instances of 

emotional or physical abuse she had suffered. Some of the women who became tearful 
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expressed surprise that the material was emotionally laden for them. Others became angry 

or irritable. After a lengthy interview in which one participant described in great detail her 

family's dysfunction, she asked to interrupt the interview and conclude it another time. 

This request was immediately granted, and the interview was concluded the next day. 
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However, many women expressed pleasure during the interview when recalling positive 

aspects of their family's functioning or interaction and described the interview as "fun" or 

"interesting." Several of the participants said they were glad to participate in a project 

which they felt had the potential to help other women. 

After concluding the interview, the investigator thanked the participant for her 

participation and offered to answer any questions about the nature of the research project. 

The investigator also asked each participant for permission to contact her when the study 

was in the "member check" stage in order to obtain her reaction to the conclusions drawn 

from the study, accuracy of information supplied by her, and interpretations, as well as 

feedback about her personal reaction to the interview. This form of triangulation of 

sources is an integral part of qualitative research as a means of establishing authenticity 

and trustworthiness of the findings. Returning to the source of the data to verify the 

investigator's interpretations and observations is considered an important check on the 

accuracy and completeness of the data. By contrast, a member check is rarely (if ever) 

performed with traditional quantitative methods. Nevo (1990) described the feedback 

from questionnaires as not only possessing merit as an investigative tool, but also as an 

important part of the counseling process. Similarly, asking about the impact of the study 

as part of the member checks was expected to yield not only important evaluative 

information but may also serve the goals of the study in extending the empowerment 

process for the women involved. 

Immediately following each initial interview and genogram construction, this 

investigator wrote memos describing her impressions of the interview process, as well as 



the researcher's rationale for whether to use additional questions or probing. A sample 

memo is included in Appendix D. 
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The interviews were then transcribed and content coded using within-case and 

cross-case analyses. After the following common themes were identified, frequency 

counts were calculated for each of the themes that emerged using coding summary sheets 

(Appendix F). 

Member checks were conducted by telephoning participants approximately one 

year following collection of the data. After reconfirming consent and the participant's 

interest in learning initial results of the study, this investigator provided a summary of the 

findings using a script (Appendix G) as a basic outline for review. Memoranda of the 

member checks were generated (Appendix H) and participants' reactions and feedback 

were then integrated into the findings of the study as discussed in the next Chapter. 



PARTICIPANTS 

CHAPTER4 

RESULTS 

Participants were 22 women ages 20 to 60 attending a Job Development Program 

at a Young Women's Christian Association ("YWCA"). Most were unemployed (16 of 

22) and received career counseling, assistance in writing resumes, role-playing for 

interviews and access to area job listings from the YWCA. Most were single (18 of22) 

and White (19 of22). All but one completed high school and more than half had 

additional education. 

THEMES 

Eleven themes emerged from coding the transcripts, some as a function of the 

interview process and some as a result of the interpretive process. Nine themes related to 

interview questions and two emerged from interpretative analysis. The following 

conceptual categories include representative comments cited directly from the transcripts. 

Conceptual Categories 

Theme #1: Unrealized Career Aspirations of Family Members. Only two of the 

group stated that no family member wanted to be in a different occupation than the one in 

which they worked. Of the remaining 22 participants, "myself' was mentioned most often 

(by 13 respondents) and "mother'' was named second most often ( 10 times). This was 

followed by a tie: six participants named their fathers, and six participants named siblings 
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who wanted to be in an occupation other than the one in which they worked. Of the 13 

women who named themselves as having failed to achieve their desired careers, these 

aspirations included being a nurse, a leasing agent, a writer, a clothes buyer, a singer, and 

a beauty shop owner. Of the women who named their mothers as having unrealized career 

aspirations, these included being a housewife, an accountant, "more than a secretary," a 

school teacher, a clothing designer, a lawyer and an archaeologist. 

When asked "what kept [you/them] from becoming what they wanted to be?", 

most participants listed external reasons as the impediments to desired occupations. 

Frequently mentioned reasons included lack of money, the need to support their families, 

and lack of education. A few of the participants gave reasons such as "husband didn't 

want [me] to work outside the home," "controlling husband," "dysfunctional family'' or 

"alcoholism." For example, consider the statements of four women: 

1. I'm sure all ofthem [wanted some other occupation], probably, if they had 
the choice. But choices involve money and education. 

2. He [my father] got married and had four kids. He couldn't finish school 
and work. [mom wanted to be an accountant] but she got married and had 
those same four kids. 

3. I would have liked to have explored. See, I have a creative part to me that 
I never explored because you couldn't make money at that. I was 
discouraged from doing that. And I enjoy writing but I was discouraged 
from doing that [by my mom]. She said, you need something to fall back 
on. So there was always, and it was always thought in those days, that if 
you just find a good man and he'll take care of you, and then you'll have 
this to fall back on if you need it. So you didn't, there was like an untold, 
"you will probably at some point have to take care of yourself," so do 
something that makes sense. 

4. My mother. She loved design. In fact, she said her high school teacher, 
sewing teacher, had recommended her to a design school in New York, but 



back then it was hard on the family. A lot of kids had to work to help the 
family. She married my dad right after they graduated high school. I think 
the two of them had to work to keep going at that time. 

Of the 22 participants who identified at least one family member with unrealized 
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career aspirations, only three respondents named internal attributions as obstacles. These 

were ( 1) "grandiosity," (2) "lack of motivation," and (3) "fear of criticism." 

Several of the women described a female member of their family (sometimes 

themselves) initially having desires only to be wives and mothers until some event (such as 

divorce) forced them to think otherwise, as one woman explained: 

... I guess I thought you got married, and had a family, lived in a little white 
house with a picket fence, and all that kind of stuff. You made cookies and 
you went to PTA, and all that. I knew I wanted to work and I wanted some 
independence, but I never looked at. . . I just thought you got married, and 
you had your family, and your husband took care of you. Ha, ha, ha. 

Theme #2: Family Influence on Current Job/Career Motivation. When asked, 

"what, if any, influence does your family have on your career motivation today?", seven of 

the 22 participants responded "none." Of those who stated that their family currently 

influences their career thinking, five described their family's influence as positive 

("supportive, encouraging") and two described their family's influence as negative 

("criticizes my ideas for jobs" and "is critical of my not having a job"). Several of them 

spoke of past negative influences by their families which they were trying to overcome: 

1. I have a sense that I'm still run by proving them right that I am good for nothing. I 
have a sense that I'm trying to prove my family right by not going beyond them. 
It's a subliminal nonsensical loyalty. It doesn't make sense anymore. One ofthe 
baseline teachings I was given is 'you '11 never do anything.' Along with the 
encouragement, there was also this undercurrent, 'you won't be able to make it in 
life.' The pattern that I've noticed in my life is I'm proving them right ... And I 
want to learn how to re-phrase it and find a concept that will make it that I can do 



78 

what will take care of me, not keep me in any sort of being low man on the totem 
pole, in a victim stance. Because I know one thing: if I don't have enough money, 
I end up in victim stance. If I am unable to take care of myself, something will 
happen that I will end up in a position where I will be hurt. It's happened too 
many times. So I'm trying to break out of whatever this bind I'm in. I need to 
have it happen real fast. I'm 50-1 don't have any more time to 'oh, it's because I 
don't think I'm good enough.' I don't need any more experiences that remind me 
that's what I think about me-l need some new beliefs. And I've been working on 
it, but I need a jump start. This is getting scary. 

2. I think my family influenced me in my old ideas. But my ideas are changing 
the longer I stay in recovery and I'm branching out and becoming my own 
person, exploring new avenues and breaking a lot of patterns that we have 
had for generations. 

3. I think my motivation comes from me, and what I. want for myself now ... 
In the past I had the perception, and I don't know if it came from my 
family or where, that there were just certain jobs that were beyond me, that 
I couldn't do, being a woman or whatever. Because of my self-confidence 
level being low, just like them telling me, you can't be an attorney, you're a 
woman. And I think I probably internalized more than I realized. And I 
limited myselfbecause of it and didn't even realize it, didn't even realize 
the boundaries were there at all. It's unfortunate it takes a divorce to open 
your eyes, to what have I been doing? Why have I been doing this to 
myself? You are your own worst enemy. 

Several participants described family influences which appeared to incorporate 

both positive and negative elements. For example, one respondent said her family is both 

supportive and "pitying," as in, ''poor dear doesn't have a job," which she interpreted in 

terms of long-standing internal competition and jealousy in her family. Two women stated 

they were motivated to excel vocationally because their families emphasized excellence. 

One woman said her family influences her through its message of"do not exceed us." 

A mother with teenage children said her husband and children influence her by 

sending her a double message: "earn money but don't spend any less time with us." Two 

respondents explained a family influence in terms of their own internally-generated 



79 

motivation, such as wanting to have a career in order to provide a good example for 

children and wanting to be able to spend time with family. 

Theme #3: Family's Encouragement/Discouragement ofEmployment Choices. 

When asked how their families had encouraged or discouraged their employment choices, 

six of the women replied that their families had done neither. Five stated that their families 

(most often parents) encouraged their career choices, usually verbally. Two women 

described how their parents encouraged them by trying to steer them in a certain direction 

(e.g., "work in our family business" or "be sensible/realistic, and use your secretarial 

skills"). One woman described how her husband "forced" her to get a job, then promptly 

divorced her after she was hired. 

[My husband] forced me into them. I think he planned for the divorce and 
forced me into a part-time job so that he could then force me into a full
time job and then leave ... he kept encouraging me, he said, don't you 
think it's time you got out and found a job? Then he'd come home and he 
said, well, I was talking to so-and-so and so-and-so and they have this part
time job, and they would love to interview you. Why don't you go? He 
said, give me some information and I'll make your resume for you. So he 
made my resume. He set everything up, all I had to do was show up for 
the interview. And they took me, they hired me. And my first part-time 
job I loved. And then he forced me to get a second part-time job .. . one on 
top of the other, so I was working two part-time jobs. . . and he said, well, 
you can handle two part-time jobs, so why don't you just go on and get a 
full-time job? And so he started passing the word around that his wife was 
looking for a full-time job. And one fell into his lap and he gave it to me 
and I went and interviewed, and they accepted me, no big deal. It was the 
easiest job I probably will ever get. But yeah, I was forced into it ... 
because I just knew he was scheming something and I'd better get myself 
ready for what it is ... Coming here tonight was the first time I've really 
taken control of finding myself a job. 

Eight women said their families disapproved of their employment choices. Of the 

eight, two said their husbands devalued their jobs or discouraged them from working; one 
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woman's parents repeatedly communicates to her that she is "not living up to her 

potential;" one woman's parent expresses open criticism of her employment goals and 

plans; another's parents were upset with her employment choices when she chose work 

instead of going to college; and two explained how their families shamed them by stating 

they would "never amount to anything" or that their chosen occupation was "lower class." 

... And I think maybe my parents, especially my dad, since he had a college 
education, it was like, 'you're not going to make any money at this, you 
know.' That's really not what you need to be doing, you need to just go to 
college. But I don't want to, this is fine, this is what I want to do. But 
you're not going to make any money.. . As best I can remember my 
mother kind of went along with that, too. You know, you're not going to 
make any money at that. Which maybe that was more true then, but now~ 
I'm thinking at my age, if I had put everything into that, who knows how 
many beauty shops I could own and have people working under me and I 
would be the manager just going around to check on things, and I might 
have all this money rolling around. But who knows? [my parents 
communicated their disapproval] just by talking. Just that being a 
hairdresser was not really, it was ok for some people if they couldn't do 
any better. 'But look at the type of people that do this, M. '' I think they 
wanted to point out back then, a lot of the women that went into that were 
more of a lower class, not as educated, and I think they wanted to point 
that out: do you really want to work with people like that? Although they 
told you, sort of contradictory to what I just said about they didn't tell me I 
was better than other people ... 

Theme #4: Family Messages about Careers/Employment. ASked what kinds of 

messages they had received from their families about employment, only one woman stated 

she felt she had not received any such communication from her family. Five women said 

they received positive messages from their families, such as "anything is possible for you." 

Four women said they received family messages about specific values such as "earn an 

honest living," "whatever you do, do it well," and the importance of autonomy and self-



sufficiency. Three women said they were given negative messages from their families, 

such as "that I could only get a low-paying job." For example, one responded: 

I had a very negative life .. I was told I wouldn't amount to nothing, 
that I'd work in McDonalds all my life. (cries) 

Another woman reporte: 

Mostly they [my husband and kids] just feel like I spend a lot of time at 
a job that isn't really a job, so why am I bothering. So it's really 
discouraging to be around that. 

Seven of the women said the messages they received had to do with gender roles, 

such as "women are secretaries," "men make more money than women, and should," 

"girls could do day-care or become teachers," and that "the respectable jobs for women 

were teachers, nurses and secretaries." One woman said: 

When I was growing up I kind of felt that I couldn't do just anything I 
wanted to because I was a girl. I felt like I had to do girl-type jobs. 
Like, I could be a teacher, that was very acceptable. I could work in a 
day care; I could be a home-ec person and do something with food or 
clothes. I could do that kind of thing. But I never really was encouraged 
to go on and be an engineer or a scientist or anything like that. 
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She explained that she wasn't sure exactly who in her family had given her this impression: 

I don't know, maybe just watching the other females in my family and how 
they had chosen just to be at home and not pursue their careers. You can see 
we don't have very many career-oriented women. So I didn't really have any 
examples to live up to, I guess. 

Two of the women's family messages did not fall into any of the preceding 

categories. These had to do with encouraging them to remain geographically close to the 

family and "implying" messages by talking about what others did for a living. 
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Theme #5: Family Encouragement/Discouragement of Academic Achievement. 

With regard to how their families had encouraged or discouraged their academic 

achievement, 16 women indicated their family encouraged their academic achievement, 

three felt their families were neutral towards them in this area, and three felt their families 

discouraged academic achievement. Of the 16 who described their family's attitudes in 

positive terms, parental behavior included setting aside study time and supervising 

homework, praising and rewarding good grades, attending school functions, and punishing 

bad grades or failure to complete homework. 

1. It [academic achievement] was encouraged. They would talk about it. They 
made it clear I was expected to get good grades, to behave in school. If I 
didn't do my homework, do what I was supposed to, I would punished. 

2. The one way to get out of doing the dishes was to do your homework, that 
was pretty much it. It was like my mom just expected all of her children to 
go to college, there was no asking about it. It was like, OK, when are you 
enrolling? That's what you do. 

Of the three women who felt their families had discouraged academic achievement, one 

parent took his child out of school to work in the family business, and two families 

ignored their child's academic problems and communication from the. school that there 

was a need for remedial or special education. 

Put it this way: my mom, she didn't think that education was as important as 
hard work. . . She would have me in the summertime, just volunteering me to 
clean houses, babysit my cousins, take care of my sister, just constant waiting 
on and doing for other pt!Qple and making money for me and my sister's 
school clothes, when the school sent home letters every year saying I needed 
to go to summer school for my reading and writing. And after awhile I got 
so far behind in my reading and writing that there was no catching up. 



Theme #6: Current Motivation for Employment. When asked to describe their 

current motivation for employment, seven of the women described their motivation 

primarily in terms of survival, such as needing income to pay bills. 

I need money. I've got plenty ofbills . .. . He [my husband] is working two 
jobs right now just to pay our bills. And I'd rather him be home at night and 
me go to work at night and make a little bit more money than he's making ... 
That way we can have more time on the weekends and that, together. But 
he's working 16 hours a day and I'm getting tired of him not being there . 
. . . Day care is $189 for both my kids, so I'd have to have a really good
paying job to be able to afford day care. I've checked at KinderCare, 
Children's World, stuff like that. And I'd still have to provide the food, 
diapers. That's nothing but care. 

Personal fulfillment was named as the primary motivation by five women and as a 
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secondary motivation for three of the women who listed survival first. This was described 

in such terms as "stimulation," "personal pleasure or fun," and "to feel competent." One 

woman said: 

I would like to do what I love, for pay, and like myself in the process, and 
not have to have it be for anybody else but for me. Now if that's possible, 
we' ll just see. 

Another's response: 

I just want it to be something I like doing. If it's physical, if it requires a lot 
of walking and hands-on stuff, I like it. If there's a lot I need to learn that 
keeps me alert and learning something new every day, I like that. 

