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ABSTRACT

The purpose of this study was to determine whethér'ﬁinori;ies in.

the University of Wisconsin (UW) System holding categp;yw'm;,n

(executive/administrative/managerial) and category 3 (profeséional_”
non-faculty) positions perceived mentorship as influential in their .: -
career progression, and whether there were statistically significant-

differences in these perceptions by gender, employment category, or age . .

of the respondents.

The survey instrument used in this study was the Minority
Perceptions of Mentoring and Career Progression (MPMCP). The surveys'Jiiﬁ""“°”
were distributed to the population by the Affirmative Action Officers at
each of the 13 UW System institutions. Of the 430 surveys disfributed,

207 usable surveys were returned and included in the study, resulting in

a 48.1% return rate.

The microcomputer program PC Statistician was used to conduct——mmmmmre

frequency counts and to analyze the date using chi-square.. The_analyses L

showed that male respondents reported mentoféhip*towbeﬁiﬁflﬁentla- |
their career progression significantly more-often-than did female ..
respondents. No significant difference wa§Ifsﬁ;&.iﬁﬂtﬁé p;f§eivéd
influence of mentorship on career progression by employment category or
by age. o
Post hoc analyses showed that there was mo significant difference
in the number of mentors by gender reported by male and female "

respondents who did not perceive mentorship as influential, but a

significant difference was found when comparing males and females who




perceived mentorship as influential. As a group, thé female réébdndénfs_
reported fairly equal numbers of male and female mentors, ﬁheréésfggémf“““““
male respondents reported a much greater percentage of male mentoxrs.
Although the data show that males reported‘morewmentoringfffmffr%%ﬁV“A*“””
experiences than females, had a disproportionally high percentagelof
male mentors as compared to female mentors, and considered these
mentoring relationships to be more influential-on their careérg-'”'"m””

advancement than females, the reasons for théSéfdifferencesﬁare“not'“‘f?j;w:” =

known.




CHAPTER 1

Introduction

in 1954 stated "In these days it is doubtful that any~péf§o

reasonably be expected to succeed in life if he is'déhiéd?th

opportunity of an education. Such an opportunity is a righ

composition is changing dramatically. 1In l?BO;“ﬁhéﬁ::é&iéiaﬁaifééilééé:m
age population (18 to 24-year olds) was approximately'i?%Whlte 13% )
Black, 7% ﬂispanic, 2% Asian, and 1% Amefican”iﬁdiaﬁ. 'If éufrent
projections are realized, minorities will make up more -than 308 of the . -
collegelage population in the year 2000 and nearly 46% in 2025m(Ming1efM;ff 
1987). |
From 1968 to 1984, the total number of students attending
institutioﬁs of higher education increased from less than 5 million to~

more than 12 million. In 1984, 80% of the 12 million students enrolled

1



were white, 17% were resident minorities and 3% were:

(Mingle, 1987).
Despite the number of minorities that enroll in coileges and
1987y

universities, the problem of retention remaih§WéritidélmfFféIaég

The problem of minority retention appears to be more prevalent on "

predominantly white campuses (Farrell, 1984). Often these-campuséswhave s

very small minority student populations and lack-minoritwaaéuig}?aﬁai{;~*

staff. James Vasquez, Associate Professor of Education at the =7

University of Washington, alleges "American teachers are largely
ignorant of minority culture, values, and learning styles, making it. -7
impossible for them to teach their minority students effectively” |
{Lambert, 1984).

The problem of the lack of role models for minority students

frequently continues after graduation. It is viewed as, advantageous for

a young professional to have a mentor who will share knowledge acquired

minority faculty and staff to provide mentoringﬁih E61IéT

now few minorities available in the upper ranks to.act as mentors.to the

new professional (Carter, 1982).

This lack of minority role models is detrimental not dhly-to the

minority students who may experience alienation, but also to the o e

majority students. Many of the majority students havé had limited
interaction with miﬁorities and will graduate from college without
having had the opportunity to develop a knowledge base or skills in
relating to diverse populations. Many graduates enter their first jobs

and are confronted with the realization that the racial/ethnic make up




of their alma mater does not accurately reflectﬁthaﬁ9dfﬁthe£9rea1”~-“”:

world.” The lack of skills in relating to divefééfbﬁﬁﬁiﬁtibl;"

a handicap.

Statement of the Problem

This study focused on minority staff in the UW (Uniﬁe

Wisconsin) System in category 1 (executive/administrative[ﬁa_ggé ia
and category 3 (professional non-faculty) positions andwthgir

perceptions of whether or not mentoring influenced their careei

progression. The research questions considered perceptions of:

influence of mentorship on career progression by gender. _The;hypothésé5

predict that there are no significant differences of these perceptions

by job category, gender, or age of respondent.
Importance of the Study o ,;”:@  .....

In 1980, the traditional college-age population consisted of 23% -

minorities. It has been projected that by the year 2000 “this figur

will increase to over 30%, and to nearly 40% by ‘the ‘year. 2025 (M‘ngle 7T”””

1987).

While the minority population continues to grow,: Amerlca s racxal

and ethnic minorities remain severely ““detr?Pr9S?thﬂﬁinihi&h?Fjjﬁ.”.”
education and in nearly all occupational fields that require a college

degree (Astin, 1982). Astin considers the extremely high rate Of - - o
minority attriéion from secondary schoolg to be the single most | S
important factor in this underrepresentation, and the second most
important facéor ig their above average attrition rate from

undergraduate institutions,




Individuals who do not complete their highn$¢hodliédu¢aﬁi6h;éé.weil

as those who do not pursue post-secondary educatidﬁthQéﬁiiﬁitedvPﬁ”“

opportunities in the work force. Traditionally, theréﬁhé%efbeénfjobs in

industry and manufacturing available to persons~withwvéry:littié formal———
education, but the technological advances that have beeﬁ;mé_ :
country and the transition to a trade and service-orientedméépﬁpm
caused the number of these jobs to decline. More and mofé;ﬁﬁostghig

school training is becoming vital for well-paid employmentr“”Morgfﬁhhn

half the new jobs created over the 1984-2000 period will require;3'_.

education beyond high school; one-third will require a college degree:-

(Wegmann, Chapman, & Johnson, 1989).

1f the underrepresentation of minorities in higher education and

high minority attrition rates do not improve substantially in the coming

years, this country's economy and society will be negatively affected.

Maguire (1982) cautions that "when the educational, social, and economic

attainment of large segments of any nation's population is low, the' .

]

cultural and economic life of that nation is adversely affectedj nd, ;;'”””

the condition persists, placed in peril" (p 21) Magulre further

contends that not only is the society deprived of the contributions that

these individuals could make if they were educationally empowered, but

many of them risk becoming a burden to society- "tax eaters not. tax. . .

payers" as Lyndon Johnson used to warn (Maguire, p. 215. o mwwf;"”
Therefore, it is not only the large ﬁumber of mipqrities whe do not

obtain an education that are adversely effgctedj_bpp,sgqiepy_as_g_who;e".“m".m.w

which supports those who do not have the means to support themselves,

Through establishing and maintaining a commitment to educating the



nation's minority population it will serveqnot¥9n1

economy, but to increase social equality.

The need for this study is evidenced by the 1éckzdfﬁ

mentoring among student services professionals%and“théﬁabs”ﬁte of—
information on minorities' preferences regarding the race-of th

mentors,

Several potentially significant outcomes may result:from thi

study. By increasing awareness of the benefits of mentoring, ¢

may be a catalyst in encouraging more professionals to act:asfmgﬁ
More specifically, by addressing the problem of the lack of minori fes
in positions to act as mentors, an increased commitment to mentoring "
minorities may result by professionals of minority and-non-minority"
ethnicity. This may facilitate the speed and ease with which minorities

advance in their professions, thereby expanding the diversity at all

levels and increasing the availability of minority mentors. -
Another potential implication of the study is the value it .may

provide to the UW-System Design for Diversity, which COuld*potentially”“Fmr -

impact the entire UW-System. Stressing the importance of mentorship

would reinforce the idea that recruiting minority students.and staff is

not enough. The system must provide support and actively contribute to

the development of minority students and staff. Mentors can fulfill . T [

both of these functidns.

Finally, the study may result in further research on the role of =

mentoring in student affairs, particularly on the effect it has on

minority career progression. The literature that could result from

further research may sensitize professionals to the importance of



sharing knowledge and creating opportunitieS“for=minofify"professionals

in less-advanced stages of their careers.

‘Related Literature
Much of the literature on mentoring has focused on the role—of—" . -~ =~
mentoring and the benefits of such relationships in businéﬁéjan_

corporations, though very little of this literature is empiricall

based. Substantial research has been conducted pertaining"ﬁéiﬁent0£iﬁg

within higher education. Of the research on mentoring withiﬁ?ﬁigﬁét

education, the majority has focused on mentoring relationships amgng;;;
faculty and the role it plays in the career advancement of facultyqu:
The remaining research on mentoring in higher education has looked
primarily at the increased rate of retention and the benefits to the.““““ :;
students from student-faculty or peer mentoring relatioﬁships. of the

research on mentoring in corporations and in higher education, there is

ample discussion concerning the problems women face, such as the lack of
women in higher levels available to act as mentors. Although_miﬁofitiés

appear to face many of the same problems womgnﬂ§o in.dbtéiniﬁg“ﬁuélitinnuu

mentoring relationships and for minority women the problem is compounded

(Hall & Sandler, 1983), no empirical researchjwasgfpundfthat:éxpl@?és"

this.

Although research has been conducted on mentoring within higher-. .. .

services profession (Kelly, 1984; Schmidt & Wolfe, 1980). None of the
studies on mentoring within student services have specifically. .= = ==

addressed the problems and needs of minorities.



Of the published articles on the topic of mentoringthemaJorltY
consist of testimonials or opinions concerning the beﬁgéiﬁéﬁ;%;Seing‘: 7
mentored. This is especially true of the literature5oh?meﬁtdriﬁg in
corporations. Although the literature is stronglyfbiésé&fiﬁifa§ﬁffaf7fff?L"'
mentorship, there exists a lack of empirical data to suppoft3ﬁhéf;;wﬁf

majority of the claims (Merriam, 1983). The literature on mentofingai

largely ignores successful but unmentored men and women (Merriam)

In order to present the importance of mentorship in relation to =

minority career progression, the following two areas will be
discussed: Benefits of mentorship and accessibility of mentorship. to. ..
minorities.

Benefits of Mentorship

Despite the lack of empirical data, mentorship is viewed as

beneficial in business and academia. Although the degree to which

mentorship iz considered influential in career progression varies

between studies, no study was found to refute the benefits of being -

mentored.

in order to progress in their careers, but havinguafﬁégfé;;éé;;éSﬁ;hé Kf'
progression. They contend, "While talented women can an& obvioﬁély do

progress in organizations without the help of a mentor, a pdéitive}” i?f¥7ﬁJ¥¥ﬁ4J'
supportive and more experienced guide can expedite the pfocess ina e
variety of ways. A bright student may not need additional help to = -

excel, but speciaiized tutoring can often get her where she wants to go

faster" (p. 44).




Business. The literature on mentoring in business appears-to-be:

based on personal observation and opinions of the authors-rather-than-on

empirical data. The literature suggests a variety of benefits to be

gained from having a mentor. In their article on mentoring=for—

professional women, George and Kummerow (1981) cite what-theyfééhgider

clarify the formal and informal networks in an organization; to-help-a . . .. -

young professional build confidence by identifying attributéé”Shéﬂﬁéy7fij”“'

have overlooked; to act as an insightful sounding board in thg,p;qgééé m

of self-discovery and goal setting; and to acquaint the protege with. = ="'~

people in positions of power and influence,
Management consultant Lynn Cullum, in an interview with Business
Week ("Women Finally Get," 1978), asserts that méntorship involves the

functions of both coach and godfather, The coach can be an intellectual

mentor who helps the protege set the standard of professional

performance, meet it, and set the next standard, or the coach can be a

Lronmen

cultural mentor who familiarizes the protege with the ‘env

godfather watches out for the interests of the.protege, assisting with

advancements and rewards.,

Bolton (1980) contends that perhaps equally as important as the

knowledge gained by the protege is the impressions that are created ol

within others. Bolton says, "The unspoken message is that 'this person-——

is 0.K. because I have taken him or her under my wing. They are worthy
of my attention and are therefore worthy of yours'®™ (p. 199). . .
Beolton's opinion is reflected by other authors. Halcomb (1980)

stresses the need for women to have a top man at her side saying, in




effect, "She's okay. She can do it. She belongs_hi Halcomb contends_
that "For a woman this male endorsement is absolutely essentlal in. the o
corporate world" (p. 15).

Shelton (cited in Merriam, 1983), "evaluatedmamfdrmai;ﬁﬁﬁiqgipg;ﬁgfwg'“ 
program for protected class (women and minority) managers.bfra;lafge_f'
midwestern public utility. The experimental group of 40 mentéés}hgé_j_”.
been in the program for one year. A control group was matcﬁe&féﬁﬁjéﬁt{ftf  _________
by subject on seven demographic variables. There were no signi£i§§ﬁ£¥~4¥J~-l
differences.between groups with respect to salary change or-nuﬁbér#bfitflhnmm
job rotations. A significant difference was found between theimeﬁtégéé 
and nonmentored groups on a promotability rating, with the mentoréé
group showing an increase in promotability" (p. 166).

Donald S. Perkins, chairman and chief executive.officer of the

Jewel Companies, stated in an interview with Harvard Business Review

that "I don't know that anyone has ever succeeded in any business
without having some unselfish sponsorship or mentorship, whatever 1t

might have been called. Everyone who succeeds: has had & mentor- or

mentors. We've all been helped“-(“Everyone Who ", 1978 p. 100)

Academia. In a report on academic mentorlng for women students -and
faculty, Hall and Sandler (1983) state the follow1ng benefits the - .
protege has to.gain from a mentoring relationship: 'iﬁdividual
recognition and encouragement; honest criticism and informal feedback;
advice on how to balance professional reépoﬂéiﬁii;tiéé.and set |
priorities; knowledge of the informal rules for adyggpement, aSHQéll.;;“
political and substantive pitfalls to be avoided; information on how to

behave in a variety of professional settings; appropriate ways of making
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contact with authorities in a discipline; skills-for-showcasing one's

own work; an understanding of how to build a circlé?éfﬁf

contacts both within and outside one’'s institution; and a’perspéctive on

longterm career plamming. S —
The benefits of mentoring to the protege have beenmfeﬁiéﬁédf yﬂ ;
other authotrs. DeCoster and Brown (1982) suggest that the;mgﬁﬁb'

assists the protege by providing guidance and sharing knowlédgé

Schmidt and Wolfe (1980) suggest that the mentor may be considersd s

translator of the political arema and gives the protege an awgrenés :

the system's standards and norms. They state that a major functionwof- .-
the mentor is to "act as a sponsor or 'door opener’ using connections..:
with others in the field to promote the professional development of the =~

protege" (p. 48). Moore (1982) stresses the importance of the mentor in

pulling the protege into the inner circle, and asserts that possibly .the
most important function of the mentor is to assist in career - . h

advancement.

