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Summary

This text tries to adapt West and Zimmerman’s concept of ‘Doing Gender’ to an
organizational context. To describe how gender is done in organizations, three
prototypes of dealing with doing gender will be developed. The following will
demonstrate how doing gender is embedded in the organizational culture and
Corporate Identity. In an empirical analysis, four outdoor education course
catalogs of the year 1999 are studied with Goffman’s categories for gender
specific presentations in pictures of advertisements. The results of the study show
an overrepresentation of male persons in number as well as in powerful positions
in catalogs that are created for both sexes. The differences between the catalogs
are related to the 3 prototypes of dealing with doing gender in organizations:
Dealing by not dealing with doing gender, dealing by actively ignoring doing
gender, and dealing with it by reattribution.
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Once upon atime...

... there was a public restroom owner. He offensdskrvices in exchange for
some coins from his customers. One day he was todid, only half of the
people passing on the street came to visit frone timtime. Being an equal
right activist and also a smart profit calculatbe merchant decided to open up
his business to everybody. He started an adveriseoampaign: “People! No
matter how we differ - in some way we are all tlaens...” All signs were

changed:

MEN PEOPLE

And indeed, for a short period of time people wiswver came before visited

his facilities:

Most of them only once...
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Foreword

In this text | attempt to put together two personal fields of interest. On the one
hand, there is the field of experiential education | experienced e.g. during
internships and staff training with Outward Bound in Germany and Colorado. On
the other hand there are countless talks, discussions, arguments, and reflections
with important individuals as well as within organizations about gender issues.
Since this text is written to earn credits at the University of Hildesheim, it will not
be a story about personal experiences in the field of the outdoors nor a novel
about love and hate between men and women on mountain tops. It is a theoretical
endeavor focusing on organizational studies. It is important to notice that due to
this limitation nothing is said about how organizations can be experienced by
individuals nor how an organization is in reality. This limitation allows on the other

hand specific statements about chosen specific topics. In other words:

The whole thing...?

The scientific eyes of this text are looking at a reality from a
certain point of view with a certain kind of glasses and a
certain kind of tone. Therefore it can only be one glimpse of
one picture of one side of one part of one reality and
never the truth.

I would like to thank the people who helped to put the catalog pictures into the

research text and my German thoughts into English words.

Hildesheim, February 1999  Michael Ernst
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Introduction

In 1987 Candace West and Don Zimmerman presented their theory of ‘Doing
Gender’. They claim, “... that a person’s gender is not simply an aspect of what
one is, but more fundamentally, it is something that one does, and does
recurrently, in interactions with others* (West, Zimmerman, 1987, p. 140). Gender
Is done simultaneously on an interactional and on an institutional level (see West,
Zimmerman, 1987, p. 147). Both levels can be found in organizations. Following
the concept of doing gender it is interesting to observe, how organizations
themselves are doing gender and how they are dealing with doing gender.

In part one, the focus will be on the concept of ‘Doing Gender in an
organizational context. Chapter one demonstrates the difference between having
a gender, e.g. male or female, and doing gender. West and Zimmerman’s concept
Is introduced by their definitions of sex, sex category and gender. | will have a
critical look at other concepts of gender through the eyes of ‘Doing Gender’. | will
describe how gender is done and | will discuss if doing gender is avoidable. The
second chapter develops three prototypes of how organizations are dealing with
doing gender. The connections between doing gender and organizational culture
and Corporate ldentity are presented in chapter three.

The second part of the text will present an empirical study of course
catalogs of outdoor education programs in terms of doing gender. Chapter four
presents the method and the results of the study. | explain how | adapted Erwing
Goffman’s categories for my analysis. This will lead to the empirical analysis itself
in chapter five. The results will be discussed in terms of the prototypes of doing
gender presented in chapter two.

The conclusions as the last part will summarize and discuss the presented
results on how organizations are dealing with gender. | will argue that the different

catalogs reflect different cultures of dealing with doing gender.
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Chapter one: Doing Gender Sex, sex category, gendé

Part one:
The concept of ‘Doing Gender’ in an organizational context

Chapter one: Doing Gender

Traditionally gender has been seen and still is seen as closely related to sex. The
German language does not even distinguish between the two of them. There is
only one word: Geschlecht. Gender seemed to be achieved at a certain age
through socialization but it was much like sex: fixed and static (see West,
Zimmerman, 1987, p. 126). In their article “Doing Gender* , West and Zimmerman
suggest a different view on gender: They understand “ ... gender as a routine,
methodical, and recurring accomplishment* (West, Zimmerman, 1987, p. 126).
Gender is done by women and men. Gender is an activity.

To present West and Zimmerman’'s approach, | will first describe their
distinctions between sex, sex categories, and gender. Their definitions help to
explain why the traditional way of thinking of the ‘fixed gender’ limits our
understanding . Second, | will look at their critigue of the role theory and of
Goffman’s “Gender display”. Third, | will explore how West and Zimmerman think
gender is done. And finally, 1 will summarize their thoughts about the question of

wether or not doing gender is avoidable.

Sex, sex category, gender

Sex

“Sex is a determination made through the application of socially agreed upon
biological criteria for classifying persons as females and males* (West,
Zimmerman, 1987, p. 127). This definition shows already, that even the biological
criteria for sex underlies a social process of defining genitalia or chromosomes as
criteria for a person’s sex. It is getting interesting when these two criteria don't fit

together. Another sign for the social construction of this definition is proof, that
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there are cultures who know more than two sexes (see West, Zimmerman, 1987,
p. 132).

Sex category

“Placement in a sex category is achieved through application of the sex criteria,
but in everyday life, categorization is established and sustained by the socially
required identificatory displays that proclaim one’s membership in one or the other
category” (West, Zimmerman, 1987, p. 127). We put people in sex categories
using signs that allow us to see the genitals without seeing them. And at the same
time we are showing our sex category by showing our genitals without showing
them. We perform and attribute sex rather then simply be and see sex. (see
Hirschauer, 1989, p. 103) “[We] take it for granted that sex and sex category are
congruent - that knowing the latter, we can deduce the rest* (West, Zimmerman,
1987, p. 132). The example of transsexuals shows, that we are able to categorize
“wrong“. The rule seems to be: “[If] people can be seen as members of relevant
categories, then categorize them that way* (West, Zimmerman, 1987, p. 133). Not
only are we looking for such signs, we are actually expecting others to show us:
“Not only do we want to know the sex category of those around us (to see it at a
glance, perhaps), but we presume others are displaying it for us, in as decisive a
fashion as they can“ (West, Zimmerman, 1987, p.134). The lack of signs for a
category, for example ambiguity, seems to disturb us. The common foundation for
social interactions seems to be lost. It is embarrassing for both parts, if the sex
category is not to be defined: One of them did not display the signs clearly enough
and/or the other did not see the signs (see Hirschauer, 1989, p. 114). The reason
for this embarrassing situation might be explained by the function of sex

categories in doing gender:

Gender

“Gender, in contrast, is the activity of managing situated conduct in light of
normative conceptions of attitudes and activities appropriate for one’s sex
category. Gender activities emerge from and bolster claims to membership in a
sex category” (West, Zimmerman, 1987, p. 127). Therefore, if you don’'t know the

sex category of the person you are in contact with, it gets very difficult to act

© Ernst (1999): How are organizations dealing withing gender?