Eight women described their motivation for employment in terms of a specific 

working environment or employment goal, such as ''working with disabled kids," or "I 

want a more 'Christian' working environment," or "to find a job in the area of my college 

major." One of the women stated she felt ambivalent with regard to motivation because 
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she is "burned out," having not yet recovered from a bad experience with a downsizing 

company. Another woman's answer was non-responsive to the question. 

Theme #7: Influence of Race and Ethnicity on Career/Employment. Asked how 

they felt their ethnicity or race had impacted careers or employment, 11 women stated 

they felt it had had no impact. Five, all of whom were white, said their race had a positive 

impact on their career or employment experience. One woman stated: 

I'm sure it has, positively, because I'm white. Hell, yeah. 

Another said: 

I am sure that there is racism out there, and that if I were not white I would 
not be as well off as I am. Absolutely sure. 

Another participant said she felt being white had affected her career outlook "very 

positively" because "I just think there's a lot of discrimination." One woman described the 

what she believed to be a benefit of being white by comparing herself to women of other 

cultures: 

I have a lot of admiration for women of other ethnicities who have gone 
through all of the stuff that you have to go through, particularly the Spanish 
culture .... in the Spanish culture, your husband 'lets' you go out to work and 
'lets' you do this and that. I think they have a lot to contend with. 

Among the six women who felt that race had negatively impacted their career or 

employment were the two black women in the sample. One said she had experienced 

discrimination in the workplace when she worked for a temporary agency. 

Well, I worked mostly in temporary agencies because I had children at home 
and I wanted to be able to cancel a position if someone got sick. But when it 
came down to going out there and working, sometimes they didn't want me 
because I was black. Especially at the front desk, like at mM. . . They would 



say, we've caught up, we're ok now. Then I come to find out they requested 
someone else. And I said I thought they were caught up. This was ffiM. 

Another woman explained, "sometimes, by you being African-American, things pass you 

by." She described experiences where she was told to go and get more qualification for 

wor~ then when she did so she was told she was overqualified. 

In addition to the two black women who stated that their race had been a 
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disadvantage to their career or employment, there were four white women who expressed 

the same opinion. Two stated that they have experienced hostility or lack of acceptance 

from minorities at work. One women said she felt she would be better off if she were 

bilingual, as are many Hispanic women. Another woman said being white is a 

disadvantage in that white women are expected to use sex to succeed in the workplace. 

Theme #8: Impact of Education and Income on Career/Employment. Despite the 

fact that all but one of the women in the sample had finished high school, five had 

additional vocational training or associates degree, five had completed two years of 

college and three had completed college, there was significant discontent with educational 

level among the women in the sample. Fourteen of the 22 women said that their 

educational level has negatively impacted their careers or employment; four felt it had no 

impact, two did not respond and only one felt it had been a positive influence. Frequently 

the women mentioned a connection between lack of income and lack of education, or the 

need for greater education to offset gender discrimination. Many said their educational 

level hindered them in attaining career or job goals. Said one woman, 



If I had finished college I would be able to get a much better job than what I 
have now and what I'm looking for. Because they see I haven't finished 
college, and you're out the door. 

Another said that without a college degree, "at work you're a sub-human." One woman 

who did have a college degree and had completed some graduate training stated: 

I feel like in order to get further in a career or something, that most women 
need to have a greater degree and more power than men do, for doing equal 
things. 

Theme #9: Impact of Gender on Career/Employment. When asked what, if any, 

impact the women felt that being female had had on their employment, there was a good 

deal of discussion around this issue. 
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A bunch! For one thing, women have to have practical skills, and they have to be 
low level skills. They can't be these higher ones ... because in the era I was growing 
up-the 50s-women were supposed to be home. And if they weren't home, there 
were only specific things that you could be. You could be a secretary, and you 
could be a nurse, and you could be a teacher. Other than that, don't do anything like 
that. Don't think about being a lawyer, don't think about being a politician, don't 
think about it, because those doors weren't open. There was definitely a ceiling on 
what you could do. . . [I got those messages from] society in general, I mean, that 
was a very common thing. Because it was always, 'you have to look nice so that 
you can keep your man,' and those kinds of messages actually happened in the 
media... But within my family, all those values were just, well of course this is the 
way it is. Nobody challenged it. Girls need not apply, that kind of thing. 

Another woman explained: 

I can remember ... it's funny because [my daughter] is telling me lately that 
she wants to be an attorney. And it brought back a memory. I can 
remember saying that I wanted to be a lawyer. Because I always loved 
researching and digging. And investigating. And I don't remember if it 
was my mother or who it was, but someone laughed and said, 'girls can't 
be attorneys.' I remember them saying, 'your cousin can be an attorney.' 
He was the male, the only male cousin. 
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Eight women stated that being female has had no influence on their employment or career 

choices, however, two of the eight acknowledged this was due to their entering fields 

dominated by women (social work and rape crisis counseling). The remaining 14 women 

stated they felt that being female had impacted their employment or careers in some way. 

Five women described feeling that their career options had been influenced or foreclosed 

by traditional gender roles such as being expected to be a secretary, nurse, or teacher. 

Said one woman: "I was just thinking that the reason my sister became a nurse was that's 

what women did in lieu of becoming a doctor." Another described the "system" as 

negative towards women with respect to giving few allowances for working mothers. 

The remaining nine women described in some depth negative aspects of being a 

woman in the work force. In brief, their experiences can be categorized by a sense of 

inequity in various areas. For example, several mentioned that women make less money 

for the same work (unequal pay) and that men are hired or promoted over equally 

qualified women (discrimination in hiring and promotion). Several described how women 

have less power in the workplace than do men, such as being given fewer "perks," being 

asked to do menial jobs such as making coffee or typing letters by their male peers who 

refrained from performing these tasks. One explained, "women must have more resources 

and education to do the same work" as a man, and that "It's like the role of women in 

history is: do it all for little pay and no glory, and that's kind of the way it is." 

As an example, one woman explained: 

In my field for instance, which is predominantly female, you'll see a job 
description for a legal secretary and it will say, 'blah blah blah, and must 
rearrange the moon and the stars and the universe blah blah blah' and right 



next to it you will see some executive position that may or may not go to a 
m~ and it's got a two-line job description. You know? I me~ I think 
on most jobs a tremendous amount is expected if that position is filled by a 
woman. 
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Another commented that women have less power than men because "women have to work 

for it, whereas with men it's assumed." Another said, 

Just from looking at the job I'm in, the men are always higher up on the 
ladder, and the women are always lower. And it makes me wonder if the 
rest of the world is that way, are the women always lower? But then you 
see things on t.v. where there's women way up on the ladder, so I guess if 
you try hard enough a woman can do just as much as a man ... [a woman] 
has to work harder to prove herself, and men, they've always worked, 
that's their role model, and it's taken for granted that yeah, they can do it. 
But a woman kind of has to prove herself first. · 

One participant explained that in her experience in management, men's motivation 

was primarily characterized by an interest in monetary or personal gain, whereas women 

tended to be more altruistic in their motivation. She further explained that men identifY a 

problem in the work place and tum it to personal advantage so that they are rewarded for 

it. Women, on the other hand, identify a problem, then are given personal responsibility 

for fixing the problem, and are not rewarded for either identifying or fixing the problem. 

As a result, she said, "I learned real quick: unless you wanted to be responsible for 

something, you'd better keep your mouth shut." 

Theme #10: Transgenerational Themes. This category was used for 

transgenerational patterns that appeared in the career genograms and/or were described by 

the women as having an influence on their career identity. These themes were most often 

mentioned more than once and were possibly related to the category "metathemes" 

discussed below. For example, spousal abuse, parental neglect and sexual abuse were 
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frequently associated by the women with devastating effects on their self-esteem, which in 

tum affected their career identity by damaging their sense or worth or competency. Other 

families communicated a message of self-sufficiency and independence that appeared to 

influence the women in a positive manner. In all, themes of self-sufficiency were 

mentioned five times and themes of family dysfunction and abuse were mentioned nine 

times. Expectations of achieving perfection were mentioned as family messages by two 

women. Alternately, the message that children should not exceed their parents in their 

occupations and socioeconomic status was reported by three women. 

One woman described a link between her need for independence on the job, her 

difficulty completing long-term assignments, and her experience growing up with an 

abusive mother: 

I mean, this is so bizarre, but it's like ... I want to control the environment. 
Every day was a new day in the house, so I guess if you started something, 
you never knew if you were going to finish it. And my mother used to ... if 
this was over here, and when my mother came home--not that she was the 
best housekeeper, you know--and it went over here, she'd drag down the 
whole deal. So I just stopped participating in the house thing. So it's like 
I'm a quitter, I quit, not finishing things. 

She explained that her tendency to not finish projects and her need to control her 

environment makes it difficult to succeed in a traditional nine-to-five job. She has learned 

to accommodate her work style to this tendency by working short-term jobs as an 

independent contractor. 

She continued: 

... I have some similarities to my mother that I hate to acknowledge ... I 
think I'm repeating the pattern. But there's extenuating circumstances ... 
Now that I actually see it on paper, there's some patterns here. 
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When asked about messages received from her father, one woman said, "Well, the 

message I got from him I try not to think about," describing years of physical and sexual 

abuse resulting in devastated self esteem for herself and a sister. Counseling helped her 

overcome this experience: her career goal is to counsel victims of rape and sexual assault. 

Several of the women spoke of trying to break destructive cycles in their families. 

Because it [that I was told I wouldn't amount to anything] was brought 
down from this generation to this generation to the next. I didn't find that 
out until I was about 19 or 20 when I broke the cycle of saying, no, no, this 
is not right. And then I found out, well, this is what we got when we were 
kids. It was generation to generation. . . They he8!d it from their parents. 
They were told they wouldn't amount to anything, that they'd have to 
work until they died, and they couldn't have any dreams or goals or 
anything ... My mom's been talking about it recently, stuff about it, but we 
still never got to the point of why it all happened in the first place ... They 
just keep repeating it. 

Theme #11: Metathemes. During the interviews, it was this researcher's 

impression that many of the women's life stories focused on a "metatheme" or recurring 

theme that surfaced in their answers regardless of the specific question being asked. 

Naturally, these themes were idiosyncratic but had commonly tended to take 

environmental influences, such as family behavior, derive meaning for themselves from this 

influence, and to incorporate that meaning into their identities. 

For example, a theme in M. 's answers was a pervasive sense of failure. She 

described growing up with an alcoholic father and an angry, critical and dependent 

mother. In summary, she explained, "my whole childhood was one big hell hole." A 

consistent theme interview for her was that she had somehow failed. For example, she 

related how during high school her teachers praised her talents and encouraged her, yet "I 
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guess I dwelled more on what I couldn't do ... If it came easy, then I thought 'that's not 

really doing anything."' Elsewhere in the interview she explained that "Now I can look 

back and see I was so damned stubborn, why didn't I really try to be a really good 

hairdresser? Because I didn't think it was really important. .. And it has hit me like a ton of 

bricks, I gave that away, I threw away something I had." Again, late in the interview she 

lamented, "It's a shame I have to get this old for things to start making sense, I can't start 

over." 

Member Checks 

After content analyzing the data, the next step in the study was to conduct member 

checks, in which this investigator attempted to contact the 22 women in the study. During 

the year that had elapsed since the interviews were concluded, 12 of the women had 

moved and could not be located using conventional means. Of the remaining 10 women, 

all of whom were contacted by telephone, three women did not return phone calls. Seven 

women were interviewed by telephone regarding results of the study using a basic script 

(see Appendix G) which reconfirmed their consent, provided feedback about each of the 

research questions, and identified the participants's statements which were used in the 

study both to verify consent for use of this material as well as its accuracy. 

Six of the seven women contacted for member checks gave substantive feedback 

about the results of the study, and memos of these telephone conversations are included in 

Appendix H. One woman was unable to participate fully in the member check despite 

three separate attempts, as each conversation inevitably turned to her ongoing family 
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conflict which was a source of emotional distress. Attempts at completing a member 

check with this participant were then discontinued. 

Those women who were contacted were asked to describe how they felt about the 

interview and genogram construction and what the experience was like for them. Many 

indicated a positive reaction to the process: 

1. It kind of gave me a little clarity as to .. .I don't know how to say it--knowing that, 
planning a career--I realized that wasn't something I ever really thought about. It 
kind of gave me some clarity and reinforced what I already knew and felt. It 
helped me. 

2. I thought the experience was very interesting to think about; it was a focus 
time to myself 

3. I thought it was very appropriate--! could see what came before me. I 
found it helpful--it gave me confidence. I've wanted to use it with my Girl 
Scout troop to help them see where they've come from, and see where 
they're going, and see more of their potential. 

4. Because I had met you and we'd had a chance to talk before the interview, 
I felt very comfortable. It helped that you self-disclosed some about 
yourself; that helped me feel more comfortable. I feel really good about 
how this information may be used. 

Results of the study were then reviewed with the women one theme at a time (see script in 

Appendix G), then they were asked for feedback after each theme. Most of the women 

reiterated their original responses when asked for feedback after each theme. Often the 

women said, "I agree with that result," or said they were not surprised by it. Again, as 

with the original interviews, the strongest reactions were around issues of gender roles. 

For example, regarding family who gave women messages about gender roles, one woman 

said during her member . check, "Of course I got all that stuff, and I think it still goes on-



this is the South, honey." Another reacted by offering a spontaneous comment about 

gender differences in the workplace: 

Women do have to work harder and do menial work, and that's now, that's 
currently. At work there's a guy who always throws stuff on my desk--it's 
a power thing. 'Do this.' My boss is a woman, her bosses are men. She's 
really smart, really educated, but men at the same level as her think she's a 
dumb broad--and she started this office! So even though she started this 
office and knows everything about it, she has to prove it, she has to prove 
herself every day, every minute. I think we all have to ... Men use us to get 
where they want to be. They do what they want, they use people below 
them as stepping stones. I think we [women] all work together as a group. 

And when asked if they had anything to add, various responses included: 

I. I just think we have to keep on fighting, especially when you don't have a 
husband, people try to run over you. I feel like Xena, I'm learning how to 
play the game. 

2. Just about the importance of doing the genograrn. Especially with women, 
we need more of a rudder to help us stay on course. We're looked to for 
help. Looking over my personal history and my career history, it's 
reassuring that we can pick up again and go on. 

3. [talking about a woman who still works at a company I used to work for] 
I watch her and say, she has so much to offer another company. I wonder 
about women as a whole, if they really know what they can do and can be? 
I think too often women 'settle.' I don't want to 'settle'-and I do know 
that I want to feel good about what I'm doing. 

At the end of each member check, participants were thanked for their time and 

willingness to share their experiences. Each participant was offered a copy of the results 

section of this study, to be mailed to them when it is finalized, and each indicated an 

interest in receiving a copy. 
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CHAPTERS 

DISCUSSION 

Although Roe ( 1956) was among the first to suggest that family interactions 

influence vocational development, increased attention has only recently focused on family 

process variables in career identity development. Family variables have been linked to 

career indecision (Kinnier, Brigman & Noble, 1990), vocational identity (Lopez, 1989), 

ability to tolerate ambiguity and progress in the career search and commitment process 

(Blustein, Walbridge, Friedlander & Palladino, 1991), and career decision-making self

efficacy (Ryan, Solberg & Brown, 1996). 

In a comprehensive review of the literature regarding family influences on career 

development, Schulenberg et al. ( 1984) described the influence of family of origin as 

operating along two interdependent dimensions. The first dimension is composed of 

resources provided by the family in terms of educational, financial and modeling 

opportunities. The second dimension involves dynamic family process such as 

socialization and parent-child relations. 

Although the previous research provides valuable insight into general career 

identity development, along with implications for future research involving family 

influences, more research is needed with gender differences identified as a separate and 

significant research focus. Why is this important, and why is it particularly important at 

the present time? 
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Women's occupational roles have undergone tremendous changes over recent 

decades. While the American workforce has increased its numbers of women in the work 

force across a variety of occupations, historically women have been employed in low

paying, low-status jobs (Greene & Stitt-Gohdes, 1997). In contrast to these "women's 

jobs," male-dominated occupations have traditionally included more higher-paying and 

higher-status jobs (Bee, 1992). Clearly, we need to better understand the complex set of 

factors which maintains this state of affairs. While research on family influences on career 

identity development has increased in recent years, more is needed to understand the 

impact on women's career identity development, which was the goal ofthe present study. 