Carter (1982) concludes that for professionalgadvahcéméﬁﬁ'"m”'”.;;L}m”

academia, especially for women and minorities, a mentor relationship is

not merely desirable, it is absolutely necess§;y35;ffJé G

Although many of the studies on mentoring in business and academia
are not empirically based, there is strong agreement from both fields .. ...
that mentorship can contribute significantly to career advancement.

Accessibility of Mentorship to Minorities

There is little literature acknowledging the lack of minorities who
have "made it" and are available to act as mentors (Carter, 1982;

Collins, 1982; Hall & Sandler, 1983), whereas there is extensive



11

documentation of the special problems of women.in. finding suitable

mentors (Campbell, 1982; Carter, 1982; Colllns,f1982}N all & Sandler,-
1983; Moore & Salimbene, 1981; Moore, 1982; Schmidtj&ﬁWolfe;mlgso).

Researchers agree that many of the minorities and-women who

top positions and could act as mentors have become too'in#olvédﬁiﬁgrdri

a mentor to aspiring women and minority professionals (Carte'

Hall & Sandler, 1983).

'&%@@@Q;m~

Despite the increasing number of advocates of mentorlng'a A means

of upward mobility for women and minority professionals. (Spelzeri:19 1 L

Campbell, 1982; Moore, 1982), some researchers argue that the cross race__”_"'

and/or cross gender nature of most of these relatiomships: 1s 11nk

unexpected negative outcomes. Levinson, Darrow, Klein,“&?LeﬁihSdh*"“z” =

(1978) allege that a mentor-protege relationship between‘twqfﬁhiﬁéimalgﬁw_

does not necessarily function the same as a relationship?in_whighgphg;ffﬁ

protege is a woman or a minority. They contend that sucha‘relationship

carries negative social baggage which can become an insurmountable

barrier for both parties,

ss-gender =

One potential concern of either or both parties;inﬂafc'

mentoring relationship is the sexual or romantic interestcolleagues )

might infer. Hall and Sandler (1983) allege that many senior men may -~ - -

hesitate to mentor women for fear of rumors of sexua1~involvement.

can create tension with spouses. Schmidt and Wolfe (1980) suggest that

should a mentoring relationship contain a romantic interest, it may

provoke gossip that would be damaging to both the mentor and the
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A concern of some women and minorities is being th

minority, or being viewed as such (Moore, 1982}rwwﬂdo£é;bo,v

"the additional performance demands of being ‘the only’ was often‘clted

by minority and female proteges as a reason why they were: not\w1111ng to-;”

function as mentors themselves, at least in the short-run“_(puw6

Kanter (1977) and Moore suggest that women with "token" status.may-fee

that because they were recognized and selected, they are an ékcaﬁ&ipp O
other women, thereby encouraging them to participate in keepiﬁgégéﬁéé;:ll
women out of the group. | o

Levinson et al (1978) suggests that while cross-gender mentoringh:
can be of'great value, its actual value is often limited by "the

tendency, frequently operating in both of them, to make her (the female .

protege) less than she is: to regard her as attractive but not gifted,

as a gifted woman whose sexual attractiveness interferes withmworkgand:;'

friendship, as an intelligent but 1mpersona1 pseudo male or as'gnf.,mn"”

charming little girl who cannot be taken seriously (p 98)

Carter (1982) contends that the system is at fault for creating

institutional barriers to the professional developmentfénd career-

advancement of women and minorities. She further states thatﬂthe;ﬂﬂ_w;;--mqu
present white male dominated society has given women and minorities the
rank of second class Citizens; e

Business. Phillips, as cited in McNeer (198§) and in Merriéﬁ

{1983), studied the career development of 331 women managers and - ... . .

executives in business and industry. In addition to a survey, 50 of the




women were interviewed. On the survey, 61% reported hav1ng had one or

more mentors who assisted in their professional. advanc me t_ Interv1ews

indicated that mentors could be primary or secondary;” Ptimery;mentors

went out of their way to help, and cared aboutmthe.ptoteget?eteeﬁell§kééh”

well as professionally. Secondary mentors were seen’as more:

"businesslike" and assisted the protege as a part of their-own duties

Three-fourths of the women interviewed identified primary mentors

all named one or more secondary mentors. Phillips cautiqﬁslyteonglu&égliﬁet

that while mentors played a significaht part in the career déveisﬁment.”“ﬂ'
of most of the women in her study, they were "by no meapﬁgthe nl
factor in the women'’s success" (p. 123).

A study of 3,976 male and 28 female executives
the "Whos's News" column of the Wall Street Journsal i

conducted by international consulting firm Heidrick

Of the 1,250 executives (less than 1% women) who requndedﬁtozthef

survey, nearly two-thirds reported having had a mentor andwoheéthlr& '

Although ltﬁls.ee

reported having had two or more mentors (Roche, 1979)_'

tempting to infer from this study that the majority of: executives in: the

population have had mentors and that mentoring may hav *evenna ”ributed

to their success, one must wonder about the incidenceaof-mentoring-among
the 69% who didn’t respond to the survey. The study clalms that for the:ﬁﬁﬂﬂ B

women reporting to have had mentors, 7 in lO of the women s mentors were ———

male. The study further reported that only 1 in SQjof-the men had a

female mentor, and virtually none of the female mentors were in
business. This raises the question: do women prefer males as mentors,

or would they more often choose female mentors if they were available?
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Since there are limited minorities in the position-to-act-as-mentors, a
similar question can be posed: do minorities prefer white-males as

mentors, or would they choose other racial/ethnic minorities if they

were available?
Academia. Hall and Sandler (1983) and Moore (1982)~aé$éfﬁ;tﬁatx

members of professional peer systems tend to choose proteges:that:.are .. . .

most like themselves and often overlook those who are different

(1982) agrees, arguing that the homogeneity shared by théﬂinﬁe_jctfélg;ﬁ_'

of administrators at an institution generally extends past: simil

ty of
attitudes and behaviors to similarity of sex, ethnicrorigin;jé d
religion.

Simeone (1987) agrees that mentoring relationships;beﬁﬁgﬁnﬁwﬂigey"

males vary substantially from relationships in which oné;&f@ﬁhé;ﬁ??tié?ﬂ. 

is a woman. She asserts "In academe, as in most workplaces, many.of -the

nature of the interaction, then they are effectivelygéxélﬁdédffrbh-the

support and collaboration accessible to their male.counterparts"

which the protege is a minority.

Barrax (1985) conducted in-depth interviews with 15 female and 15

male administrators in 3 universities in order to uncover similarities

and differences in the career profiles of men and women who have
achieved similar administrative positions. Barrax found that more than

75% of the women and men had mentors or role models in both their
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blacks has been limited since few blacks have attained poweffdl"J;”
decision-making positions and therefore are mot in positions to. function.

as mentors (Campbell, 1982),

minorities involved in such relationships contends that mentorship for. -

Summary

The review of the related literature reveals that mentorship_is

viewed as beneficial to career progression.. The ‘rate of mentors

varies substantially, and it appears that much of.the-#ariation.can_be

attributed to the scope of each study’s definition.of the term "mentor®.

Having an interviewer present to clarify the term "mentor" may account
for why the literature reveals a greater incidence of mentoring when.. .
subjects were interviewed in depth, rather than surveyed by
questionnaire.

women and minorities do not have the same opportunities as the white

male, Mary Rowe, Special Assistant to the President at Massachusetts
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Institute of Technology, claims that women need mentors not 6nly of

their own race and sex, but of the race and sex thét‘éomménd?ﬂthéf'?;f
environment in which they are trying to become competent (Hall &

Sandler, 1983). S

The literature lacks research on minovrities’ barriers to

mentorship opportunities, while similar research pertaining to =

women is abundant. Although substantial research has been conduétééj: _
mentoring in the corporate world and among college and university.i,:;;ianﬁ;L
faculty, there is an absence of knowledge concerning mentoring in
student services.
Assumptions
The following assumptions were made for this study:
1. The surveys included in the data analysis were completed by

minorities in the UW System holding category 1l or category 3 positions,

2. 'The subjects responded honestly to the questions on the
research imstrument.

3. The respondents read the definition of the term "mentor" on.the
survey instrument and responded to tﬁe appropriate questi;ﬁéﬁiﬁ.éﬂéﬂfmmmmu
context of this definition. .

4., Respondents were categorized as perceiving mentorship as
influential in their career progression if they marked "having a mentor . - .-
who assisted in my professional development" as one of the top three -
factors in their career progression in séﬁéiénmirof.the survey

instrument. All other respondents were categorized as not perceiving

mentorship as influential in their career progression. e R
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5. The research instrument accurately meaSﬁfedJréspbndentsf_
perception that mentorship was or was not influential in their career

progression.

Research Questions and vaotﬁ;;és

The following two research questions were asked:

1. How is the influence of mentorship on career progression

perceived by minority men holding category 1 or category 3 positions?

2. How is the influence of mentorship on career progressibn o

The following two hypotheses were tested:
1. There is no statistically significant difference in the
perceptions of mentorship influence on career progression between

minorities in category 1 and category 3 positionms.

2. The perceptions of mentorship influence.on career progression
by minorities in category 1 and category 3 positions“dQnébt differ

significantly by age.

Definitjon of Terms

For the purpose of this study, the follgwing_ggggsré;g:défipgﬁ;
Executive/Administrative/Managerial: AllQpersbﬁs%ﬁﬁdsei_:
assignments require primary (and major) responsibiiiéy for manégement of
the institution, or a customarily recognized deparfméﬁ£1;r'SUbdiviéion R
therecf. All officers holding such titles as”Exéﬁident, Vice President,
Dean, Director, or the equivalent, as well as dfficers subordinate to.
any of these administrators with such titles-as Associate Dean,
Assistant Dean, Executive Officer of academic departments (departmenfu'

heads, or the equivalent) if theixr principal activity is administrative




(Equal Employment Opportunity Commission [EEOC];, 1989):(see Appendix'a

for list of titles).

Professional Non-Faculty: Persons emplbyéawf6f7tﬁg;pgimagy;?4 f“;

purpose of performing academic support, student service"aﬁd:

institutional support activities and whose assignments would équif
either college graduation or experience of such kind and ‘amount asit

provide a comparable background. Titles may include librarians

A8

accountants, personnel, counselors, systems analysts, coaches;

and pharmacists (EEOC) (see Appendix B for list of titles), .

Category 1: Term used to refer to the Executive/

Administrative/Managerial job classification (EEQC).

Category 3: Term used to refer to the Professional_qujgﬂﬁﬁlﬁy"

classification (EEQG).

o_b__" T

Minority: For the purpose of this study, the term refers: to the

following racial/ethnic groups: American Indian or Alaskan = e

native, Hispanic, Black, and Asian or Pacific Islander.

American Indian or Alaskan Native: A person having origins in any “MQ%———

of the original peoples of North America, and who maintains cultural

identification through tribal affiliation or community recognition .

(EEOC).
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Asian or Pacific Islander: A person having origins in any of t
original peoples of the Far East, Southeast Asia, the Indian’

Subcontinent, or the Pacific Islands. The area includes, for.example,

China, Japan, Korea, the Philippine Islands, ahdugémaé'(EEOC);”-“” 

Black: A person having origins in any of the Black racial groups ==

of Africa (EEQC).

Hispanic: A person of Mexican, Puerto Rican, Cuban, Central or
South American or other Spanish culture or origin, regardless of race-

(EEQC).

Mentor: A trusted and experienced supervisor or advisor who has

personal and direct interest in the development and/or education of a
younger or less experienced individual, usually in professional

education or professional occupations.

Perception: Awareness of external objects, conditions,

relationships, etc., as a result of sensory stimulations; a continuous . .

process of integration of present and past sensory impressions; more

broadly, awareness of whatever sort, however brought about (Good, 1973,

p. 418).

Career progression: Movement from lower level jobs to

increasingly higher level jobs that involve greater responsibility.




Career Advancement: Alternate term for career progress

Student Services: Area whose mission is to suppcrtlugpﬁplement,

-and supplement academic programs and enhance the total growth of =~

students by contributing to their cultural, social, intellectual, .

physical, and emotional development. Encompasses the followigg”fiﬁé%f““””““”W“”“

areas: 1) administrative services; 2) finmancial aid; 3) support =~ = -

services: 4) student life; and 5) student development (Thompsoﬁi&me;;é§?T i;~T.m”

1984).

Design for Diversity: A UW System plan for improving recrujitment
and retention of minority students, faculty, and staff, and for

improving the minority enviromment of each UW System campus.

University of Wisconsin System: The administrative body of theu,w_“_m"m"@w 

state of Wisconsin public institutions of higher education.




CHAPTER 1II

Method

Sample and Setting

four-year coeducational institutions in the UW System and wer

classified as executive/administrative/managerial (category 1)

professional non-faculty (category 3). Appendix A 1isté'£hé UWﬁSys;em‘_“$“"‘““

titles included in category 1 and Appendix B lists the titles included

in category 3. Table 1 identifies the breakdown of the resééﬁd t _ﬁ& B

gender within each category.

Table 1

Number and Percentage of

Category 1 Category 3 Total

Gender No. $ No. % No. %

Male 29 14 61 30 a0 ” 44 B e i ,,ﬁﬁﬁ
Female 19 9 77 37 96 46 _

Total 48 23 138 67 186 . 90%

*NOTE: 21 respondents (10%) did not indicate their gender,
position/title, or both.
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in the United States. The System is comprlsed of 13 unlversitles 13

two-year centers, and statewide extension, which serVéNapﬁroximately

164,000 students (Theobald & Barish, 1988). -~The system:
center and each university is headed by a chancellor, who reports to the

UW System President. The UW System is governed by a Board of Regents

The two largest universities in the System are UW- Madlson

Wisconsin'’s land-grant institution, and UW-Milwaukee, serv1ng the

22

“extensiomeach

state'’s metropolitan area. Both UW-Madison and UW- Mllwaukee offe

undergraduate, graduate, postdoctoral, and advanced studies. i oo

The University of Wisconsin System began as two separate ‘systems:

one system originated with the larger institutions at Madiédﬁfeﬁm

Milwaukee and the other system consisted of 9 normal schodlé:éﬁthdtiﬁed_t

to offer baccalaureate degree programs, With the addltion of varled

liberal. arts programs, the normal schools became state teachers.colleges

and eventually state universities, The University of Wisconsiﬁ'System

was created in 1971 by a state law that merged the state s two p'bllc

university systems under one Board of Regents, Today, the broad system

mission is to teach, do reseafch provide extended education beyond the
boundaries of the campuses and engage in public service (Theobald &
Barish, 1988).

