PM-1 3%:"x4" PHOTOGRAPHIC MICROCOPY TARGET
NBS 1010a ANSI/ISO #2 EQUIVALENT

4 W28

.0 #i=
. :

R o mm—— t%e. 32

S - N

o

= §40
8

(=
— e
—

hi2s s
il




l* National Library

Acquisitions and

Bibliotheque nationale
of Canada du Canada

Direction cles acquisiions ¢t

Bibliographic Services Branch  des services bibhographiques

395 weliington Street
Ottawa, Ontano
K1A ON4 K1A ON4

NOTICE

The quality of this microform is
heavily dependent upon the
quality of the original thesis
submitted for microfilming.
Every effort has been made to
ensure the highest quality of
reproduction possible.

If pages are missing, contact the
university which granted the
degree.

Some pages may have indistinct
print especially if the original
pages were typed with a poor
typewriter ribbon or if the
university sent us an inferior
photocopy.

Reproduction in full or in part of
this microform is governed by
the Canadian Copyright Act,
R.S.C. 1970, c¢. C-30, and
subsequent amendments.

Canada

395, rue Weilington
Ottawa (Ontano)

LR S R TR

K e Ao ntiien g

AVIS

La qualité de cette microforme
dépend grandement de la qualité
de la thése soumise au
microfilmage. Nous avons tout
fait pour assurer une qualité
supérieure de reproduction.

S’il manque des pages, veuillez
communiquer avec [l'université
qui a conféré le grade.

La qualitée d’impression de
certaines pages peut laisser a
désirer, surtout si les pages
originales ont été
dactylographiées a l'aide d'un
ruban usé ou si I'université nous
a fait parvenir une photocopie de
qualité inférieure.

La reproduction, méme partielle,
de cette microforme est soumise
a la Loi canadienne sur le droit
d’auteur, SRC 1970, c. C-30, et
ses amendements subséquents.



THE CONTACT HYPOTHESIS AND
FACTORS AFFECTING THE INTEGRATION OF
WOMEN IN THE CANADIAN MILITARY

by

CARALYNN A. STROM

A thesis submitted to
the Faculty of Graduate Studies and Research
in partial fulfilment of

the requirements of the degree of
Master of Arts

Department of Psychology
Carleton University
Ottawa, Ontario

February 1, 1993

© copyright

1993, Caralynn A. Strom




Bl g

Bibliothéque nationale
du Canada

Direction des acquisitions et

Acquisitions and )

Bibliographic Services Branch  des services bibliographiques
395 Weliington Street 395, rue Wellington

Ottawa, Ontano Ottawa (Ontano)

K1A ON4 K1A ON4

The author has granted an
irrevocable non-exclusive licence
allowing the Nationat Library of
Canada to reproduce, loan,
distribute or sell copies of
his/her thesis by any means and
in any form or format, making
this thesis available to interested
persons.

The author retains ownership of
the copyright in his/her thesis.
Neither the thesis nor substantial
extracts from it may be printed or
otherwise reproduced without
his/her permission.

Yimer frgd b O et ity o

(o e Nl pfeeerk o

L'auteur a accordé une licence
irrévocable et non exclusive
permeftant a la Bibliothéque
nationale du Canada de
reproduire, préter, distribuer ou
vendre des copies de sa thése
de quelque maniére et sous
quelque forme que ce soit pour
mettre des exemplaires de cette
these a la disposition des
personnes intéressées.

L'auteur conserve la propriété du
droit d'auteur qui protége sa
thése. Ni la thése ni des extraits
substantiels de celle-ci ne
doivent étre imprimés ou
autrement reproduits sans son
autorisation.