Data from the present qualitative study provided evidence that women are well 

aware of gender differences in job status and income. This topic, introduced by the 

question, "What, if any, effect has being female had on your career?", frequently generated 

intense reactions from participants. Similarly, messages from family of origin around 

future or present careers was an important topic. 

My impression was that, of the 30 women interviewed, most felt that they had 

received negative messages from their families about what they could do occupationally. 

Many felt steered into the traditional feminine occupations of teacher, secretary, or nurse. 

It was my sense even among those whose families did not name a circumscribed list of 

occupations that this was the veiled message from parents who encouraged their daughters 

to "do something practical" or "get something you can fall back on." 

A majority of women in the present study received positive reinforcement for their 

academic achievement from their families. It is striking that these same women often 
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failed to receive encouragement from their families regarding their careers. This finding is 

consistent with that ofNoble (1989), who noted that many gifted females are encouaged 

by their families to get good grades but not to channel these efforts into careers or further 

education. It is also interesting to consider the findings of Church ( 1983) in this regard. 

Church compared men and women in terms of the relationship between their abilities and 

preferences. Two significant differences emerged: women scored (a) higher than men on 

academic achievement, but (b) lower than men level of occupational plans. Brizzi, among 

others, raises the question, "If women have greater academic success, why do they aspire 

to a lower level of occupation than do their male counterparts?" (p. 228). Results from 

the present study, as well as other research cited earlier, suggest that women are socialized 

by their families as well as by other sources to limit their career aspirations. 

There was also a subset of women who received negative messages with no 

specific gender references, such as "you will never amount to anything." Despite the fact 

that this latter group reported no gender references (such as 'because you're a girl, you'll 

never amount to anything'), one wonders if this message was given equally to siblings of 

both genders. And if it was not, one could argue that gender references were implied. 

Among the few women who reported their family's consistently positive influence 

on their career decision making and thinking, my clinical impression was that in many 

cases they had chosen to report positive experiences as a coping mechanism. Some of 

those who professed having had only positive family messages appeared unable to provide 

clear examples of the positive experiences they reported, or gave conflicting information. 

Similarly, most of the women who reported having received no family messages about 



their future careers gave a dearth of information in other areas as well. Repression, or 

minimizing the negative, may have been a psychological coping mechanism. My notes 

describing the affect of several of these women indicate they appeared unhappy or 

depressed, or gave contradictory information which they were unable to clarify. 
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The participants' reflections of their family messages about their careers reminded 

me of my early career aspirations, which doublessly influenced the selection of this 

research topic. Upon telling my parents that I had chosen psychology as a field of study in 

college, my parents both stated that all financial support would be withdrawn if I pursued 

this "impractical" career. Their strong recommendation was to consider nursing or 

teaching. It took another 10 years, with the support and encouragement of my husband, 

for me to resume progress on the career goal of psychology. Talking to the women in this 

study provided a reminder of the difficulty in developing and implementing a career in the 

absence of a support network. It is my hope, and also that expressed by many of the 

women participants, that information gained from this study can be used to benefit 

women--particularly those who are contemplating a career change or entering a career 

from which they have been discouraged without sufficient or objective rationale. 

Implications for Theory 

Given the paucity of information regarding family influences on women's career 

identity development, this study extends the literature and suggests that increased 

consideration be given to family variables, particularly those relating to the vocational 

identity development of women. A recent study by Ryan, Solberg and Brown (1996) 

suggested that the role of family processes within women's career identity development is 
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more dynamic and complex than that involved in men's career development. They found 

that for women, an inverse relationship exists between family dysfunction and career 

search self-efficacy. The present study provides support for this finding as well. Women 

who described extensive family dysfunction appeared to have a particularly difficult time 

developing a strong sense of career direction. 

Hackett and Betz ( 1981) proposed that Bandura' s ( 1977) concept of self-efficacy, 

which has been applied primarily to the treatment of various phobias in clinical settings, 

had implications for understanding some aspects of women's vocational behavior. Self

efficacy expectations refer to one's expectation or belief that one can successfully perform 

a given task or behavior. In developing the concept of career-related self-efficacy 

expectations, Hackett and Betz contended that low career-related self-efficacy 

expectations mediated the effects of traditional female sex-role socialization on women's 

later career choices. Their model postulates that "largely as a result of socialization 

experiences, women lack strong expectations of personal efficacy in relationship to many 

career-related behaviors and, thus, fail to fully realize their capabilities and talents in career 

pursuits"(p. 326). They suggested that female socialization provides less access to four 

sources of information which are important for developing strong expectations of efficacy 

with respect to career related behaviors, as illustrated in the following diagram. 



Figure 4. Model of postulated effects of traditional female socialization. 3 
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successful accomplishment of a task or behavior which provides information that tends to 
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indicated by the above diagram, young girls are believed to have greater involvement in 

domestic and nurturance activities, but less involvement in sports, mechanical activities, 

~ote. From "A self-efficacy approach to the career development of women," by G. 
Hackett and N.E. Betz, 1981, Journal ofVocational Behavior, 18, p.333. Copyright 1981 
by Academic Press, Inc. Adapted with permission of Academic Press. 
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and traditionally "masculine" domains, resulting in development of expectancy of success 

relative to the degree of their involvement in these areas. 

The second area, Vicarious Learning, derives from vicarious experiences of 

observing other people succeed. Hackett and Betz ( 1981) pointed out the limited degree 

to which the media as well as occupational and educational materials portray women 

engaging in nontraditional occupations, resulting in fewer successful role models. They 

cite research indicating that girls and women whose mothers worked outside the home 

have higher career aspirations than those whose mothers were full-time housewives 

(Baruch, 1972; Tangri, 1972), which highlights the importance of female role models. 

The third area of socialization, Emotional Arousal, refers to the state of 

physiological arousal from which people judge anxiety level as well as vulnerability to 

stress. High levels of anxiety are usually associated with lower levels of performance and 

efficacy expectations. Findings that feminine sex-typed persons generally report higher 

levels of anxiety than do masculine-typed individuals (Biaggio & Nielsen, 1976; Gall, 

1969) further confirms the possibility that traditional socialization of females reduces 

perceptions of self-efficacy. It should be noted that Bandura ( 1977) viewed anxiety 

responses as a co-effect rather than as a cause of low self-efficacy expectations. 

The fourth area addressed in the model developed by Hackett and Betz ( 1981) is 

Verbal Persuasion, a source of information regarding personal efficacy which derives from 

verbal suggestions of others. Encouragement and persuasion toward a given behavior 

increase efficacy expectations, while lack of encouragement or overt discouragement 

would at best have no effect and at worst lower efficacy expectations. The researchers 
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cite the well-documented lack of encouragement or outright discouragement which girls 

often receive when considering nontraditional occupations (National Science Foundation 

Study, 1978) and from career counselors (Fitzgerald & Crites, 1980). 

Results of the present study are quite consistent with this model of self-efficacy 

and career aspirations. Although there was less inquiry into the area of Performance 

Accomplishments, many of the women participants reported their families' substantial 

emphasis on domestic and nurturance activities, such as babysitting and other child-care 

activities, or on the expectation that they would grow up, get married and have a family. 

As one woman noted, "I thought you got married, and had a family, lived in a little white 

house with a picket fence, and all that kind of stuff You made cookies and you went to 

PTA, and all that." Many of the women described having cared for siblings and other 

children when they themselves were young girls. 

There was also less data from the present study directly addressing the aspect of 

Emotional Arousal which is postulated by Hackett and Betz (1981). Many of the women 

appeared anxious, however, it is difficult to know whether this was due to the interview 

situation or to other factors such as financial stressors created by unemployment. 

The remaining two information sources in the model, Vicarious Learning and 

Verbal Persuasion, had substantial applicability to the present study. Numerous women in 

the present study reported having a lack of exposure to female role models in 

nontraditional occupations. A good example of this influence is this excerpt from an 

interview, quoted earlier, "When I was growing up I kind of felt that I couldn't do just 

anything I wanted to because I was a girl. I felt like I had to do girl-type jobs. Like, I 
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could be a teacher, that was very acceptable. I could work in a day care, I could be a 

home-ec person and do something with food or clothes. I could do that kind of thing. But 

I never really was encouraged to go on and be an engineer or a scientist or anything like 

that." She explained she was not sure who in her family had given her this impression: "I 

don't know, maybe just watching the other females in my family and how they had chosen 

just to be at home and not pursue their careers. You can see we don't have very many 

career-oriented women. So I didn't really have any examples to live up to, I guess." 

With respect to the final source of information postulated to affect women's 

career-related self-efficacy, Verbal Persuasion, there was ·abundant evidence of this effect 

in the present study. Women reported various ways in which family members 

communicated a lack of encouragement towards, or active discouragement from, 

nontraditional pursuits and activities. As one woman stated, " I can remember saying that 

I wanted to be a lawyer ... And I don't remember if it was my mother or who it was, but 

someone laughed and said, 'girls can't be attorneys.' I remember them saying, 'your 

cousin can be an attorney.' He was the male, the only male cousin." Perhaps a future 

modification to this model will change the title of this aspect to suggest the inclusion of 

nonverbal persuasion, to include nonverbal behaviors which may be used to dissuade 

women from traditional occupations. 

Knefelkamp and Slepitza ( 1976) developed a career model which emphasizes nine 

areas of qualitative change in the developmental sequence of career identity formation. 

The first area, Locus of Control, most directly accounts for the description of family 

process provided by women participants in the present study. In this stage, Locus of 
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Control refers to the source to which a person turns to define herself or himself and the 

environment. Individuals progress from a position of control based upon external factors 

(e.g., parental admonitions, job market pressures, or results of assessment instruments) to 

a position where information is processed predominantly through their own internal 

reference points. Many of the women in the present study reported having been 

influenced by their families in earlier years but had recently begun to re-examine this 

influence and in many cases to transcend family messages which had limited their career 

options. The remaining areas of qualitative change in the model proposed by Knefelkamp 

and Slepitza address the individual's capacities for (2) Atialysis (ability to see a subject in 

its diverse perspectives}, (3) Synthesis (ability of the individual to integrate the diverse 

components of a subject into a complex whole}, (4) Semantic Structural Change 

(progressing from a semantic structure characterized by absolutes to a more open 

semantic structure that allows for greater alternatives and greater use of qualifiers and 

modifers }, ( 5) Self-Processing (ability to examine oneself and to be cognizant of one's 

defining factors}, ( 6) Openness to Alternative Perspectives (extent to which the individual 

is aware of and recognizes the legitimacy of other points of view and possible explanations 

even when they differ from the individual's own}, (7) Ability to Assume Responsibility 

(willingness to accept consequences of actions or decisions), (8) Ability to Take on New 

Roles (ability to expand one's repertoire of abilities and behaviors within the context of 

new role or activity demands), and (9) Ability to Take Risks with Self(increasing ability to 

risk self-esteem when new and appropriate demands are made). 
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Although many of the women in the present study are in various stages of Analysis 

to Self-Processing, only a minority appeared to be in a position to progress through the 

remaining stages. However, this is not due, in my opinion, to women's deficiencies in any 

aspect. Rather, it is because this model oversimplifies the ease with which individuals, and 

particularly women, can traverse this rocky terrain. Being open to alternative perspectives 

is fine when it does not challenge the status quo, such as a young girl aspires to become a 

NASA engineer and receives little encouragement from her school counselors, or when a 

working mother considers attending night school in order to change her occupation, 

knowing that her husband will continue to demand that she cook, clean and provide for 

the family as well as continuing her full-time job. Achieving an Ability to Take on New 

Roles is especially difficult for young girls or women who have little or no support for 

doing so, and few role models. Finally, conquering the Ability to Take Risks with Self 

may not seem as easy a progression as the model implies for the woman in the present 

study who acknowledged having been socialized that " ... the role of women in history is, 

do it all, for little pay, and no glory, and that's kind of the way it is." 

The results of the present study are also relevant to Bratcher's ( 1982) application 

of family systems theory to the influence of family on career selection. According to this 

perspective, families develop operating principles or rules which allow for constancy and 

predictability. These rules, which operate largely outside conscious awareness, are often 

passed from one generation to the next. The family's rules and myths function to establish 

and maintain roles for family members and to develop family beliefs and values which, in 

turn, help develop and maintain family traditions. For example, the importance placed on 
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money, religio~ prestige, status, or service to others is a reflection of how family rules and 

myths have operated to define and sustain family values and traditions. In the present 

study, transgenerational themes related to the women's socialization experiences around 

careers highlights the influence of family systems pressures. As quoted earlier, one 

woman noted patterns across several generations which emerged in constructing her 

career genogram. She said, "I have some similarities to my mother that I hate to 

acknowledge ... I think I'm repeating the pattern .. . Now that I actually see it on paper, 

there's some patterns here." Another woman described a multi-generational pattern which 

Bratcher would describe as allowing for "constancy and predictability'' (p. 88): 

Because it [that I was told I wouldn't amount to anything] was brought 
down from this generation to this generation to the next. I didn't find that 
out until I was about 19 or 20 when I broke the cycle of saying, no, no, this 
is not right. And then I found out, well, this is what we got when we were 
kids. It was generation to generation ... They heard it from their parents. 
They were told they wouldn't amount to anything, that they'd have to 
work until they died, and they couldn't have any dreams or goals or 
anything ... My mom's been talking about it recently, stuff about it, but we 
still never got to the point of why it all happened in the first place ... They 
just keep repeating it. 

Finally, the results of the present study are perhaps most relevant to Gottfredson's 

( 1981) theory of circumscription and compromise, which is a developmental theory of 

occupational aspirations. Broad in its scope, her theory integrates a social systems 

perspective to include the influence of social class, intelligence, and gender as important 

determinants of both self-concepts and the types of compromises that people must make. 

The major components of her theory are: ( 1) the development of occupational images, (2) 

the progressive circumscription of aspirations during self-concept development, and (3) 
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the compromises people make when trying to implement their occupational choices. 

Gottfredson posited that as a child develops in sequential stages, the self-concept is 

formed and the view of the world becomes more differentiated and complex. In the first 

stage, orientation to size and power (ages 3-5 ), children grasp the concept of being an 

adult. In the second stage, orientation to sex roles (ages 6-8), gender self-concept is 

consolidated. Children then enter the stage orientation to social valuation (ages 9-13 ), in 

which the abstract concepts of abilities and social class become important determinants of 

social behavior and expectations. The fourth and final stage, orientation to the internal, 

unique self (beginning around age 14 ), occurs at an age m which adolescents are beginning 

to consolidate their identities. 

According to Gottfredson ( 1981 ), although the young child begins with a positive 

view of all occupations, over time his or her developing self-concept is used as a criterion 

by which to make critical assessments of job-self compatibility. Occupations seen as 

inappropriate for their gender are first to be ruled out. Next, children begin to eliminate 

occupations which have unacceptably low or high prestige due to inconsistencies with 

their social class self-concept. Simultaneously, they eliminate occupations which appear 

to require extreme effort to obtain relative to their perceived ability levels. Consideration 

of vocational choices in adolescence is thus chiefly restricted to a set of occupations which 

were judged to be compatible at an earlier age to one's major social attributes (gender, 

intelligence, social class) and one's sense of what is obtainable through reasonable effort. 

Many of the results of the present study illustrate the concepts and postulates of 

Gottfredson's (1981) theory. For example, in terms of occupational circumscription, many 
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of the women participants reported feeling their career options had been influenced or 

foreclosed by traditional gender roles such as being expected to be a secretary, nurse, or 

teacher. As quoted earlier, one woman said, "I was just thinking that the reason my sister 

became a nurse was that's what women did in lieu ofbecoming a doctor." And in terms 

of how the social class component of self-concept circumscribes occupational choice, one 

woman reported that this point was painfully driven home by her parents, "[they 

communicated their disapproval] just by talking. Just that being a hairdresser was not 

really, it was ok for some people if they couldn't do any better. 'But look at the type of 

people that do this, M. ! ' I think they wanted to point out back then, a lot of the women 

that went into that were more of a lower class, not as educated, and I think they wanted to 

point that out: do you really want to work with people like that? Although they told you, 

sort of contradictory to what I just said about they didn't tell me I was better than other 

people ... " Finally, in terms ofGottfredson's concept of compromise, it was my 

impression that most, if not all, of the women in the study had been underemployed

accepting employment far below what I perceived would fully utilize their skills and 

abilities. It would seem that many women make occupational choices based on an 

inaccurate assessment of their abilities, yet Gottfredson would suggest this is not a 

surprising choice for them based on their perception of their skill level, combined with an 

assessment of the options that are realistically available to them based on gender-role 

socialization of careers. As one study participant thoughtfully noted, " I wonder about 

women as a whole, if they really know what they can do and can be? I think too often 

women 'settle.' I don't want to 'settle."' 
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The present research attempts to provide more information on the process by which 

families influence gender role socialization with regard to careers as well as self-efficacy 

expectations in the area of vocational development. Because the study was designed to be 

primarily descriptive and exploratory, the categories which emerged are broad and often 

overlapping. In terms of gender role socialization, the women in the study described 

direct verbal messages they had received from their families of origin, implied or indirect 

messages, and modeling of women's vocational roles which are consistent with the 

theoretical model of Hackett and Betz ( 1981). Most of the women reported at some point 

having internalized these direct and/or indirect messages or having followed models set 

forth in their families. 