The UW-System staff consists primarily of whites ﬁith minorities

comprising 5.3% of the total number of employees. Of the m1nor1ty

employees in the'UW-System, the 1987-1988 breakdown by race reported

37.8% were black, 37.1% were Asian, 17.8% were Hispanic, and 7.2% were

American Indian (EEQOC, 1978).




The percentage of respondents from each racial/ethnic group

included in this study was 12% American Indian-or-NativéiAIéSRan;l23§.

Hispanic, 29% Black, 32% Asian or Pacific Islander, 1% oﬁhef;:énd 3% did

not identify their racial/ethnic background. Tab1e~2widénﬁifies th

breakdown of category and gender within the 4 racial groups}T'ﬁimfﬁi ﬁfﬂl”

Table 2

Number of Respondents in Each Racial Group

by Gender and Category

Category 1 Category 3 Total

Ethnic Group male female male female
American Indian and 4 2 3 15 24

Alagkan Native
Hispanic 9 4 17 12 42

Black 9 10 14 20 53
Asian and 5 2 - 26 28 6l

Pacific Islander S

Total 27 18 60 75 180

Note. The table includes only the respondents who
on the survey identified their race, gender, and .
position title.

Respondents were asked to indicate their age by marking the -age

group to which théy belong. Table 3 shows the breakdown of -the

respondents by age group.




Table 3

Number and Percentage of Respondents

by Age Group

Age Group

<26
Number
Percentage

26-35
Number
Percentage

36-45
Numbexr
Percentage

46-55
Rumber
Percentage

56>

Number
Percentage

Total

Male Female Total
4 3 7
1.9% 1.5% 3.4%

32 27 59

15.5% 13.1% 28.6%

44 49 93

21.4% 23.8% 45.2%

19 18 37
9.2% 8.7% 18.0%
5 S 10
2.4% 2.4% 4.8%

104 102

Note. One respondent did not identify his or hexr sex or

age.

study: UW-Eau Claire, UW-Green Bay, UW-La Crosse, UW-Madison, UW- .
Milwaukee, UW-Oshkosh, UW-Parkside, UW-Platteville, UW-River Falls, UW- .. .. .
Stevens Point, UW-Stout, UW-Superior, and'UHjWhitewater. Appendix C

contains a breakdown of the total return rate by institution.




Research Design

Desipgn

the way things are. The researcher has no control d%éfgﬁhét ;_.QT”'”“'
only measure what already exists (Gay, 1987).
Hypothesis 1 utilizes a causal-comparative design...What

distinguishes hypothesis 1 as causal-comparative is thatrthé-1ﬁ&gpéﬁdéﬁtf-m"~-~-

variablé, which in this hypothesis is category 1/category53;“ithbﬁ*: o

manipulated, whereas in an experimental design the indepgpdé'
is manipulated. In this study, the independent variables Wergxgqnder,_ 
employment category, and age. The dependent variable was the perception -

of mentorship.

Internal Validity

Using a self-report questionmaire can negatively affectﬁﬁhe,-
validity of a study in that respondents may interpret questions '

differently than the researcher had intended or they'mayfhééa'

clarification on one or more items. Furthermore, there is mo "

standardized measurement of the influence of mentorship__30§héiTTT*"“

possible threats to the validity of a study such as this in which a -
single group is studied only once are history, maturatidh;ﬁﬂiﬁﬁétéﬁtial'f

selection of subjects, and mortality.

History refers to the occurrence of any event which-is not-a part

of the experimental treatment but which may affect performance on the

dependent variable (Gay, 1987). Since this was a "one-shot study" and

i

;
.

there was only one test, the relevance of events that may have occurred




between testings that would have been of concern in other research.... ..
designs does not exist. However, of concern are the events that may

have occurred due to a random or non-random section of the population

before the testing that could affect the results~of<the&sfu&&?ﬁfﬁﬁﬂﬁﬂ%ﬁE%%w*4'f'“

& Stanley, 1963). For example, if one or more of the institutieﬁé.ﬁeede.

in this study had implemented a mentoring program for staff, significant
differences in perceptions of the influence of mentorship by institution .. .

may have resulted. The findings of the study could be altered = e

substantially if such an occurrence took place at UW-Madison or
UW-Milwaukee, the institutions comprising the majority of this.study{§3e;;w
population.

Another factor pertaining to validity is maturation. Maturation

refers to physical or mental changes that may occur within the subjects

over a period of time (Gay, 1987). These changes may affect the

subjects’ performance.on the measure of the dependent variable.
Maturation between testing could not occur in this one shot study,
although it is possible that some 1nd1v1dua1s read the survey butdid-
not write responses and return the instrument to the researcher untll
later. Respondents who did mot £ill out the surveyfimmedietely;efﬁé? i..
reading it may have become more aware of the effects of the veriables of
the study in their lives.

Differential selection of subjects usually occurs when already
formed groups are used and refers to the fact that the groups may be
different before the study even begins (Gay, 1987). Gay suggests

avoiding already formed groups, and if they are used a pretest is

recommended to check for initial equivalence. In this study the groups




were formed on the basis of race and employment ‘category, atic

was administered.

Mortality refers to the fact that subjects who drop.out of:a-group

before the completion of the study may share'é*éﬁéfacteristiCHSﬁéﬁ}ﬁﬁéém?m‘”m'mw

their absence has a significant effect on the results of the ét&&fﬁ(CAj;*

1987). Since no pretest or posttest was given, there could“be"nqiww

mortality between tests. Mortality is relevant to this study in’that

subjects who chose to participate in the study may share a common

characteristic and those who chose not to participate may share?afégmméﬁ”;;;;

characteristic. Mortality would have an adverse effect on this-study - .

if, for example, those who chose not to participate had overall
significantly fewer mentors than those who chose to participate.
These possible threats to the validity of the study should be considered

when interpreting the findings.

Instrumentation

Data Collection Device

researcher for this study (shown in AppendixﬁD);;;Th¢1;nstrument'was..“

adapted for this study from the Status of Women.?bfﬁ ii:(STOﬁ-Form II)

which was developed by Taylor (1974) and adapted by Greer (1981) for use

in her dissertation regearch. The STOW-Form II was designed to measure ————
the status and perceptions of black women administrators in higher

education.

The MPMCP is a 3 page, 24 item self-report questionnaire. Of the =

24 items, 19 involved marking the blank next to the appropriate
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response, with 4 of the 19 items providing space-for -comments...There .
was 1 question that involved writing a number in the blank;wandm3miﬂﬁl

questions that involved writing a short response, The final Aitem on the

survey determined the length of the response.

Page 1 of the survey contained questions designed to obtain o -.-:2

demographic data. Pages 2 and 3 were designed to gain informétioﬁﬁf
concerning: factors that influenced the respondent’s decision to_puréue;jf
a career in higher education; factors that were most helpful in thé :fm
respondent’s career advancement; if the respondent had one or.more .-
mentors during their career; the races, sexes, and ages of the
respondent's mehtors; respondent’'s preference, if any, for the race :and
sex of the ﬁentors; respondent's perceptions of whether their own race

and/or sex has had any impact on their career advancement; and advice

that would have been helpful to the respondent in beginnlng their -
career. In addition to the questions used to obtain data w1th whlch to

test the hypotheses and research questions, f111er questlons were*used

for the purpose of making the survey instrument: 1ess tranSparent

Reliability and Validity

Due to the nature of this study and the variables involved (race,
gender, employment category, and mentorship);-no,pilot'Stddywwésm;ﬂwm[

conducted. A pilot study was impractical due to the small size of the .

population being studied as well as the addltlonal assistance that would

be needed from the AAOs. Reliability of the survey instrument has not
been verified and this must be considered when interpreting the

findings.
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The validity of the survey instrument has not been established.-

The instrument has face validity in that it appears to measure-what-it

claims to measure. This can improve response rate. The survey ' =

instrument does have consensus validity. The 4 members-of-the———

committee for this study critiqued the instrument for apparent-ﬁeiidity--

and their suggestions were incorporated in order to increase the degree. . .. ... ...

of validity. Of the 4 committee members, 2 were females and 2 were :-

males, 2 were minorities and 2 were non-minorities.

Procedure

A report entitled Minorities jin the Unjversity of Wisconsin System

Workforce 1987 was obtained from the Affirmative Action Office at UW-La

Crosse. It was used to approximate the number of minorities in category
1 and category 3 positions at each of the UW System institutions.

The Affirmative Action Officer (AAO) at UW-La Crosse sent a letter

to the AAOs at the other 12 UW System institutions notifying them of the
study and asking for their cooperation. It was stated in the letter

that the researcher would be contacting them by telephone in-a weekto-

ask for their assistance in distributing the survey to the designated

population (see Appendix E for letter).

The researcher followed up the letter by contactiﬁg'theZAADs}byii-
telephone and asking them to confirm the number of minorities at.their ... . . . F

instltutlon holding category 1 or category 3 positlons.f Since the[":JJ"

Affirmative Action Offices canmot release the names " of 1nd1v1duals who

fit the criteria of the study, each AAO was asked to assist by

distributing surveys to all minorities at their institution in category

1 and category 3 positions. They were informed that 1f they agreed to
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participate, they would be sent a packet contalning one . sealed envelope
for each individual at their institution whom they ‘had ldERtlfled as . a

member of a racial minority group holding a category 1 or-category 3

position., Each sealed envelope would contain a cover. 1etter;::;surveymw
instrument, and a self-addressed stamped envelope. The cover letter..
gave a brief description of the study, assured anonymity, and askgd_ﬁhat_wm_
they complete the survey and return it in the enclosed envelopg,withiﬁjf ___________
one week (see Appendix E for cover letter). S
The AAOs were asked to assist by labeling the envelopes with thé.”
names and addresses of the individuals at their institution who fit ﬁgé
description of the population to be studied and to send theﬁ through
campus mail. All 13 AAOs agreed to send the surveys to the designated

population.

On November 20 and 21 the packets of surveys were sent to the AAOs.

Since the dates of Thanksgiving Break included November 24 through
November 27, the packets would have arrived at each AAO’'s office just

before the Thanksgiving break or after it had begun. Included -in- each»’

packet of surveys was a letter to the AAO, describlng in detall the

population to be studied and asking that they label_qnq_sgdethg

™

envelopes containing the surveys within a week after they had returned

to work following the holiday break (see Appendix E). .

Initially 403 surveys were sent to the AAOs. -UW-La Crosse

requested one additional survey and UW-Madison.requested.an additional

42 surveys. The requested additional surveys were sent to the 2 o

institutions within one day of receiving the requests. Due to yearly

employee turnover mot all surveys were used. UW-Milwaukee returned 11
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surveys and UW-Oshkosh returned 5 surveys. The .remaining institutions

were contacted by telephone to confirm that all surveys were sent out.

No follow-up mailing was conducted due to the factLﬁhé;iiééntiinng

the population and labeling the envelopes waé'é“timéféﬁﬁﬁgmingiTé%k

especially in the larger institutions, and it was not feasibléff@?g;ﬁe:3_

AAOs to repeat the process.

Although respondents were asked in the cover letter to fii£;;ﬁt aﬁ&b5~ﬂfbfi~

return the surveys within one week, surveys were received between.the

dates of November 30, 1988 and January 12, 1989. No surveys were
discarded due to not meeting the designated time frame. Although
surveys were not labeled with the date they were received by the
researcher, a daily record was kept as to what institutions the . 7

responses came from. The survey data was not entered into the computer

on a daily basis as it was received by the researcher, but rather after

all surveys returned to the researcher had been received.

Data Analysis

A total of 218 surveys were returned. Of the 218 returned, 7 of

the surveys were not filled out, with notes attached stating that they

were not members of the targeted population. Of the 7 who.did_nét:f111  e

out the surveys, 5 indicated that they were not minorities and:théztft":

remaining 2 wrote that they did mot fit the criteria of the study. OF
the surveys returned that were filled out, 4 were unusable, ron¢ wg$;5¢¢;;; j__ 

classified as category 1 or category 3, and 3 were not members of a

minority group. Of the 430 surveys distributed by the 13 AAOs, a total_

of 207 usable surveys were returned resulting in a 48.1% return rate.



The data were tabulated by the researcher using the microcomputer |

program, PC Statisticiap. To answer the research questions;ffreqﬁency

distributions of males and females were calculated to determine  the

number of respondents that perceive mentorship as ihquent1a1~1ﬁ¥theirw- :

career progression, followed by a chi-square analysis to determihéﬁif::

there is a statistically significant difference in this perception:by. -

gender,

Chi-square analyses were performed to test the hypotheses: .

analyses were conducted to determine if there is a significant_L; m; 
difference in perception of the influence of mentorship on career
advancement between category 1 and category 3 respondents and by age.
Four post hoc analyses were conducted. A chi-square analysis was
used to determine if there is a significant difference in the number of

male and female mentors had by males and females who did not perceive

These

2

mentorship as influential in their career advancement. Similarly, a

chi-square analysis was used to determine if there was a significant

difference in the number of male and female mentors ﬁad yy;ﬁé;;;

females who perceive mentorship as influential

in their career

advancement. Post hoc analyses using chiASﬁdére &éfe §§ﬁdﬁ§;éd:td '
determine if there was a statistically significaﬁ£ difféxéﬁ¢e.in
responses to section L of the survey ingtrument by gender'aﬁd'by-
employment category. |

Delimitations

The population of this study was limited to minority men and women
in the 13 universities in the UW System holding executive/

administrative/managerial (category 1) and professional non-faculty




institution. Minorities who are not easily recognized as minorities and

who chose not to report their minority status to their institution’s

affirmative action office would not have receivéd“fﬁé”éurvey;waihceﬁ;;mff”'”““”“

instructional staff is classified as category 2, they were mot inéludedﬂ SR

in the study unless a percentage of their appointment was~classifiédgas~_

category 1 or category 3. Consequently, the results can onlfﬁﬁé

generalized to minorities in these two specific categories at the 13 =

four-year institutions in the UW System.




CHAPTER III

Results and Discussion__um‘_m;;_mu.;:;“““

This chapter contains the results of the statistical anal&ses'pf the
research data and discussion of the findings. When interpreting the S
data, two important points must be considered: 1) Respondent;{;;;éfimmm
considered to perceive mentorship as influential in their cafééf
progressién if on the survey instrument under section L they marked". 
‘"having a mentor who assisted in my professional development" as -one of -
the three factors that were mest helpful in the advancement of their
career. Those respondents who did not mark this answer were categorized
as not perceiving mentorship as influential. 2) For both research

questions and hypotheses, respondents who did not identify themselves

according to the independent variable being tested (gender, employment

category, and age group) were not included in the analysis.