ISBN 0-315-84080-3

Canada



The undersigned recommend to the Faculty of Graduate Studies
and Research acceptance of the thesis

THE CONTACT HYPOTHESIS AND
FACTORS AFFECTING THE INTEGRATION OF
WOMEN IN THE CANADIAN MILITARY

submitted by Caralynn A. Strom, B.A.
in partial fulfilment of the requirements for
the degree of Master of Arts

{]
a ’T/ﬁ/f el //z 7
Thesis Advisorv//

) \j o )

Chair, Departnent of Psychology

Carieton University
21 March 1993




Effective February, 1989, the Canadian Military became
obliged by law to integrate women into all occupations and
roles, with the exception of employment aboard submarines. To
understand better the integration process, this study applied
the contact hypothesis in analyzing the characteristics of the
women and the conditions under which contact takes place.
Royle’s adaptation of Cook’s theoretical model of the contact
hypothesis and contact variables was used to assist in the
gathering of the data and the analysis. A sample of 102
servicewomer. employed in the Militia answered a questionnaire
that tapped information applicable to the contact hypothesis.
0f the personal and situational variables measured, the Social
or Group climate measures contributed the most to the
regresgsion analysis. Recommendations for further research
regarding servicewomen’s integration in the Canadian military
are discussed.
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Introduction

Women have participated in Canadian military efforts for
more than 100 yenrs. Trained nurses served with troops in
Saskatchewan during the 1885 Northwest rebellion and later
Canadian Army nurses served with the Canadian contingent in
the Boer War (1899-1902). During World War I nurses were
incorporated into the Canadian Army Medical Corps and were
subsequently mobilized in 1914 to serve overseas. They vere
demobilized after the War (Nickolson, 1975).

In 1941 and 1942, in support of the Canadian military
commitment to the Allied Forces, the official women’s
divisions of the Army, Navy and Air Force wvere created within
the Canadian military. For the first time in the history of
the Canadian army servicewvomen were actively recruited to be
trained for both traditional as well as non-traditional
skilled mechanical and electrical blue-collar jobs. This
action was a direct response to serious manpower shortages and
pressure by women’s paramilitary volunteer organizations
(Pierson, 1988). During World War I1 there were more than
45,000 women on active service, constituting 1.4% of the
fighting forces. In comparison to service in World War I
women were serving in expanded roles. However, complementary
to prevailing 1940’s social attitudes, women were excluded and
exempted from combat and therefore no women served on ships,

aircraft or as first line ground troops (Pierson, 1983). By

all accounts, women’s military service employment paralleled
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women’s role and place in society at the time: having a
secondary status and supportive role in keeping with gender-
appropriate characteristics. Despite the expanded employment
opportunities the majority of women volunteering for service
typically sought out and were employed in élerical or
housekeeping jobs (kitchen workers, fabric workers, drivers,
telephone operators). The women’s motto was: "We Serve that
Men May Fight" (Pierson, 1988).

The end of World War II resulted in a massive, overall
demobilization of the cCanadian military. However, the
creation of NATO in 1949 and Canada‘’s military commitment to
the Korean conflict in 1950 necessitated the continued
recruitment of women into the Militia' and all branches of the
Armed Services from 1951-1955. Where in 1955 there were 5,000
women in uniform, by 1965 the participation of women had been
reduced to an upper ceiling of 1,500 due to the changing
defence policy and the introduction of a computerized
personnel administration system. This move to a wmore
sophisticated administration system effectively reduced the
demand for administrative personnel, an occupation group that
was predominantly women (Conrod, 1983).