Also in the present study, women's descriptions of, and reactions to, family of origin 

messages and rules (as articulated by Bratcher, 1982) seem to highlight the importance of 

family influences on self-concept and eventual self-efficacy expectations, primarily through 

the effects of gender role socialization on career choice. Many of the women reported 

eventually rejecting their family's, and society's, messages about gender appropriate 

career choices and behavior, which coincided with an increase in belief in themselves and 

what they could do. When asked about the events leading to those changes, the most 

frequent answer was participation in psychotherapy. It was also noted that the women 

who reported having rejected their family's limitations typically came from families who 

expressed more overt or direct messages. Exploration of the pivotal events, internal or 

external, leading to these cognitive shifts, or of the quality of family interactions giving rise 
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to this phenomenon, may yield useful information in connection with theories of behavior 

change. 

Finally, with respect to theoretical implications, the importance of integrating career 

development-vocational psychology literature with developments in basic areas of 

psychology is becoming increasingly clear (Richardson, 1993). For example, Richardson 

points out that the theories and models of vocational psychology and career development 

are "too static in light of what is now known about the interactional and transactional 

processes of development over the life span" (p. 425). She argues that models 

incorporating new and innovative theoretical perspectives on career theory (e. g., Betz & 

Racket, 1986 on self-efficacy theory; Vondracek, Lerner & Schulenberg, 1986, on a life

span developmental framework for career theory; and Gottfredson, 1981, on sex-based 

circumscription of career development) can help to bridge the gap that exists between 

developmental and vocational psychology. 

Implications for Research 

A promising area of research suggested by results of the present study is the relative 

strength of direct versus indirect family messages as an influence on women's career 

identity or self-efficacy. From the present research, it appeared that for those whose 

families indicated, in a very direct manner, that certain occupations were off-limits for 

females, in many instances these women were motivated to reject these values or 

limitations in favor of their own. This finding is consistent with those of Swanson and 

Tokar (1991) and Luzzo (1995), who suggest that barriers to career development are 

perceived as defeating to some women and as a motivating force to others. 
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It would also be useful to compare the results of this study, in which subjects were 

unemployed women who were typically unsatisfied and relatively unsuccessful in their 

careers, with a similar study conducted on a group of women who are happily employed 

and successful in their careers. It would be helpful to compare family messages about 

careers for the two groups of women. Perhaps the latter group would be reported to 

have received more positive, less circumscribed attitudes and behaviors from their families. 

Also needed are additional counseling interventions tailored to assist clients to 

overcome specific barriers to occupational attainment. Increased understanding of the 

nature of perceived barriers is necessary to inform and direct development of specific 

vocational counseling interventions. 

Gaining a greater understanding of the effects of direct versus implied family 

messages is one area which merits additional research and may be a function of the 

organizational level of the family. Recent research has implicated broader family variables 

such as parental attachment and family dysfunction as playing a role in the complex 

process by which women's career search self-efficacy is developed (Ryan et al., 1996). 

In addition to research on past family dynamics, more research is needed on current 

family dynamics and their impact on women's career identity development. Several 

women in the present study alluded to current dysfunctional marital relationships, although 

this topic was generally not pursued in depth during the interview. Additional research on 

concurrent family interactions is needed to confirm Lopez's (1989) premise that 

dysfunctional family dynamics may circumvent personal exploration and mastery 

experiences. 
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Implications for Practice 

The practical significance of this study lies in its implications for career counseling 

and parenting. With respect to parenting, the results of this study emphasize the 

importance of providing positive, gender-neutral messages to children about their talents 

and capabilities as well as their potential for success across a wide range of careers. 

Similarly, it is important to provide children (especially girls) with opportunities for task 

mastery outside the feminine-typed roles involving domestic or nurturing activities-such 

as in sports, mathematics and the hard sciences. In additio~ exposure to successful role 

models is vital to provide children not only with new information about careers, but also 

to assist them in expanding their self-concepts to include a greater repertoire of 

occupations which are seen as achievable. 

With respect to individual career counseling, particularly with adults, the results of 

this study underscore the importance of examining early messages which clients receive 

about careers, particularly with regard to gender roles and implied limitations. By gaining 

insight into how family influences affect the development of an individual's core self

concept and subsequent career expectations, clients may gain cognitive or emotional 

insight needed to challenge themselves in ways that may lead to behavioral change. 

The present study also suggests that in addition to the importance of eliciting self

beliefs through an exploration of family dynamics, vocational counselors must be prepared 

to employ a range of interventions depending upon the needs of the client as revealed in 

the course of this exploration. In the present study, for example, women with a family 

history of emotional, sexual or physical abuse or a family history of alcohol or drug abuse 
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exhibited extremely low self-esteem along with poor career identity. These women could 

perhaps benefit most from individual therapy along with traditional career counseling 

rather than extended exploration of family dynamics. A second group of women appeared 

to be in denial about family messages about careers. These women appeared pollyannish 

about their family background and circumstances or were unable to provide adequate 

detail about their family interactions. It is questionable whether this group of women 

would benefit to any significant extent from in-depth examination of family influences on 

their career identity. The group of women in this study perhaps most amenable to 

exploration of family influences on their career identity development were women who 

described either: ( 1) having received gender messages from families who are reasonably 

psychologically intact, or (2) having received gender messages from dysfunctional families 

but having made significant progress in overcoming the effects of growing up in a 

disorganized environment. Of this last group, there appeared to be women in all stages of 

a coping process: some who appeared to have accepted and internalized those messages 

but had some awareness of the fallacy of these messages, as well as others who were 

actively working through or transcending them. Counseling interventions aimed at 

assisting women in various stages of this working-through process potentially could be of 

great benefit towards the goal of maximizing the career potential of these women. 

Finally, the present study underscores the usefulness of using career genograms as 

an intervention to elicit material which may reflect unconscious barriers to women in 

defining or reaching their career goals. Almost without exception, the feedback from the 

women who participated in the study was that constructing the genogram had been 
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extremely useful and informative for them. Many asked to have a copy of their genogram 

(a copy was provided to each woman in the study). At the conclusion of the interview~ as 

I thanked women for participating in the study, often they insisted that the experience had 

been a valuable one for them as well. Others later called on the telephone with follow-up 

impressions and additional infonnation, which I took to mean that they continued to 

process the infonnation and insights gained from the process. 

Methodological Considerations 

As with quantitative methods, demonstrating reliability and validity of the data are 

important in this qualitative study. As noted earlier, in qualitative methodology the terms 

quality and trustworthiness are comparable to the concepts of reliability and validity in 

quantitative designs. 

Enhancing the integrity, validity, and accuracy of this study's findings was 

accomplished by incorporating three types of triangulation: methods triangulation, sources 

triangulation, and theory or perspective triangulation. In addition, care was taken to 

consider rival explanations in the analysis of the findings. The credibility of the researcher, 

who is the "instrument of data collection and the center of the analytic process" (Patton, 

1990, p. 461) was enhanced by a thoughtful examination of her biases and self-monitoring 

for accuracies in reporting and interpreting through the use of contemporaneous 

memoranda. Finally, a seasoned qualitative researcher with considerable expertise in the 

design and application of this type of research oversaw the project, providing additional 

support for the trustworthiness and authenticity of its outcome. 
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Methods triangulation-checking the consistency of findings generated by different 

methods of data collection-consisted of comparing findings generated by the methods of 

naturalistic inquiry and quantitative measures. Findings from the interview and genogram 

construction process (which represent the naturalistic inquiry method) were compared 

with demographic data from agency intakes (which r~present quantitative measures). 

Cross-checking the information from the interviews with the information on the 

intake fonns provided a generally high level of consistency, with one exception: some of 

the women failed to complete the intake section on number and ages of children. It may 

be that the women felt that the information about their children was irrelevant to their goal 

of receiving career counseling, too personal, or a combination of the two. 

Interestingly, on the agency intake form many of the women modified the intake 

section on education to qualify their answers. For example, on the intake form one woman 

wrote "some" in the margin by the category "advanced education" rather than endorsing it 

with a check mark. Another woman put a large check mark in the space for "high 

school," and a tiny tic mark in the space next to "advanced education." Other women 

wrote out the institution where they studied, although this information was not requested 

on the intake form and there was not sufficient space to record it. One woman falsified 

her intake form to indicate she completed high school/GED although in the genogram 

construction she acknowledged she dropped out of high school and planned to take the 

GED but had not yet done so. This pattern of responding, in which women clarified or 

modified their answers about education on the intake form, is consistent with their 

behavior in the interviews and provides further support for the observation that women in 
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achievement. 
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Again, although the research design of the study allowed for statistical comparison 

of demographic data and qualitative data, the numbers obtained were too small to permit 

comparison using quantitative measures. Cell sizes were too small, for example, to 

compare SES or ethnicity/cultural factors to qualitatively derived categories. 

Sources triangulation~ross-checking the consistency of different data sources 

within the same method-was accomplished by cross-checking the authenticity of the 

researcher's content analysis with a review by the actual participants, which was done 

during the member checks stage. Sources triangulation was also accomplished by 

matching quantitative information from the agency intake forms with information 

generated during the interview as well as observation of others' interactions or reports of 

their interactions with the study participants and comparing these with the researcher's 

own observations. In some cases there were discrepancies, which is not uncommon. I 

recall being told by agency staff that a particular client/participant had an extremely low 

IQ. Assuming the accuracy of this observation, I was surprised to discover during the 

interview that this information was apparently inaccurate. The participant was verbally 

articulate and insightful, qualities which would be unusual in someone with an extremely 

low intellectual abilities. 

Theory or perspective triangulation-using multiple perspectives or theories to 

interpret the data-was achieved by applying to the results of the study the four career 

theories discussed earlier: Gottfredson's ( 1981) theory of circumscription and 



compromise, career-related self-efficacy theory (Hackett & Betz, 1981 ), a blend of 

developmental and cognitive theories (Knefelkamp & Slepitza, 1976), and Bratcher's 

( 1982) theory regarding the influence of the family on children's career choices. 

Limitations 
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Some limitations to this study lie in the generalizability, or transferability, of this 

research. The study used a fairly homogeneous sample in which participants were 

predominantly unmarried (often divorced), White members of middle to lower 

socioeconomic status, were unemployed, and were largely unsatisfied with, or 

unsuccessful in, their careers. Many of them made reference to the impact of financial 

stressors on the career behavior of themselves or their families, and may have lacked 

options that more socioeconomically advantaged women possess. Future research is 

needed to investigate the relationship of family process variables and women's career 

identity variables with a more culturally and ethnically diverse population across a broader 

socioeconomic range, as well as with women who enjoy career success and satisfaction. 

Participants were sought purposely and as opportunity would permit within 

predefined parameters. With few exceptions, I interviewed every woman who agreed to 

speak with me (six women were unable to work out scheduling conflicts despite indicating 

an interest in participating). It is possible that, of the women who participated, their very 

willingness to speak may have influenced the data in that more shy or reticent women may 

have had a different opinion on the issues presented. It is also possible that some of the 

women who donated their time to participate in this project may have had ulterior motives 

which may have influenced their reports. After having received free career counseling 



from the YWCA and being asked by their YWCA vocational counselor to participate in 

the study, some of the women may have felt obligated to participate and the sense of 

needing to help may have influenced their responses. 
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Because the sample was sought opportunistically, it had some characteristics that 

were less desirable in terms of generalizability. For example, a disproportionately high 

number of participants were single, White and between the ages of 41 and 50 (more than 

twice that of any other age category). In terms oftransgenerational patterns, the data 

suggested that women from this age group experienced stronger family messages about 

traditional gender roles and about the importance of acquiring basic skills "to fall back on" 

as a means of self-sufficiency. Future research should seek a more stratified research 

design to enable sociocontextual comparisons between women with similar life-span 

development as well as major external, social, ethnic and cultural influences. 

Finally, the methodology of the study was influenced by my own interests and 

beliefs. As previously discussed, I experienced first-hand the effects of family influences 

on my career choice. The fact that my family of origin initially expressed strong 

disapproval of my career choice, and failed subsequently to affirm it, tnay have influenced 

my objectivity towards this research topic either in its design or implementation. 

Research questions were fairly structured in nature; a more open-ended discussion 

may have yielded different results. Also, being a White, 30-something female of aftluent 

socioeconomic status and higher educational level doubtlessly influenced rapport with 

participants, to some extent. For example, I believe that in most interpersonal situations I 

convey an impression of being articulate, poised, and self-confident which likely was 
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interpreted as consistent with an affiuent socioeconomic status. Women with low self

esteem may have felt intimidated by these perceived qualities, and such an impression may 

have actually exacerbated any existing feelings of low self-worth from some participants. 

Aware of this possible dynamic, I attempted to establish common bonds with participants 

based on my experience or career thinking during and after graduating from high school or 

college, depending on the educational level of the participant. 

I was also acutely aware of my ethnic identity when interviewing minority 

participants. In particular, I recall the response of one woman when asked whether she 

believed her race or ethnicity had influenced her career. She said, "you mean, because I'm 

black?" Her tone of voice and the abruptness of her comment underscored (to me, at 

least) that she was aware of our ethnic or racial differences. I felt certain that, had we had 

shared a common race or ethnicity, she would not have responded as she did. What my 

being White represented to her is subject to speculation, but likely it would be consistent 

with her answer to the question-that being White means I have had certain advantages in 

life and have not experienced racial discrimination as she has--and thus cannot have a true 

appreciation for her experience. To minimize this effect, I offered validation of her 

experiences and communicated that I regretted that aspect of our social history. 

Hopefully, years of actively exposing myself to multicultural experiences has increased my 

sensitivity to the harshness and reality of racial discrimination and enabled me to respond 

to minority research participants with a greater degree of genuineness and credibility. 

In tenns of the actual analysis of the data, certain limitations need to be addressed. 

While I sought collaboration from a colleague and from my dissertation chair in 
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categorizing some material and also in reading some transcripts to provide informal inter-

rater reliability, only a small percentage of the complete transcripts were read by a second 

party. Most of the coding was done by me, with corroboration on data which seemed 

ambiguous or difficult. The analysis is therefore vulnerable to my subjective interpretive 

biases. Videotaping and multiple raters of the data might have increased reliability. 

A final limitation exists as a result of the length of time (approximately one year) 

between completion of the interviews and member checks, as well as the mobility of the 

sample selected, which resulted in only a small number of participants being available for 

member checks. Had the member checks been done earlier, it is possible that this may 

have generated more material for feedback. Also, due to the highly mobile nature of the 

sample (some of them living at shelters), earlier member checks would likely have resulted 

in a greater number of women being available to participate in that phase of the study. 

Conclusion 

In spite of these limitations of this study, its interpretive validity is high and the 

study's purpose of qualitatively exploring and describing family influences on women's 

career identity development was achieved. The results reflect not only women's 

descriptions of family interactions with regard to their career behavior and thinking, but 

also descriptions reflecting the collective experience of women living in this culture. 

The present study confirms that occupational and gender role stereotyping are 

learned early, from our families, and that they influence a woman's efforts to become a 

competent and optimally functioning person. The data further suggest that these female 

occupational stereotypes tend to be negative and limiting and become deeply ingrained in 
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the thinking of young women. While many of the participants indicated that they are 

working to overcome these early stereotypes, typically these women are approaching their 

40s by the time they do so. 

