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CHAPTER 1: INTRODUCTION AND LITERATURE REVIEW 

Introduction to the Dissertation 

Women's Traumas in Masculinist Environments 

 In the 1950's, 60's and early 70's, emphasis began to be placed 

on the fact that the world of men is where the power, control and 

money are to be found. Women, particularly white middle and upper 

class women, were seen as having been relegated to taking care of the 

kids in the suburbs, with little sense of control of their lives, or 

developing maturity in themselves (Friedan, 1963; hooks, 1981). This 

gave rise to the feminist movement of the 60's and 70's, which 

encouraged women to develop and follow careers, like men. The 

results of this movement of women into the work force have been 

multifaceted. These women discovered that they could do the work of 

doctors, lawyers, mathematicians, computer scientists, chimney 

builders and just about any work to which they set their minds, hearts 

and sweat. Many found a sweet independence that allows them to 

develop their individual personal power. But they also met major 

complications and obstacles. The two wage earner family has become 

the norm. Many women now find themselves expected to pursue and 

develop a career, just like men do, and at the same time, to shoulder 

the major responsibilities for caring for the home and children. And 

their career lives are lived out in social structures that, decidedly 

masculinist in nature, are antithetical to styles and values comfortable 

to women. From within this new found personal power and self 

definition, the cry is going out that ours is a system that batters 
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women, as well as men and the earth, and that new forms of 

commerce and economics, based on new value systems, are needed 

(Raichyke, 1998; Waring, 1996). 

From My Life 

 There came a day in January of 1986, when I was traveling at a 

high speed on a deserted highway, headed home. Having just left the 

academic position I had worked so hard to attain, my mind overflowed 

with thoughts. Chaotic feelings tumbled in my psyche. I had the 

credentials, I had the knowledge, I had the skills to do the unique 

project for which I was hired. And I had embraced that project, 

approaching it with relish. 

 Self-recrimination jostled with rage in me, as I tried to make 

sense of this result of my 42 years of living. I was hired as the first 

woman in a university mathematics department, with credentials from 

one of the top research institutions in the nation. I was not a child, 

indeed I had three grown children of my own, but I had been naive. The 

self-talk, "You have got to learn to do politics, to become a political 

animal. That is your next challenge," was pounding in my brain. The 

response that rose up from my core was "Why? I offer unique 

understandings and capabilities. It would take all my time and energy 

to figure out political manipulations that might not even be effective. 

And it would take me away from developing the understandings and 

focusing on the student-connected tasks at which I excel. What I need 

in order to be heard is a cock, and there's no way I can grow one of 

those, even if I wanted to." Like so many of my sisters in this 
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transitional age, I had spent my life meeting requirements set up by a 

male-defined system for men, only to find myself still excluded from 

the decision making processes required to be effective. Not only was I 

excluded from the decision making, the underlying framework and 

values upon which decisions were being made disturbed my sense of 

integrity. 

 With further naiveté, I went from the academic to the corporate 

world of computer software development and training in Silicon Valley, 

expecting not to find the same "old boys'" network in place. In my 

years managing technical training in software firms, I met the "new 

boys'" network and brought to voice new questions. Why are we doing 

this? How does it effect society, my community, children, my 

grandchildren's children to come, the overall quality of life on this 

planet and for each of us? In Silicon Valley, I experienced a short 

sighted corporate system, extremely powerful and lacking in 

meaningful intent. It was run by rules that I did not respect and that 

seemed to change as soon as I figured out how to follow them. I found 

many extraordinarily talented women dropping out of the hierarchy to 

become consultants, contractors, entrepreneurs, or to live on the 

coast and write, or teach Qi Gong, certainly a far higher proportion of 

woman than men.  
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Adversities of Superwoman 

 In the last decade, the newspapers, news magazines and 

television specials portray women moving into executive positions, and 

doing well in the world of business and commerce in general, and 

recently, in Silicon Valley software corporations in particular. In short, 

the feminist struggle in the work world is depicted as having been 

successful.  

 This is but a half told tale. Clearly, there is another viewpoint to 

the feminist story. This study will explore and develop an aspect of 

this other perspective that clamors to be told. With the expansion of 

women into the workforce, an economic climate emerged that required 

most households to rely on two incomes. The Supermom was born. 