Results

Research Questions

Two major research questions were posed;.TThej Q¢re:1fhdw i#Léhe ;;;:
influence of mentorship on career progressiéﬁ perceived by minority men
holding category 1 or category 3 positions? And;.gﬁw is.tﬁé”i££iﬁé58éiid.”LJ '”””
of mentorship on career progression perceived by minority women holding =~
category 1 and category 3 positions? The frequencies and percentages of
perception of the influence of mentorship on-career progression.are ..
reported for men and women in Table 4 and Table 5, respectively,

Respondents who did not rate mentorship as one of the three most

34




influential factors in their career progression are categorized in the
tables under the heading "no", and respondents who fatédlmeﬁtorShip as

one of the three most influential factors in their career progression

are categorized in the tables under the heading "yes". Table 6 contains

the observed and expected frequencies of men and women in their

perceptions of the influence of mentorship upon their career

progression,

Mentorship Influence

No Yes
Frequency 73 31
Percentage 70.2% 29.8%f

Table 5
Frequency and Percentage of Females'.Perceptions

of the Influence of Mentorship on their Career ‘Progression

Mentorship Influence

No Yes Total

Frequency 83 15 98

Percentage 84.,7% 15.3% 100%
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Table 6
Chi Square Analysis of Respondents’ Perceptions.

of the Influence of Mentorship by Gender

Mentorship Influence

No Yes Total
Gender
Male
Observed 73 3 104
Expected _ 80.32 23.68
Contribution to 0.67 2.26
Female
Observed 83 15 98
Expected 75.68 22.32
Contribution to 0.71 2.40

chi-square = 6.03 p = .0137

Utilizing chi-square to compare the observed and expected frequencies

of perception of the influence of mentorship on career progression by =

gender, a statistically significant difference WaS;f99ﬁd~3F~Fh?'501

‘level. This result indicates that a greater proportion of males =

perceive mentorship influence than do Females i

Tests of Hypotheses

Hypothesis 1. Hypothesis 1 predicted that there would be no.
statistically significant difference in the perceptions of mentorship
influence on career progression between minorities holding category 1
and category 3 positions. The results of the statistical anéiféis are

shown in Table 7.
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Table 7

Chi Square Analysis of Mentorship Influence

by Employment Category

Mentorship Influence

Employment Category No Yes Total =

1
Observed 35 12
Expected 36.47 10.53
Contribution to 0.03 0.09

3
Observed 107 26 . 136 claniniaino T
Expected 105.53 30.47
Contribution to 0.01 0.03
Total 142 41

chi-square = 0.15 p= .6660

The differences between the observed freqﬁenéiéé.

chi-square of 0.15 with 1 degree of freedom is not significant at the

.05 level. Therefore, hypothesis 1 is accep.gd
Hypothesis 2. Hypothesis 2 predicted that th;nperceptlons of
mentorship influence on career progr9551on by mlnorltles holdlng
category 1 and category 3 positions would not dlffer 51gn1ficantly by
age of the respondent. The results of the statistical analyses are

shown in Table 8.
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Table 8

Chi Square Analysis Mentorship Influence by¥AgéﬁG$6§pTTf“”

Mentorship influence-

Age Group No Yes

<26
Observed 6 i
Expected 5.25 1.75
Contribution to 0.11 6.32

46-55 M
Observed 27 10 ; _ :
Expected 27.75 9.25 o .
Contribution to 0.02 0.06 —
Total 33 11

chi-square = 0.51 p = .4824 e
Note. When applying Yates’ Gorrection, a chi-squa
0.057 is obtained at an alpha level of approximately 0.7.

Three of the four cells show little differenc 3b§ﬁﬁéggu#héfbbéét§éd .

and expected frequencies. The cell for the:?yesﬁatesbéhéééigffﬁhg:éfaﬁp'_

aged less than 26 years contributes most to-the obtained chi square

result. The obtained chi-square of 0.51”with§1.dggréépbf freédom_is-not

statistically significant at the .05'1e§ei:
The fétes' Correction technique was gbbiigé:ﬁ; ¢dffé§£ fbr the lack

of continuity due to the small sample size. .Utiliﬁing Yates! - oo

Correction, a chi-square of 0.057'anJ§}EEiL}fY¢1 of app¥oximate1y 0.82 -

with 1 degree of freedom were obtained. Even with the applicgtipqnqﬁmmmmﬂm_ms_"__5

this corrective ﬁechnique, there is no statistically significant

difference at the .05 level.
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found at the .05 level. Giwven that no sigﬁiflcance-weedtounq-Deﬁﬁeeﬁfiﬁ#gf:

the groups with the highest and lowest frequencies, it can be con 1@@5&-

Post Hoc Apalysis, The researcher questioned whetherg h.

statistically significant difference found between”meles;andwfema1e§{MT:;'”J

concerning the importance of mentorship could be agilegst;

attributed to the gender of their mentors. Therefore;:p

oc analyses

were conducted to determine if a statistically signlflcan‘

existed in the number of male and female mentors “0; ?male Sl female )

respondents. The frequency tabulations 1nd1cate that w1thin"the sample

29.8% of the males and 15.3% of the females rated mento'ﬁhlp as one- of

the 3 factors that has most influenced the:advapgemept -th ir career. '

£

The first post hoc analysis was conducted to determine if'a

statistically significant difference existed&in*ﬁheﬂﬁuﬁber of*mentbrs

by gender reported by male and female reeﬁondeﬁGSQthsdidfpdf rate .-

mentorship as influential in their career pregfeeeion-feee Table 9).




Table 9

Chi Square Analysis of Perceived Lack of Mentorship Influence -

by Gender of Mentors and Respondents _J-:.iﬁ

Gender of Respondents

Gender of Mentors Male Female
No. % No. %
Maie 64 71.1 65 58.6
Female 26 28.9 46 41.4
chi-square = 3,406 p = .0619

The chi-square technique was used to assess the 51gn1flcance of
differences in the number of mentors by gender reported by males and

females who did not rate mentorship as influential in their career

progression. The obtained chi-square of 3.406 with 1 degree of freedom_”m

approached statistical slgnlficance at an alpha level of .05, The males

who did not rate mentorship as influential reported mo'

._al. 'mentors":,;.&.,.. o

(71.1%) than female mentors (28.9%), while females who d1d not rate |

mentorship as influential reported more equal numbers of”male and femaleww,,wnﬁww

mentors (58.6% and 41.4%, respectively). Although dlfferences by gender

of the respondents are apparent in the percentages of male and female Trmm—

mentors, the differences are not statistically significant.

A siﬁilar post hoc analysis was conducted to determine if there was
a statistically eignificant difference in-themnumber-of-male-aﬁd femele
mentors by gender of the respondents who perceived mentorship as

influential in their career progression (see Table 10).
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Table 10

Number and Percentage of Mentors by Gender'ofiReéﬁoﬁdeﬁts

Who Perceived Mentorship as Influential in_Gareer:Progreesion

Gender of Respondents

Gender of Mentors Male Female
No. & No. %
Male 56 82.4 15 53.6
Female 12 17.6 13 46 .4
chi-square = 8.530 p = .0039

The chi-square technique was used to determine

statistically significant difference in the number of mentors by gender

reported by males and females who rated mentorship as 1nf1uent1a1 in B

their career progression., The obtained ehi-square of 8. 530 with 1

degree of freedom was statistically significant at the'fdlﬁleveI”; While““'”

‘women who acknowledged mentorship as influential reported nearly equal

numbers of male and female mentors (53.6% and 46. 4%, respectlvely) “men

of male mentors (82.4%) than female mentors (17.6%).

The researcher further questioned whether there ﬁerecstatistically_..

51gn1ficant differences between males and females and between category 1

and category 3 in their responses to section L of the survey"lnstrument

in which the respondent was asked to indicate the 3 factbrs that were

most helpful in the advancement of his or her career.
A post hoc analysis was conducted in which males and females were

compared on each of the 14 items in section L to determine if there was




a significant difference. Using a chi-square with'l degree of ‘freedom, -~
the only factor statistically significant at the .05'1evellwa$fthe'

statement "having a mentor who assisted in my professional

development®, and this analysis was already perfcrﬁéd.ini;;éégﬁééiﬁbmthéig9*7'
research questions. g

A similar post hoc analysis was conducted to determineWif”thgre;wéusw~
a statistically significant difference between category 1~and3;5£;é;f§?§: ...... '

on their responses in section L of the survey. The only item that was

statistically significant when testing at the .05 level wasmﬁpgingzin“_:” -

the right place at the right time" (see Table 11).

Table 11
The Perceived Influence of "Being in the Right Place at the Right Time"

on Career Progression by Employment Category

Category 1 22 "f‘jgémi;f; 

Category 3 93 SIRERY Y T R Ny A

Total ' 115 -wﬁlﬁéfﬁhf:.¥¥m3@ f"
chi-square = 6.632 p = .0100

Using the obtained chi-square of 6.632:with 1 degrée of freedom, a- - -
statistically significant difference was found at the .01 alpha level |
for the statemenﬁ "being in the right place at_the right time", with
53.2% of category 1 respondents rating this factor as influential in -

their career progression as compared to 32.1% of category 3 respondents




selecting this factor as influential. When comparing the other.items in

section L of the survey by employment category, no stAtistieailyi“*“”“"

significant differences were found at the .05 level.

Digcussion

The purpose of this study was to determine if minoritiesfin_fﬁefuw

System holding category 1 and category 3 positions perceived mentorship ==

as influential in their career progression and whether the ‘percept héi'

varied by employment category, gender, and age.

The results indicate that men report mentorship as having;been;ﬂ; 
influential in their professional advancement statistically
significantly more often than women. There is no statistically
significant difference between category 1 and category 3 respondents in
perceptions of the influence of mentoring. Similarly, there is no

statistically significant difference in perceptions by age of

respondent.

In this study men reported significantly more mentors than women,

and men more often rate mentorship as influ lfin;th§i§ 9é?¢§fu

in-depth interviews with 15 female and 15 maleuédministrators in 3

universities, Barrax found that women, nc less than mén; regéf& mentors
as important factors in their careerﬂ@gyﬁ}qgmﬁﬁt:_miyg reader must
consider.that the data for this study was obtained through self-report
questionnaires aﬂd the Barrax study conducted interviews and used a
significantly smaller population. The review of the literature shows a

higher rate of mentorship is reported in studies in which the subjects
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are interviewed as opposed to responding on a self-report instrument.
This may be the result of the subject having the opportuhityffb;clarify

misperceptions of mentorship. It is also possible that the interviewer

may unintentionally prompt the subject to givewthé”Hes1redwanéﬁefﬁwmm¥-FQ“L'

George and Kummerow (1981l) assert that although mentorshiﬁiiéfnot

vital to professional advancement, it can increase the rate -of

advancement. Other authors agree, suggesting that of the many-functions—

a mentor performs, some of the most beneficial to the protege:are: .. .

acting as an advocate for the protege, which often earns.the_gcceptgﬁcg_
of the protege in the inner circle (Bolton, 1980; Halcomb, -1980);. iy
providing guidance and sharing knowledge (DeCoster & Brown, 1982);
acting as a sponsor or "door opener” by using connections with othefé in
the field to promote the professional development of the protege

(Schmidt & Wolfe, 1980; Moore, 1982); and functioning as a translator of

the political arena (Schmidt & Wolfe, 1980; Hall & Sandler, 1983); '~

While the results from this study indicate that women;havewfewezﬂa.

mentors than men and that women less often"than_menlregéﬁd'

influential in their career advancement, the reasons- for the differences

are not known. Are women less receptive~fof@§ﬁﬁ§fiﬁg?ﬁﬁéﬁ;ﬁeﬂ;56f@£fé 
there other important factors such as lack of é§éiiabiiiﬁy"of‘ﬁéntofsfof
different races and sexes? Do women in fact have*mére”ﬁéﬁtofingﬁﬁril .........
relatioﬁships than they recognize, viewing them as f;iéndsbips rather
than in a careering context? Po mentoring relationships between
individuals of the same race and gender function differently than -

cross-race and cross-gender mentoring relationships? These questions

need to be explored in order to gain a better understanding of mentoring
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" mentoring.

The results of the post hoc analyses indicate that there-fs a7 "
statistically significant difference in the number of male andhfemalé

mentors by gender of the respondents who perceive mentorship as: oo

influential in their career progression. Male respondents reported:

significantly more male mentors than female mentors, while-fémgig;“;"'m
respondents Eeported nearly equal numbers of male and femalehmenpp;$¢;¥;:

There was no statistical significance in the number of mentors by gender .. .. .
by males and females who did hot perceive mentorship as influential,

The factors that are responsible for the difference in the number of

male and female mentors by gender of the respondents based on perception

of the influence of mentorship on career progression are not known.
Numerous authors have concluded that females have less accessibility to
suitable mentors than men (Campbell, 1982; Garter, 1982; Collins, 1982;

Hall & Sandler, 1983; Moore & Salimbene, 1981; Moore, 1982; Schmid

Wolfe, 1980). Lack of accessibility could be a factor as to why women
who perceive mentorship as influential do not have~more-same-séx;5: ”;,M
mentors. It is also possible that since there are generally more males
than females in high ranking positions in organizations, aspifing

professionals of both genders would look to males for mentoring since il

they would hold more power.

The post hoc analysis comparing category 1 and category 3 responses
of the factors perceived to be most influential on.career.progression

yvielded a statistically significant difference on only one item.




Category 1 respondents chose the statement “beihg:in“the‘:ighp;placefatm“KhVWWWWM

the right time" as one of the three most important faétbfé'iﬁ*théir'

career progression significantly more often than did category 3

respondents. Since this is a fairly ambiguous statement, there may-be-a

range of interpretations by the respondents. It is conceivable’that

more category 1 than category 3 respondents were promoted from within-

their present institution and were therefore "in the right-place"rat the o =

time their future positions became available, It is also possible that .. =

if the respondent learned of future positions while attending
professional conferences or meetings or through contacts made at these
events.

Limitations

The following limitations may affect the internal and external

validity and therefore should be considered when interpreting the data.

1. A self-report instrument was used to collect ‘the-data. -A-

questions differently than the researcher had intended;: s

2. Although the term "mentor" was definédﬁiﬁffﬁéﬁsﬁfy;&;inééf;meht;4”
respondents had to ultimately decide thiS'fof?fhéﬁsélvés, *It-waégﬁdt
possible to measure mentorship on a standardized'scaié;  o

3. In some cases respondents may haverhad mentors_ﬁithout
recognizing that a mentoring relationship was occurring. An informal
mentoring relationship may be viewed by the mentee only as a friendship.

4, Respondents who did not identify themselves by the independent

variables in the research questions and hypotheses were not included in
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the analyses that required the data. For example, respond
not give their title could not be listed as categofyulxoffcateg6f§.3”ahd

were therefore left out of the analysis of hypothesis 1. o

5. The return rate of the survey instruments was 48.1%.7No follow-
up mailing was sent to obtain a higher return rate since the AAOs

6. The 51.9% of the population that did not complete and return the

surveys may have changed the data dramatically had they responded. . .