These deeply ingrained ideas are not without costs. When our self-concepts do 

not fit the gender schemas of society or of our families, we become confused and 

frustrated. Those who are uncomfortable with gender-related social demands are more 

likely to doubt themselves than to doubt society or their families, creating the potential for 

depression and unhappiness. And when women accept stereotyped roles for ourselves, 

we often cannot fully channel our energy and creativity into the world of work. If we as a 

society hope to produce more, to create more, and to continue to improve our quality of 

life, we must commit ourselves to finding ways to use the best talents of all our people. 
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Age Range 
20-30: 4 
31-40: 4 
41-50: 10 
51-60: 4 

Demographics of Sample 
(n=22) 

Education 
Less than H . S. = I 
H.S. only= 8 
H.S. + voc/assoc. = 5 
H.S. + 2-4 years college= 6 
H. S. + 4 year college graduate = 1 
H.S. + 4 year college graduate+ some graduate school= 1 

Marital Status 
Single= 18 
Married= 4 

# of women with minor children: 
Women with children< 5 years old: 1 
Women with children ages 6-10 years old: 2 
Women with children ages 11-17 years old: 7 

Ethnic Marital 
Name Age Group Status Educational Level 

Ethnic Group 
White= 19 
Black= 2 
Hispanic= 1 

#of 
Children 

I. L.l 51 W S H.S. + 2 yrs college grown 
2. L.2. 53 W S H.S. & voc./assoc. grown 
3. I.1 50 W S H.S. grown 
4. P. 47 W M H.S. grown 
5. S.1 41 W S H. S. 2: ages 9 & 12 
6. C.1 33 W S H.S. 1: age 17 
7. E.1 49 W S H.S. + voc./assoc. grown 
8. 1.1 24 W S H.S. + 3 yrs. college 0 
9. V. 21 W S H.S. 0 

10. 0 .1 43 W S H.S.+3yrs. college 1: age15 
11. E.2 58 B S HS + 2 yrs. college grown 
12. F. 49 W S H.S. & voc/assoc. grown 
13 . L.3 34 W S 2-4 years college 2: ages 9 & 12 
14. 1.2 54 W S H.S. + 2 yrs college grown 
15. C.2 24 W M H.S. 2: ages 5 & 1 
16. B. 46 W M H.S. + 4 yr college grad 0 
17. S.2 30 W S < H. S. 0 
18. K. 27 W S H.S. 0 
19. M.l 52 W S H.S. + voc./assoc. 1: age 6 
20. M.2 48 W M H.S. + 4 yrs +some GS 2: ages 18 & 12 
21. D.2 40 H S H.S. 0 
22. I.2 40 B S HS + voc/assoc. 1: age 17 
Note: W==White; B=Black; H==Hispanic; S==Single; M==Married; 

H.S. ==High School; Voc/Assoc.==VocationaVAssociates Degree; GS=Graduate School 
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Memoranda of Interviews 

This interview took place outside so that S. could have a smoking break. I got the 
impression as the interview progressed that I would only have as much as it took her to 
smoke her cigarette! Her answers were quick but to the point, with little elaboration. For 
this reason, I recall skipping one of the questions about academic achievement being 
encouraged or discouraged because I felt she'd answered it about as well as she was going 
to answer it, in an earlier response about her relationship with her parents. Also, although 
her response to the question about gender effects on her career seemed pretty emphatic, 
she declined to elaborate with any specificity. I really believe it was to conserve time. 

The interview probably lasted less than 15 minutes. I didn't push her to go into greater 
depth because she was giving me pretty clear signals that she was in a hurry. Also, the 
wind was blowing pretty hard and we were seated on a curb in the parking lot--not the 
most ideal setting for an interview but it was my desire to accommodate her wherever she 
wanted to do it--and this was her choice. 

I felt a little like an ogre during the interview with P. My efforts to get in-depth 
infonnation felt so persistent that it left her no place to hide, and when I saw that, I felt 
bad. For example, P. made what appeared to be repeated attempts to be vague about the 
subject of her education, but under questioning she finally revealed that she'd had trouble 
getting into college, that her parents expected more of her than she could do, and that she 
hadn't done well in college. The message seemed to be "I failed", and I felt there was 
insufficient rapport between us for her to be comfortable revealing this about herself 
There is a tradeoff in this kind of research, as there probably is in all forms--that the data 
you obtain are inherently tied to the researcher, and this is a good example of that. 

Along these lines, I tried to normalize P. 's dropping out of school by saying "back then 
getting married & dropping out of school was the thing to do", and to joke with her about 
her comment about being the black sheep of the family, but it didn't seem like enough. I 
recall sensing that she was depressed and then I really felt bad for having pressed her 
about her reasons for dropping out of school, etc. From her brief references to her 
husband, it appeared to me that the relationship is not a very happy one for her. 

I felt ambivalent about this interview--P. seemed to want to project an image of 
competence and that "everything's fine", but my clinical sense is that she is unhappy. As a 
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clinician that is hard to notice and do nothing. As a researcher, however, I did not feel it 
was appropriate to comment on it since this would be beyond the parameters of the 
interview. 

Working with C. illustrated for me the reality of investigator bias. I had overheard the 
career counselors discussing her aspirations for college and indicating they weren't 
realistic. I therefore assumed C. would be somewhat lower IQ, and entered the interview 
with this assumption. I'm wondering if the audiotape will reveal that assumption--I hope 
not! I remember thinking I might need to speak S-L-0-W-L-Y or reword some of the 
questions (She also seemed to have a low energy level). 

So I was really surprised when C. appeared to be intellectually lively and quite insightful 
about herself and her family. It threw me for a loop f As a result of her considerable 
amount of insight, we went into greater depth on topics relating to her Family of Origin 
than I might typically have done. 

(One significant difference I have noticed between participants is their "psychological
mindedness") 

Another surprise. S. struck me as a seemingly well-adjusted, comfortable, easy-going 
young woman who was open and friendly in her willingness to do the interview. Within a 
few minutes, I guessed her to be above average IQ judging from her vocabulary & 
communication skills. 

As a result I was taken by surprise by her revelation of family dysfunction, her own 
problems with bipolar disorder and other symptoms, and the gaps in her genogram (e.g., 
having no knowledge whatsoever of her paternal grandparents, despite having lived with 
her father). I was also puzzled by her statement that she has severe social deficits when 
she seemed so comfortable talking with me. I gave her the feedback that she certainly 
seemed comfortable in our social interaction. 

It was so tempting to cross over into trying to do therapy with S. rather than limiting our 
discussion to the research issue (I'm not sure there wasn't some cross-over). I tried to 
limit my responses to comments I would want to make even if I weren't in this 
profession-words that .sound corny to me now but at the time felt sincere. 
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It's even hard for me to write much about the interview now--just a short time later. The 
chaos of her family just seems so overwhelming. I found myself frequently focusing on 
S. 's coping or survival mechanisms for growing up in her family. She frequently quoted 
her therapist, and seemed to attribute much of her success to this worn~ judging from 
her tone of reverence & words of admiration in that regard. 

I was left feeling uncomfortable and concerned about S. 's future, although I can't explain 
why. The fact that she is in therapy, is under the care of a psychiatrist & is seeing 
counselors here at the Y is somewhat reassuring. 

Many of the research questions were irrelevant in light ofS. 's situation--with a family so 
chaotic, adapting to constant change was more of a priority than communicating with each 
other. My reaction at the time was one of feeling sad: it's disturbing to see a family so 
disorganized that they cannot make or convey clear or meaningful messages about 
themselves or each other (or much of anything). I recall comparing her description of her 
family with my own family's functioning--and seeing some similarities. Perhaps that is 
why I found this interview continued to linger on my mind. 

This was one of the most relaxed & comfortable interviews ever. It seemed like the 
interview just developed naturally and flowed spontaneously from one topic to another. I 
found myself more willing & comfortable to participate in the interview-instead of mostly 
being a questionerf'clarifier''. Maybe that helped D. be more comfortable(?) I don't know. 

D. appeared to be a very intelligent, articulate woman with a good deal of insight into her 
family dynamics. Very easy to talk to, very determined. I would like to see where she is 
in a few years, as I can imagine she will be quite successful. 

J. smiled almost the entire time we talked. She frequently seemed to be communicating 
nonverbally. For example, when talking about her mother's side of the family as opposed 
to her father's, she smiled even more broadly and her tone of voice grew wanner. Also 
she seemed especially pleased when talking about her grandmother. 

So I asked her if she was closer to one side of the family than the other, building on this 
hypothesis. She referred several times to there being tension on that side of the family, but 
I never got a clear picture of why that might be. 
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I also tried to make the connection between J. 's interest in Russian and her grandmother's 
hatred of it, but that went nowhere. I also tried to connect her own cultural heritage with 
it, without much success. For example, when I asked J. about the effect of her ethnicity, 
she raised the issue of her grandmother's objection to her studying Russian. This was 
confusing to me since I felt J. had all but said it. One thing I'm learning is that clarity can 
be pretty uncomfortable for people sometimes! 

I had met J. several weeks prior to the interview, as she was an occasional volunteer at the 
YWCA. Having had several occasions to talk with her in some depth, particularly about 
some personal concerns about her family, we had established a warm rapport prior to her 
making the appointment for career counseling. Twice during the interview, she asked me 
to tum off the recorder by motioning to it silently--she then went into greater depth about 
dysfunctional family dynamics of her family "off the record". 

I was glad to respect her desire for confidentiality on most of these topics, however, if an 
item seemed so pertinent to the study then I asked her permission to record it, and she 
granted me permission to do so. For example, I noted a similarity between J. 'smother's 
career set-back when she asked for time off for a personal issue, and was re-hired 
subsequently but at a much lower level than she had obtained prior to her leaving, and that 
of J. 's taking time off from her career for a medical/personal issue and being unable to 
make a "professional recovery" thereafter. So I asked J. if her mother's career experience 
had affected her in any way and she said, "Yes, I'm repeating it". 

Also, the day after the interview, J. came to me with some additions to her genogram. At 
this time we discussed family patterns such as competition between herself and mom, and 
potential competition issues between herself and her daughter. 

M. and I seemed to communicate very well and very easily right from the start. I felt like 
my interpretations and summary statements were pretty much on track. The rapport was 
so strong & I felt so comfortable that I accidentally editorialized a little bit--I recall saying, 
in response to her statement that a man can go farther than a woman with equivalent 
education, "things haven't changed much, have they?" Oops. 

I tried to move right past that little blunder into the next subject, but was concerned about 
not making that mistake again. Fortunately my remaining questions were more or less 
unrelated to gender issues. 
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I had the general impression that M. was not entirely happy with her spouse for some 
reason, but would not be comfortable talking about him. I found myself avoiding the 
topic, although I wondered what effect he might have on her career identity. Another of 
those questions I probably should have asked, but intuitively believed was better left 
unspoken. I guess I felt that talking about him would get her upset and angry. My 
approach in doing these interviews has been that I should leave people in at least as good a 
place as they were when they started the interview, to the extent that is possible. 

I met M. about a month before the interview, having been asked to join in on some 
brainstorming in writing her resume. She readily agreed to participate (wonderful!), 
however, due to scheduling difficulties we agreed to meet at her home to do the interview. 
J. , the YWCA career counselor, told me M. asked about the possibility of being 
interviewed and "seemed to be looking forward to it." When I arrived at her home, M. 
appeared to readily engage in the process. She seemed to have a high energy level, with 
many gestures and facial expressions during the interview. 

The discussion covered a good deal of personal issues for M., including information about 
childhood abuse and family dysfunction I had the impression this was difficult for her to 
discuss, as was her relationship with her mother. Often her voice was full of emotion, and 
at one point she began to cry. I reached over and patted her hand when this happened. 
We discussed generally her anxiety about talking about these painful issues. I revealed 
some similar personal experiences of mine, partly to try to connect with her and partly to 
let her know she was not alone in the experience. 

There was a lot of silent nodding in agreement, knowing looks and smiles. I had the 
feeling that talking about this material was on some level helpful to her--her looks and 
smiles communicated a sad kind of gratitude. I recalled her enthusiasm for doing the 
interview and hoped I was correct in my interpretation that she wanted the opportunity it 
would present. 

We seemed to reach a natural ending point--there was a comfortable ebb and flow, with 
questions seeming to move us along even when they were unrelated to the topic 
previously discussed. 



153 

I. seemed to explain herself in a way that made sense to me (maybe because my relatives 
are all small-town Texans). I found myself doing a lot ofRogerian comments, mostly 
restating her statements. This seemed to work pretty well. 

One area I wanted to clarify was that I think I didn't do as well restating her perception of 
gender differences in the workplace. At one point I said maybe a man is more 
achievement-oriented, where women are more solution-oriented. I really felt there was a 
better way to describe this. I believe a more accurate interpretation is that men do it for 
personal profit, whereas women tend to do it for more altruistic reasons (e.g., for 
collective profit"). This makes better sense in terms of her comments that management 
wouldn't let a woman "wheel and deal" like they do for men. I intend to clarify this 
during the coding process because I fe.el it is an important distinction. 

This interpretation is further supported by I.'s gesture that men do it "for something out 
here" --signaling some type of external reward, and implying that women are more 
motivated by intrinsic rewards (or must make do with them because external rewards are 
not available.) The question about ethnicity did unfortunately elicit a response 
confounding ethnicity and gender. I should have clarified that with her. 

There was a lot of "reading between the lines" with D. I felt she was making references to 
events without sufficient explanation, so what may seem like my drawing inferences were 
attempts to clarify--especially negative events. 

It was my impression from talking to D. was that dwelling on the negative in her family 
was uncomfortable for her. Consequently there developed this dynamic where she would 
refer to a negative event very briefly, then I would try to clarify, then she would offer 
some information in defense of the person; and she appeared somewhat uncomfortable. I 
definitely had the impression there was a need to preserve family loyalty, from the 
statements, "We D's are like that". 

As a result, I felt a little tom between the urge to get in-depth information and her possible 
need for privacy. I recall saying at one point, "I don't mean to pry" in asking her to 
elaborate on a subject she had made only a passing reference to. There seemed to be 
many such passing references--it was hard to know which to ask about in greater depth 
while still maintaining rapport. I should probably have asked her about this and shared my 
feelings with her about it, but to be honest I really didn't fully understand it until the 
opportunity had passed. 
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In spite of the stop-and-re-start flow of the interview, I recall having felt a real connection 
with D., on a philosophical or spiritual basis. There was just a sense of warmth and 
acceptance she communicated, and we seemed to understand one another very well. I left 
the interview thinking she was such a neat person. 

I firsts met C. about 2 weeks before the interview. She attended a job fair sponsored by 
the YWC~ and stopped at a booth where I was presenting information on goal-setting. 
what made an impression on me was her serious expression and seeming inability to make 
eye contact for more than a split second. I wondered then if she was being physically 
abused by someone. 

As a result of this impression, when preparing for the research interview I tried to set a 
positive tone by encouraging her to be in control. For example, I asked her to choose 
from a number of interview rooms, and asked her whether she wanted to sit at a table or 
on a sofa and chair. My intention was to empower her as much as possible during what 
might be a painful interview. 

And it was. When she talked of her parents' negative attitudes, she started crying. 
Hearing her story and seeing the effects of abuse on her was touching and painful for me. 
I tried to comfort her, and to encourage her by inquiring about her husband's family, since 
they seemed to be very supportive of her. There were definitely times when I switched to 
a "safe" topic to try to ground her, such as asking about how she met her husband. She 
seemed to be much more comfortable talking about him and his family than she was about 
her own. I also inquired about the transgenerational nature of the abuse, both for the sake 
of gathering information and to help put her own abuse in that perspective. 

Because ofC's seemingly fragile self-esteem, I tried to be "delicate" ~n asking about her 
education, and to focus on her abilities and downplay her lack of education. I asked about 
her husband or his family both to enhance rapport and to help her recover from the 
emotionality of discussing her family of origin. 

I had a difficult time "reading" L., and for this reason and because since she seemed 
somewhat more reserved, I found myself talking more than usual during the interview. 
For one thing, L. had a .very high voice that seemed to convey an almost childlike 
innocence, combined with some comments that suggested she might have led a sheltered 
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life. Add to this, an incongruous combination of cynicism and a touch of bitterness related 
to her divorce. I recall thinking that she had the makings of a very good stand-up comic! 
But seriously, there was just a lot of discrepant information and my brain was struggling to 
make sense of it all in a very short time. 

L. was one of the more interesting women I had interviewed, and I recall thinking that she 
had a quiet inner strength that would push her to prevail over her current circumstances. I 
thought that her remark that coming here tonight was the first time she'd taken control of 
finding a job would be just the beginning of a successful career. 