This movement of women into the male designed and dominated work 

world, along with the normalization of the two income family, has 

produced problems. Today the offices of medical doctors, 

psychotherapists and other health care professionals are filled with 

women suffering from the "Superwoman is sick" syndrome. New 

diseases, anorexia and bulimia, assail our adolescent girls and young 

women. These are diseases that seem to speak of our young women's 

ambivalence toward growing into the womanhood of today (Pipher, 

1994; Woodman, 1985). The "systers" email list, of women in the 

computer field, has hosted discussions of a "glass wall." Similar to the 

"glass ceiling," the "glass wall" describes a corporate political 

phenomenon. It refers to the subtle obstacles that can be put in place 

to impede a woman's ability to perform her job effectively. These 
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obstacles can be difficult to identify, much less prove and fight 

against. Instead women often blame themselves for not fitting in, for 

not being able to perform as they would like and wonder what is wrong 

with themselves. Anita Borg, Ph.D., the founder and moderator of 

systers, describes one of the group's focal points as the hosting of the 

question, "How do we (female computer professionals) manage and 

thrive in places that are predominantly male and male defined?" 

(1998). The very fact that there is a thriving email list dedicated to 

the issues of how women are managing in the masculinist 

environments of computer professions, suggests the usefulness of 

documenting women's experiences. This research will explore 

corporate women's experiences of their own values and styles as they 

make their lives in male designed and dominated corporate cultures 

that subtly, and not so subtly, resist them. It will also explore the 

effects of this resistance on the psychological health of the corporate 

women interviewed. With this study I will go to my sisters in the 

corporations and document what they are encountering and how they 

are dealing in their own inner worlds with the abrasive mismatch 

between the values and styles of the patriarchal corporations and the 

ways of being, doing and knowing that are more common and 

comfortable to women. The results of these interviews will supply 

understandings to help other women deal with the mismatch and to 

help health care professionals focus on, and contribute healing to what 

corporations do to women's spirits and to the feminine in general. 

Understanding the effects of the grating, dehumanizing corporate 
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experiences on women, health care professionals can better minister to 

them, and necessary changes in work place policy, and indeed, in world 

policy, can be supported in some small way. 

The Women in the Workforce Support Group 

 Preparatory to this research, I designed and marketed a support 

group for women in Silicon Valley corporations. There was a great deal 

of general feedback that such a group was necessary, including my 

own recent experiences in computer start up companies. But the 

women who called, sometimes with disastrous stories, were too busy 

with their 60 hour work weeks and single parenting to reliably attend 

the group. Some of them have come to me for peer counseling on 

their issues as women in Silicon Valley corporations. 

 In the group sessions and the peer counseling, the expressed 

concerns centered around the following topics:  

- How does a mid-life woman, VP of marketing at a start up 

corporation, deal with very young "hot shot" engineers? These young 

men are often glorified in venture capitalists' push toward massive 

profits without regard for wiser development practices, or humane 

working conditions. This concern has also been the focus of an 

extensive discussion on the "systers" email list of women computer 

professionals. 

- How to establish a balanced life style in the context of high 

competition and untenable deadlines? 

- How to deal with a situation in which your new younger boss goes 

around you to assign work to your subordinates, makes agreements 
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and commitments that it has been your job to negotiate and that you 

will be held responsible for, and neglects to inform you of meetings 

that you need to attend? 

- How to be heard in a meeting when you have a reasonable solution to 

the issue at hand, but there is so much political posturing going on 

among the male marketers, that you cannot find a chance to speak? A 

seemingly sympathetic male psychologist's directive to this woman 

was that she needed to learn to be competitive. This comment is not 

responsive, especially since particularly competitive women may often 

not be respected or effective within the patriarchy. 

- The expectation, that if a woman works hard and does not make 

trouble, she will be appropriately rewarded, was often expressed. This 

phenomenon is well described in Audre Lorde's words as: "to believe 

the dangerous fantasy that if you are good enough ...quiet enough ... 

then you will be allowed to co-exist with patriarchy in relative peace" 

(1984, p. 119).  

 The contradictory nature of the dictums to be competitive and 

to quietly work hard, produces a confusing sense of zero, or less, 

degrees of freedom for women. 