The Royal Commission on the Status of Women was convened

in 1967 to review Canadian women’s involvement in society and

' for the purposes 0f this document the Nilitia is the Army (Land) element of the Reserve
force. MNembers typicatly, but not aluays, serve on s part-time, call-out besis. That is, they have
usual ly secured other full-time employment and are availsble to serve in & part-time capacity or, in
the case of a national emergency, sre readily svailable as & trained force.
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industry. Concerned with the inequitable employment practices
based on sex, including the restricted employment fields
allowed for women in the military, the report made s8ix
recommendations concerning the military all of which have been
implemented since its publication. The six recommendations
were: (1) standardization of enrolment criteria; (2) equal
pension benefits for men and women; (3) attendance of women at
Canadian military colleges; (4) the termination of the
practice prohibiting married women from enrolment in the
Canadian Forces; and, (5) cessation of automatically releasing
a servicewoman upon the birth of her child. The sixth, and
the most encompassing recommendation made by the Commission,
was that all military trades and officer classifications
should be open to women. In response to the Royal Commission,
on July 5, 1971, military policy was “that there was to be no
limitation on the employment of women in the Canadian Forces
other than within the primary combat roles, employment at
remote locations and seagoing service.” (cited in Conrod,
1983).

In 1974 the Department of National Defence reviewed the
educational and physical requirements for all military
occupations and implemented radical changes to its hiring and
employment practices based on gender requirements. These
changes resulted in a partial compliance to the Commission’s

recommendations by opening training and employment in "non-

traditional® trades to women. Nonetheless, the military
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continued to retain a quota system of "female" recruiting so
as to maintain a pool of trained men for continued postings to
primary combat and combat-support, isolation, sea and aircrew
duties where women continued to be restricted from employment.
In the end, these hiring practices resulted in a dramatic
change in the composition of the Canadian Armed Forces. As a
result of the expansion, women could now be considered for
two-thirds versus one~-fifth of all military occupations
available in 1971. Coinciding with a decrease of young men
interested in joining the military, the number of women in the
Forces increased dramatically from 1,654 or 2.0% of the total
Forces’ strength of 82,700 in 1970 to 5,413 or 6.9% of the
overall strength of 78,434 in 1980 (Park, 1984).

In the past 20 years employment options for women in the
military have expanded as much as in the larger Canadian
society (Strom, 1991; Harper, 1990). Whereas traditionally
women have been recruited for the military for nursing,
administration, clerical and other static employments, such as
telephone operator, in the past two decades there have b~ 'n
revolutionary changes in these practices. In the past twenty
years women have been invited to apply for enrolment in the
military and to train and be employed in non-traditional
technical trades and first-line combat duties. Such has also
been the case in the greater Canadian society. Through
affirmative action programs women have been actively recruited

for training and employment as certified craftsmen in blue




5

collar occupations such as: mechanic, electrician and
carpenter. Military human resources statistics reveal there
vere 9,024 women (1,785 officers, 7,239 noncommissioned
members) or 10.9% of 35,554 personnel in fulltime Regular
Force employment in 1991 (Tanner, 1991).

Despite progress, in 1980, with the enactment of the
Canadian Human Rights Act (1978), the Canadian Armed Forces
was compelled to rethink personnel policy that continued to
restrict the employment of servicewomen. In direct response
to the ruling that %sex is not a permissible reason for
discrimination wunless it is based upon a bona fide
occupational requirement” (Canadian Human Rights Commission,
1986), the Canadian Forces undertook a five year longitudinal
study to evaluate the "human consequences, if any, of
introducing servicewome: into previously male roles and
environments® (National Defence Headquarters Instruction,
1979, p.3).

A landmark study which commenced in 1980, the SWINTER
trials, (acronym for Service Women in Non-Traditional
Environments and Roles) integrated women in the Regqular
component of the Canadian Forces into ‘near-combat’
environments in the field, at isolated sites and at sea for
testing purposes. The purpnose of the study and the

Social/Behaviourial Sciences evaluations were threefcld:

a. to identify the social/individual consequences of
using the mixed-gender concept;
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b. to advise command staff on those human factors as
well as methodological features which could bias the
evaluation and outcome of the trial erployment; and,
¢. to ensure defensible results by proviuing advice to
command staff and by conducting a specific Socjial
Behaviourial Science evaluation upon which future
policy decisions could be made (Park, 1986, p.7).
By 1985, approximately 280 women had collectively contributed
to the five~year study. They had served six-month tours of
duty at Alert, an isolated northern station in the Arctiec,
two-year postings at sea aboard a diving tender, four-year
postings with the land element in the field with two combat
service support units in Germany and as aircrew at five
transport or transport and rescue squadrons. It is the
favourable outcomes of the study, specifically, that being
female does not appear to contribute to poor individual or
group performance for the groups and settings studied (Park
1984) that is cited in legal arguments supporting the expanded
and unrestricted employment of servicewomen (Charter Task
Group, 1986; Gauthier, Houlden, Gauthier & Brown, 1989).
Despite the positive outcomes of the SWINTER trials, it
took a Canadian Human Rights Commission (CHRC) <tribunal
decision in February 1989, (Gauthier et al.) to legally oblige
the cCanadian Armed Forces to open all occupations and
employment opportunities equally to both men and women. In
this case, three women and one man alleged that the Canadian

Armed Forces had discriminated against them by denying them

access to training and jobs on the basis of their sex.

As a result of the tribunal decision, thc Department of
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National Defence was ordered and held responsible to achieve
full integration, with the exception of submarine duty.?
While recognizing the wmagnitude of such a change to the
organization and its personnel, the CHRC has stipulated that
integration would be undertaken with "due speed, as a matter
of principle and as a matter of practice, for both active and
reserve forces" (Gauthier et al. 1989, p.64). It specified
the time limit for full integration to be within ten years and
set up procedures for achieving this goal. In particular, the
Tribunal ordered:

a. that policy be implemented for full integration of
wvomen into all units and occupations closed to them:

b. the removal of all restrictions from both operational
and personnel considerations and that the minimum
male requirements be phased out; and,

c. an internal and external monitoring of policy be put
in place with the appropriate and immediate
modifications.

Given the CHRC ruling, the policies governing personnel
management need to be reconsidered in order to ensure the
effective employment of all personnel in mixed-gender units
(Lamerson, 1987). In many cases, it means that women will be
entering working groups and settings that were closed to them
just three years ago. Such is the case of women entering

near-combat support and combat positions. For many military

policymakers and strategists the influx of women into

2 tomen continue to be restricted from submsriner duty because privacy is impossible for

mixed-gender crews in such & limited erwironment. TYhe acquisition of ships designed for mixed-
gender employment will require that the restriction be reviewed.
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previously restricted occupations is a cause for concern,
particularly in combat positions (Mitchell, 1989; Willett,
1990).

Arguments against women in combat and near combat have
emphasized women’s lesser physiological capabilities in
comparison to that of men and have gquestioned women'’s
psychological ability to withstand the stresses of combat.
The ability of men and women to work effectively as a team
during training and combat is held in doubt. Scepticism about
women’s contribution to group tasks is perpetuated by the
belief in the power of "male bonding" and the debilitating
influence of a woman’s presence on the morale, cochesion and
ultimately the effective performance of the military (Marlowe,
1983; Mitchell, 1989). Tuten (1982) expands on the male-
female anthropometric diiferences and makes the following
argument about men and women who have had the advantage of
comparable physical training:

"At their respective physical peaks, the male will
have increased his relative physical superiority
over the female. Thus, immutable physiological
differences favour the employment of men in tasks
that require physical strength, speed, power, and
endurance. Few would deny that these physical
attributes are essential to the soldier or marine
in ground combat. Closing with the enemy and
destroying him is a very physical endeavour, and
modern technology has not changed that at all--nor
is it likely to. Therefore, without even coming to
psychological, sociological or managenment
considerations, we can support a major conclusion:
The exclusion of women from front-line ground
combat is mandated by their lesser physical
capabilities.® (p. «7).