Chapter one: Doing Gender West and Zimmerman’stigues 8

appropriate to the situation. You are not able to do gender: “ [To] be successful,
marking or displaying gender must be finely fitted to situations and modified or
transformed as the occasion demands. Doing gender consists of managing such
occasion so that, whatever the particulars, the outcome is seen and seeable in
context as gender-appropriate or as the case may be, gender-inappropriate, that

is, accountable“(West, Zimmerman, 1987, p.135).

West and Zimmerman'’s critique of the role theory mo del and

Goffman’s gender display model

The role model

West and Zimmerman argue that the role model is missing the dimension of
“... the work that is involved in producing gender in everyday activities..." (West,
Zimmerman, 1987, p.127). Performing a role means more the effort to stay in a
certain track instead of producing the track while using it. It is possible to switch
roles quickly. For example in one class you are a student listening to a
presentation, while in the next class you are a teacher doing the presentation. You
can not switch gender in such a fast and easy way. Also, the sex category cuts
across a large number of situations: “ Unlike most roles, such as ‘nurse’, ‘doctor’,
and ‘patient’ or ‘professor’ and ‘student’ gender has no specific site or
organizational context. Moreover, many roles are already gender marked, so that
special qualifiers - such as ‘female doctor’ or ‘male nurse’ - must be added to
exceptions to the rule* (West, Zimmerman, 1987, p. 128/129). Looking at gender
as a role “... makes it difficult to assess its influence on other roles and reduces its
explanatory usefulness in discussions of power and inequality® (West,
Zimmerman, 1987, p. 129).

Gender display

West and Zimmerman agree with Goffman’s concept of gender display in a few
points: They agree that gender is displayed, acted out for other people in a
conventionalized way and that it is perceived that way. They see like Goffman

“... displays as highly conventionalized behaviors structured as two-part
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Chapter one: Doing Gender Gendehew is it done? 9

exchanges of the statement-reply type, in which the presence or absence of
symmetry can establish deference or dominance” (West, Zimmerman, 1987, p.
129).

But they don’t agree any more with the assumption, gender displays are
more framing the interaction than being an essential part of interaction itself. “By
segregating gender display from the serious business of interaction, Goffman
obscures the effects of gender on a wide range of human activities” (West,
Zimmerman, 1987, p. 130). They don't share Goffman’s view of optional
performances either. The expression might be optional as convention, but “... it
does not seem plausible to say that we have the option of being seen by others as

female or male” (West, Zimmerman, 1987, p. 130).

Gender - how is it done?

To understand a little better how gender is done, it is important to realize where it

is done. West and Zimmerman don’t focus on internal matters but “... on
interactional and, ultimately, institutional arenas” (West, Zimmerman, 1987, p.
126). This focus shift implies that doing gender is not an outcome of biological
factors such as hormones, but rather “... an outcome of and a rationale for various
social arrangements and as a means of legitimating one of the most fundamental
divisions of society” (West, Zimmerman, 1987, p. 126). In other words, individuals
are doing gender but they are doing it within a context shaped by interactions and
institutions.

To explain the way of acting in such social arrangements West and
Zimmerman are using two factors they borrowed from John Herritage’s “Garfinkel
and Ethnomethodology” (1984) : accountability and circumstances. They claim
that people can be held accountable for their actions within their specific social
context. That's why people perform already knowing that they might be judged by
others. “The notion of accountability also encompasses those actions undertaken
so that they are specifically unremarkable and thus not worthy of more than a
passing remark, because they are seen to be in accord with culturally approved
standards” (West, Zimmerman, 1987, p. 136). Actions have to be designed
appropriate to their circumstances. The relation between accountability and
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Chapter one: Doing Gender Gendehew is it done? 10

circumstances as a foundation of social arrangements helps to explain the
importance of doing gender: “One circumstance that attends virtually all actions is
the sex category of the actor* (West, Zimmerman, 1987, p. 136).Doing gender is
done by actions which are helpful to keep the actors accountable in terms of the
circumstance of the corresponding sex category.

The construction and maintenance of differences are supported by
institutionalized frameworks which are described by Erwing Goffman in the
“arrangement between the sexes"” (1977).

West and Zimmerman name three different types of framing according to
Goffman: Physical features, standardized social occasions and assortative mating
practices. What they have in common is that they are linked to biological factors
and they seem to be grounded on natural differences, but in reality they are part of
the production of these differences (see West, Zimmerman, 1987, p. 137/138).
Segregation of rooms, such as public and private space or public bathrooms can
be seen as physical features. As standardized social occasions Goffman shows
the example of organized sports as an arrangement for men to show their 'nature’
(see Goffman, 1994, p. 143). As examples for assortative mating practices
between men and women, West and Zimmerman point out, that “... even though
size, strength, and age tend to be normally distributed among females and males
(with considerable overlap between them), selective pairing ensures couples in
which boys and men are visibly bigger, stronger, and older (if not ‘wiser’) than the
girls and women with whom they are paired” (West, Zimmerman, 1987, p. 138).
So in all situations where these characteristics are needed, men will be the one’s
to act them out. Another framing construction for Goffman is the link between
flirting and being polite: Men have the duty but also the right to be polite to
women. Men and women are able to use these contacts to start flirting in their
gender specific ways. (see Goffman, 1994, p. 125) Another framework not
mentioned by West and Zimmerman is language. At this point Goffman is not
looking at the different uses of language, but simply at the fact, that language
provides a large toolkit to describe different genders. This toolkit enables us to
communicate the differences in quite an elaborate way (see Goffman, 1994, p.
138).

© Ernst (1999): How are organizations dealing withing gender?



Chapter one: Doing Gender Is doing gender avoidablé?

Is doing gender avoidable?

Have you ever tried to write a letter to a person you only knew the last name of?
No Miss or Mister, no first names... Even in virtual conversations (e.g. in
Chatrooms or Dungeons) sex categories and gender seem to be important. This
significance can not be explained by biological needs since the players are able to
change their sexes. In a virtual environment changing sex seems to require certain
skills, too. The players have to deal with insecurity since they cannot investigate
the identities of the others players, but they still resist on attributing a sex to the
virtual identity (see Hesse, 1998, p.85ff.). These examples demonstrate how much
our reality depends on the duality of the concepts male and female. In a sense
one could say we are trapped. West and Zimmerman are answering the question
of avoiding doing gender very clearly: “Insofar as a society is partitioned by
‘'essential’ differences between women and men and placement in sex category is
both relevant and enforced, doing gender is unavoidable® (West, Zimmerman,
1987, p. 137). “It is unavoidable because of the social consequences of sex-
category membership: the allocation of power and resources not only in the
domestic, economic, and political domains but also in the broad arena of
interpersonal relations* (West, Zimmerman, 1987, p. 145). We are not free to
chose a sex category or the use of a sex category: “... [Children] learn that the
recognition and use of sex categorization in interaction are not optional, but
mandatory..." (West, Zimmerman, 1987, p. 141).

The produced differences between women and men are turned from a
social order into a natural order to reassure the future social reproduction of the
hierarchical arrangements. In the later article ‘Doing Difference’ West and
Fenstermaker claim the same mechanisms for race and class, too. All social
exchanges are gendered, raced, and classed, simultaneously (see West,
Fenstermaker, 1995, p. 13).