Recommendations

1. It is recommended that colleges and universities educate ‘their ...
faculty and staff on the benefits of mentoring and how to use a

mentoring relationship to increase their knowledge and advance their

career. Equally as important, colleges and universities should educate

-their faculty and staff on the benefits one gains from being a mentor.
2. It is recommended that in addition to educating faculty and
staff about the benefits of mentoring, colleges and universities should

create awareness that mentoring relationships may function differently,

depending on the races and genders of the mentor and protege.

3. It is recommended that the UW System explore the possible
benefits of mentoring, and consider recognizing mentoring others and
being mentored in the evaluation process.

4. It is recommended that a structured mentoring pfogram be oo e iﬁ'

available to university faculty, staff, and graduate students, and that

participants be given the opportunity, if possible and if preferred, to

have a mentor or protege of the same gender and race.




5. It is recommended that the study be repeated utilizing the

interview method of collecting data as opposed to théﬁééif:réboft””*i““

instrument and compare the results.

6. It is recommended that a study be condubted“bf*afﬁﬁbu,atloﬁfo

student services employees who perceive mentorship as influential in.

their career progression and focus on the factors in the mentoring. .-

relationship that they perceive having the positive effect.on@ﬁhélr

advancement.

7. It is recommended that a étudy be conducted on a popu1;£19§¥9§ ;; :; ;;..
males and females of diverse races (including caucasian) to obtaipﬁﬁ;;$ ..
information on the population’s attitudes on mentoring and being |
mentored by people of other races or the opposite sex. This study

should obtain information concerning whether women report fewer mentors

than men because they have less access to mentors or if there are other

factors involved.




CHAPTER IV

SUMMARY

The purpose of this study was to determine whether minorities in =~

the UW System holding category 1 and category 3 positions perceived: 7

mentorship as influential in their career progression, and whetherthere i

were significant differences in these perceptions by gender,féétéé6f§;ﬂf“ .

and age of the respondents.

Subjects consisted of 207 minority men and women holding categoxry - .

1 or category 3 positions at the 13 four-year coeducational institutions
in the UW System during the fall semester of 1988.

The survey instrument used in this study was the Minority

Perceptions of Mentoring and Career Progression (MPMCP). The MPMCP was

adapted for this study from the Status of Women Form II (STOW-Form II),

which was developed by Taylor (1974) and adapted by Greer.. (1981)

a category 1 or category 3 position at:their;;nstxtutlonﬁmeagh“SEaled;*

envelope contained a cover letter, a survey 1nstrument and a self--

addressed stamped envelope. The cover letter gave a brlef description

of the study, assured anonymity, and asked that they complete the survey —

and return it in the enclosed envelope within one week., The AAOs

distributed the surveys through campus mail. . Of the 430 surveys .
distributed by the 13 AAOs, 207 usable surveys were returned, resulting

in a 48.1% return rate,
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The survey data was compiled by hand and computer analyzed using P

Statistician. Frequency counts were performed and this data was used to

perform chi-square analyses.

Male respondents reported mentorship to be influential in their

career progression more often than female respondents. No significant
difference was found in the perceived influence of mentorship on career
progression by category or by age. The post hoc analyses show that
there is no sxgnlflcant d1fference in the number of mentors by gender
reported by male and female respondents who did not rank mentorship as
influential. A eigﬁificant difference was found when comparing males
and females who rated mentorship as influential. As a group, the female
respondents reported fairly equal percentages of male and female mentors

(57.6% and 42.4%, respectively). The male respondents, however,

(24.1%).

Although the data show that men report more mentoring experlences

than women, have a dlsproportlonate number of male'mentors as. compared

to female mentors, and con51der these mentoring relatlonshlps ‘as: more

influential on their career advancement than Women, the reasons for the

differences are not known. Some possibilities ﬁay be: fewer-mentors

available to women; women may not know how to make mentorlng
relationships work to their.aoyantaseiufeegnof p;oblems that could be-
encountered in cross-gender mentoring relationships; and, women may be
less likely to recognize a mentoring relationship as more than a

friendship or work relationship.
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APPENDIX A

‘UW SYSTEM CATEGORY 1 TITLES




UW SYSTEM CATEGORY 1 TITLES

(L)=Large Scope
(M)=Medium Scope
(8)=8Small Scope
(UWS)=UW System .- -

President

Executive Vice President
Vice President
Chancellor

Dean

Division Chalrperson
Campus -Dean (Centers)
Associate Vice President
Assistant Vice President
Secretary of the:Regents
Assistant Secretary of the Regents
Trust Officer ... -
Assistant Trust Officer
Vice Chancellor -

Associate
Associate
Assistant
Assistant
Associate
Associate
Assistant
Associate
Assistant
Director,

Chancellor

Viece Chancellor
Chancellox

Vice Chancellor

Dean, Academlc Affairs
Dean_
Dean -

Campus Dean/Centers
Campus . Dean/Centers
Pharmacy Intern

Academic Program Director

Associate Academic Program Director
Assistant Academic Program Director
General Counsel.

Bursar (L}

Bursar (M)

Associate
Associate
Assistant
Asgistant

Bursar (L)
Bursar (M)
Bursar (L)
Bursar (M)

Controller (L)
Controller (M)
Controller (8)

Associate
Associate
Associate
Assistant
Assistant
Assistant

Controller (L)
Controller (M)
Controller (S)
Controller (L)
Controller (M)
Controller (S)

Dean of Students (L)
Dean of Students (M)




Dean of Students (8)

Associate
Associate
Associate
Assistant
Assistant
Assistant
Registrar
Registrar
Registrar
Assoclate
Associate
Associate
Assistant
Assistant
Assistant

Pean of Students (L)
Dean of Students (M)
Dean of Students (S)
Dean of Students (L)
Dean of Students (M)

Dean of Students (§)
(L)

(M)

(8)

Registrar (L)
Registrar (M)
Registrar (S)
Registrar (L)
Registrar (M)
Registrar (8)

University Physician

Associate
Assistant

University Physician
University Physician

State Cartographer

Associate
Assistant

State Cartographer
State Cartographer

Superintendent

Associate
Assistant

Superintendent
Superintendent

Deputy Superintendent

Commissioner of Athletics

Associate
Assistant
Director,
Director,
Associate
Associate
Assistant
Agsistant
Director,
Director,
Associate
Associate
Assistant
Assistant
Pirector,
Assoclate
Assistant
Director,
Associate
Assistant
Director,

Director,
Director,
Associate
Associate

Commissioner of Athletics
Commissioner of Athletics

Academic Advising (L)

Academic Advising (M)

Director, Academic Advising (L)
Director, Academic Advising (M)
Director, Academic Advising (L)
Director, Academic Advising (M)

Academic Computing Services (L)
Academic Computing Services (M)

Director, Academic Computing Serv1ces (L)-¥T3il._i~uia 

Director, Academic Computing Services (M)
Director, Academic Computing Services (L)
Director, Academic Computing Services (M)
Academic Persommel (L)

Director, Academic Persomnel (L)}

Director. Academic Persomnel (1)
Accounting Services/ Associate Controller
Director, Accounting

Director, Accounting

Administrative Computing Serv1ces (L)
Administrative Computing Services (M)
Administrative Computing Services (S)

Director, Administrative Computing Services (L)
Director, Administrative Computing Services (M)




Associate Director, Administrative Computing Services (S)
Assistant Director, Administrative Computing Sexvices (L) -~
Assistant Director, Administrative Computing Services (M)
Assistant Director, Administrative Computing Services (S).
Director, Admissions (L)

Director, Admissions (M)

Director, Admissions (8)

Associate Director, Admissions (L)

Associate Director, Admissions (M)

Associate Director, Admissions (5)

Assistant Director, Admissions (L)

Assistant Director, Admissions (M)

Assistant Director, Admissions (S)

Director, Admissions and Records (L)

Director, Admissions and Records (M)

Director, Admissions and Records (§)

Associate Director, Admissions and Records (L)

Associate Director, Admissions and Records (M)

Associate Director, Admissions and Records (S)

Assistant Director, Admissions and Records (L)

Assistant Director, Admissions and Records (M)

Assistant Director, Admissions and Records (S)

Director, Affirmative Action (L)

Associate Director, Affirmative Action (L)

Assistant Director, Affirmative Action (L)

Director, Alumni Relations (L)

Director, Alumni Relations (M) -

Associate Director, Alumni Relations (L)

Associate Director, Alumni Relations (M)

Assistant Director, Alumni Relations (L)

Assistant Director, Alumni Relations (M)

Director, Architecture and Engineering Services _
Associate Director, Architecture and Engineering ‘Services .
Assistant Director, Architecture and Engineering Services ~— T

Deputy Director, Athletics (L)

Director, Athletics (M)

Director, Athletiecs (S)

Associate Director, Athletics (L)

Associate Director, Athletics (M)

Associate Director, Athletics (S)

Assistant Director, Athletics (L)

Assistant Director, Athletics (M)

Assistant Director, Athletics (8) .
Director, Auxiliary Operations (L)

Director, Auxiliary Operatioms (M}

Associate Director, Auxiliary Operations (L)
Associate Director, Auxiliary Operations (M) .. . . .
Assistant Director, Auxiliary Operations (L)
Assistant Director, Auxiliary Operations (M)
Director, Auxiliary Operations (UWS)

Associate Director, Auxiliary Operations (UWS)
Assistant Director, Auxiliary Operations (UWS)




Director, Budget (L) e
Director, Budget (M)

Director, Budget (S)

Associate Director, Budget (L)

Associate Director, Budget (M)

Associate Director, Budget (8)

Assistant Director, Budget (L)

Assistant Director, Budget (M)

Assistant Director, Budget (S)

Director, Budget Planning & Development

Associate Director, Budget Planning & Development
Assistant Director, Budget Planning & Development
Director, Business Services (L)

Director, Business Services (M)

Associate Director, Business Services (L)
Associate Director, Business Services (M)
Assistant Director, Business Services (L) -
Assistant Director, Business Services (M)

Director, Capital Budget '

Associate Director, Capital Budget

Assistant Director, Capital Budget

Director, Career ‘Planning & Placement (L)

Director, Career Planning & Placement (M)

Director, Career Planning & Placement (S) _
Associate Director, Career Planning & Placement (L)
Associate Director, Career Planning & Placement (M)
Associate Director, Career Planning & Placement (3)
Assistant Director, Career Plamnning & Placement (L)
Assistant Director, GCareer Planning & Placement (M)
Director, Child Care (L)

Director, Child Care (M)

Director, Child Care (S)

Associate Director, Child Care (L)

Associate Director, Child Care (M)

Associate Director, Child Care (8)

Assistant Director, Child Care (L)

Assistant Director, Child Care (M)

Director, Computer Services (L)

Director, Computer Services (M)

Director, Computer Services (S)

Associate Director, Computer Services (L)
Associate Directoy, Computer Services (M) L
Associate Director, Computer Services () 7 T
Assistant Director, Computer Services (L)
Assistant Director, Computer Services (M)
Assistant Director, Computer Services (5)

Director, Computing Services S
Associate Director, Computing Services (UWS
Assistant Director, Computing Services (UWS)
Director, Continuing Education (L)

Director, Continuing Education (M)

Director, Continuing Education (5)




Associate
Associate
Associate
Assistant
Assistant
Assistant
Assistant
Director,
Director,
Assoclate
Associate
Assistant
Assistant
Director,
Associate
Assistant
Director,
Associate
Assistant
Director,
Director,
Associate
Associate
Assistant
Assistant
Director,
Director,
Director,
Associate
Associate
Assgociate
Assistant
Agsistant
Assistant
Director,
Associate
Assistant
Director,
Associate
Agsistant
Director,
Associate
Assistant
Director,
Director,
Director,
Associate
Associate
Associate
Asgistant
Assistant
Director,

Director, Continuing Education (L)
Director, Continuing Education (M)
Director, Continuing Education (S)
Director, Continuing Education (L)
Director, Continuing Education (M)
Director, Continuing Education (S)

Director, Indirect Cost Studies
Internal Audit (L)

Internal Audit (M)

Director, Internal Audit (L)
Director, Internal Audit (M)
Director, Internal Audit (L)
Director, Internal Audit (M)
Internal Audit  (UWS)

Director, Internal Audit (UWS)
Director, Internal Audit (UWS)
International Education Program (M). .
Director, International Education Program (M)

Director, International Education Program (M) . ... .oociond

Intramural Sports (L)
Intramural Sports (M)
Director, Intramural Sports (L)
Director, Intramural Sports (M)
Director, Intramural Sports (L)
Director, Intramural Sports (M)
Library (L)
Library (M)

Library (8)

Director, Library (L)

Director, Library (M)

Director, Library (S)

Director, Library (L) R
Director, Library (M) B
Director, Library (8)

Management Engineering & Regional Services

Director, Management Engineering & Regional Services oo
Director, Management Engineering & Regional Services . = '
Materials Management & Distribution

Director, Materials Management & Distribution
Director, Materials Management & Distribution
Medical Records

Director, Medical Records

Director, Medical Recoxds

Media Development (L)

Media Development (M)

Media Development (S)

Director, Media Development (L)

Director, Media Development (M)

Director, Media Development (8)

Director, Media Development (L)

Director, Media Development (M)

New Student Services (L)




Director,
Director,
Associate
Associate
Associate
Assistant
Assistant
Director,
Assoclate
Assistant
Assistant
Associate
Assistant
Director,
Associate
Assistant
Director,
"Director,
Associate
Associate
Assistant
Assistant
Director,
Assoclate
Assistant
Director,
Associate
Assistant
Director,
Director,
Director,
Associate
Associate
Associate
Assgistant
Assistant
Assistant
Director,
Associate
Assistant
Directoer,
Associate
Assistant
Director,
Associate

Agsistant

Director,
Director,
Assocliate
Associate
Assistant
Assistant

New Student Services (M)

New Student Services (8)

Director, New Student Services (L)
Director, New Student Services (M)
Director, New Student Services (S)
Director, New Student Services (L)
Director, New Student Services (M
Nursing

Director, Nursing

Director, Nursing

to President for Equal Opportunity Policy Studies e
Director, Office of Women and Equal Opportunity Policy. Studles o
Director, Office of Women and Equal Opportunity Policy: Studles . :

Payroll & Benefits

Director, Payroll & Benefits
Director, Payroll & Benefits
Persomnnel (L)

Personnel (M)

Director, Personnel (L)
Director, Personnel (M)
Director, Personnel (L)
Director, Personnel (M)
Personnel Services

Director, Persomnel Services
Director, Persomnel Services
Pharmacy

Director, Pharmacy

Director, Pharmacy
Physical Plant (L)
Physical Plant (M)
Physical Plant (S)
Director, Physical Plant (L)
Director, Physical Plant (M)
Director, Physical Plant (S)
Director, Physical Plant (L)