My mind went a little blank when she talked about the treachery of her divorce--probably 
because it hit a little close to home with the experience of my own. I think that's probably 
apparent in my comment that with any luck her ex-husband is out there suffering terribly 
right now. But I felt like we were soul sisters from that moment forward. 

There were problems with the taping (low batteries); I didn't notice until we were into the 
first question. By this time we had spent some time talking about I.'s sexual abuse by her 
father & stepfather. Also talked about her physical problems. When asking I. to do the 
interview, I noticed she smiled. When I asked her about that, she said, "I'm just thinking 
about the subject and what questions you might ask". 

It surprised me that I. seemed so comfortable discussing the abuse on tape. When we 
noticed the recorder had stopped, she commented, "may be low batteries--do you have 
some more?" I replied that I did; switched them & we continued. She said, "do you want 
me to repeat everything I just said?" I took this to mean she was not uncomfortable with 
having revealed the abuse, or about the taping. I did notice I. 's response to questions 
seemed to be more "here and now" than focusing on the past. Also, I made the decision 
to avoid questioning too closely regarding the career history of the perpetrators since she 
gave the impression she didn't like talking about them. Who could blame her for that. 

My impression, although I did not state it as a question--was that the sexual abuse 
perpetrated against I. and her sisters had a profound effect on their self-esteem and thus 
on their ability to focus on career goals or career identity. I. made the comment that one 
of her sisters suffers from low self esteem, two have problems with substance abuse, and 
she and another sister have eating disorders. It seemed as if we "talked all around" the 
impact of the abuse on their functioning with respect to career development or any other 
type of development--but did not specifically address it. I was conscious of the delicate 
balance between conducting the research interview and doing therapy. My concern was 
that I not raise issues which could not be adequately addressed within this context. This 
is part of the reason I skirted around the issue of the impact of the family's abuse. I didn't 
feel like it needed to be said. 
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Becky was :ym talkative prior to starting the interview. I had helped her do her resume 
(mostly just computer formatting) the week prior, so I felt we had a good rapport. 
However, in discussing the purpose of the interview and consent form she rapidly changed 
subjects, talking almost nonstop. I wondered if this was anxiety about the subject matter 
we were about to discuss: her family. 

During the interview B. frequently expressed ambivalence towards her family in a number 
of ways. It was somewhat frustrating for me to try to point out her ambivalence--an 
impossible task! Looking back I realize I should have stated it clearly as "ambivalence" 
rather than trying to clarify using her own words. So we did the following: she'd allude to 
some negative aspect of her family: I'd attempt to clarify; she'd counter with some 
positive comment or deflection. 

I recall feeling fiustrated because my goal was to describe, and inconsistencies were 
troubling to me. I felt like on some unconscious level I was already thinking how difficult 
it would be to code such inconsistent information. 

This was a difficult interview. For one thing, it was an early interview and I didn't have a 
secure feeling of competence in conducting it. Also, E. seemed reluctant about tape 
recording. We reached a compromise on that issue when I suggested that I offer her the 
tape at the end of the interview, "no questions asked" to do with as she wished if she felt 
there was anything on it that made her uncomfortable. At the end of the interview I did 
this but she said there was no need to destroy it. Still, even after reaching this agreement, I 
had the feeling E. wasn't entirely trusting of me. I recalled wondering if the racial 
difference was part of the issue, but decided not to inquire about it for fear of offending 
her. For some reason, I sensed she might hear that as me suggesting she is paranoid or 
that she doesn't like White people. 

So, as far as the interview, I sensed a reluctance on E.'s part to provide in-depth 
genogram information--her nonverbal cues suggested, "let's move on". So I didn't delve 
into much depth--the genogram is pretty bare-bones. 

I wasn't sure E's answer to the question, "how were your employment choices 
encouraged or discouraged by the people in your family?" was directly responsive, but I 
hoped we'd find a way to clarify. As the interview progressed I came to the conclusion 



157 

that she did understand the question as it was meant--she just chose to answer it more 
generally than specifically. On another question, however, I believe E. may not have fully 
understood the question. Asked "how would you describe your main career motivation 
today?", she seemed to provide specific examples of her seriousness of purpose rather 
than explaining what it is she wants to do. This also may indicate my question is not 
worded very well. Rather than straining our tenuous rapport, I chose to continue the 
sequence of questions rather than risk offending her by re-stating the question. 
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"LORETTA" - A/KJ A "1.1" 

A: I don't really like my voice on the recorder. 
Q: Yeah, I don't like mine either. Did you say you wanted an alias on the tape? 
A: Yes, how about Loretta 
Q: Sure, Loretta. Are you single? 
A: Yes, but I was married. My husband, Fred, is deceased. He was hit by a car and 
killed in 1984, no, 1985. 
Q: Did you have children? 
A: One son 
Q: And what did your mother do for a living? 
A: She was mostly a housewife and did waitress work. 
Q: And your father? 
A: He was a jack of all trades: he was roughneck, pipefitter, housebuilder, drove 
dumptrucks, and mostly a farmer. 
Q: Are they alive today? 
A: No, they both died in 1986. 
Q: And your grandparents? 
A: They are all deceased; they were all farmers. I say that, I really don't know what 
my mother's daddy did. The only thing I remember hearing about him was that he made 
bootleg. But then someone said he was in the Texas Rangers, so I don't know. They 
were separated when my mother was very young, so she was estranged from her father all 
of her adult life mostly. 
Q: What about your father's parents? 
A: They had a farm and they farmed. 
Q: And Fred's parents? 
A: They're both dead. His mother was a housewife, never worked out of the home, 
or drove a car. Dad was a produce salesman, he worked at the farmer's market and had a 
truck for years and went around the neighborhoods. He mowed yards and did odd jobs. 
Q: Did he raise his produce? 
A: No. 
Q: Did you have brothers and sisters? 
A: I have three brothers and two sisters. 
Q: What did your brothers do? 
A: My oldest brother was a prison guard, he's retired now. Next is my sister: she's 
mostly always been a housewife. She's worked some outside the home, but not very 
much. Then another brother, then another brother, he's a welder. Then another sister. 
She's the wife of a ranch foreman. So she does housework, but yet she does a lot of 
cooking for ranch hands and so on. 
Q: So there's three brothers and two sisters 
A: And then there's me, I'm the baby. 
Q: Did your mother have brothers and sisters? 
A: Three sisters 
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Q: What did they do for a living? 
A: All the sisters were basically housewives, stayed home and raised their kids. The 
uncles, some of them were farmers, some worked in the oil fields. I'm not sure. We were 
away from them mostly growing up. 
A: Around Angleton, West Columbus, kind of south ofHouston 
Q: And you grew up away from there? 
A: We moved around a lot, because of the work that Daddy did. And when my 
mother left my father, my mother and I and one brother went to West Texas when I was in 
the fifth grade going into the sixth. 
Q: And why did you move there? 
A: My mother ran away from home with another man. 
Q: Did this man become your stepfather? 
A: Oh no. We got out to West Texas, and then that didn't last. My father was a very 
abusive man, an alcoholic. He was abusive to us but more so to mother. 
Q: So she left him to get away from that. 
A: Yes, she ran away. . 
Q: So then she got out to West Texas and that didn't work out. 
A: Yes 
Q: And that was when she was a waitress? 
A: Yes. And then my middle brother, the oil field worker, came and stayed, I know, 
the day my mother had a nervous breakdown. She just couldn't work anymore. So then 
my brother came and he started taking care of us. So basically he finished raising me--he 
put me through high school. 
Q: So he came out and looked after you both and took care of you, and lived with 
you? 
A: Yes, so they lived there until mother died, then he's moved since then. 
Q: So you went to high school, and then what did you do? 
A: I graduated high school in West Texas but did not go to college. I moved to 
Dallas. I had a girlfiiend who was living here, and she needed a roommate, and I needed a 
job, I had a little job in a barbeque place washing dishes, so I came to Dallas. 
Q: What courage. So then that's when you came to Dallas, that's when you started 
working here in Dallas. Did you come to Dallas all by yourself? 
A: My brother brought me. 
Q: Your brother, the welder. 
A: Yes. That was in 1962. 
Q: So he brought you to Dallas in 1962, then you lived with a girlfriend and got your 
first job. And before that you were washing dishes in a barbeque restaurant in West 
Texas. 
A: Yes. 
Q: So what did you do for a job when you got to Dallas? 
A: I got a job at an electronics company. I worked there about a year, then I 
went to work for Collins Radio. 
Q: What did you do at the electronics company? 



A: I was an assembler on the line, sautering, hand tools and that type of thing. 
Q: And at Collins Radio, what did you do there? 
A: Same thing, I worked on the line. Assembling units, cables, and all that kind of 
stuff that's involved with Electronics. 
Q: And how long were you there? 
A: Six years, and during that time I got married. 
Q: And why did you quit? 
A: I was laid off Then I went to work for a little company called United Wiring, it 
was also electronics assembly. Then my husband decided that if I didn't work, we 
wouldn't have so many problems, so I quit my job. Then we moved to Oak Cliff We 
were living in Garland, and moved into a house with his mother and daddy. 
Q: And how did that work? 
A: It didn't. 
Q: And then I finally went back to work at another little electronics company, and I 
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worked there about a year, and the environment was really bad, so I quit that job and went 
to work for another electronics company. 
A: I worked there for 21 years. 
Q: And why did that end? 
A: Cut-backs, downsizing. 
Q: So were you doing assembly work most of these places? 
A: Yes. The last place I worked, I started out on the assembly line, I worked my way 
up to lead person and then became a supervisor, until December 1985. 
Q: And so since that time you've been .. . 
A: Unemployed and loving it. 
Q: Your husband died somewhere in here ... When you were working at this last job? 
A: Yes. 
Q: So after living with his parents for a while you moved out and got your own place? 
A: Yes. 
Q: And then your child was born? 
A: The child was born before we moved in with his parents. He was born while I 
worked those 6 years at Collins. 
Q: Is your son married? 
A: He just recently married, and recently separated. 
Q: And does his estranged wife work outside the home? 
A: She works outside the home at an animal clinic. 
Q: Ok, now I want to ask you some questions. 

Was there some occupation that any of these people would have preferred? 
A: I'm not sure I understand ... 
Q: Was there anything that they would have wanted to do other than what they did? 
Starting with your grandparents? 
A: I don't know, it's fuzzy there. I never really bonded with them. 
Q: What about your mom and dad, was there something else you think they wanted to 
be in life besides what they were? 
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A: I think my mother regretted that she didn't have more skills than what she did, 
because she always felt like she was trapped in a situation. She had six children, and had 
no skills, and felt like she had no way to get out. I think she always stressed to us, you 
know, to get a high school education. Back then a high school education was equivalent 
to probably what a college education is today. Neither one of my parents finished school. 
They all wanted, they both wanted, even as bad as things were, sometimes, they did want 
us to have a high school education. 
Q: Did all of your brothers and sisters finish high school? 
A: My two sisters did not graduate. My brother, the welder, went through 12 years 
of school but lacked a credit from graduating. I'm the only girl out of the family that does 
have a high school education. 
Q: And then the prison guard does, and also the oil field worker? 
A: Yes. And my oldest brother does have some college, he took quite a few courses 
in psychology and different things when he was working in the prison system. 
Q: And how about Fred? 
A: No. He dropped out of school, but he did get his GED. 
Q: And your son? 
A: He does have a high school education 
Q: And you said your mother wanted to have more schools, but was there any special 
thing she wanted to do? 
A: No. I look back on that now and I know that my mother really liked raising her 
family. 
Q: So she really wanted to stay home and look after you all, but circumstances made 
that difficult? 
A: Yes, at first because of my dad and then just having to make a living. 
Q: And your dad, any impression that he wanted to be something other than what he 
did? He had a lot of jobs. 
A: My dad, he was a hard worker. If nothing else, he did work hard, so I think when 
he made decisions, it was more or less what kind of earnings he could get from them. He 
was in the pipefitters union, so he basically just was a jack of all trades. 
Q: So he went with whatever paid the most? 
A: Yes. 
Q: And he seemed satisfied with that. 
A: I guess he was, I don't know. I don't think he ever wanted to have six kids. 
Q: But it happened. 
A: Yes. 
Q: He played some part in that. 
A: Ohyes. 
Q: What about your husband: do you think he wanted to do something other than 
what he did? 
A: He did a whole lot of different things, too. Basically, in some areas he was very 
talented. He was more suited to outdoor work--plumbers' helper, truck driver. He 



worked for the cities, carpentry work, he did cement work, he main thing was I guess 
driving trucks, short-haul deliveries. 
Q : And was there anything he wanted to do that he was unable to do? 
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A: 0~ definitely. He had a grandiose mind. But he didn't have the ability to follow 
through on anything. 
Q: So he had plans and schemes .. .like what, for example? 
A: Oh, like he'd go to work for somebody and in two months he was going to be 
running the place. But he didn't have the ability to take orders, or follow rules and that 
type of thing. 
Q: So that held him back, more a personal disposition that got in the way. 
A: Yes. 
Q: What about yourself: was there something you wanted to do other than what 
you've done? 
A: Well, I guess I thought you got married, and had a family, lived in a little white 
house with a picket fence, and all that kind of stuff You make cookies and you went to 
PTA, and all that. I knew I wanted to work and I wante4 some independence, but I never 
looked at. . I just thought you got married, and you had your family, and your husband 
took care of you. Ha, ha, ha. 
Q: Didn't work out that way .. . 
A: No. My husband was an alcoholic, so when I started to work, especially at this 
last place, I really knew that I was going to have to take care of myself, and of this kid. 
So I went after, and to a degree, I guess I went after the promotion type things like my 
father did, just for self-survival. I didn't go after it as far as wanting a position, or wanting 
power or being important. It was just a matter of survival. The company was willing, and 
for the most part it had been a very good company to work for. They cared about their 
employees. And through the years there were a lot of courses that they brought into the 
company and trained you and that kind of thing, so I learned a lot of my management skills 
and supervision skills through the courses that the company brought in. So I learned a lot 
about interpersonal skills and dealing with people. So right now, I was talking with 
Amanda awhile ago, I don't know what I want to be when I grow up (laughs). 
Q: And this maybe is one of the first times you've thought about it. It sounds like 
you've been in survival mode for so long ... 
A: Yes. 
Q: Now you have the chance to think about what you want to do. 
A: Yes. 
Q : Have any ideas? 
A: No. I'm in real burnout. That's what I realized this weekend. I took this test to 
see what kind of jobs I'd be good at it, and it's just like I don't have the energy or 
enthusiasm to go back to school or that type of thing. 
Q: I see. And what about your son, what does your son do? 
A: He works for a company that builds dock lifts, so right now he's working on the 
dock, I believe he's working in shipping. 
Q: Is there something else he'd like to do? 
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A: For right now. I don't know that he thinks about it a lot. He just wants to work, I 
guess, to have a job. 
Q: Do they have children? 
A: No. 
Q: So it sounds like there's not anything special that the people in your family wanted 
to do that they wanted to do... Let me ask, what types of messages did you get about the 
acceptable types of employment for yourself If you can think back, was there any kind of 
message that your mom and dad, or grandparents, uncles, aunts, or siblings, about what 
were acceptable kinds of work for you to do? 
A: Well, what I know today about myself is that even if my dad was never there, and 
he never really did emotionally support us, what I know for me today that he gave me was 
that he taught us how to work. Abusive to a point. But when I finally came to the 
realization that, hey, you're going to have to get out there and make a living for yourself, 
that was one thing I had no fear of was working. And my dad did always do that : he 
always worked. And my mother did too. What they strived for was something better than 
what they had as far as working in the field all the time, and they kind of stressed, 'go to 
work, try to find a good company, keep your job, go to work every day. Don't be late, be 
dependable. Get in somewhere with good benefits as far as insurance and that type of 
thing.' It was like, get a job and be a good employee. That was what I kind of got. I 
don't know that we ever got 'go be the president of the United States" kind of thing, but it 
was, 'do your job with integrity and be a dependable employee.' 
Q: But did you ever get the idea that being something like president was not possible? 
A: I don't think we talked about anything like that. I think survival was so important 
that even thinking about, I don't think it was discouraged, I just don' t think it was talked 
about. But I think there was more emphasis on the boys making it good than the girls. 
Q: Really? 
A: Yeah, that kind of double standard type of thing, it was like, the men need to make 
more money than the women, because they were supposed to be the head of, the macho 
type of thing of the one being in charge, so I think that was probably the message I got 
was, "you don't make as much money as a man" type of attitude, rather than "you can't be 
the president". But I guess in itself that might be the same message. · 
Q : That's interesting, because one of my questions is, "how do you think a woman has 
affected a career outlook?" 
A: Well, I'm the oddball of the family in a way. I'm the only one that's single, I'm the 
only one that's divorced. I'm the only one that's raised a son as a single parent, ok. The 
rest of my brothers and sisters are still married. They may not be the greatest marriages 
and they have their problems, but they all are married, they all own their own homes. My 
brothers, except for my oldest one, is retired, and his wife worked. 