 All of the above topics are covered, or touched on, in studies of 

women in corporate environments (Harragan, 1977; Tannen, 1994; 

Hochschild, 1997) and related topics are covered extensively in other 

literature of women's situations (Jaggar & Bordo, 1996; Nelson, 1996; 

Keller, 1986; Jacks, 1991; Kittay & Meyers, 1987). But the depth of 

distress that was conveyed in the phone conversations, in the 
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women's group, in my peer counseling practice, as well as in casual 

discussions at workshops and social events, suggests the value of 

further, deeper explication of how these women are experiencing life in 

the corporate world. What are the results to a woman's psyche of this 

dissonance between the feminine and the corporation? With an 

understanding, holding and acknowledgment of corporate women's 

angst, health care professionals (like the sympathetic male 

psychologist mentioned above) can learn to attend to the distress that 

is incumbent upon being at the crux of this major cultural transition. 

Preassumptions and Purposes of this Research 

 The preassumptions underlying this study are:  

- There are particular traits, preferred styles and values, that women 

tend to exhibit more than men.  

- These traits are often dissonant to those masculinist characteristics 

upon which this culture's major economic structures are based.  

- The resulting conflict of style and values causes distinct difficulty, 

deep pain and stunted growth for women making their way in the 

economic world.  

The purpose of this study is to explore the difficulties and distress, 

and their consequences for the inner worlds of individual woman. A 

second purpose is to search for and understand from within individual 

women's experiences, situations in which women's ways of being and 

doing are able to mesh beneficially with the prevailing corporate 

structures. These understandings will contribute to health care 

professionals' abilities to care for this group of women and may also 
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contribute to eventual changes in prevailing workplace paradigms. The 

nature of these questions and the necessarily limited scope of this 

dissertation study, suggest that qualitative methods be used.  

Literature Review 

 Since the mid-70s a great deal of research and analysis of self 

and others has taken place among women in order to determine who 

we actually are and why we find the world so difficult. Understandings 

of the depth of misogynism in our culture and the toll that takes on 

developing girls and on women throughout the life span, have been 

illuminating. The very language we use to describe our experiences is 

lacking the words to adequately describe the female experience. 

"Women's access to discourse involves submission to phallocentricity, 

to the masculine and the symbolic: refusal, on the other hand, risks 

reinscribing the feminine as a yet more marginal madness or nonsense" 

(Jacobus, 1979, p. 12). 

 Part of the culture that dominates our lives is the corporation. 

We were told we could do anything if we studied, learned math and 

science, went into the "real" world of men, by learning to be like them. 

The directive was to be corporate executives, climb the ladder, learn 

to be competitive, learn to maneuver through corporate politics. For 

some this may have worked. For many more, it has not. Why isn't it 

working? For one thing, women tend to respond to caring and 

community needs, more than to competition and status needs. Their 

way of interacting is more likely to involve connection issues than 

separation issues, to which men have been shown to respond more 
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readily. Thus a woman in a corporate work environment is likely to seek 

connection. But the corporate ways of interacting stress the masculine 

separation issues of competition and hierarchy. What are the 

experiences of women who want connection in their corporate work 

environment, but are only able to approach interacting successfully by 

following the isolating paths of corporate competition, status and 

hierarchy? What is the toll it is taking on corporate women who would 

find it limiting to adjust to the corporate environment, and who are not 

getting their life's needs met there. 
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Women Through Masculinist Lenses 

 To satisfactorily consider the position of women in corporations 

today, it is necessary to step back and view the holding environments 

of our livelihood, and the philosophical perspectives that inform 

society's structures, from a somewhat larger historical perspective. 