Director, Physical Plant (M) = oo

Director, Physical Plant (8)
Planning & Construction (L)
Director, Planning & Construction (L)
Director, Planning & Construction (L)
Plant Engineering

Director, Plant Engineering

Director, Plant Engineering

Pre-Audit

Director, Pre-Audit

Director, Pre-Audit

Protective Services (L)
Protective Services (M)

Director, Protective Services (L)
Director, Protective Services (M)
Director, Protective Services (L)
Director, Protective Services (M)




Director, Public Information (L)

Director, Public Information (M)

Associate Director, Public Information (L)
Associate Director, Public Information (M)
Assistant Director, Public Information (L)
Assistant Director, -Public. Information (M)
Director, Publications (L) :

Director, Publications. (M) -

Associate Director, Publications (L)
Associate Director, Publications (M)
Assistant Director, Publications (L)
Assistant Director, Publications (M)
Director, Purchasing“(L)-l'r

Director, Purchasing «{(M)..iw:o .
Associate Director, Purchasing (L)'

Associate Dlrector,_PurchaSLng.(M)

Assistant Director,. Purchasing (L)

Assistant Director, Purchasing (M) -
Director, Radio/Television (L)

Pirector, Radio/Television (M)

Associate Director, Radio/Television (L)
Associate Director, Radio/Television (M)
Assistant Directer, -Radio/Television (L)
Assistant Director, Radio/Television (M)
Director, Rehabilitation Services

Associate Pirector, Rehabilitation Services
Assistant Directeor, Rehabilitation Services
Director, Research Administration (L)
Director, Research Administration (M)
Associate Director, Research Administration (L)
Associate Director, Research Administration (M)
Assistant Director, Research Administration (L)
Assistant Director, Research Administration (M)
Director, Respiratory Care Services

Associate Director, Respiratory Care Services
Assistant Director, Respiratory Care Services
Director, Social Work

Associate Director, Social Work

Assistant Director, Social Work

Director, Student Services (L)

Director, Student Services (M)

Director, Student Services (8)

Associate Director, Student Services (L)
Associate Director, Student Services (M)
Associate Director, Student Services (S)
Assistant Director, Student Services (L)
Assistant Director, Student Services (M)
Director, Student Union (L)

Director, Student Union (M)

Director, Student Union

Associate Director, Student Union (L)
Associate Director, Student Union (M)




Associate
,Assistant

Assistant

Assistant
Director,
Associate
Assistant
Director,
Assoclate
Agsistant
Director,
Director,
Associate
Associate
Assistant
Assistant
Director,
Associate
Assistant
Director,
Associate
Assistant
Director,
Director,
Director,
Assoclate
Associate
Associate
Assistant
Assistant
Assistant
Director,
Director,
Director,

Director, University Housing

Student Union
Student Union
Director, Student Union
Directot, Student Union
Surgical Services
Director, Surgical Services
Director, Surgical Services
Technical & Information Services

Director,
Director,

(L)
(M)

Director, Technical & Information Services
Director, -Technical & Information Services

Telecommunications (L)
Telecommunications (M)
Director, Telecommunications
Director,: Telecommunications
Director, Telecommunications
Director, Telecommunications
Training: & Education

(L)

(L)
M)

‘Director; Training & Education

Director; ‘Training & Education
Trust ‘Fund
Director, Trust Fund

‘Director, Trust Fund

University Housing (L)
University Housing (M)
University Housing (S)
Director, University Housing
Director, ‘University Housing

(L)
(M)

(M);mm;;m“w._mm;wg;ymﬂ;ﬁ;QW; ”

Director, University Housing (S)
(L)
(M)

(8)

Director, University Housing
Director, University Housing
UWG Library (L)
UWC Library (M)
UWC Library (8)

Veterinary Medicine Teaching Hospital
Director, Veterinary Medicine Teaching Hospital =
Director, Veterinary Medicine Teaching Hospital .
unspecified (3)

Director, unspecified (5)

unspecified (6)

Director, unspecified (6)

Director, unspecified (6)

unspecified (7)
Director, unspecified
Director, unspecified
unspecified (8)
Director, unspecified
Director, unspecified
unspecified (9)
Director, unspecified
Director, unspecified
unspecified (10)

Director,
Assgociate
Assistant
Director,
Associate
Director,
Assoclate
Assistant
Director,
Associate
Assistant
Director,
Associate
Assistant
Director,
Associate
Assistant
Director,

(7)
(7)

(8)
(8)

(9
(9




Associate Director, unspecified (10)
Assistant Director, unspecified (10)
Director, unspecified (11)

Associate Director, unspecified (11)
Assistant Director, unspecified (11)
Administrative Officer

Assistant Dean

Assoclate Dean

Director, Athletics-Madison
Secretary of the Faculty

- Secretary of the Academic Staff
State Geologist

Director, State Laboratory of Hygiene
Senior Academic Planner -

Academic Plarmer

Associate Academic Planner

Senior Budget Planner (L)

Senior Budget Planner (M)

Senior Budget Planner (S)

Budget Planner (L)

Budget Planmer (M)

Budget Planmer (S)

Associate Budget Planner (L)
Associate Budget Plammer (M)
Associate Budget Planmer (S)

Senior Policy & Planning Analyst
Policy & Planning Analyst

Associate Policy & Planning Analyst
Senior -Special Assistant

Special Assistant

Senior System Legal Counsel

System Legal Counsel

Associate System Legal Counsel

Senior System Academic Planner

System Academic Planner

Associate System Academic Planmer
Senjor System Facilities Specialist
System Facilities Specialist

Associate System Facilities Specialist
Senior System Equal Opportunity Program Analyst
System Equal Opportunity Program Analyst
Associate System Equal Opportunity Program Analyst
Department Chairperson

Accountant 4 (Management)

Accountant 5 (Management)

Accountant 5 (Confidential)

Administrative Budget & Management Officer 1

Administrative Budget & Management Officer 2

Administrative Budget & Management Officer 3
‘Administrative Budget & Management Officer 4
Administrative Officer 1

Administrative Officer 1 (Confidential)




Administrative

Officer .
Officer
Officer
Officer
Officer
Officer

Administrative
Administrative
Administrative
Administrative
Administrative
Adnministrative

(Supervisory)

(Confidential)
(CGonfidential /Supervisory)
(Supervisory)

(Confidential/Supervisory)

Officer
Administrative Officer
Administrative Officer
Architect 5 (Management)
Architect 6 (Management)
Architect 6 (Supervisory)
Architect (Management)
Architect (Supervisory)
Architect (Management)
Architect 8 (Supervisory)
Architect 9 (Management)
Assistant to Director-Athletics
Audit Supervisor 4 (Management)
Audit Supervisor 5 (Management)

NP WD N P

OO~ ~ON

Budget & Management Analyst &
Budget & Management Analyst 4 (Management)
Budget & Management Analyst 5
Budget & Management Analyst 5 (Management)
Budget & Management Analyst 5 (Supervisory)
Budget & Management Analyst 6
Budget & Management Analyst 6 (Management)
Budget & Management Analyst 6 (Supervisory)

Chief, Contract Negotiations & Administration
Civil Engineer 3 (Supervisory)

Civil Engineer 5 (Management)

Civil Engineer 6 (Management)

Civil Engineer 7 (Management)

Civil Engineer 8 (Management)

Economist 3 (Management)

Economist 4 (Management)

Educational Services Assistant 3 (Management)
Educational Services Assistant 4 (Management)
Electrical Engineer 5 (Management)

Electrical Engineer 6 (Management)

Electrical Engineer & (Supervisory)
Electrical Engineer 7 (Management)

Electrical Engineer 7 (Supervisory)
Electrical Engineer 8 (Management)

Employee Relations Specialist 1

Employee Relations Specialist 1 (Management)
Employee Relations Specialist 1 (Supervisory).
Employee Relations Specialist 2

Employee Relations Specialist 2 (Management)
Employee Relations Specialist 2 (Supervisory)
Employee Relations Specialist 3

Employee Relations Specialist 3 (Management)




Employee Relations Specialist 3 (Supervisory)
Employee Relations Specialist 4 (Management)
Executive Personnel Officer 1
Executive Personnel Officer 2
Executive Personnel Officer 3
Executive Personnel Officer 4

Fiscal Administrative Officer
Fiscal Administrative Officer
Fiscal Administrative Officer
Fiscal Administrative Officer
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Food Service Administrator 3
.Food Service administrator 4
Health Physicist Supervisor
Institution Business Administrator 1
Institution Business Administrator 2
Institution Business Administrator 3

Management
Management
Mechanical
Mechanical
Mechanical
Medjator 1
Mediator 2

Information
Information

Supervisor 6
Supervisor 7

Engineer 6 (Management)
Engineer 7 (Management)
Engineer 8 (Management)

Mediator 3 -

Management
Management
Management
Management
Management
Management
Management
Management

Information
Information
Information
Information
Information
Information
Information
Information

Nursing Supervisor 3
Nursing Supervisor 4

Payroll &

Manager 1
Manager 2
Manager 3
Manager 4
Manager 5

Specialist 7
Supervisor 5 (Management)

Supervisor 6 (Management)

Benefits Supervisor 4

Personnel Administrative Officer 1

Personnel
Personnel
Personnel

Administrative Officer 1 (SuperviSb:y5f&;;:ffhi'“
Administrative Officer 2 S
Administrative Officer 2 (Supervisory)

Personnel Administrative Officer 3
Personnel Administrative Officer 4

Personnel
Personnel
Personnel
Personnel
Personnel

Manager 4
Manager
Manager
Manager 5
Manager
Personnel Manager
Planning & Analysis Administrator
Planning & Analysis Administrator
Planning & Analysis Administrator
Planning & Analysis Administrator

4 (Management)
4 (Supervisory)

5 (Management)
5 (Supervisory)

o b

Planning Analyst 5 (Confidential/Supervisory)




Program & Planning Analyst 6

Program & Planning Analyst 6 {Confidential) S
Program & Planning Analyst 6 (Confidential/Supervisory)
Program & Planning Analyst 6 (Management)

Program & Planning Analyst 6 (Supervisory)

Program & Planning Analyst 7 (Confidential)

Program & Planning Analyst 7 (Confidential/Supervisory)
Program & Planning Analyst 7 (Supervisory)

Psychologist 5

Psychologist &

Psychologist 6 (doctorate)

Real Estate Agent 4

Real Estate Agent 5

Research Administrator 1

Research Administrator 2

Research Administrator 3

Research Administrator &

Research Analyst 6

Research Analyst 7

Research Analyst 7 (Confidential/Supervisory)
Research Analyst 7 (Management)

Research Analyst 8

Research Analyst 8 (Confidential/Supervisory)
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UW SYSTEM CATEGORY 3 TITLES

SUBCATEGORY: DOCTORAL STAFF

Researcher

Assoclate Researcher

Assistant Researcher

Senior Scientist

Associate Scientist

Asgistant Scientist

Senior Visiting Scientist

Associate Visiting Scientist

Assistant Visiting Scientist

Instrument Innovator Researcher

" Associate Instrument Innovator Researcher
Assistant Instrument Innovator Researcher
Research Animal Veterinarian

Associate Research Animal Veterinarian
Assistant Research Animal Veterinarian

SUBCATEGORY: EMPLOYEES IN TRAINING
Research Associate
Postdoctoral Fellow
Postdoctoral Scholar
Postdoctoral Trainee
Post Graduate Trainee
Post Graduate Trainee
Post Graduate Trainee
Post Graduate Trainee
Post Graduate Trainee
Post Graduate Trainee
Post Graduate Trainee
Intern (Non-Physician)
Graduate Intern/Trainee
Honorary Associate/Fellow

SN W

SUBCATEGORY: OTHER ACADEMIC STAFF
Artist-in-Residence

Coach

Associate Coach

Assistant Coach

Consultant

Senior Academic Archivist

Academic Archivist

Senior Administrative Program Manager
Administrative Program Manager
Senior Athletic Trainer

Athletic Trainer

Senior Development Program Manager
Development Program Manager

Senior Instructional Program Manager




Instructional Program Manager

Senior Laboratory Manager

Laboratory Manager

.Senior Outreach Program Manager

.Qutreach Program Manager

Senior Research Program Manager

Research Program Manager

Senior Student Services Program Manager
Student Services Program Manager

Senior Assistant to Chancellor-Affirmative Action
Assistant to Chancellor-Affirmative Action
Senior Academic Curator

. Academic Curator '

Associate Academic Curator

Senior Academic Librarian

Associate II Academic Librarian
Associate I Academic Librarian
Assistant Academic Librarian

Senior Administrative Program Specialist
Administrative Program Specialist
Associate Administrative Program Specialist
Senior Administrative Specialist
Administrative Specialist

Associate Administrative Specialist
Senior Advisor

Advisor

Associate Advisor

Senior Artist

Artist-

Associate Artist

Senior Broadcast Specialist

Broadcast Specialist

Associate Broadcast Specialist

Senior Cartographer

Cartographer

Associate Cartographer

Senior Clinical Audiologist

Clinical Audiclogist

Associate Clinical Audiologist

Senior Clinical Cancer Counselor
Clinical Cancer Counseloxr

Associate Clinical Cancer Counselor
Senior Clinical Dietician

Clinical Dietician

Associate Clinical Dietician

Senior Clinical Exercise Physiologist
Clinical Exercise Physiologist
Associate Clinical Exercise Physiologist
Senior Clinical Genetic Counselor
Clinical Genetic Counselor

Associate Clinical Genetic Counselor
Senior Clinical Anesthetist




Clinical Anesthetist
Associate Clinical Anesthetist
Senior Clinical Nurse Specialist
Clinical Nurse-Specialist.
Associate Clinical - Nurse Specialist
Senior Clinical. Optometrist
Clinical Optometrist -
Associate Cllnical,Optpmetrist
Senior Clinical'Pharmacista-
Clinical Pharmacist :
Associate Clinical- Pharmacist
Senior Clinical. Physical Therapist
Clinical Physical Therapist
Associate Clinical:-Physical Therapist
Senior Clinical.Physician Assistant
Clinical Physician-Assistant
Associate Clinical .Physician Assistant
Senior Clinical Social Worker
Clinical Social Worker
Associate Clinical Social Worker
Senior Clinical. Speech Pathologist
Clinical Speech Pathologist
Associate Clinical Speech Pathologist
Senior Counselor 5
Counseloxr e
Assoclate Counselor.
Senior Data Bas dministrator
Data Base Administrator:
Associate Data Bage Administrator
Senior Development: SpeCialist_.
Development Specialist::
Associate Development: Spec1alist
Senior Development Skills Specialist: -
Development Skills- Specialist e
Associate Development Skills Spec1alist
Senior Editor :
Editor :
Associate Editor i
Senior Facilities Architect
Facilities Architect
Associate Facilities Architect
Senior Facilities Engineer
Facilities Engineer
Associate Facilities Engineer
Senior Facilities Planning Specialist
Facilities Planning Specialist
Associate Facilities Planning Specialist
Senior Geological Survey Specialist
Geological Survey Specialist

