Table of Contents

Dedication
Acknowledgments
Samenvatting
Summary
Introduction

1. The Setting

1.1 The Purpose of this Book and Chapter
1.2 Legal Setting

1.3 Visa Status

1.4 Indirect Communication

1.5 Women'’s Fears

A Conversation on Gender - Women and Men Working in International Organizations:
Using Research as a Catalyst to Address the Issues of Women
Madelyn Blair

iii

xiii

xXxi

XxXxix

O O W W

11

Vil



1.6 Working Within International Organizations

2. Methodology: Using Research in Organizational
Change Efforts

2.1 The Purpose of this Chapter
2.2 Research in Organizations

2.3 Sources of Credibility
2.3.1 Expertise
2.3.2 Objectivity
2.3.3 Intentions

2.4 Design Principles
2.4.1 Creating Trust
2.4.2 Creating Meaning
2.4.3 Creating Impact

2.5 Applying the Principles
2.6 Applying the Model

3. The Case of TDI: Coping with Redesign of a Project after

the Start

3.1 The Purpose of this Chapter
3.2 Creating the Core Group

3.3 Adding and Presenting Data
3.3.1 Using Focus Groups
3.3.2 Analysis of the Focus Group Data
3.3.3 Interviewing
3.3.4 Analysis of the Interviews

3.4 Creating Conversation
3.5 Lessons from the Design and Execution

3.6 Introducing the Findings

4. Results: Toward a More Productive Community for Men and

Women at TDI

4.1 The context of TDI

4.2 The promotional process is unclear, appears to adversely affect women, and has the

A Conversation on Gender - Women and Men Working in International Organizations:
Using Research as a Catalyst to Address the Issues of Women
Madelyn Blair

11

13

15
15

19
19
19
21

23
25
29
33

35
39

41

43
43

47
47
55
57
67

71
73
75

79

79
83

viii



potential to undermine further the credibility of women staff members.

4.3 Dependence on informal means- especially for feedback- makes it more difficult for 89
everyone to be fully effective and impacts women more because they have fewer
avenues for informal connections.

4.4 Women'’s behaviors are judged more severely. 93
4.5 Many men believe that harassment is not an issue: women see another side. 99
4.6 Sanctions impact women more. 103
4.7 Family issues are important to both men and women. 103
4.8 Support staff face a unique set of issues. 107
4.8.1 Support staff who are women are not treated with the respect due to those 109
working in their respective field of endeavor.
4.8.2 Support staff are sometimes limited in their contribution because they are 111
not brought into the work.
4.8.3 Men are believed to get out of the support ranks more easily and are seen to 113
be mentored through this process.
4.8.4 Support women experience more harassment than women in the higher 115
ranks.
4.8.5 Work styles which depend on late hours impact support staff’s ability to 115
meet their family needs.
4.8.6 Support women and professional women need to get to know one another on 115

a new level of appreciation.

4.9 Respectful behaviors could become a major vehicle for improving the work 117
environment for everyone in TDI.

5. The Case of Omega: Working in an Open Environment Creates 119

Better Learning

5.1 The Purpose of this Chapter 119
5.2 Creating the Core Group 121
5.3 Adding and Presenting Data 121
5.3.1 Using Focus Groups 123
5.3.2 Analysis of the Focus Group Data 123
5.3.3 Interviewing 123
5.3.4 Analysis of the Interviews 123
5.4 Creating Conversation 125
5.5 Creating Meaning 127
5.5.1 Day 1: Interviews 129
5.5.2 Day 1: Reviewing the findings against their preferred future 129
5.5.3 Day 2: Small groups prepare lists of actions and more 131
5.5.4 Day 2: Expanding the options 131
5.6 Converging on Meaning 131

A Conversation on Gender - Women and Men Working in International Organizations:
Using Research as a Catalyst to Address the Issues of Women
Madelyn Blair ix



5.6.1 Day 2: A final activity and realization
5.7 Lessons from the Design and Execution

5.8 Introducing the Findings Prepares the Reader

6. The Environment of Omega and Its Effect on Women

6.1 The context of Omega

6.1.1 Women have the characteristics required of Omega’s “best” and often excel in
them.

6.1.2 Women of Omega are held to a more strict set of acceptable behavior than are
men. Women'’s actions are often misunderstood.

6.1.3 Attitudes influence behavior in ways which denigrate women daily in many,
often reinforcing ways, creating barriers and discrimination that must be
overcome.

6.1.4 Specific problem areas are expanded in the remaining sections of this report.

6.2 Family obligations do not compromise commitment.

6.2.1 The long hours and sheer volume of the work lead to a loss in terms of
family and personal life as well as contributing to stress and affecting health
adversely. They represent the major costs of working at Omega.

6.2.2 Family costs hit women harder and are misinterpreted by men as a lack of
commitment.

6.2.3 Men’s comments tended to focus on the problems of families. Women’s
comments tended to focus on ways to meet those responsibilities as well as
their responsibilities to Omega.

6.2.4 Dedication, as a major strength for women, is in conflict with men’s
assumptions about their lack of commitment due to family responsibilities.

6.2.5 Men, too, have family responsibilities.

6.3 Support staff face special problems.

6.3.1 Support staff are not treated as “professionals” in their own right and are not
consulted on problems to which they could contribute substantively.

6.3.2 Support staff are treated as caretakers in the office and are asked to do non-job
related tasks.

6.3.3 Disrespectful, rude, and abusive behavior is often directed at support staff by
higher-level staff, when the higher level staff are under pressure.

6.3.4 Male temps have been shown more professional treatment than some women
support staff.

6.3.5 As a group, support staff are the least likely to be able to influence their
work environment.

6.4 Women’s access to plum assignments
6.4.1 Country acceptance is a matter of being from Omega, not a matter of being a
man or a woman.
6.4.2 The travel leader can interfere with or reinforce a woman’s
acceptance and treatment as a team leader.
6.4.3 There is no doubt that travel assignments tend to feed on themselves. If
gender gets in the way on any selection, opportunity is missed in the short-

A Conversation on Gender - Women and Men Working in International Organizations:
Using Research as a Catalyst to Address the Issues of Women
Madelyn Blair

131
133
135

139

139
141

143

147

149
151

151
153

155

157

157

159
159

161
161
165
165
169
169
171

171



term and in the long-term.

6.4.4 Men and women emphasize aspects of negotiation similarly and differently. 173

6.5 Harassment 177
6.5.1 Overt sexual harassment in Omega does exist. Other forms of harassment 177

predominate and are pervasive.

6.5.2 People showed discomfort when talking about uncomfortable situations. 181

6.5.3 Women have begun to see a new role for themselves-supporting each other. 185

6.5.4 Managers have roles in dealing with harassment offenders. 185

7. Conclusions 187
7.1 The Purpose of this Chapter 187
7.2 From the Research 189
7.2.1 Common Ground 189

7.2.2 Legal Environment 189

7.2.3 The Culture 191

7.2.4 Manifestations 193

7.2.5 Sexual Harassment 195

7.2.6 Promotion and Advancement 199

7.2.7 Travel and the Family 199

7.2.8 Respect 201

7.3 From the Model 205
7.3.1 Organizational Research and Feminist Research 205

7.3.2 Power Versus Principles 209

7.4 Suggested Questions 209
7.5 One Last Point 211
Bibliography 217
Exhibits 219

A Conversation on Gender - Women and Men Working in International Organizations:
Using Research as a Catalyst to Address the Issues of Women
Madelyn Blair Xi