According to Guggenheim Fellowship Scholar, Gerda Lerner in The 

Creation of Patriarchy (1986) and many others, the roots of the issues 

that underlie much of women's distress (and that of other non-

dominant groups, as well as the culture at large) are traceable to 

societal threads that stretch back through history (Eisler, 1987; 

Harding, 1983; Daly, 1978; Berman, 1981; Merchant, 1980). As 

Professor Richard Tarnas states in the Epilogue to his unique historical 

survey, The Passion of the Western Mind: Understanding the Ideas 

That Have Shaped Our World View, "The crisis of modern man is an 

essentially masculine crisis, and I believe that its resolution is already 

now occurring in the tremendous emergence of the feminine in our 

culture: visible ... in the rise of feminism, the growing empowerment of 

women, and the wide spread opening up to feminine values by both 

men and women ..." (1991, pp. 442 - italics copied from the original 

text). It is important to note that these works are typical of a 

developing body of literature that points to our time in history as a 

transition out of an increasingly oppressive and defunct patriarchy. For 

the immediate purpose of exploring women's responses to life in 

corporations, the view from a century or so ago will suffice as 

backdrop.  
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 As science and the scientific method passed from the field of 

physics into the study of the natural and social sciences, including 

psychology, a strange phenomenon occurred. Curiously, the men 

studying the nature of the human and human behavior quite 

consistently developed their theories of normality entirely from the 

observation and experiences of men and boys in their own culture, and 

their theories of psychopathology from the "observation" of female 

patients. They then tried to apply their theories and models of 

normality to women. Not surprisingly, they found that women and girls 

failed to conform to the preferred mode of being (Gilligan, 1982; 

Belenky, 1986; Douglas, 1990; Miller, 1986). Caught in the 

phenomenal display of patriarchal hubris that represents the last 

several thousand years of western culture, these men consistently 

decided that women, not fitting their models, must be deficient. 

Conceptually, they derived their scientific models from the experiences 

of a very limited group of people, and then viewed the model as having 

the validity of a Platonic form. Those of us who did not fit the form 

were at risk to be considered defective and treated as aberrations. 

This group of potential deviants includes, at least: all females, men in 

non-white cultures and disadvantaged men of our own culture. This 

represents an incredibly massive proportion of the total population of 

the world. 

From Male Psychologists 

 Amidst Freud's brilliant and powerful studies and explanations of 

the unconscious and it's development (Ehrenwald, p. 271-288), lurked 
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the prevailing prejudicial attitude toward women of his time. For 

example, he "tied the formation of the superego or conscience to 

castration anxiety". Based on this he "considered women to be 

deprived by nature of the impetus for a clear-cut Oedipal resolution. 

Consequently, women's superego - the heir to the Oedipus complex- 

was compromised" (Gilligan, 1982, p. 7). This "compromised 

superego" was presumed to account for the fact that women are less 

well-developed ethically and have less of a sense of justice (Gilligan, 

1982, p. 7). 

 Jung himself is said to have had a strong feminine side. He was 

supportive of the role of the feminine in the human psyche, and he 

was supportive of the development of the many women followers that 

he attracted. But he, as did many other Jungians, derived his 

understanding of the nature of the feminine from his experience of his 

own anima, rather than from investigations of women (Douglas, 1990; 

Wehr, 1987). Jung himself stated that "it is a foregone conclusion 

among the initiated that men understand nothing of women's 

psychology as it actually is, but it is astonishing to find that women do 

not know themselves" (Jung, 1933/1980, p. 807). This is a 

meaningful challenge that women, Jungians and others, have felt 

strongly themselves and have been exploring and productively 

reworking (Perera, 1981; Gilligan, 1982; Miller, 1986; Qualls-Corbett, 

1988; Sullivan, 1989; Estes, 1992; Belenky, 1997).  

 Erik Erikson's original extension to Freud's theories of adolescent 

development gave a fifth stage that involved the formation of a 
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separate identity (1950). This stage becomes problematic when 

considered from the point of view of female development. While in 

1968 Erikson observed that the sequence is different for females, he 

never changed his chart of life cycle stages. Indeed, Gilligan points out 

that for Erikson "development itself comes to be identified with 

separation, and attachments appear to be developmental impediments, 

as is repeatedly the case in the assessment of women" (1982, pp. 12-

13). 

 In the 1970's, a researcher from Harvard, Lawrence Kohlberg, 

presented what has become a classic example of this problem of 

systemic and systematic masculinist devaluation of women. In a 

popular and well accepted style of research (Piaget, 1932), he and his 

colleagues were studying stages of moral development in children. 