In * Geschlecht und Kontext’, Heintz and Nadai describe an interesting
mechanism of undoing gender in gender specific jobs. They found men in
‘women specific jobs’ such like nurses doing gender in a more visible way , as if
they have to prove that they are still ‘real men’. On the other hand women in ‘men
specific jobs’ such like computer science have to deal with a complex system of

doing and undoing gender: They are undoing gender for example in reducing the
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difference in appearance but at the same time have to make sure, that they are
still accountable to be a person out of the female sex category (see Heintz, Nadai,
1998, p. 85; see also West, Zimmerman, 1987, p. 139). Here, undoing gender
does not mean not to do gender, but to do gender in a certain way. The difference
between male and female behavior in this example shows the implicit hierarchy of
gender: male is normal, is the norm. Female is gendered. To undo gender is to
reduce being female and to be more male, more normal (see Wilson, 1995, p. 3).
West and Zimmerman’s approach is an other one. They show that doing
gender is based on the accountability and the circumstances of the social
situation. The situation is shaped by the institutional framing of the sex category
and the interaction doing gender. Social change towards equality has to consider
the mechanisms of accountability and circumstances: accountability in terms of
sex categories has to be loosened, and the need of two sex categories influencing
the circumstances have to be discussed. This can not be seen in either the
institutional/cultural level or the interactional level, but always in their unity: “The
sex category/gender relationship links the institutional and interactional levels, a
coupling that legitimates social arrangements based on sex category and
reproduces their asymmetry in face-to-face interaction. [...] Social change, then,
must be pursued both at the institutional and cultural level of sex category and at
the interactional level of gender. Such a conclusion is hardly novel. Nevertheless,
we suggest that it is important to recognize that the analytical distinction between
institutional and interactional spheres does not pose an either/or choice when it
comes to the question of effecting social change” (West, Zimmerman, 1987, p.
147). The institutional level shapes the interactional level that shapes the

institutional level...
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Chapter two:

Dealing with Doing Gender in organizations - three prototypes

In this second chapter | try to indicate specific problems for organizations while
dealing with gender and inequality, seen with the doing gender background. | am
using 3 idealized types of managing gender, found in Fiona Wilson’'s
‘Organizational Behavior and Gender’(1995).These are certainly not the only ways
of dealing with doing gender. | am not going to discuss the three approaches in
terms of their usefulness but rather in terms of their influence on the factors
accountability and circumstances as fundamental factors for doing gender.

So far we have looked at the production of gender and the institutionalized
and interactionalized parts of it. We have barely spoken about the discriminating
link of gender. The categorization into the female sex means usually in male
oriented societies simultaneously less power, less influence, less resources,...

Production of gender is not only a categorization in two different kinds of
equal people but it is linked to an asymmetric hierarchical, patriarchal structure.
The thinking of the other as strange and uncontrollable ‘by nature’ as it can be
seen in gender but also in race implies already the thinking of the other in terms of
being less worth, and dangerous at once (see Haug, 1993, p. 901 ff.). Doing
gender means at the same time doing inequality. If gender would only be a
sign for identification of potential biological reproduction partners, sex categories
would only be relevant at a certain age for a certain percentage of people. Doing
gender produces a relation between the people.

The three methods of dealing with doing gender that will be presented in
this text can be linked to historic paradigms within the feminist theories: The first
type could be linked to the focus of the Sixties and Seventies: The equality
approach: Men and women are the same, what do they have in common? | would
like to call this way dealing with gender by not dealing with it. The second type is
dealing with gender by reattribution. The linked theories of this difference
approach can be found in the Seventies and Eighties for example by Carol
Gilligan. The third type, the dealing by ignoring, can be found closely related to
Judith Buttler’'s suggestion to abolish gender. For Frigga Haug, all these theories
are not going far enough. She claims not to look for commons or differences in

gender or to abolish it, but to focus on the asymmetric relation between the
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genders. Her thesis states, that a relation between two persons or groups of
people is always something produced by both sides. If gender is created and not
determined by biology, that it follows that we are free to change our gender

relations through interactions (see Haug, 1993, p. 899 ff.).

Dealing with doing gender by not dealing with it

An organization might decide (consciously or unconsciously) not to be gender
sensible at all. Some people might argue, that equal conditions already exist.
Unequal distribution of power - such as more men in positions of authority - is
simply the result of gods will, the nature of gender or it simply takes some time to
equalize the genders (see Wilson, 1995, p. 48). Not dealing with gender means
essentially doing gender by adapting to the surrounding society and of the
developed organizational culture. Gender is done on an institutional level as well
as on an interactional level. The hierarchical structure of the organization is
reflecting the structure of the relation between the genders. The circumstance sex
category is mixed with other institutional categories: “Organizations constrain our
thinking because in the structural and procedural fabric they weave it simply
becomes easier to remember some things and forget (or never think about) other
things. Certain thoughts and the conceptualizations necessary to sustain them are
well integrated into organizational tasks, procedures and values; others are not.
People do not notice or act upon inequality as it remains hidden from their
thoughts” (Wilson, 1995, p. 41). Wilson shows also, why equal opportunities don’t
create equality: “Socialization can, then, also help explain why women seem to
accede to their own oppression and can show why equal opportunities will not be
enough to create an equal society. Men and women'’s lives are formed by different
experiences and expectations. Men and women cannot be expected to behave in
the same way if offered equal opportunity and women are unlikely to fit into roles

for which men have been socialized* (Wilson, 1995, p. 112).
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Dealing with doing qgender by reattribution - Positi ve

discrimination

One way to deal with the inequality despite equal opportunities (such like
everybody is allowed to apply for this job...) is positive discrimination. Identified by
the sex category only, persons are actively advantaged against the tendency
usually linked to their gender. (Since these persons are most of he time women, |
am using here examples for females. Men can be positively discriminated too, of
course.) For example they get the job if they have the same qualification as their
male competitors, or there is a certain percentage of women who have to be in a
certain area, or special training programs are offered for women... Through the
eyes of doing gender, positive discrimination is using the made differences to
identify the disadvantaged and to support them. Such an organization is not
dealing with the fact of doing gender itself but with the implicit consequences.
They turn the disadvantaged category into an actively advantaged one. They are
not undoing difference but undoing the consequences of the difference. This way
of handling gender has an influence on the interactional level in terms of valuing
female as positive but with the need of support and on the institutional level by
organizing the structures of the support. The criticism of this approach would be,
that the sex categories forming the circumstances are not loosened in terms of
the accountability but rather reinforced. It is a strategy for dealing with the existing

inequality but not a solution for its source.

Dealing with doing gender by actively ignoring gend er

Another way of dealing with gender is by actively ignoring it, for example in gender
neutral recruitment. The concept of doing gender shows one problematic aspect
of this approach. We cannot avoid doing gender in general. The organization
therefore decides to actively ignore doing gender for a certain set of decisions. It
seems to be reasonable, that on an institutional level, a set of rules can be
established to not consider the sex category in a decision. This set of values has

to be constantly monitored (see West, Zimmerman, 1987, p. 146):
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Chapter three: Doing gender and organizationalioeilt 16

“A set of rules within an organization’s bureaucracy control the recruitment,
appraisal and promotion of staff. The rationality of bureaucracies is presented by
Max Weber as gender neutral“ (Wilson, 1995, p. 41). But Wilson also notes that
the gender neutrality of bureaucracies is not necessarily given, but rather male
oriented.