I will say, though, that my oldest brother, the one that raised me, he did not marry 
until he was 45 . And if I got any messages at all as far as taking care of myself and being 
independent, it was probably from him. Because he basically encouraged me to learn 
something that would support me and take care of me. See, my mother did not want me 
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to leave home. She wanted me to stay in this little West Texas town. And I never would 
have done anything there except wash dishes. Small towns are very competitive. If you 
work at a department store, the next generation of that sales clerk that was working there 
gets that job. So it's not like I would walk into a department store and learn to be a sales 
clerk. 
Q: Very limited options. 
A: Yes, and that includes the courthouse, everything. So when I decided to come to 
Dallas because I didn't want to stay there and wash dishes, and marry somebody in the oil 
field . I hated West Texas, I hated it. And so my brother said, well, you can try it a year 
and if you don't make it, you can come back home. And he dropped me off and left me. 
And he was the type, I don't think he ever put me down. I didn't learn to drive a car until I 
was a senior in high school. He said, you don't need to learn how to drive because you 
don't have a job for gas money to put gas in the car. Which was true. And I would never 
have thought about it anyway. So he came one day and handed me the car keys, took me 
out to the car, which was a standard, and he said, this is how you shift it. And he said, 
when I come home from work tomorrow afternoon I want you to be able to drive the car. 
We lived on a little block, so he said, drive around that until you learn how to shift the 
gears. And I said, what if the police stop me and give me a ticket? And he said, they'll 
just stop you and you'll pay a ticket. And I was so afraid not to, that I did it anyway. 
Then I got my drivers' license, because it was time for me to get a job and buy gas for the 
car. You're out of high school. So when I decided to come to Dallas, he gave me some 
money, and he said, okay. 
Q: So it sounds like maybe the messages you got from him were about independence? 
A: Yes, take care of yourself, support yourself 
Q: And he seemed to have faith that you could do that. 
A: Yes, he did, he sure did. 
Q: Kind of sink or swim, wasn't it? 
A: Yes, it was. 
Q: Urn, how was academic achievement encouraged or discouraged when you were 
growing up? 
A: I guess it was, but the family, with six kids we were really limited as far as really 
joining any organization or that type of thing, so it was basically just, do you very best 
type of thing. 
Q: So, do your very best, and finish high school. 
A: Yes, finish high school. 
Q: And that came from who? 
A: Really both parents. 
Q: And when you did receive a good grade, was that acknowledged? 
A: Yes, from my mother, I think. You have to understand, when my mother left, I 
was the only one. When my mother ran away from home, one of my sisters stayed with 
my dad. My oldest brother was already out on his own, my oldest sister had just gotten 
married, and the fourth child stayed with some people, he moved in with some other 
people, so I was like an only child by the time I was in the fifth or sixth grade. So I 
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remember my mother bragging on a B or an A, but there was no reward system as far as 
that type of thing. There was encouragement, but no ... I don't want to say payoff 
Q: More emotional encouragement? 
A: Yes, yeah. 
Q: How were employment choices encouraged or discouraged? 
A: My family basically was, you get a job and you work, you pay the bills. And my 
husband really didn't want me to work, but yet he couldn't support us either. He really 
didn't like it when I worked, but I had to, so we had conflict over that. It was like, well 
you have a little piddly job, and of course that was true, the little jobs that I had didn't earn 
that much, but we did have health insurance, and most of the places that he worked, didn't. 
Q: So your working supplied the health insurance. 
A: Yes. 
Q: You stayed with electronics ... 
A: Yes, I enjoyed working with my hands, I liked learning different things, it suited 
me. 
Q: But your husband referred to your jobs as 'piddly': He didn't value them? 
A: No. When I worked at Collins they offered lots of different courses and training 
programs that you could take to go to the next level, and I never took advantage of any of 
that. 
Q: Whynot? 
A: Well, I didn't need to. I was going to be a housewife and live happily ever after. 
See, in mind, I didn't need to, and the other part of it was, part of me did not want to and 
the other part of me didn't want to upset him. 
Q: So you held yourself back because of concern about the conflict it might 
generate ... 
A: Yes. 
Q: And also because you had this dream you'd be a housewife and he would provide. 
A: Yes. 
Q: Where do you think you got that dream from? 

A: Oh, from my mother, I'm sure. Growing up, you got this message, even very early 
that you didn't go out and get a career, you got married and your husband took care of 
you, and you were a housewife and you took care of the house and the kids, and you 
know ... Of course that's unrealistic today, that doesn't happen. So that mentality was 
there. So I didn't have any real drive to get out there and make a career for myself It was 
forced on me, ok, but basically I didn't, in the beginning. 
Q: So work was emphasized but not careers. 
A: Yes. 
Q: How do you think being a woman has affected your career outlook, if it has? 
A: I will have to say that in all of the years I was in management I basically have been 
very fortunate. There is a definite line, and I don't think that line is ever going to 
disappear. There is a very definite line on salary. And there's a definite line on 
responsibility. Again, I was never power oriented. I didn't not want to climb the 



167 

corporate ladder, that's probably the reason I had no trouble. Most of the men I worked 
with on my level and even in upper management, I never dealt with any kind of sexual 
harassment, I never had critical abuse or verbal abuse. I'm not saying I didn't have my 
problems dealing with some personalities, but as a whole they treated me as an equal as far 
as my abilities and my job. 
Q: You said there was a line on money, meaning women aren't making as much 
money as men. And you said there was a line on responsibility. Can you explain that? 
A: I watched the men at my job, and they were power--I don't know if power is the 
right word, but I didn't want that. But I watched a lot of the men in that company make 
deals with management. There would be a particular problem and they would go say, "I 
can say, 'I can do this', and they would have a plan laid out, if I don't achieve it in a certain 
amount of time, you can dismiss me, or this will happen, or you can give me x amount of 
money." And a woman could do that but she did not have, they would never let the 
woman do that. 
Q: She couldn't make deals. 
A: Yeah, yeah. 
Q: Is it that she couldn't gain something from it? 
A: Right. 
Q: So what was the woman's motivation? 
A: I have a couple of ladies that are executive secretaries, and I have one friend that 
manages, she's the manager of a distributing company. She is very power, and like I say, 
maybe power isn't the right word. She is very at ease running that whole facility. She's 
very comfortable. She's very assertive, very aggressive. She can wheel and deal. She has 
that ability, and she wants to and she likes it. She wants to go for it. See, where I never 
did. I never wanted to go for it. 
Q: What kept you from wanting to do that? It sounds like you saw the men gaining 
from it, what kept you from doing that? 
A: It's just not my personality. It wasn't that important to me, having that recognition, 
having that power, having that control. And I don't even know if those are the right 
words to describe someone that wants to climb the corporate ladder. I really realized 
early that wasn't who I was, and that I didn't want to do that. 
Q: What was your motivation, when you went to management and said, here are the 
problems, and I have an idea about the solution? 
A: It was always more of a solution-oriented type of thing. And I learned real quick: 
unless you wanted to be responsible for something, you'd better keep your mouth shut. 
(laughs) Because if you have an idea, you see something that's not working, and you're 
the one complaining about it or wanting to do it different, they will give you the 
responsibility, even if they don't give you the extra money. 
Q: So that's a disincentive to come forward? 
A: Yes, so I learned to think about it first: to think about, do you really want this 
responsibility? And I think that's the difference with some of the men I worked with. Not 
all men are power hungry, or want position either. I guess position is a better word. 
Because I worked with engineers, buyers, upper management. I worked with accounting 
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people. I was involved a great deal in the whole working of the company. I would sit in 
meetings and watch the battle of wills between the men and the women in corporate 

status. 
Q: You said you learned there was a responsibility if you identified a problem. Do 
you think they treated the men different? 
A: See, I would just go do it. A man would approach it different. He would always 
have, 'if I achieve this out here,' 
Q: Oh, so maybe he was more achievement-oriented, wanting something in return. 
Whereas you would be more solution-oriented. 
A: Yes. 
Q: So therefore you wound up getting more responsibility than a man, because he was 
after personal gains and you were solution focused. 
A: And, too, like I said, I've realized: I was a single mother, I was supporting myself, 
and I didn't have that kind of energy to get into the power struggles and the game-playing, 
and the whole bit. It's like, I was giving that company enough of my time as it was. 
Q: Let me as~ how do you think your income and education level has affected your 
career outlook? 
A: Ask me that again 
Q: How do you think your income and your education level, has affected your career 
outlook? 
A: I'll have to answer that as far as today is concerned, because when I started to 
work at that company, I started out at $2.35 an hour. When I was terminated, I was 
making $40,000 a year. That took 21 years. I also know that for what I was doing, the 
men were probably making $10,000 more a year than I was. So I would have to answer 
that question as far as today. Ask me that question again, I've lost it. 
Q: How do you think your income and your education level have affected your career 
outlook. 
A: Well, the reason I'm here at the YWCA, I was telling Amanda, I am in real 
burnout, real mental burnout. The corporate world today is so degrading to the workers. 
They're even degrading to people in upper management. There are a lot of corporate 
people who have climbed that ladder who don't have jobs today. I was fortunate from the 
standpoint that I have a high school education but I have 21 years experience: I cannot 
walk into another corporation today without any credentials and make the money that I 
was making: that's a real fact. Plus the standpoint I kind of grew up with that company, I 
have some computer skills, not a whole lot. So the market out there today is almost all 
computers, so I'm going to have to get some computer skills most likely. So I really know 
that affects what kind of income I'm going to be able to get out there today. I also know 
that I'm not going to work anywhere for that kind of money, I'm not going to walk into a 
company and make that kind of money. 
Q: So, lacking the education ... 
A: Today ... 
Q: Has affected your outlook. 
A: Yes 
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Q: It's compensated for by staying with the company for so many years 
A: Yes 
Q: You were able to make that kind of income there, but walking into a new place, it 
would be different 
A: Right. 
Q: So ... that's going to affect the kind of jobs that are available. 
A: See, and I knew the salary I was making, that I was making more money than most 
vice presidents of a bank did. 
Q: How do you think your ethnicity has affected your career outlook? 
A: It will probably be an advantage, hopefully it will be to some advantage. When I 
was promoted to supervisor it was definitely an advantage, because there was a black man 
who applied, a Spanish man who applied, a white man who applied and a woman. That 
was back in the late 70s, so that had a lot of clout. I look back on that and now I know 
that was one of the primary reasons, because I really did have the knowledge they needed 
to do the job when they gave it to me. I didn't expect to get that job when I applied for it. 
Q: So being white was an advantage? 
A: Being a white woman, at that time. 
Q: How about now? 
A: I'm hoping it will have some advantage, I'm not quite sure. 
Q: And you don't feel it's a disadvantage being white? 
A: Yes and no. 
Q: No being ... 
A : Because the other minorities, as far as women are concerned, are probably going 
to be first priorities, so that's why I say that. 
Q: Do you mean the political climate? 
A: Yeah, yeah. 
Q: How, if at all, does your family affect your career or job motivation today? 
A: I don't even think about them. I think my brothers, I called my brother and told 
him I had quit, and he took it pretty well. We are not a close knit family. They basically 
have patted me on top of my head all these years and said, "you have been such a brave 
little girl, you've worked to support this kid and you've done all this stuff, and you've been 
on your own ... " and all this stuff But they've sure in heck stayed away from me, too. 
(laughs) 
Q: So they've offered pity, but from a distance. 
A: Yes, pity, but there's a part of that that's resentment, and there's a part of that I'm 
different from them. 
Q: 
A: 
Q: 
A: 
Q: 
A: 
Q: 

You broke out of this style, so you're different. 
Yes, I'm very different. 
You were not a housewife, you've worked and done very well at it. 
Yes. 
And that's not as acceptable? 
Yes 
To the men or the women? 
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A: To a degree, both. I think my sisters, there's a part of them that's, there's a secret 
part of them that, there may be a little bit of envy. And with my brothers, I think they 
have probably a little bit of pride, but there's that macho thing, well, "you really need 
someone to take care of you." But then they know that's not realistic. So I think it's a 
mixture of things. And basically, none of them have really discouraged me about quitting 
the job. I don't think they've been totally happy about me not having a job. I'll be 51 this 
month, so I'm the baby of the family. So I think age to a degree has something to do with 
you know, it's really not being miserable, that type of thing. 
Q: How would you describe your main career or job motivation today? 
A: See, that's my dilemma. I have spent the majority of my life, and I liked my job. I 
really want to stress the things that I did, that I really enjoyed what I was doing. And I 
think that in itself is a miracle. Until the last three years, it got so bad and the last year, I 
would sit in my car and say, "God, do I have to go in there?" It was so horrible. When 
the downsizing started and the stripping of people's dignity, and not leaving them any 
pride, it was handled so different from the old management. And I would have to go in 
there and supervise those people every day. They would _come to me with things that I 
could not find solutions for anymore. I could not do my job anymore the way that I was 
trained to do it. It was a very cold-hearted type of thing, it was devastating to have to try 
to keep a straight face and not do the job that I was trained to take care of personnel 
problems, to be available. When you're a supervisor you're a mother, a father, you're all 
these things, you're a disciplinarian, then they draw this line and say, this is how it's going 
to be, but they don't give you any tools to deal with any of this stuff 
Q: So you couldn't really solve problems. 
A: Right 
Q: That must have been very frustrating. 
A: And I stayed there too long. So when you ask me that question, I don't know. I 
really don't know. And to a point that's very frightening to me, and there's a little side of 
me that says, 'that's kind of exciting'. What do you want to do? I don't know ... 
Q: Well, you've spent your whole life being responsible and doing your job, now it's 
time to think about what would really make you happy. 
A: I guess. They gave us this book, Danger in the Comfort Zone. I believe that book 
was written by a woman. But they guy that started our downsizing came out and gave 
everybody that book. You have to understand, he didn't have a clue what that woman was 
saying. I would go home and read that book, and then, the phases, and that's not what he 
did. And I would be so angry. And when I finally realized, this is a turkey. He's here to 
gut this place, and that's what he's going to do, and he's going to go for it in the end and 
you'd better not get in his way. There were six supervisors in that company. There were 
three women and three men. They bumped back two of the other women to the line, 
slashed their salary. They chose to do that. Two of the men, they laid off I was the last, 
of all the old management staff, which I still today can't comprehend why I lasted as long 
as I did, because this guy that was doing this stuff and my direct boss and I, they were not 
happy campers with me. And why I was the last one, well I guess I do too know. They 
needed me. (laughs) 
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Q: Oh, my. 
A: They needed me. I had basically through the years run about every department in 
the company. But because I was knowledgeable. So I don't know. 
Q: You're figuring that out as you go. 

NOTES: She also said after the tape recorder was turned off, as we were walking out the 
door, she added that one thing her mother communicated to her, was that you have more 
options than me. She said when she would ask her mother, why don't you leave (the 
husband that was abusive), her mother seemed to say, "I really can't, my options are 
limited, you just don't understand, I can't." She said the emphasis she got from her mother 
was "You have more options than I did, you need to finish school so you'll have more 
options and have a better life." She said the message she got from her mother was, "I 
want you to have a better life and to have more choices than I did." 
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Member Checks Script 

My name is Trina Davis and I'm a doctoral student at Texas Woman's University. I met 
you at the Y.W.C.A. when you were nice enough to be interviewed for my research. We 
made a genogram or family tree and talked about your career and how your family may 
have influenced your thinking about yourself, if you recall? I wanted to give feedback 
about results of the study and get your impressions about it. I'm guessing the feedback 
may take I 0 minutes, and together with your comments the total time may be 20 minutes, 
maybe less. Is it still OK that we talk? Is this a good time? Would it be ok if I jotted 
down a couple of key words as you talk, if you have any reaction to the study's results? 
I have kept your identity confidential and will continue to do so. 