They discovered that girls lagged far behind boys in their stages of 

moral development, i.e. that women are morally deficient as compared 

to men (Kohlberg, 1973; Gilligan, 1982). But at this point the current 

feminist movement had progressed far enough that women could 

finally confront such absurdity. In examining the research studies that 

were used to depict women as morally inadequate, Kohlberg's former 

student and current colleague at the Harvard School of Education, 

Carol Gilligan, raised a red flag on the research. It was found that the 

stages of moral development determined in Kohlberg's studies were 

originally derived from studies consisting only of boys. Moreover, as 

we shall see in a subsequent section, when she returned to the actual 

protocols of the interview sessions with the girls, she found that the 
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girls were actually responding from a different and more complex moral 

stance (Gilligan, 1982). 

Gender Differences in Values and Styles 

 In the late 70's and early 80's academic research began to 

proliferate making it clear that the standards of our culture tend to be 

derived by men, from male experience, along masculine lines. Thus, in 

order to meet the standards set, women have been proving that they 

could be like men. Feminists in the 70's, 80's and into the 90's have 

been decrying this definition of norms based on studies of males and 

experiences of men. The gender equality that society has been trying 

to adopt has been a "masculinist gender equality" (Zheng, 1997). On 

the surface, this leaves women still unable to grow and do their jobs as 

they would wish, and it leaves men confused about what it is that 

women want. On a deeper level, it leaves both women and men unable 

to employ a wide range of ways to be and do in the world. The range 

that I refer to includes the more feminine ways of being and doing.  

 This new wave of academic research explores the values and 

styles that are particular to girls and women in our culture. This 

research indicates that the moral and ethical values, and the styles of 

interaction, that are typical for girls and women are often not 

recognized in our masculinist culture. Thus valuable strengths that are 

particular to women are going unrecognized and unrewarded. This 

other side of the feminist tale, as it relates to women in corporations, 

needs to be explored and told. Such research can help to alleviate the 

isolation felt by women functioning in heavily masculinist contexts. It 
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may help to partly explicate the prevalence of depression, anxiety, 

agoraphobia and eating disorders in girls and women (Woodman, 1982; 

Woodman, 1985; Pipher, 1994). It can assist women and men in 

expanding the repertoire of strengths, values and styles of interaction 

that they can use effectively. And it may even help the prevailing 

societal contexts broaden and mature. 

Research from the Wellesley Centers for Women 

 In 1976, Jean Baker Miller published Toward a New Psychology 

of Women, in which she points out that the experiences, meaning 

systems and values of women are often not the same as those of men. 

In 1981 Dr. Miller established the Stone Center at Wellesley College, 

for the study of the psychology of women. The "Working Papers" 

produced by the Stone Center are too numerous to mention. These 

papers address issues ranging from anger and depression in women to 

mother-daughter and woman-man relationships. In 1991 a core 

selection of these papers was published as Women's Growth in 

Connection: Writings from the Stone Center (Jordan). This book 

outlines the self-in-relationship model of development that the Stone 

Center has found more applicable to women's development. Growth 

for women involves development in capacities for empathy and mutual 

empowerment. It occurs in relationship, not in the isolation of an 

independent, individual self, as has been described throughout 

psychological literature. In 1997 an expanded selection of the Working 

Papers was published as Women's Growth in Diversity: More Writings 

from the Stone Center (Jordan). The title reflects the establishment of 
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the Jean Baker Miller Training Institute (JBMTI) and it's movement to 

establish Relational/Cultural Theory as a viable, substantial and 

consistent body of research and development that form a basis for a 

theory and practice of psychology and psychotherapy. Judith Jordan 

co-directs the JBMTI with Jean Baker Miller. Joyce Fletcher co-directs 

the Working Connections Project with Jordan at the JBMTI. This 

Project involves research and development, workshops and 

publications about relational business practices and the productivity of 

organizations.  

Carol Gilligan at Harvard 

 In 1982, Carol Gilligan published In a Different Voice. In this 

groundbreaking work she challenged the established practice in 

psychology of using the experiences of males to define the norm, and 

then applying that norm to females only to find them defective. 

Gilligan's ensuing works have focused on developing deeper 

understandings of girls' and women's styles, values and development, 

and of the barriers to growth for girls in our culture. 