On the interactional level, doing gender is difficult to avoid. The
organizational influence will never be as powerful to rewrite the importance of
accountability in terms of the sex category e.g. during a staffing interview. The
challenge seems to be finding a balance between doing gender on the
interactional level and actively ignoring it on the institutional level. This seems to
become even more challenging if we accept West and Zimmerman'’s theses of the
unity of both levels. In terms of equality this approach also ignores the fact that
inequality is already produced in other areas such as different socialization
experiences. It ignores the sex category as a still omnipresent factor and on the
other hand tends to reduce the importance of it. In contrast to the first prototype,
this prototype of actively ignoring doing gender in order to be successful requires a
conscious effort on the part of those involved. Such an organization needs alert

and conscious members on all levels.

Chapter three:

The crossroads of Doing Gender and Organizational C  ulture

This chapter links the presented concept of doing gender to the culture of an
organization and explores how this culture is expressed. | will first introduce in the
basics of organizational culture: What organizational culture means, how it can be
studied, and where it is expressed. | claim that doing gender is embedded in this
culture. In a second step | will have a closer look at Corporate Identity as a part of
organizational culture: 1 will try to define Corporate Identity. | also will explain
where it is expressed and who it is aimed at. The catalogs as analyzed objects in

my empirical study will be situated within the context of Corporate Identity.
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Organizational culture

Whether we look at Goffman’s descriptions of rituals between gender or West and
Zimmerman’'s circumstances and accountability for doing gender, they seem to
describe the context which is shaping and shaped by human behavior. In other
words: the culture. This second part of the text will not focus on the culture
involved in doing gender in general, but on the culture of organizations. Culture is
a broad, hardly exact defined expression. Neuberger and Kompa claim the
difference between patterns of behavior and patterns for behavior. By patterns of
behavior, they mean the visible, explicit instruments of performing the culture. The
pattern for behavior, on the other hand,refers to the implicit meaning of the culture
(see Neuberger, Kompa, 1987, p. 22 ff.). For Neuberger and Kompa these two
levels of culture have to be distinguished but at the same time, the relation of the
two should be kept in mind (see Neuberger, Kompa, 1987, p.25). They suggest
one thinks of organizations as being cultures and at the same time having culture
(see Neuberger, Kompa, 1987, p. 21/23). Like West and Zimmerman’s approach
of not being male or female per se or not having a gender, but rather doing
gender, | would suggest to think of culture in an organization as doing culture.
Abolafia shows in a study of traders on Wall Street, how the culture of decision
making is produced by traders and how on the other side, the produced culture is
influencing the traders behavior. In other words, the culture is done and is doing at
once (see Abolafia, 1996, p. 2271f.).

To describe or study the vague, immaterial construct of culture, Neuberger
and Kompa look for manifestations of the human spirit. Just like archeologists
using old tools and buildings to reconstruct an old culture, Neuberger and Kompa
find forms of outward appearance to be one important resource for decoding a
culture of an organization (see Neuberger, Kompa, 1987, p.188). They consider
e.g. architecture, provided lodging, equipment of the working space, robots,
clothing of the employees, written statements, company cars, special events, or
logos to be such resources (see Neuberger, Kompa, 1987, p.189/190). From
these outward appearances, drawing conclusions about the culture’s underlying

norms, values, myths, and virtues seems to be possible. In addition, Neuberger
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and Kompa identify seven other marks where culture of organizations is
expressed or visible:

1.) structure of the organization

2.) politics and strategies of the organization

3.) actual behavior in regards to structure, politics and strategy

4.) leadership styles and working environment

5.) conduct structures such as traditions, rituals, games, or habits

6.) verbal behavior such as jokes, slogans, stories

7.) Corporate ldentity

(see Neuberger, Kompa, 1987, p. 46)

This last point, Corporate ldentity, is the one | will examine a little further, by

studying advertisement catalogs.

Corporate ldentity

“All organizations communicate all the time. Everything that they make or do or
say - or don't say- is a form of communication. The totality of the way the
organization presents itself and is seen to be 1
can be called its identity" (Olins, 1990, p. 8). The process of explicit management
of the selfpresentation of an organization is called Corporate ldentity. “... [T]he
company should project a clear idea of what it is and what its aims are” (Olins,
1990, p. 12). Olins names four sectors where Corporate ldentity is manifested:
Three of them are visible:

“Products and services - what you make or sell

Environments - where you make or sell it

Communications - how you explain what you do

And one which is not visible:
Behavior” (Olins, 1990, p.8)

Sandra Blum summarizes not where but how Corporate Identity is shown: First, it
can be expressed in Corporate Design. The Outward Bound logo would be an
example for that. Second Corporate Behavior presents an organization in a certain

way. And third, Corporate Communication is a way to do Corporate
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Identity. Corporate Communication can be divided in three more subtitles:
Company Communication, Public Communication and Marketing Communication
(see Blum, 1994). This sector of Marketing Communication is the one we are
looking at, if we are analyzing advertisements such as catalogs.

The Corporate Identity is aimed at external and internal audiences. It is a
planned external and internal image (see Puch, 1994, p.177). External audiences
can be for example customers, competitors, suppliers or the government. Internal
audiences could be all staff, directors or families of employees. (see Olins, 1990,
p.16). In this context it can be argued that organizations are able to choose their
audience to a certain degree. They can do their audience (see Wolff, 1996,
Section 6.3). An organization is able to choose the importance of certain
audiences, but the members of the organization will always be one important
addressee of Corporate Identity. In other words: The Corporate Identity,
expressed e.g. in a catalog, tells something about an organization to customers as
well as to the members of the organization. A catalog is therefore an expression of
patterns of culture, showing how things are done in an organization, and at the
same time an expression of patterns for culture, showing how things should be

done in an organization.

Part two:
Doing Gender in course catalogs - an empirical stud vy

Chapter four:

Gender in course catalogs of outdoor education prog rams

First, | will present Goffman’s analysis of “Gender Advertisements®. Part of that
will be a description of a selection of Goffman’s categories for gender specific
rituals in advertisements. | am using these selections of categories to create

categories for my analysis of pictures in course catalogs of outdoor education
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organizations. Some thoughts about the specifics of the studied objects being
catalogs of outdoor education programs will be added. | will have a look at the
mission statements of the involved organizations to define their external audience

in terms of gender. After that, | am presenting the methods | used for my analysis.

Goffman’s analyses of gender in advertisement pic tures

For Goffman, advertisement and ritual signs in social situations have quite a
similar function: They both tell a story: “(...) the job the advertiser has of
dramatizing the value of his product is not unlike the job a society has of infusing
its social situations with ceremonial and with ritual signs facilitating the orientation
of participants to one another* (Goffman, 1979, p.27). Since sex categories and
gender seem to be such powerful orientation points in social situations, it is most
likely that advertisements to use these orientation points too. Instead of only
looking for stereotyped gender behavior in advertisements, Goffman is interested
in the use of gender patterns: “Rather one should at least in part, attend to how
those who compose (and pose for) pictures can choreograph the materials
available in social situations in order to achieve their end, namely, the
presentation of a scene that is meaningful, whose meaning can be read at a flash.
(...) And in seeing what picture-makers can make of situational materials, one can
begin to see what we ourselves might be engaging in doing® (Goffman, 1979,
p.27). Before summarizing Goffman’s categories of ‘small behaviors’ , | will

describe some of his notes on the analysis object: the pictures.

Pictures as analysis objects
Goffman divides pictures into private and public ones (see Goffman 1979, p.10 ff).
Private pictures are memories, to be shown in a private circle. They show often
positive, valuable moments (in Goffman’s description of a man): “A moment when
what is visible about him attests to social matters about which he is proud. A
moment in short, when he is in social bloom, ready, therefore, to accept his
appearance as a typification of himself. “ (Goffman, 1979, p.47).