Associate Geological Survey Specialist
" Senior Health Technologist, Hematology
Health Technologist, Hematology




Associate Health Technologist, Hematology

Senior Health Technologist, Histology

‘Health Technologist, Histology
Associate Health Technologist, Histology

Senior Health Technologist, Neurodiagnostic Testing
Health Technologist, Neurodiagnostic Testing
Associate Health Technologist, Neurodiagnostic-Testing
Senior Health Technologist, Ophthalmology

Health Technologist, Ophthalmology

Associate Health Technologist, Ophthalmology

Senior Health Technologist, Organ Procurexment

Health Technologist, Organ Procurement

Associate Health Technologist, Organ Procurement
Senior Health Technologist, Orthotics

Health Technologist, Orthotics

Associate Health Technologist, Orthotics

Senior Health Technologist, Orthoptics

Health Technologist, Orthoptics

Associate Health Technologist, Orthoptics

Senior Health Technologist, Perfusion

Health Technologist, Perfusion
Associate ‘Health Technologist, Perfusion

Senior Health Technologist, Clinical Monitoring
Health Technologist, Clinical Monitoring

Associate Health: Technologist, Clinical Monitoring
Senior Health Technologist, Environmental

Health Technologist, Environmental
Associate Health Technologist, Environmental

Senior Health Technologist, Peripheral Vascular
Health Technologist;'Peripheral Vascular :
Associate Health Technologist, Peripheral Vascular
Senior Health Technologist, Pulmonary Function =
Health Technologist; ‘Pulmonary Function e
Associate Health Techmologist, Pulmonary Funetiion: s
Senior Information Manager T

Information Manager -~ -

Associate Information Manager T
Senior Information Processing Consultant
Information Processing Consultant

Associate Information Processing Consultant
Senior Institutional Planner

Institutional Planner

Associate Institutional Planmer

Senior Instructional Specialist
Instructional Specialist

Associate Instructional Specialist

Senior Instrumentation Specialist
Instrumentation Specialist

Associate Instrumentation Specialist

Senior Instrumentation Technologist
Instrumentation Technologist

Associate Instrumentation Technologist




Senior Management Engineer
Management Engineer

~ Associate Management Engineer

Senior Marketing Specialist
Marketing Specialist

Associate Marketing Specialist
Senior Media Specialist

Media Specialist

Associate Media Specialist
Senior Outreach Specialist
Outreach Specialist

Associate Outreach Specialist
Senior Physician

Physician '

Assoclate Physician

Senior Programmer Analyst
Programmer Analyst

Associate Programmer Analyst
Senior Psychologist

Psychologist -

Agsociate Psychologist

Senior Radio/Television Artist
Radio/Television Artist
Associate Radio/Television Artist
Senior Recreation Specialist
Recreation Specislist

Associate Recreation Specialist
Senior Rehabilitation Specialist
Rehabilitation Specialist
Associate Rehabilitation Specialist
Senior Research Specialist
Reseatrch Specialist

Associate Research Specialist
Senior Reslidence Hall Manager
Residence Hall Manager
Associate Residence Hall Manager
Senior Special Librarian
Associate II Special Librarian
Associate I Special Librarian
Assistant Special Librarian
Senior Student Health Nurse
Student Health Nurse

Associate Student Health Nurse

Senior Student Ser\rices Coordinator“"‘ bt B LA LT T

Student Services Coordinator
Associate Student Services Coordinator
Senior Student Services Specialist
Student Services Specialist

Associate Student Services Specialist
Senior System Facilities Planner
System Facilities Planmer '
Associate System Facilities Planner




Senior Systems Programmer

Systems Programmex

. Associate Systems Programmer

Senior University Legal Counsel
University Legal Counsel

Associate University Legal Counsel
Senior University Relations Specialist
University Relations Specialist

Associate University Relations Specialist

Ad Hoc Program Specialist

Correspondence Tutor

Account Specialist 1 (Confidential)

Account Specialist 1 (Supervisory)

Account Specialist 2 (Confidential)

Account Specialist 2 (Supervisory)

Account Specialist 3 (Confidential) 7
Account Specialist 3 (Supervisory)

Account Specialist 4 (Confidential)

Account Specialist 4 (Supervisory)

Account Specialist 1

Account Specialist 2

Account Specialist 3

Account Specialist &

Accountant 1 - -

Accountant 1 (Confidential)

Accountant 1 (Supervisory)

Accountant 2. '

Accountant 2 (Confidential)

Accountant 2 (Supervisory)

Accountant 3 -~

Accountant 3 (Confidential)

Accountant 3 (Supervisory)

Accountant &4 RS

Accountant 4 (Confidential)

Accountant & (Supervisory)

Accountant 5

Administrative Assistant 3 T
Administrative Assistant 3 (Management) ’
Administrative Assistant 3 (Confidential) _
Administrative Assistant 3 (Confidential/Supervisory)
Administrative Assistant 3 (Supervisory)
Administrative Assistant 4

Administrative Assistant 4 (Management)
Administrative Assistant 4 (Confidential)
Administrative Assistant 4 (Confidential/Supervisory)
Administrative Assistant 4 (Supervisory) ' o
Administrative Assistant 5

Administrative Assistant 5 (Management)
Administrative Assistant 5 (Confidential)
Administrative Assistant 5 (Confidential/Supervisory)
Administrative Assistant 5 (Supervisory)

Agricultural Marketing Specialist 1
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Agricultural Marketing Specialist 2

Agricultural Specialist 1
Agricultural Specialist 2
Agricultural Specialist 3
Agricultural Specialist &4
Agricultural Supervisor 1
Agricultural Supervisor 2
Agricultural Supervisor 3
Agricultural Supervisor &4
Agricultural Supervisor 5
Architect 1
Architect 2
Architect 3
Architect 4
Architect 5
Architect 5 (Supervisory)
Architect 6
Archivist 1
Archivist 2
Archivist 3
Archivist 4
Archivist 5

Archivist 6
" Assessments Supervisor 2
Audit Specialist Supervisor 1
Audit Specialist Supervisor 2
Audit Specialist Supervisor 3
Audit Specialist
Audit Specialist 1
Audit Specialist 2
Audit Specialist 2
Audit Specialist 3
Audit Specialist 3
Audit Specialist 4
4
5
1
2
3

[

(Supervisory)

(Supervisory)

(Supervisory)

Audit Specialist
Audit Specialist
Audit Supervisor
Audit Supervisor
Audit Supervisor
Auditor
Auditor
Auditor
Auditor
Auditor
Auditor
Auditor
Auditor
Auditor
Aviation Consultant

Budget & Management Analyst 1

Budget & Management Analyst 1 (Management)

Budget & Management Analyst 1 (Supervisory)

(Supervisory)

{Supervisory)

(Supervisory)
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Budget & Management Analyst 2
Budget & Management Analyst 2 (Management)
Budget & Management Analyst 2 (Supervisory)
3
3

Budget & Management Analyst

Budget & Management Analyst (Management)
Budget & Management Analyst 3 (Supervisory}
Building Construction Superintendent 1
Building Construction Superintendent 2
Building Construction Superintendent 3
Chapel Organist

Chaplain 1

Chaplain 2

Chemist Supervisor 1

Chemist Supervisor 2

Chemist Supervisor 3

Chemist 1
Chemist 2
Chemist 3
Chemist &4
Civil Engineer
Civil Engineer
Civil Engineer
Civil Engineer

Civil Engineer 4 (Supervisory)
GCivil Engineer
Civil Engineer 5 (Supervisory)
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Civil Engineer
Civil Engineer 6 (Supervisory)
Community Services Technologist 1
Community Services Technologist 2
Curator o

Curator
Curator
Curator
Curator
Curator
Dietician
Dietician
Dieticilan
Economist
Economist SR :
Educational Services Assistant 1 (Confidential/Supervisory)
fducational Services Assistant 2 (Confidential/Supervisory)
Educational Services Assistant 3 (Confidential/Supervisory)
Educational Services Assistant 4 (Confidential/Supervisory)
Educational Services Intern (Confidential/Supervisory)
Educational Services Assistant 1 -
Educational Services Assistant 1 {Confidential)

Educational Services Assistant 1 (Education)

Educational Services Assistant 1 (Management)

Educational Services Assistant 1 (Supervisory)

Educational Services Assistant 2
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Educational Services Assistant 2 (Confidential)
Educational Services Assistant 2 (Education)
Educational Services Assistant 2 (Management)
‘Educational Services Assistant 2 (Supervisory)
Educational Services Assistant 3

Educational Services Assistant 3 (Confidential)
Educational Services Assistant 3 (Education) .
Educational Services Assistant 3 (Supervisory)
Educational Services Assistant & _
Educational Services Assistant 4 (Confidential)
Educational Services Assistant 4 (Education)
Educational Services Assistant 4 (Supervisory)

Educational Services Intern

Educational Services Intern (Confidential)
Educational Servicés'Intern (Education)
Educational Services Intern (Management)
_-Educational Services Intern (Supervisory)
Electrical Engineer
Electrical Engineer
Electrical Engineer

Electrical Engineer 3 (Supervisory)
Electrical Engineer
Electrical Engineer (Supervisory)
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Electrical Engineer
Electrical Engineer 5 (Supervisory)
Electronics Supervisor 5

Engineering Technician 4 (Supervisory)
Engineering Technician 5 (Supervisory)
Engineering Technician 6 (Management)
Engineering Technician 6 (Supervisory)
Environmental Engineer
Environmental Engineer
Environmental Engineer
Environmental Engineexr
Environmental Specialist 1
Environmental Specialist 3

o b

Equal Opportunity Officer 1

Equal Opportunity Officer 1 (Management)
Equal Opportunity Officer 1 (Supervisory)
Equal Opportunity Officer 2

Equal Opportunity Officer 2 (Management)
Equal Opportunity Officer 2 (Supervisory)
Equal Opportunity Officer 3

Equal Opportunity Officer 3 (Management) ..
Equal Opportunity Officer 3 (Supervisory)
Equal Opportunity Officer 4

Equal Opportunity Officer 4 (Management)
Equal Opportunity Officer 4 (Supervisory)
Equal Opportunity Officer 5

Equal Opportunity Officer 5 (Management)
Equal Opportunity Officer 5 (Supervisory)
Equal Opportunity Officer 6




(Management)
(Supervisory)

Equal Opportunity Officer 6

Equal Opportunity Officer 6

Equal Opportunity Officer 7

Equal Opportunity Officer 7 (Management)
Equal Opportunity Officer 7 (Supervisory)
Equal Opportunity Officer 8

Equal Opportunity Officer 8 {(Management)
Equal Opportunity Officer 8 (Supervisory)
Equal Opportunity Specialist 3

Fiscal Supervisor 1

Fiscal Supervisor 2

Fiscal Supervisor 3

Fiscal Supervisor 4

Food Production Assistant 3 (Management)
Food Production Manager 1

Food Production Manageyr 2

' Food Production Manager 3

Food Service Administrator 1

Food Service Administrator 2

Health Physicist 1

Health Physicist 2

Health Physicist 3

Landscape Architect 1

Landscape Architect 2

Landscape Architect 3

Landscape Architect 4

Librarian Supervisor 1

Librarian Supervisor 2
Librarian 1 - e

Librarian 2

Librarian 3

Library Associate 1

Library Associate 2

Library Consultant 1

Library Consultant 2

Library Services Supervisor 1
Library Services Supervisor 2
Library Services Supervisor 3
Management Intern

Management Information Supervisor 2
Management Information Supervisor 3
Management Information Supervisor 4
Management Information Supervisor 5
Mechanical Engineer 1

Mechanical Engineer 2

Mechanical Engineer 3

Mechanical Engineer 3 {Supervisory)
Mechanical Engineer 4

Mechanical Engineer & (Supervisory)
Mechanical Engineer 5

Mechanical Engineer 5 (Management)

Mechanical Engineer 5 (Supervisory)




Mechanical Engineer 6

Mechanical Engineer 6 (Supervisory)
Medical Records Consultant
Medical Technologist Supervisor 1
Medical Technologist Supervisor 2
Medical Technologist 1

Medical Technologist 2

Medical Technologist 3

Medical Technologist 4

Medical Records Librarian
Metrologist 1

Metrologist 2

Management Information Specialist 1

Management Information Specialist 1 (Confidential)
Management Information Specialist 1 (Management)
Management Information Specialist 2

Management Information Specialist 2 (Confidential)
Management Information Specialist 2 (Management)
Management Information Specialist 3 e
Management Information Specialist 3 (Confidential)
Management Information Specialist 3 (Management)
Management Information Specialist 4

Management Information Specialist 4 (Confidential)
Management—lnformation Specialist 4 (Management)
Management Information Specialist 5

Management Information Specialist 5 (Confidential)
Management Information Specialist 5 (Management)
Management Information Specialist 6 ’
Management Information Specialist 6 (Confidential)
Management Information Specialist 6 (Management)
Management Information Speclalist 7 (Confidential)
Management Information Specialist 7 (Management)
Management Information Supervisor 1 o
Microbiologist Supervisor 1 i
Microbiologist Supervisor 2

Microbiologist Supervisor 3

Microbiologist 1
Microbiologist 2
Microbiologist 3
Microbiologist 4

Nursing Clinician

Nursing Instructor 1

Nursing Instructor 2

Nursing Specialist

Nursing Supervisor 1

Nursing Supervisor 2

Payroll & Benefits Supervisor 1
Payroll & Benefits Supervisor 2
Payroll & Benefits Supervisor 3
Personnel Manager 1

Personnel Manager 1 (Supervisory)
Personnel Manager 2




Personnel
Personnel
Personnel
Personnel
Personnel
Personnel
Personnel
Persomnel
Personnel
Personnel
Personnel
Personnel
Personnel
Personnel
Personnel
Personnel

Manager
Manager
Manager 3
Manager
Manager

Specialist-

Specialist
Specialist
Specialist
Specialist
Specialist
Specialist
Specialist
Specialist
Specialist
Specialist

Pharmacist
Pharmacist Supervisor

Planning Analyst 3
Planning Analyst 3
Planning Analyst 4
Planning Analyst 4

1

2
3
4
4
4
5
5
5
6
6

2 (Management)
2 (Supervisory)

3 (Management)
3 (Supervisory)

{Management)
(Supervisory)

(Management)
(Supervisory)

{Management)

(Confidential /Supervisory)
(Management)
(Management)
{Confidential/Supervisory)

Program & Planning Analyst 1

Program & Planning Analyst 1 (Confidential)

Program & Planning Analyst 2

Program & Planning Analyst 2 (Confidential)