 Amy, Jake and Heinz's dilemma. As an Illuminative example, 

consider the situation as Jake and Amy view "Heinz's dilemma." In 

Kohlberg's exploration of moral development, he presented situations 

to boys of different ages. From analyzing their responses, he 

determined a set of stages for moral development. "Heinz's dilemma" 

is a classical situation used for this purpose.  

 Heinz's wife is critically ill. There is a drug that would save her 

life. Heinz cannot afford the drug. The druggist won't give Heinz the 
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drug for less. His wife will die without the drug.  Should Heinz steal the 

drug to save his wife's life?  

 Jake went straight to the issue of which was most important, a 

social rule not to steal, or the life of Heinz's wife. He also considered 

that a judge or jury would be understanding of the exceptional 

circumstances in judging Heinz. This put him squarely into the proper 

stage of moral and ethical development for his age. On the other hand, 

Amy refused to accept the implication of no alternative to the choice 

between his wife dying or having Heinz steal. Not only did she insist on 

considering other possibilities, but when she did consider Heinz 

stealing, she discussed the potential negative consequences to 

everyone involved that went along with that choice. Amy was seen as 

not understanding the alternatives presented to her by the problem, 

and was relegated to a much lower stage level than expected for her 

age. In concert with Carol Gilligan, I understand Amy's analysis to be 

more developed and realistic than Jake's. I also wonder about the 

effects of such misjudgments on all the Amys, both as developing 

young girls, and as they have grown up and moved into corporations.  

 Caring and justice. Two perspectives to defining and holding 

morality emerged from the Amy and Jake comparison. Subsequent 

studies by Gilligan on rights and responsibilities, and on the ethics of 

abortion, supported and broadened the emergence of a new, or at 

least less recognized, basis for morality. The perspective that 

resonates from women stems from a "sensitivity to the needs of 

others and the assumption of responsibility for taking care. (These) 
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lead women to attend to voices other than their own and to include in 

their judgment other points of view" (Gilligan, 1982, p. 16).  

 In approaching Heinz's dilemma, Amy and Jake both "recognize 

the need for agreement but see it as mediated in different ways - he 

impersonally through systems of logic and law, she personally through 

communication in relationship" (pg. 29). Amy's stance is rooted in "a 

world of relationships and psychological truths where an awareness of 

the connection between people gives rise to a recognition of 

responsibility for one another, a perception of the need for response. 

... Amy's judgments contain the insights central to an ethic of care" 

(pg. 30). In contrast, "Jake's judgments reflect the logic of the justice 

approach ... (with) the actors in the dilemma arrayed as opponents in a 

contest of rights" (pg. 30). 

 Once it was recognized that there is indeed a theme of morality 

based on caring, relationship and responsibility, that is complementary 

to the traditional justice theme with it's roots in law and the rights of 

the individual, other studies have proliferated to explore women's 

moral development and this caring ethic. The power of the realization 

of these two perspectives is seen in the number of studies and 

writings that followed attempting to further develop and explicate the 

underlying issues (Belenky, Clinchy, Goldberger and Tarule, 1986; 

Gilligan, Ward and Taylor, 1988; Gilligan, Lyons and Hammer, 1989; 

Gilligan, Rogers and Tolman, 1991; Brown and Gilligan, 1992; Taylor, 

Gilligan and Sullivan, 1995; Goldberger, Tarule, Clinchy and Belenky, 

1996;Belenky, Bond and Weinstock, 1997). But the clarity of analysis 
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and description of Gilligan's original work, while broadened, has not 

been superseded. 

 From within a relational world. In the subsequent work of Gilligan, 

Lyons and Hanmer, Making Connections: The Relational Worlds of 

Adolescent Girls at Emma Willard School, it becomes clear that women 

form their value systems, derive their meaning and organize their 

experience around relationship and connection to others. There is a 

greater complexity in the moral and ethical development of girls than 

has been described for boys. The theme of a fugue is suggested to 

replace the linear scale for development. One of the intertwining 

motifs of this fugue is caring, others are connection and community. 