Public pictures do have a number of different functions: e.g. commercials,
news, instructional pictures or publicity. They show also usually more people in

less close relations (see Goffman, 1979, p. 10/11).
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The differences between private and public pictures as they can be found in
use and subject are not very exact. Goffman shows that private pictures can be
used in public context as well as public subjects might be used for private memory
pictures (see Goffman, 1979, p.11).

With another distinction, Goffman describes different origins of the pictures: I call
the categories snapshot, arranged/posed and secretly arranged. They help to
identify levels of reliability.

Snapshots or as Goffman calls them, ‘caught photographs’ are pictures of
spontaneous scenes. “For human models this means ordinarily that they are
unaware that a camera is where it is, or that they are so deeply caught up in other
vital matters that they either give no weight to the fact that they are being
photographed or modify whatever they are doing only to the extent required for a
disjunctive monitoring shift in response to the sudden appearance of a camera*
(Goffman, 1979, p.13). Snapshots tend to have the highest level of reliability. They
tell pretty exactly “(...) what had led up to the activity represented and what was
likely to have followed, in the same way, if to a lesser extent, as can an actual
viewer of a live scene infer what is going on at the moment of viewing* (Goffman,
1979, p.13/14).

Arranged/posed means, that the scenes are arranged to take the picture.
It is built; people are posing for it. They are not shown in their natural activities but
rather in activities natural for taking a picture.

Secretly arranged means, that the picture shows arranged scenes but they
don’t show the posing. “The central example here is what might be called
“commercial realism,” the standard transformation employed in contemporary ads,
in which the scene is conceivable in all details as one that could in theory have
occurred as pictured, providing us with a simulated slice of life (...)*(Goffman,
1979, p.15). Both, arranged/posed and secretly arranged pictures “(...) share the
property that inferences as to what was going on in the scene cannot be correctly

made from what is pictured” (Goffman, 1979, p.14).
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For Goffman’s analyses, a third distinction is important: The difference between
scenes and portraits.

Scenes tell a story. “Narrative-like action is to be read from what is seen, a
before and after are to be inferred, and this location in the ongoing stream of
activity provides the context as much as do the models and props per se”
(Goffman, 1979, p.16).

Portraits are pictures with a missing story. Since Goffman is interested in
ritual signs in social situations, his subject of interest is pictures telling stories.

For Goffman, advertisements are showing images of gendered behavior,
but not necessarily gendered behavior as it can be found in reality. Therefore, in
his analysis he is not looking at the differences between private and public and
between these categories to define use and reliability. In advertisements pictures
are public and the correlation between picture and reality is not subject of the
analysis but the reality of advertisements. In advertisements pictures are used to
transport a certain message in a recognizable way. Therefore, known patterns are
used. The people in advertisements are more examples for person categories
than single persons. (see Goffman, 1979, p.19). “Incidentally, advertisers
overwhelmingly select positive, approved typifications (...), so that what we see
are idealized characters using ideal facilities to realize ideal ends - while, of
course, microecologically arranged to index ideal relationships” (Goffman, 1979,
p.26).

Goffman’s cateqgories for analyzing gender in advert Isement

pictures

1.) relative size

The relative size is for Goffman a way to show power and importance. As we saw
earlier, social situations are often arranged in a way, that allow men to be bigger.
“Indeed, so thoroughly is it assumed that differences in size will correlate with
differences in social weight that relative size can be routinely used as means of
ensuring that the picture’s story will be understandable at a glance” (Goffman,
1979, p.28).

2.) Canting postures: body cant, head cant, knee bend
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All these attitudes have the same effect: “The level of the head is lowered relative
to that of others, including, indirectly the viewer of the picture. The resulting
configurations can be read as an acceptance of subordination, an expression of

ingratiation, submissiveness, and appeasement” (Goffman, 1979, p.46).

3.) Elevation

“Although less so than in some, elevation seems to be employed indicatively in
our society, high physical place symbolizing high social place* (Goffman, 1979,
p.43).

4.)Touches

a.)The ‘female touch ’, is a careful touch of a surface “(...) or to effect a ‘just
barely touching’ of the kind that might be significant between two electrically
charged bodies" (Goffman, 1979, p.29).

b.) The ‘hands on touch ' means touching for using something, holding on to
something, using something, tackling, performing, carrying out. This way of

acting takes us close to the next category:

5.) Functional ranking

The function of a person in a picture shows her or his place in the hierarchy. The

person carrying out is situated at a higher level than others (see Goffman, 1979, p.

32). | focus especially on the following functions:

a.)teaching/instructing - “All instruction seems to involve some sort of
subordination of the instructed and deference for the instructor® (Goffman,
1979, p.34).

b.) helping vs. being helped/helpless (see Goffman, 1979, p.35).

In this context of functions Goffman made an interesting observation. If women

are shown in a carrying out function, they are often joined by men looking at them

in a supportive way (see Goffman, 1979, p.37).
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6.) Puckish behavior

Looking funny, strange, childish can be a way of subordination . “Given the
subordinated and indulged position of children in regard to adults it would appear
that to present oneself in puckish styling is to encourage the corresponding
treatment® (Goffman, 1979, p.48).

The quantitative analysis of pictures in course cat alogs of

four outdoor education programs

Just like Goffman, | am not sorting the pictures by snapshots, arranged/posed or
secretly posing. Other than in many advertisements the pictures in outdoor
education catalogs tend to have a more private character and to be more likely
shapshots and arranged/posing pictures. | see three reasons for that. First, the
outdoors as setting is difficult to reach and hard to copy. Second, the product to
be sold is not a car or a bottle, but a social learning environment. To show the
product, authentic course pictures are useful. Third, the spectacular activities and
unusual situations are tempting to take private memory pictures. The selection of
the outdoor education organizations was primarily self motivated. During my
contacts with Outward Bound Deutschland and the Colorado Outward Bound
School, | noticed many similarities, but also differences between the different
schools. | was interested to see if these differences also can be found in ways of
doing gender. The analysis of catalogs allows me to study institutional parts of the
organizations from a distance. Transfers of results of this specific institutional level
to the interactional levels would be speculative. This analysis is not able to make
any statements concerning the way the studied organizations are dealing with
doing gender, but it can help to find out in which ways these organizations are
dealing with doing gender in their catalogs as parts of the organizational culture.
Assuming that doing gender is embedded in the culture of a society | chose three
Outward Bound Schools from three different continents, expecting the ways of
dealing with doing gender to vary even within the big international organization
Outward Bound: the Colorado Outward Bound School, the Hong Kong Outward

Bound School and Outward Bound Deutschland. The fourth organization,
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Woodswomen, Inc., was chosen, because it is working in the same field, but
offering courses for women only (see Gender and the mission statements).

All four organizations offer about the same product: Adventure education
courses in the outdoors. Differences found in their advertisements are most likely
not produced by different products. In this context we might have to consider, that
three catalogs are open enrollment catalogs valid for about one year, where as the
Outward Bound Deutschland catalog is more a general year unspecific
advertisement, since in Germany usually whole groups apply for courses. Two
more aspects have to be mentioned with the objects being parts of organizations
of the outdoor education sector:

1.) The outdoors are traditionally considered as a male dominated area. This is not
to say that the outdoors are a male domain!
2.)Dealing with gender is widely discussed in the outdoor education field.

Organizations are more or less reacting to this discussion.