Program & Planning Analyst 3

Program & Plamming Analyst 3 (Confidential)

Program & Planning Analyst 3 (Conf1dent1a1/Superv1sory)
Program & Planning Analyst 3 (Management) R
Program & Planning Analyst 3 (Supervisory)

Program & Planning Analyst &

Program & Planning Analyst 4 (Confldential) feiii
Program & Planning Analyst 4 (Confident1a1/Superv1sory)
Program & Planning Analyst 4 (Management). .
Program & Planning Analyst 4 (Superv1sory) *

Program & Planning Analyst 5 i

Program & Planning Analyst'S'(Confidentlal) _ :
Program & Planning Analyst 5 (Conf1dent1al/Superv1sory)
Program & Planning Analyst 5 (Management) Do _
Program & Planning Analyst 5 (Supervisory)

Press Relations Officer

Printing Technologist 3 (Management)
Professional Consultant

Program Production Coordinator
Program Coordinator

Program Writer-Producer

Property Manger

Psychologist Consultant
Psychological Services Associate 2
Psychologist 1

Psychologist 2



Psychologist 3
Pgsychologist &
Public Health Educator 1
Public Health Educator 2
Public Health Educator 3
Public Information Officer 1
Public Information Officer 2
Public Information Officer 2
Public Information Officer 3
Public Information Officer 3 (Confidential)
3
4
&
4

(Supervisory)

Public Information Officer {Supervisory)
Public Information Officer
Public Information Officer
Public Information Officer
Publications Editor 1
" Publications Editor 2
Publications Editor 3
Publications Editor & R
Publications Supervisor
Purchasing Agent 1
Purchasing Agent 1
Purchasing Agent 2
Purchasing Agent 2 (Supervisory)
3
3
4

(Confidential)
{Supervisory)

(Supervisory)

Purchasing Agent
Purchasing Agent (Supervisory)
Purchasing Agent 4 (Supervisory)
Purchasing Agent 5 (Supervisory)
Radiation Consultant
Real Estate Agent 1
Real Estate Agent 2
Real Estate Agent 3
Recreation Director -
Recreation Leader 1
Recreation Leader 2
Registered Nurse 1
Registered Nurse 2
Registered Nurse 3
Registered Nurse 3
Registered Nurse &
Registered Nurse 4
Research Analyst 1
Research Analyst 1
Research Analyst 2
Research Analyst 2 (Confidential)
3
3
3
3
4
4
4
4

(Confidential)
(Confidential)

(Confidential)

Research Analyst
Research Analyst
Research Analyst
Research Analyst
Research Analyst
Research Analyst
Research Analyst
Research Analyst

(Confidential/Supervisory)
(Confidential)
(Supervisory)

(Confidential/Supervisory)
(Confidential)
{Management)




Research Analyst
. Research Analyst
Research Analyst
Research Analyst
Research Analyst
Research Analyst
Research Analyst
Research Analyst
Research Analyst
Research Analyst
Research Analyst
Research Analyst
Research Analyst
‘Research Analyst
Scientist

Research

e R W - W RS R R

Research Scientist
Research Scientist
Research Scientist
Resource Development Specialist
Safety Coordinator 1

© Social Worker 1
Social Worker 2
Social Worker 3
Soil Scientist
Specifications Writer 1
Specifications Writer 3
Supervising Therapist 1

Supervising Therapist 2

Teacher 1

Teacher 2

Therapies Consultant

Therapist 1

Therapist 2

Therapist 3 S
Training Officer 1 (Confidential/Supervisory)
Training Officer 2 (Confidential/Supervisory) -
Training Officer 3 (Confidential/Supervisory) -
Training Officer 1 o
Training Officer 1 (Confidential)

Training Officer 2

Training Officer 2 (Confidential)

Training Officer 3

Training Officer 3 (Confidential)

Veterans Counselor 1

Veterans Counselor 2

Veterinarian 1
Vocational Rehabilitation Counselor 1
Vocational Rehabilitation Counselor 2
Vocational Rehabilitation Counselor 3
Vocational Rehabilitation Specialist 1

(Supervisory)

(Confidential/Supervisory)
(Confidential)
(Management)

(Supervisory)

(Confidential/Supervisory)-

(Confidential)
(Management)
(Supervisory)
(Confidential)
(Supervisory)
(Confidential)
(Supervisory)
1 .

2

3

A




APPENDIX C

SURVEY RETURN RATE BY INSTITUTION




UYW-Eau Claire
UW-Green Bay
UW-La Crosse
UW-Madison
UW-Milwaukee
UW-0shkosh
UW-Parkside
UW-Plgtteville
UW-River Falls
UW-Stevens Point
UW-Stout
UW-Superior

UW-Whitewater

SURVEY RETURN RATE BY INSTEITUTION =~ o oo

Surveys_Sent

266

70

19

12

16

430

Surveys Returned

$ Return

121

33

47%

47%

50%

206%

100%

66%

. 50%

50%

%*Note: One respondent did not identify his or her imstitution.

”.”ﬁ?%:uun..___..”




APPENDIX D

SURVEY INSTRUMENT




MPMCP

This survey, Minority Perceptions of Mentoring and Career Progression,
is an adaptation of Dr. Cynthia Greer's STOW-Form I1 {Status of Women-
Form I1).

The purpose of this survey is to gather information for my thesis
copcerning minorities’ perceptions of race, sex, and mentorship on career
progression by minorities holding executive/administrative/managerial
and prolessionaf non-faculty positions in the University of Wisconsin
System. This information wilt be held in strict ‘confidence. Names of
cespondents and their instilutions will not be reported. Oaly the group
data will be reported.

For purposes of knowing if all UW System schools bave respondents
and can be included in the study, at which institution are you currently
employed?

. UW-Eau Claire - UW-0Oshkosh e HW-Slout

— . UW-Green Bay — UW-Parkside . UW-Superior

— . UW-LaCrosse ——. UW-Platteville —__ UW-Whilewater
— . UW-Madison ... UW-River Falls

___ . UW-Milwaukee —__ UW-Stevens Point

A. Title or position

B. What is theilength of your contract?

Academic year |
—o— Annual |

C.- What is your peé‘cénztagfe-o’ffafpﬁo’inttéxfcn:tf? : S

—

D. What is your racf:'e/ethhic biék'grbzﬁnq

—__ American Indian or Alaska Native
—__ Hispanic | P :
— Black-
—— Asian or Pacific Islander -
Other: .- L

. What is your sex? -

Male Female

In which catagory is your age?

Less than 25
—26-35
—36-45
.- 46-55
56 or above

. What is the highest academic degree you have earned?

—_ Associale degree
Bachelor’'s degree
Master’'s degree
—. Doctoral degree
—__Other; (specily)

. ilow long have you been in your current position?

Less than one year — 10 to ldyears
. 1.lo 4 years . 15to 19 years
510 9 years . .20 yeacrs or more

ﬂovmnnypro[esszonal :u[[_mcmbers repori di;ccllx to ;',frou? :

yO_u_ ii_,:ﬁq_the_,immcdinl_c jsupgerffismj) o

.._.94551&1‘ :bifemb_e'rs _
... 16'6r more stafl members

er (bérbéé ;aiés)?

999 ___/$40,000-$49.999
999 1850000859999

150

320 s . 1360,000 or above

8



'trusled and expenenced SUpel'VlSOt' or adwsor who has ]

informal.

K. What three major factors influenced your decision to pursue )

a career in higher education?

1,
Z.
3.

. From the list below, please indicate the three factors that
were the most heipful in the advancement of your career.

(1 is most helpful, 2 is second most helpful, 3 is third most

belpful),

Proper credentials

Encouragement from family

Being in the right place at the right time

Having a meator who assisted in my prolessional development
Being physically atiractive

Being assertive

Recejving formal career counseling

Knowledye gamed in educational programs or workshops
Having strong drwe and delermmauon E

Inteiligence _
Contacts in the right places .
Having a good personality

Being competent |

—— Other: {specify)-...

For the purpose of lms sludy. the lerm mg_m_lwdl bc dcfmed as: A

M. Al any point in your career, havc You h o1
mentors? (Sec defmguon above)
No:

Yes o : = i
If you answered no please skxp to quesuon 0.

Onal and direct

. If you have had ope or more mentors during your career,

what was the mentor's sex?

Male
e .. Female
[ have had mentors of both sexes

. If you have had one or more mentors during your career,

what was the mentoc's age in relation to your age? (Mark an
“X" for each menlor you have had beside each appropriate age group)

More than 10 years younger, than me

——4-10 years younger than me

Between 2 years younger and 2 years older than me
- 4-10 years older than me ~
More than 10 years older than me

. I you have had one or more mentors during your career,
what was the mentor's racial/ethnic background? (Mark an ™"
for each mentor you have had beside each appropriate ethaic/minority

group)

— American Indian or Alaska Native

— .. Hispanic

Black

Asian or Pacific Islander

——— White
Other:

. If you have had one or more mentors during your carcer,
what was the mentor’s utlefposmon? (Please write the mentor's

title, then indicate the person’s race and sex) R
Title Race | - . Sex.

bkl

58



R. Would you prefer having a mentor of the same sex as V. What do you perceive as hnmg the greatest impact on your
yourself? : , career? (check one) .
' ' Your sex -
Your race
il neither, what did?

—. Yes, 1 would prefer to have 2 mentor of the same sex as mysell
—No, I would prefer to have a mentor of the opposite sex

I have no preference in the sex of my mentor

Please comment: - i W. What advice would have been help[ul to you in beginning
your cateer?

S. Would you prefer having a mentor of the same racmiiclhmc
background xs yoursell?

Yes, | would prefec lo have a mentor of the same racial/ethnic
background as myself

No, [ would prefler to have a mentor of a different racial/ethnic
background (specify):
— I would prefer to have a minorily person as a mentor, but their
racial/ethnic background would not have to be the same as
mine '

I have no preference as to a mentor’s racial/ethnic background
Please comment:

T. In general, do you percei\?e being a minorily has: (check one)

had a negatw eﬂ'ect on my career advanccmcnl_

bad a positive e[{ecl on my career advancemcnt

had neither a pomwe nor negalwc efl' ect on my career
advancement, ' :

‘Please comment:

U. In gencnl do you pcrceive iyour 'se"rﬁz’s: (chiiék'dne)
had a aegauve elfect on: your career advance menl
- had a positive effect on your career advanccmcnt
had neither a positive nor negatwa efrect on your career
advancement. - Pl :

Please comment

P

‘I‘hank you ror respondmg to th:s questlonnaxre Please retura'the
queslnonnalre in the enclosed stamped envelope wnhm seven days.

98




APPENDIX E

CORRESPONDENGE




‘ Unlverslty of Wisconsin - ”LoCrosse'”

‘ ‘ La Crosse, Wisconsin 54601 (608) 785- sooo

Gctober 11, 1988

name

title
university
city

Dear firstname

=N1th1n the next week or so you will receive a phone call. frqm”E11en Dowe11, aumwwww_;;m-'
asking you to assist her by distributing quest1onna1res to some of your
minority staff members.

Ms. Dowell wishes to investigate the mentor relationship and the advancement
of minorities in the UW System for her master's thesis. We all know the
difficulties invoived in releasing names and addresses of minority staff, so
the only solution I could think of was to recommend that she contact you and
ask for your assistance. I have iried to alert Ms. Dowell to the fact that
for some of you this will not be an easy task. On the other hand, I assured :
her that you are all "great folks" who will help’ her 1f you can “”Tﬁﬁﬁgﬁ“yvuji”‘““ ER
can--she's a serious, hard-working student. e

Thanks in advance for your help. I hope your fall semester is moving atong
smoothiy. i e

Sincerely,

Julije A. Sichler, Director
Affirmative Action

JAS:sr
cc: Ellen Dowell

An Affirmative ActionfEqual Oppottunity Employer




': [niversity of \\/isconsin-

November 18, 1988

- Iam a graduate student in College Student Personnel at the Umversny of W1sconé_in_; e
LaCrosse. 1am in the process of surveying the thirteen uvniversities in the
University of Wisconsin System for my thesis which explores minorities’ percep_,_
of race, sex, and mentorship on career progression of minorities in the UW System
holding execuuve/admmstrauve/managerm and professmnal non—faculty
positions, . : - L

; My study ties in well with the Design for Diversity and I wauld;lxke m shar_
findings in hopes that the information will be used to benefit the system.
the information on factors that minorities perceive to have affected their career -
advancement, I hope to create a greater understanding that would improve « ca.reer S
progression possibilities for minorities. Ialso hope that Llns study wﬂl prompt, O
further research on the topic,

The majority of the universities in the UW System have few minorities in the _two

categories listed, and this creates a risk of having no respondents from the smaller
institutions. Please keep in mind that if an institution has no respondents, I will be
unable to include that institution in the study.

Ineed your help to assure an adequate return rate. I would appreciate it 1fyou wouid R
complete the survey and return it in the stamped envelope within one week. Tassure

you of complete anonymity in your responses— only group data will be rep o
Your cooperation will be greatly appreciated. If you are interested in _
will be sending each participating Affirmative Action Officer a summary
results during spring semester.

Edan ™ML Dopx

Ellen M. Dowell
CSP Student

%enmfer B. Wﬂson '

ThesisChairperson

La Crosse, Wisconsin 54601 608/785-8000
An Affirmative Action/Equal Opportunity Employer




| Wk
': [ niversity of \\/isconsin-[ a (Crosse

date

name
title

institution

city, state, zip code

Dear firstname:

- Enclosed you will find the number of surveys we concluded that your institution wul ‘ e
" need to reach all minorities in category 1 (executive/administrative/ managerial) o
and category 3 (professional non-faculty) according to Minorities in the Eorl_:goggg.

To refresh your memory concerning who is included in each category. please refer
to page seven of EEQ-6. Also, to clear up questions some of you had about whether .
minority faculty should be incfuded, minorities who hold faculty posmons only are
not to be included. They should be included if a percentage of their appointment is
teaching in addition to a category I or category 3 position. If you have other
guestions concerning who should be included or if you need more surveys, please do
not hesitate to call me at 608/785-8866.

Each sealed envelope contains a survey, a stamped self-addressed envelope, anda
cover letter explaining my study. We discussed that you would attach'the appropriate
address labols and send the surveys through campus mail to the designated -
individuals. Please try to have them sent out within a few days after retummg from B :
Thanksgwmg Break. With the rush of the Christmas season qu:ckly approachmg, _ -
g is crucial in order to gain an adequate reurn rate _ e s

I feel that my study has the potential of being very useful to-the system and I wﬂl } S
send a copy of my results to your office during spring semester. -1 would like to
sincerely thank you for your help in distributing my survey mstrument

Sincerely,

Ellen M. Dowell
CSP student

La Crosse, Wisconsin 54601 608/785-8000
An Affirmative Action/Equal Opportunity Employer