Those who support an expanded role for women in the
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military refute the restriction/exclusion arguments by
addressing the weaknesses of such a position (Robinson, 1986;
Segal, 1983). In particular, the arguments raised against
women typically treat women as a class of people rather than
as individuals with diverse talents and capabilities.
Recognizing individual differences in physical capabilities
and psychological preparedness will still allow many women to
meet the profile for combat positions. Equal citizenship and
the opportunity, if not expectation, for all citizens to
participate in the defence of their country is another
important point. This is made clear when one recognizes that
the exclusion of women in the military serves not only as a
wmajor barrier to career advancement but also adversely affects
women achieving full status as citizens. Concerns about the
potential disruptions to the interpersonal relationships and
cohesion of all male combat units are dismissed as speculative
(Segal, 1982). In conclusion, Segal adds:

"One point is clear: if men believe that women are

not part of their group and that they cannot

function with women around, this belief will

disrupt such functioning and may hinder actual

ability to cope with stress of combat, thereby

serving as a self-fulfilling prophecy.” (Segal,

1982, p.278)

Cohesion is a central theme in the debate about a fully
integrated military force. In the social psychological

literature, cohesion has been defined as a critical feature of

groups. The classic definition of cohesion refers to the

forces that bind the members of the group together, including
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the member’s willingness to stay in the group and their level
of satisfaction and efficiency when part of the group
(Ridgeway, 1983). Experimental social research of nonmilitary
men and women in simulated groups examines the differences
between men’s and women'’s attributes, behaviours and resultant
interactions in mixed-gender task groups (Dion, 1985; Brewer
& Miller, 1984; Colwill, 1982). This research, howvever, does
not address cohesion specifically where men and women work
together. For example, Dion (1985), in a comprehensive review
of gender and groups addresses the question of why the sex
variable has generally been neglected by social psychologists
studying small groups. In addition, he points to the
reluctance of small group researchers to include women as
subjects much less manipulate gender ratio composition.

In field research on cohesion within the military, the
focus has been on all-male groups. Griffith (1988), studied
soldiers in the United States Army in order "to clarify the
operational and conceptual definitions of military unit
cohesion by developing measures of small-unit cohesion."

p.- 149. Stouffer et al. (1949) conducted studies of morale
and combat effectiveness during World War II whereas Nelson &
Berry (1968) investigated the cohesion in all-male Marine
recruit platoons. More recently, Fowler (1979) reported that
soldiers in the Vietnam conflict demonstrated strong group

cohesion primarily as a means of sustenance during combat

thereby increasing the odds for group survival.
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Research that considers the impact of the ratio of men to
women on small group dynamics is much less prevalent. The
literature reveals that there have been few opportunities to
investigate, much less manipulate, mixed group composition and
its effects on mixed-gender group cohesion in a military
setting. In the mid 1970’s the United States Army Research
Institute carried out experimental research (MAXWAC) with
newly formed mixed-gender support units and gathered
information about unit performance after varying the number of
women participants. Project Athena, a 4-year longitudinal
study (1976-1980) of the integration of the U.S. Military
Academy at West Point did not endeavour to manipulate the
number of women in small groups but took ratios into account
in reporting results (Yoder, Adams & Prince, 1983).
Considering the ratio of women to men over the four-year
period Yoder et al. concluded that as the number of women
increased at West Point from 2% to 8%, problems associated
with tokenism experienced by the initial group were
alleviated. Over the four years as wvomen became nmore
integrated into the ranks of the cadet hierarchy their
increased numbers and appointments to positions of leadership
and control contributed to less visibility of the women as a
group.

Some ethnographic researchers have chosen to focus on the

woman’s perspective of her experiences as a newcomer to male

dominated/exclusive occupations to understand better the
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dynamics of male/female working relationships. Braid (1980)
conducted in-depth interviews with women in non-traditional
blue-collar jobs in British Columbia, the Yukon and Ontario.
Women working in the building construction trades in the
United States were the focus of ethnographic research by
Riemer (1979) whereas Ross (1979) collected information on the
experiences of women working in management in internationally
renowned cities. Moskos (1985) made on-site observations and
interviewed American Army female military personnel in mixed-
gender units during operations in Honduras. Moskos’ account
of the servicewomen’s experiences is rich and informative
although largely impressionistic. Based on his observations
and interview material he concluded that women soldiers, both
noncommissioned ranks and officers, when placed in field
deployment situations undertaking non-traditional tasks do
much better than expected.