Gender and the mission statements
The international mission statement as well as the national mission statements of
the Outward Bound schools are using gender neutral words like people,

participants or students to describe their customers:

“Outward Bound is a non-profit educational organization created to
stimulate personal development and generate understanding between
people . This is achieved by impelling them out of familiar environments
and setting new challenges through safe but demanding experiential
learning programs* which inspire responsibility, self-reliance, teamwork,

confidence, compassion and community service"”

Mission Statement of Outward Bound International.
In: Outward Bound Deutschland, catalog p. 4, bold by the author,

*spelling has been altered from the catalog!
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The Woodswomen mission statement on the other hand contains only female

attributions like women and her:

“Woodswomen is a non-profit organization open to all women.
Woodswomen promotes the discovery of women’s strengths, her
adventurous spirit and the natural world through safe, supportive,

environmentally respectful outdoor and wilderness experiences”

Woodswomen Mission Statement

In: Woodswomen email Jan. 1999, bold by the author

But not only the words describing the customers can transport gender. So too
could the gender neutral description of the customers in Outward Bound mission
statements get a male bias by surrounding words such as challenge, out of
familiar environment, or demanding experiential learning. The same effect could
be found in the Woodswomen mission statement with words like spirit, natural
world, or supportive (see Wilson, 1995, p. 3). To what degree this is the case will
not further examined in this text. | am taking the words ‘students’, ‘people’ or
‘participants’ as if they really mean men and women likewise. Therefore, |
understand the Outward Bound schools as organizations trying to reach men and
women likewise.

To analyze the catalogs, | used some of Goffman’s qualitatively developed
categories for a quantitative analysis of pictures in the four course catalogs. While
Goffman’s pictures try to illustrate his theses with examples, | am testing a specific

sample of pictures.

Method of the analysis

Objects
The course catalogs 1999 of the following organizations were studied:

Colorado Outward Bound School (COBS)

Hong Kong Outward Bound School (HKOB)

Outward Bound Deutschland, Deutsche Gesellschaft fur Europdaische
Erziehung e.V. (OBD)

Woodswomen, Inc. (WoodsW)
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Number of pictures

All pictures with whole visible people where sorted into pictures with men, with
women, with mixed groups with men and unratable, with women and unratable
and with unratable people. The group of pictures with only unratable people was
not further examined. The reasons for unratability were e.g. too small pictures,

unfocused pictures, a person from behind in gender unspecific clothes,...

Picture size, location, color

The size, location and color of the pictures have not been rated. Only the title-
pages will be discussed individually. This is a weak point of this analysis, since big
differences in size (whole page, small sections...) location (behind the text, in the
text, without text...) and color (real colors, unreal colors, black and white) can be

found.

Number of people

The people in the pictures were counted by male , female and unratable.

Cateqories of ritualized expressions of hierarchy:

Outstanding person
A person was rated ‘outstanding’ if one or more of the following items described
earlier by Goffman’s categories were found for one person in a group:
relative size: person appears relatively bigger than others
Canting postures in front of others showing he importance of one person
elevation: person is in a higher elevation than others
in addition to Goffman: If all the attention is focused on the person e.g.

everybody is watching in the direction of this person, or helping this person...
Function: instructing

A person was rated as ‘instructing’ if the picture allowed a distinction between a

teaching and a learning person.
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Function: helping/helpless

A person was rated as helping, if the person was physically supporting another
person, e.g. by giving someone a hand. A person was rated as helpless if the
person was passive and helped by others or if the person was in a helpless

situation, e.g. being blindfolded.

Function: performing

A person was rated as ‘performing’ if the person was
doing something hands on (vs. ‘female touch’) or if the person was
actively carrying out an activity such as hiking, climbing, skiing, pulling a rope
(vs. talking, sitting, watching, resting...)

A distinction within the activities by spectacularity has not been made.

Function: leading
As an additional category ‘leading’ was defined as walking, paddling,... in the front

position of a group.

Goblins - puckish behavior
A person was rated as ‘goblin’ if she/he appeared in a funny, strange, childish,

puckish way in the pictures.

Reliability and Validity

Neither reliability nor validity were tested. Intercoder reliability has been tested

only in a few cases. A picture was shown to another person: “Do you see a
woman or a man in this picture or can you not really tell for sure?“ Intracoder
reliability is not very high either. For example in some pictures with only half visible
people some have been counted, some might not have been. On a retest slightly
varying numbers are likely (see Schnell/Hill/Esser, 1995, p. 378).

Therefore the numbers have to be used very carefully. Anyway, the

tendencies of the results within the tested objects seem to be acceptable.
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Chapter five:

The results of the empirical study

In this fifth chapter | present the general results, the results for each catalog and
a summary. The results will be discussed in terms of the three prototypes outlined
in chapter 2 for dealing with doing gender. | will point out the connection between

the pictures in the studied catalogs and the reflected culture of the organizations.

General results:

Number of pictures
In all catalogs together 153 pictures with persons have been counted. In 44
pictures all persons have been unratable. They will not be shown in the results of

the separate catalogs.

Pictures male female mixed | male + ? | female +? ? Total
COBS 14 20 28 3 - 26 91
HKOB 7 1 7 5 - 7 27
OBD - 3 8 5 - 5 21

WoodsW - 7 - - 1 6 14
Total 21 31 43 13 1 44 153

Table 1

Number of persons
In the pictures, 585 persons have been counted. 35 % have been rated as male,

26 % as female and 39 % as not ratable.

Male female ?* ? total

persons 207 150 39 189 585

* unratable persons in pictures together with ratable persons Table 2
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The following diagram 1 shows the percentage of male, female and unratable
persons in the further examined pictures (not including the 189 unratabled

persons):

General results total persons

?*
10%

male
female 5204

38%

Diagram 1

The Colorado Outward Bound course cataloqg - results

Number of pictures and number of people

With a total of 201, the COBS catalog shows by far the most people in rated
pictures. 103 of them are male, 87 female. The pictures have been rated in 21%
male, 31% female, 5% male + ?, and 43% mixed. (see table 1 without ?) It is the
only catalog were the ratio male:female pictures is 7:10 and therefore halfway
equal with a little more female pictures. But like all other catalogs where men are

shown, more male persons are shown:
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" COBS total persons
5%

male

female
52%

43%

Diagram 2

Outstanding persons
Only 8 persons were found in clearly outstanding positions. 6 of them are male, 2

of them female.

Function: instructing
Again, only 8 persons have been categorized as instructing. 6 of them male, 2 of
them female. They are not all identical with the outstanding persons.

Function: helping/helpless
3 pictures have been considered : 6 men and 2 women are shown in helping
positions. In helpless positions were only 2 women found, both blindfolded.

COBS catalog p. 8
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Function: performing

114 persons are shown in action. 56 of them are male, 51 female. More than
56.5% of all 201 people are shown in action. If women are shown in the COBS
catalog, they are more likely to be shown in action than men ( 54% of all men and

58% of all women are shown performing).

Function: leading

Only 3 persons have been rated as leading, 2 of them were men.

Goblins

19 ‘goblins’ have been found: 13 of them were men, 6 were women. Goffman’s
thesis that more women than men are shown in this position of subordination does
not fit here (see Goffman, 1979, p. 192). The ‘goblins’ in the COBS catalog also
seem to speak another language: Not subordination but power: We are so strong,

we can do what ever we want...