RESULTS READ TO PARTICIPANTS DURING MEMBER CHECKS 

Twenty-two women were interviewed, like you, by drawing a career genogram and then 
answering questions. I'd like to review these results with you, to see if you have any 
comments or reactions. I'll stop after each section to ask you for comments. I was 
wondering about your reaction to reviewing your family history with the career genogram 
and answering the research questions. Could you describe what the experience was like 
for you? Has it had any impact on how you think about yourself or your career? 

1. When asked whether any of the people in their family had unrealized career aspirations, 
or wanted to be in some other occupation other than the one they were in, most women 
identified one or more family members, "myself' most often and "mother" second most 
often. Most women identified the obstacles to these career aspirations as external 
influences such as family responsibilities, lack of money, lack of education, and unhealthy 
or dysfunctional family dynamics such as alcoholism, spouse abuse, etc. Only three named 
internal reasons such as "I wasn't motivated enough" or "fear of criticism", etc. 

2. When asked "what, if any, influence does your family have on your career motivation 
today?", some described their families as positive, such as supportive· and encouraging, 
and others described their families as negative, such as being critical, etc. Several women 
said their families influenced them through expectations of excellence. Also mentioned 
w~ a family influence through a message "do not exceed us". 

3. When asked how their families had encouraged or discouraged their employment 
choices, some women said their families (most often parents) encouraged their choices, 
usually verbally. Others said their parents encouraged them by trying to steer them in a 
certain direction (e.g., "work in our family business" or "be sensible/realistic, and use your 
secretarial skills"). On the other hand, some women said their families disapproved of 
their employment choices. For example, some said their husbands devalued their jobs or 
discouraged them from ·working; others said their families discouraged them by predicting 
they would not succeed in their jobs or by criticizing their chosen employment or plans. 
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4. Asked what kinds of messages they received from their families about employment, 
some of the women said they received positive messages, such as "anything is possible for 
you". Others said they got family messages regarding specific values such as the 
importance of earning "an honest living", that "whatever you do, do it well," and an 
emphasis on being self-sufficient. A small number of women said they were given 
negative messages from their families, such as "that you can only get a low-paying job." 
Quite a few women said they received family messages about gender roles, such as 
"women are secretaries", "men make more money than women, and should", "girls could 
do day-care or become teachers", and that "the respectable jobs" for women were 
teachers, nurses and secretaries. 

5. With regard to how their families had encouraged or discouraged academic 
achievement, some women said their families were encouraging, others were discouraging, 
and still others were neutral about academic achievement. Of those whose families were 
encouraging, parental behavior included setting aside study time, supervising homework, 
praising & rewarding good grades, attending school functions, and punishing bad grades 
or failing to do homework. Of those whose families discouraged academic achievement, 
one parent took a child out of school to work in the family business, and other families 
ignored the child's academic problems or school's recommendation for special education. 

6. When asked to describe their current motivation for employment, several of the women 
described their motivation primarily in terms of survival, such as needing money to pay 
bills. Personal fulfillment was named as the main motivation by several women, and as a 
secondary motivation for some of those who listed survival first. Personal fulfillment was 
described in terms like "stimulation", "personal pleasure or fun", and "to feel competent". 
Others described their motivation for employment in terms of a specific working 
environment or employment goal, such as working with the disabled, working in a more 
positive environment, or finding a job in one's area of education or training. 

7. Asked how they felt their ethnicity or race had impacted careers or employment, about 
half the women, including the one Hispanic woman in the study, stated they felt it had had 
no impact. Several women, all of whom were White, said they believed their race had had 
a positive impact on their career or employment experience, typically because they had 
benefitted as a result of discrimination against other races. 

A number of white women and all of the black women in the study said that race had 
negatively impacted their career or employment. The black women cited specific 
examples of discrimination in how they were treated at work. Some of the white women 
who said that their race had a negative impact on their careers reported that they have felt 
hostility from minorities at work. One women said she felt she would be better off if she 
were bilingual, as are many Hispanic women. Another woman said she felt being white is a 
disadvantage because of expectations that white women must use sex to get ahead. 
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8. Despite the fact that most of the women finished high school, and many had gone to 
college, there was significant dissatisfaction with educational level among the women. 
More than half said their education has negatively impacted their careers or employment, 
and has "held them back". Many women made a connection between lack of income and 
lack of education, saying their income prevented them from getting additional education. 

9. When asked about the impact of being female on careers or employment, there was a 
good deal of discussion. Several women said being female has had no influence on their 
employment or career choices, however, two of these said it was because they were in 
fields dominated by women. More than half said that being female had impacted their 
employment or careers. Some said their career choices were influenced or limited by 
traditional gender roles such as being expected to be a secretary, nurse, or teacher. 

Others described negative aspects of being a woman in the workforce . Several said 
women make less money for the same work and that me~ are hired and promoted over 
equally qualified women. Several described how women have less power than do men, 
such as being given fewer "perks", and being asked to do menial jobs, such as making 
coffee, which men were not required to do. Many women stated their belief that women 
must work harder, and must have more resources and education, to get and keep the same 
job as a man. The idea that women have to "prove" themselves was mentioned. 

One woman explained that in her experience in management, men's motivation was 
primarily characterized by an interest in monetary or personal gain, whereas women 
tended to be more altruistic in their motivation. She explained that men identify a problem 
at work and tum it to personal advantage to be compensated for it either with financial 
incentives or promotions. Women, on the other hand, identify a problem less out of a 
focus on personal gain, then are given personal responsibility for fixing the problem, and 
are not rewarded for either identifying or solving the problem. 

10. Many women described family behavior patterns which occurred over several 
generations as influencing their career identity. For example, spouse abuse, parental 
neglect and sexual abuse were frequently identified as having had devastating effects on 
their self-esteem, which in tum affected their career identity. Other families communicated 
a message of self-sufficiency and independence that was described as a positive influence. 
Being expected to be perfect was mentioned as a multigenerational family message by 
some women, whereas others reported a family tradition that children should not exceed 
their parents in their social standing, occupations, or earnings. 

That's all of the results. Is there anything you want to add that we haven't talked about? 
Thank you for your time and willingness to talk to me about these personal matters. I 
would be happy to send you a copy of the results when I finish, if you would like. 



APPENDIXH 

MEMBER CHECKS: NOTES OF MEMBER FEEDBACK 

178 



Notes of Member Feedback 

u 
[Experience of doing interview/genogram] "It kind of gave me a little clarity as to .. .I 
don't know how to say it--knowing that, planning a career--I realized that wasn't 
something I ever really thought about. It kind of gave me some clarity, and reinforced 
what I already knew and felt. It helped me." 
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"And it reinforced that I'm not going to be as committed to another company. I still know 
I don't want to get back into the corporate world. I don't have a clue what I want to be. 
I'm weary of not being respected for what my abilities are, not being treated with dignity. 
I will be very careful where I go, I'm not going to stay somewhere and be abused--I'm 
worth more than that." 

"It was a good company for a long time--it valued its employees and its product, but [with 
the change in ownership & management styles] it was like having a bad marriage, it has its 
psychological bearings." 

I. "Even though our family was dysfunctional, they wanted me to do better than they did. 
They taught us to work if they did nothing else." 

2. "Their main concern was: how are you going to support yourself? We didn't grow up 
being the Waltons, so we don't get into each other's stuff too much." 

3. "I don't know about that--one sister never worked with the public. It was never said, 
but you're supposed to marry and he'll take care of you. I think my sisters envy me a little 
because I'm the only female who has worked and supported themselves. My brother-in
laws ask how much do you make and what are your benefits. So there's a little bit of 
negative stuff there. I think that was more of a culture thing--I think it's nonexistent 
today. My son's girlfriend works and girls are different today--they have a lot of savvy." 

4. "I don't recall other [family messages] other than that we were told to try to work for a 
good company, one that paid fair wages & had good benefits. We had a doube standard 
family as far as roles go." 

5. "My mother & brother insisted I finish high school but we didn't have the money for a 
junior college." 
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6. "My main thing is that I want to be safe. I enjoy going to work now. I don't want just a 
job--I want to feel worthy where I'm at. Money is important, but so is sanity, serenity, 
and self-esteem. My main path is spiritual." 

7. "I saw discrimination against a black woman, a very capable woman who didn't get 
promoted. I fell into a grove as far as that. I didn't have any horror stories to tell. I do 
know that if you have a well-educated female, most men are intimidated by them." 

"What surprises me is that there are enough women who recognize that [white women 
who have benefitted from discrimination against minorities] ." 

8. "That's hard for me to answer, because I had a high school education but ended up 
making more money than a bank president." 

9. "It's very true where I was sitting. I didn't want to climb the corporate ladder. I 
didn't want the "power" these jobs gave you. It's still a male gender work thing. You'll 
find few companies that are different --unless it's a company owned and run by women." 

"Men would rather barter [for pointing out management problems] because they're still 
the hunters--we're the gatherers." 

"Society still promotes that you're supposed to weigh I 0 pounds--so it's hard for women 
to come into a sense of themselves separate from someone else. We're not taught that." 

10. "Watching my mother, seeing she had 6 kids, no education--she was locked in. She'd 
say, 'ifi had a high school education I could find a better job', and I'd say to myself, ' I'm 
not going to live that way." So, alcohol and family abuse motivated me to live differently." 

Do you have anything to add? 

I. talked about a woman who still works at the company she used to work for. "I watch 
her and say, she has so much to offer another company. I wonder aliout women as a 
whole, if they really know what they can do and can be? I think too often women ' settle' . 
I don't want to ''settle"-- and I do know I want to feel good about what I'm doing." 

[Experience of doing interview/genogram] "I thought it was very appropriate--I could see 
what came before me. I found it helpful--it gave me confidence. I've wanted to use it 
with my girl scout troup to help them see where they've come from, and see where they're 
going, and see more of their potential." 
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"It (doing the genogram] made me want to hold on to social work instead of taking at job 
at the lower end, like customer service. I had a bad experience at the [all-black] Y where 
I worked because I'm white." 

I. "Too often I let looking for a job be secondary--! do everything else first, like helping 
my husband with his job. Too often I'm tripping myself up. I've held myself back, but 
also with the epilepsy and not driving, and I've had some problems with the 
medication. "2. "I think my family has been real positive. My sister told me I'd never 
work again after my medication was changed." 

3. "I think my family sees all legitimate work as positive. Work is valued. My sisters try 
to help me apply for jobs, drive me around." [describes bad experience at Y with racism] 

4. ''I think my family is real positive. Dad especially knows the problems with my 
epilepsy--he's concerned I might not get another job, has said that to others, not to me. 
but he's real supportive--I wish he wasn't so harshly realistic. On the one hand there's the 
'work is good and we want you to value it' but it's kind of two-pronged, isn't it? It's kind 
of a double message." 

5. "My family encouraged education--dad paid for 27 years college. It wasn't whether 
to go, it was where to go." 

6. "Mine is more for personal fulfilment--I'm not going to do it unless I like it." 

7. "I haven't felt hostility, but have felt people have been fed, 'white people can't 
understand you'. Maybe it's the field I'm in, social services." 

8. [Reeducation] "If I finished my master's I'd be ok" 

9. "I do a lot of community work in Maple Ave. area, work with women and children, so 
[being female] is a positive." 

10. [On management] "I think it's there but I haven't experienced it personally. In my 
husband's business we work with a lot of real estate people, or even mechanics. They feel 
like because they've helped somebody, they owe them. Women have more of a concern 
for the greater good." 

10. "I think [my family message was] 'work hard and everything else will take care of 
itself I still want to work hard--I feel guilty sometimes because I have these [medical] 
problems and am unable to succeed." 

Do you have nything to add? 
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"Just about the importance of doing the genogram. Especially with women we need more 
of a rudder to help us stay on course. We're looked to for help. Looking over my personal 
history, and my career history, it's reassuring that we can pick up again and go on." 

[Experience of doing interview/genogram] 'It was fine, it was cool, yeah.' 

1. did not comment 

2. "I definitely got the message from my mother "don't exceed us", especially in terms of 
knowledge, but really everything.' 

3. Re: families discouraging employment choices. "My mother, husband, father, all of 
them. As far as your choices, and that really is the rule." 

4. "I can relate, about that you can only get a low-paying job, got that mainly from my 
father." 

Family messages re: gender roles: "Of course I got all that stuff, and I think it still goes 
on-- This is the South, honey." 

5. Re: Academic problems: "mine were ignored" 

6. Re: Motivation: "mine is survival. Fulfilment is great if you have a lot of money or a 
well-paying job, I don't have either." 

7. "[expecting women to have sex] still happens, people just don't talk about it. I lost 2 
jobs--fired from one and quit the other, because I wouldn't go to bed with my boss. He 
kept 'asking me out'. 

8. "I definitely need more education." 

9. Re: women's comments that they feel women have to prove themselves: "Oh God, it's 
bad. And it's not getting any better, I don't think. It's a battle." 

"I don't think there's enough supports in society for women, especially for white women." 

10. Re: transgenerational patterns: "My grandmom, my mom, generations ofbeing a 
homemaker: I'm always proving I'm the best mom I can be: I have to convince them I 
have to do this for me, working and going to school." 

Do you have anything to add? 



"I just think we have to keep on fighting, especially when you don't have a husband, 
people try to run over you. I feel like Xena, I'm learning how to play the game." 

[Experience of doing interview/genogram] "I don't really remember much, it was fine." 

[Didn't have direct responses to any of the questions, but did comment a few times, 
especially to:] 
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9. "Women do have to work harder and do menial work, and that's now, that's currently. 
At work there's a guy who always throws stuff on my desk--it's a power thing. 'Do this.' 
My boss is a woman, her bosses are men. She's really smart, really educated, but men at 
the same level as her think she's a dumb broad--and she started this office! So even 
though she started this office and knows everything about it, she has to prove it, she has to 
prove herself every day, every minute. I think we all have to." 

"Men use us to get where they want to be. They do what they want, they use people 
below them as stepping stones. I think [women], we all work together as a group." 

[Experience of doing interview/genogram] "I thought the experience was very interesting 
to think about, it was a focus time to myself" 

4. "Not in my personal family, but my friends say that [they received messages about 
being nurse, secretary, teacher]. Several friends my age say they heard it about secretaries 
and nurses. I think the stereotype is far from gone." 

9. "At my last job, being a white female was a disadvantage. It would have been better to 
be a black female, or a man there. I think I would have gotten more recognition and paid 
better, from what I could tell." 

''Now I work for a woman-owned company. The men and women there are equal, more 
than ever before. There are men designers and women designers, men architects and 
women architects, and they all work together." 

"Sorry I'm don't have more to say, my mother died two weeks ago and I'm kind of brain
dead." 

[Experience of doing interview/genogram] "Because I had met you and we'd had a 
chance to talk before the interview, I felt very comfortable. It helped that you self-



disclosed some about yourself, that helped me feel more comfortable. I feel really good 
about how this information may be used." 
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(discusses relationship with mother, writing her a letter, relationship with daughter, plans 
to visit a friend for month of December, etc.) 

"I was really programmed not to succeed: fed the message that I can't do better than my 
mother. And it carries on." 

[Experience of doing interview/genogram] "I don't recall very much about it--at the time 
I just broke up with my boyfriend and just got to Dallas. I was pretty upset, and felt 
numb, was crying a lot." 

1. "That's logical. I just think that most of the time, society still is based on men. It's 
changing some, but not fast enough." 

2. "As far as my family influencing me], I just don't let them. So they've given up. They 
used to bug me, like my daughter wanting me to go work at a temporary job, but I told 
her that's not for me. I said, you used to like to sweep the floor and I never did--we're 
different, so that's that." 

3. "My parents never commented. Maybe it also had something to do with the time. 
Girls finished high school and were engaged. I was a housewife until 1981, then I got to 
the point I was bored with myself I just figured there had to be more in life than doing 
the dishes, washing the clothes, etc. I wanted to go back to school, and to travel, which I 
did. My husband didn't like that so we got a divorce. During this last year I have really 
changed, have become more of an introvert." 

4. "My daughter says you could make more money, but I tell her I like what I'm doing. 
They're pretty positive about it." 

5. "My daughter and I competed--when I went back to school. I guess I tried to do it 
different since my family didn't give me what I wanted--no structure, no curfew, etc." 

6. "Right now my job is just keeping me afloat until I can find something I really want. I 
want to work in nonprofits but those jobs are hard to come by. 

7. "I don't see it (discrimination). I always just focus on the job, I have no time for that." 

8. "I know I want more education, I can see that." 
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