For those charged with policymaking and defence strategy
the mandated changes to employment practices will result in
restructuring and reformulating several long held policies and
practices. If new policy is to be properly implemented there
is also a need to understand the human and organizational
dynamics that will facilitate the entry of women into non-
traditional occupations and employment settings. The dynamics
of group relationships and the process by which the newcomer
becomes incorporated as a member of the group has long been of
interest to both psychologists and sociologists (Nieva &




Gutek, 1981; Colwill, 1982).

Social psychologists have contributed to the literature
on integration through work on the contact hypothesis. This
line of research was developed in response to questions on the
impact of intergroup contact on the changing of attitudes and
ethnic relations. Allport’s equal status contact hypothesis
detailed in Nature of Prejudice (1954), concluded that contact
alone would not guarantee intergroup harmony and establish the
conditions for its occurrence. Specifically, there is a
requirement for prolonged contact with cooperative activity
involving common goals. A framework of official institutional
support is necessary in order to create "the kind of social
climate” in which more tolerant norms emerge. Finally,
contact must be between people of equal social status and
powver.

Amir (1969), in a study of the integration of ethnic
groups, supported Allport’s original formulation. Again,
contact alone could not initiate a change in attitudes and the
subsequent desired positive behaviour. Such changes are
conditional on five favourable environmental conditions,
namely: (1) an authority support for integration, (2) equal
status contact, (3) the degree of the contact, (4) nature of
contact and, (5) the establishment of superordinate goals.
Amir also identified unfavourable conditions of contact as

instances when contact causes competition between groups,

where members of one group have a lower status than the other




14

group and in cases where a group’s prestige or status is
threatened by the contact. Contact that is unpleasant,
involuntary or tension laden is an obstacle to positive
integration. Such is the case where members of a group or the
groups as a whole are in a state of frustration or where the
groups in contact have moral or ethnic standards which are
objectionable to each other. All of these are representative
of conditions that have a negative effect on helping to change
negative attitudes towards minority groups. Rajecki (1982)
points out that these conditions are not based on any specific
theory of contact but rather are conditions Amir found to be
helpful or hurtful in changes to intergroup attitudes through
his empirical research.

Cook’s Mode)

Cook (1969, 1971), from his experimental work on
inter-ethnic contact, analyzed and integrated variables of the
contact hypothesis. A descriptive model of unintended racial
contact was developed in which the interrelationships between
variables which influence prejudice and discrimination are
synthesized. The model elaborated on the conditions under
vhich the contact between majority (white) and minority
(nonwhite) groups brought about positive attitude change and
the reduction of conflict between the groups. These
conditions include the characteristics of the persons involved
and the nature of the contact situation. Table 1 identifies
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the category of variables and the corresponding examples
proposed by Cook (1969).

Cook took his analysis of contact to be influenced by
several categories of variables having to do with the
minority, the majority, and the conditions under which contact
occurred. It is these specific variables that Cook theorized
affected positive outcomes.

Situational-Personal. These variables describe the
minority in the contact setting. For example, the extent to
which the minority person contradicts stereotypes about their
group and manifests valued social traits, such as
friendliness, helpfulness and honesty. Also included is the
extent to which the minority member holds similar attitudes
and values to the majority group member. If both groups have
a similar social economic status and similar level of
education this is also thought to enhance acceptance and
tolerance of individuals of the minority group.

Situational-Setting. Characteristics of the setting,
namely equal relative status in the contact situation and a
higher proportion of minority group members, are expected to
produce positive outcomes.

Contextual-Social Environment. This category of
variables describes attributes of the majority group members
in the contact situation. For example, this includes the
class disliked norms of the majority group with respect to the

beliefs about associating with members of the minority group.