COBS catalog p. 31

Specific comments:

Photographers

An interesting opportunity in the COBS catalog is the fact, that the names of the
photographers are shown: 16 of them have male first names, 4 females, about 5
only with initials. Assuming that men and women are able to take pictures with the
same quality worth being printed in a catalog, assuming the pictures are chosen
by quality and not by the sex of the photographer, assuming the pictures are
taken on courses by instructors and students and are not secretly arranged, this

relation could tell something about the reality on courses: Either more men than
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women are on courses or more men than women are in positions that enable

them to take high quality pictures.

Mixed pictures

Another gender specific finding has been made by looking closer at the 8 pictures
with both sexes and a obvious higher position compared to other persons in the
picture, indicated by the categories instructing, helping and leading. In 6 pictures
men were in the powerful position. All of them (with one exception) show one man

in the top position and all other persons are female!

COBS catalog p. 37
The 2 women in top positions are shown in one picture with mixed gendered

subordinates and in the other picture with a male and a unratable subordinate.
There are pictures where no hierarchy is shown in mixed as well as in female

pictures:

COBS catalog p. 9
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Title-page
The title-page of the COBS catalog is an exception compared with the other
catalogs: It shows an unratable person. Another picture in the same catalog helps
to identify the person as female but for the unknowing reader a clear and prompt

identification is difficult.

COBS catalog - results overview

COBS male female ?* total
persons 103 87 11 201
outstanding 6 2 - 8
instructing 6 2 - 8
helping 6 2 - 8
helpless - 2 - 2
performing 56 51 7 114
leading 2 1 - 3
goblins 13 6 - 19
Table 3

The Hong Kong Outward Bound course catalog - result S

Number of pictures and number of people

The HKOB catalog shows 99 people in rated pictures. 69 of them are male, 19
female. The 20 pictures have been rated 35 % male, 5% female, 25% male + ?,
and 35% mixed. (see table 1 without ?).The ratio of male:female pictures is 70:10!

Just as in all other catalogs where men are shown, more male persons are shown:
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o HKOB total persons
11%

female
19%

Diagram 3

Outstanding persons

5 persons were found in clearly outstanding positions. 2 of them are male, 3 of
them female.

In one picture, the women is rated outstanding because she is surrounded by

small children only.

Function: instructing
3 persons have been categorized as instructing. 1 of them male, 2 of them female.

They are not all identical with the outstanding persons.

Function: helping/helpless
2 pictures have been considered : only 4 men are shown in helping positions. One

woman was found in a helpless position.

Function: performing

42 persons are shown in action. 33 of them are male, 7 female. 42% of all 99
people are shown in action. If women are shown in the HKOB catalog, they are
more likely not to be shown in action, but almost half of the men are so. ( 47% of

all man and 36% of all woman are shown performing).
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Specific comments:

Mixed pictures
Only 3 pictures with hierarchy between sexes haenlfound. Twice are men in the top
position with an all female and a mixed group adb@uainates. Once is a woman shown

with male subordinates.

Size of the pictures

The HKOB catalog was quite difficult to examinecgmmany pictures are very small.

HKOB catalog p. 2 (original size!)

Supporting look
In one picture Goffman’s suggestion of the malepsuing look for performing women

might have been found (see Goffman, 1979, p.37).

HKOB catalog, General Information
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nguage
I don’'t want to over interpret things. Therefore, | simply leave a section of the

enrollment form to the readers judgment:

“ Gender Male Female

Educational Level Primary Secondary “

(Hong Kong Outward Bound course catalog, Enroliment Form)

I am not sure if people look at this section in terms of education levels or in terms

of importance.
Title-page
On the title-page of the HKOB catalog, two pictures are shown: One is unratable

and the other shows 4 men.

HKOB catalog - results overview

HKOB male female ?* total
persons 69 19 11 99
outstanding 2 3 - 5
instructing 6 2 - 8
helping 5 - - 5
helpless - 1 - 1
performing 33 7 2 42
leading - - - -
goblins - - - -
Table 4
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The Outward Bound Deutschland course catalog - res ults

Number of pictures and number of people

The OBD catalog shows 75 people in rated pictures. 35 of them are male, 25
female. The pictures have been rated in 19% female, 31% male + ?, and 50 %
mixed (see table 1 without ?). The OBD catalog is the only Outward Bound
catalog where no pure male pictures have been found. However, like in all other

catalogs where men are shown, more male persons are shown:

OBD total persons

male
47%

33%

Diagram 4

Outstanding persons

Only 1 men and 1 women were found in clearly outstanding positions.

Function: helping/helpless
4 pictures have been considered : 5 men and 1 woman are shown in helping

positions. Again, only women are shown in helpless positions in 3 cases.

Function: performing
50 persons are shown in action. 29 of them are male, 13 female. Two thirds of the
75 people are shown in action. This is the highest activity level shown in all

catalogs. One of the reasons seems to be an over proportionally high percentage
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of active men: 83% of all man are shown performing. About every second (52%)

of the shown women are performing.

Function: leading

5 persons have been rated as leading, 4 of them were men.

OBD catalog p.2/3

This picture as an example is not only interesting in terms of the ‘leading’ 4 men
and the women in the middle positions of the group. Note also that one man took

the backpack of one woman.

Function: instructing & Goblins

No persons have been found in these positions

Specific comments:

Female pictures

One of the 3 female pictures shows a woman in a wheelchair, a second female
picture shows 2 women touching trees blindfolded (see also special comments:
female touch).

Female touch

In the OBD catalog | found the only picture | was

able to rate after Goffman’s female touch (see

Goffman’s categories):
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OBD catalog p. 4
Identification of one unratable and one male + ? pi  cture

Two pictures of the OBD catalog can be found in Mark Zelinski’'s ,Outward Bound
- The Inward Odyssey” (1991). The size of the pictures in this book help to identify
all unratable persons of the two pictures in the OD catalog as male (see Zelinsky,
1991, p. 167/195). This was not further considered in the analyses because the

normal catalog reader does not have access to this information.

Language

A little note about the use of male oriented language is made in the OBD catalog.
It says that the male forms are used to provide an easy reading. Female students
should not feel discriminated by this (see Outward Bond Deutschland catalog, p.
15). This note develops a certain dynamic if we put it together with studies
showing, that memory and comprehension are influenced by the gender

appropriate use of language (see Wilson, 1995, p. 42).

Title-page

The first picture of the OBD catalog is a ‘male + ?’ picture: 5 men (3 with naked
upper bodies) and one unratable person are rowing and one unratable person is
watching them. Even if the unratable persons both would be female, the over

representation of men in the scene as performing persons is evident.

OBD catalog - results overview

OBD male female ?* total
persons 35 25 15 75
outstanding 1 1 - 2
instructing - - - -
helping 5 1 - 6
helpless - 3 - 3
performing 29 13 8 50
leading 4 1 - 5
goblins - - - -
Table 5

© Ernst (1999): How are organizations dealing withing gender?



Chapter five: The results biswomen 41

The Woodswomen, Inc. course cataloq - results

Number of pictures and number of people

With a total of 21, the Woodswomen catalog shows the least people in the least
rated pictures (8). All 19 ratable persons are female. The pictures have been rated
in 87,5% female and 12,5 % female + ? (see table 1 without ?). It is the only
catalog where the numbers of ratable and unratable pictures are about the same.
It is also the only catalog where a picture was rated as female + unratable. In all
other cases, male persons have been recognizable and have been combined with
unratable persons. The specialty for reading this catalog is, that it is easily
assumed that all the unratable persons are women too, since the catalog
advertises only all women courses. It is the only catalog where no men have been
found and therefore the only one with shown women not in a minority:

Woodswomen total persons 7
10%

female
90%

Diagram 5

Function: performing
7 persons are shown in action. 5 of them are female. (33% of all 21 persons are

shown performing. 26% of all women are shown in action.)

Goblins

1 ‘goblin’ can be found on page 2, the welcome page.
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Outstanding persons & Function: leading & Function: instructing &
Function: helping/helpless

No persons have been found in these positions.

Specific comments:

Color of the pictures

The Woodswomen catalog is the only one with only black and white pictures.

Title-page
The title-page of the Woodswomen catalog shows 6 pictures. 5 of them are
ratable. It almost seems to be important to be a women to enter the catalog, but

once your in, you find more unratable than female pictures.

Woodswomen catalog - results overview

WoodsWwW male female ?* total

persons - 19 2 21

outstanding - - - -

instructing - - - -

helping - - - -

helpless - - - -

performing - 5 2 7

leading - - - -

goblins - 1 - 1

Table 6
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Summary of the results

In all studied Outward Bound catalogs men are dominating. They are shown more
often on slightly more pictures. More men than women are shown actively
performing, instructing, helping, and leading. Only women are shown in passive,
helpless situations. The Woodswomen catalog does not show any men.

But the results vary within the different Outward Bound schools. In the next
chapter, | am using these differences to combine my results with the earlier
claimed three idealized types of dealing with doing gender: Dealing by not dealing,

by actively ignoring doing gender and by positive discrimination.

Discussion: How are the catalogs dealing with doing

gender?

First prototype: Outward Bound Deutschland and Hong Kong Outward
Bound as examples for dealing with doing gender by not dealing with it

Not dealing with doing gender means doing gender the way it is done in the local
rationality of the organizational culture and in the surrounding society. The
overproportional high percentages of men in the catalogs of OBD and HKOB
leads me to the assumption, that during the production of them, doing gender was
not consciously considered. There are differences between the two schools, e.g.
in male/female % of total persons. | am not able to connect the differences directly
to the surrounding societies in Europe and Asia. Therefore | will not examine
further the differences, but rather demonstrate why | tend to put hem together into
this first prototype of dealing with doing gender: The high percentage of men in
OBHK photographs, e.g. 70% of total persons, projects the most male dominated
image of all the OB schools in the study. Why the OBD catalog contains more
men than women even though the male female ratio on courses is 50:50 cannot
be understood only with the results of this study (see Outward Bound
Deutschland, letter 1999). The fact of group enrollments in Germany might be part
of the explanation. Since the decision for taking a course is less individual and
more group centered, the influence of the catalog on individuals is reduced. This

can only be a part of an explanation why the male:female ratio is equal in spite of
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the male oriented catalog. It cannot explain why this ratio is not mirrored in the
catalog. | find support for my thesis of the unconscious not dealing and therefore
patriarchal way of doing gender in the answer letter of OBD to my request for
some information: ,... 30% der Teamer sind Teamerinnen* ( Outward Bound
Deutschland, letter, 1999). | don’t want to discuss the number here but the use of
the language: A direct translation would be: 30% of the instructors are female
instructors. Since in German gender specific expressions for instructors exist

(Teamer = male instructor; Teamerin = female instructor), a more specific

translation would be: “30% of all men instructing are women!*. While the COBS
catalog shows at least in the most rated categories ‘total persons’ and ‘performing’
halfway equal percentages of males and females neither the HKOB nor the OBD
catalogs do so. The overrepresentation of men in these catalogs adds a male bias
to the gender neutral customer definition of the mission statements. Just like
common doing gender in society, the catalogs communicate by talking about

people with a male oriented norm, that they are talking more to men than to

women.
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Diagram 6
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Second prototype: Woodswomen, Inc. as examples for dealing with doing
gender by positive discrimination.

The Woodswomen catalog uses positive reattribution to deal with doing gender.
Only women have the opportunity to go on the offered trips. The catalog
communicates this through the pictures by not showing a single man. It might be
discussed if the high percentage of unratable pictures within the Woodswomen
catalog expresses a way of questioning the gender categories by fading them out
or if these persons don’'t have to show the sex category because the kind of
catalog already defines them as women.

But the Woodswomen catalog does not only make a statement about the
gender of staff and customers. No persons have been found in outstanding,
leading, instructing or helping/helpless positions. This lack of hierarchy shown
in expressed positions may reflect a different cult ure altogether . If we call this
culture a female oriented one, we should argue that the OB catalogs may tend to
present more or less a male oriented culture: All of them show more men on
average, more men in leading and helping roles, and more men in outstanding
roles. Women are only in the majority in helpless roles! In the Outward Bound
catalogs between 60 and 92% of all ratable persons expressed hierarchy. Only
about 30% of all shown females in the Woodswomen catalog can be rated in a
hierarchy expressing situation.

Instead of using the terms ‘female’ or ‘male’ culture | suggest to use words
like ‘hierarchical’, ‘power’ or ‘equality’ to describe the different reflected cultures,

knowing that power or hierarchy is still closely related to gender.

Third prototype: Colorado Outward Bound as example for dealing with doing
gender by actively ignoring gender

I consider the COBS catalog as actively ignoring doing gender. The following
signs lead me to think so: The title-page shows an unratable person as if to say
that gender is not important. More female pictures and a higher percentage of
performing women is shown. If the pictures reflect course realities, they have to
been actively chosen by gender, since the 1997 male:female ratio is 58% male to
42 % female (see Colorado Outward Bound annual report 1997, p. 5). Compared
to the other Outward Bound catalogs, COBS shows the highest percentage of

women. Also typical for actively ignoring types is the fact that existing inequality of
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society or a male tradition of the organization still shows through, as if for
example in the helping/helpless relations or in the mixed picture relations. No

structures for active support of by gender disadvantaged persons are visible.

Conclusions: The dialectic of producing and denying gender

The discussion about gender, as well as the motivation to write this text is certainly
influenced by the wish for equal rights for men and women. The way an
organization presents itself for example in catalogs is influenced by and
influencing the organization on an institutional level as well as on an interactional
one (see West, Zimmerman, 1987, p.147). But a simple change of labels is not
enough. Gender is done in all interactional and institutional sections of an
organization. It is so far unavoidable. Even if gender as an important orientation
point in interactions is not avoidable, the relation between the genders can be
changed into a non-hierarchical relation. It seems to be reasonable that gender
can be done without domination. That would of course change the importance of
doing gender as an orientation point in interactions and might even make it
eventually avoidable. The three discussed prototypes of dealing with doing gender
can be considered as answers to the question how the relation can be changed.
(Even if the prototypes are not really meant as answers to the question, they can
be declared to be so.) The first answer, the not dealing with doing gender declares
the question as not worth an answer, because the problem of an unequal relation
between the genders does not exist or is not really important. The others are
answering the question more constructively. But both, the actively ignoring and the
positive reattribution seem to be trapped. The first by doing gender equally in an
unequal environment. The second, by doing gender unequally to produce equal
opportunities but at the same time reproducing inequality of the genders. To me,
the solution of this dilemma cannot be found in an either or. The challenge lies in
the dialectic of the combination of both: ignoring gender as well as undoing the
produced inequality. An organization would have to pretend as if gender does not
express unequal rights for the organization and at the same time it would have to
support the by gender (or others) disadvantaged persons as long as gender goes

along with an bias of inequality.
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