 What emotional and psychological toll has been exacted of girls 

and women who accept the system that does not hear them and 

devalues them, in order to fill that strongly feminine need for 

connection and relationship within their communities? This within a 

corporate context built around understanding and respecting primarily 

competition, status and hierarchy. It seems likely that corporate 

women, along with the girls in Gilligan's studies, often feel "driven into 

a psychological isolation they and others readily confuse with 

independence." (Taylor, Gilligan & Sullivan, 1995, p. 3) 

The Feminine 

 In Jung and Feminism: Liberating Archetypes feminist Jungian 

scholar and theologian, Demaris Wehr analyzed Jungian theory and 

practice from a feminist perspective. She found that many of the basic 

concepts of analytic psychology, such as anima, animus and 
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individuation, do not reflect women's experiences of themselves. She 

stated that: 
 
Androcentrism and misogyny distort Jung's discussions of 
women, the anima and animus, and the feminine. As a 
result, Jung's individuation process itself may be skewed 
for women. The infiltration of Jung's cultural and gender 
bias is deep enough that analytical psychology, as a body 
of theory, does not contain an adequate definition of 
women and the feminine on terms that substantiate 
women's "consciousness-raised" experience. (pg. 99, 
1987).  
 

 In The Woman in the Mirror, Claire Douglas presented an 

excellent and thorough overview of the treatment of the feminine by 

Jungian scholars. She speaks of women's current psychological task as 

that of unlayering the patriarchal masks that define her "so that she 

can embrace her own particular truth and her own self image" (1990, 

p. 300).  

 Marion Woodman's two works, The Pregnant Virgin and The 

Ravaged Bridegroom, respectively emphasize the importance of 

discovering and celebrating the feminine, and the dilemma of women 

whose inner masculine is defined by the patriarchy. Woodman is a 

brilliant poet of the soul of our times. She prophetically expressed the 

situation of women in corporations: "the masculine bound to an 

obsolete patriarchal tradition experiences the emergence of the 

feminine as a threat. To disarm the masculine of its patriarchal fear of 

the feminine is thus crucial to releasing the creative dynamics of 

partnership" (Woodman, 1990). This research study illuminated certain 

aspects of this phenomenon in the corporate context. 
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Women's Distress 

 The January, 1997 issue of the American Psychologist (p. 26) 

reported that depression is considerably higher in women than in men 

world wide. Psychosocial factors such as less favorable economic and 

social opportunities were given as having possible relevance. In 

Reviving Ophelia: Saving the Selves of Adolescent Girls, clinical 

psychologist Mary Pipher detailed an epidemic of anorexia and bulimia 

in girls who were once dynamic and creative, and who seem to 

perceive the demands of adulthood for women in this culture from a 

jaundiced view. 

 Dana Crowley Jack, in Silencing the Self: Women and Depression 

(1991), explored women's personal experiences by "hear(ing) 

depressed women's own words" (p. 4). Starting from the premise that 

the self is relational, she "examine(d) how the interactional world (and 

thus the self) is affected by gender norms." In so doing, she found 

that "the focus shifts from searching for the developmental deficits in 

the individual that create dependence to examining the forms of 

connection that result in a 'loss of self' and depression for women" (p. 

16). Similarly I shifted the focus in this study from how women can do 

better in the corporate environment to examining the results for 

women of functioning in the corporate environment. Throughout 

Silencing the Self there are sentences that I can slightly rephrase to 

describe what I did with this study of women's experiences of the 

dissonance between their own styles and those of the corporation. 
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Here is an example, using parentheses around my words which replace 

her references to depression: 
 
Since the traditional theories of (corporate values and 
style) do not adequately take into account women's 
relational sense of self or the effects of gender norms and 
inequality between the sexes, we face the need for a 
search - a search for better insight into the nature of 
(women's experiences in corporations), a search for new 
concepts that more adequately reflect women's emotional 
realities. The people best able to guide us in the search 
are (corporate women), because they are the ones who 
know about their paths (through the corporate malaise). 
... In order to understand how a woman's external and 
internal worlds affect ... her, we must learn about how she 
sees and interprets them. (p. 23). 

If, as Jack says of women in our society at large, "the high rates of 

depression in women can be seen as an almost inevitable response to 

living in a culture that deeply fears and devalues the feminine" (p. 

183), what must be the effects of seeking a livelihood amidst the 

misogyny of valuing primarily status, hierarchy, competition, 

independence in the corporate world? What happens to corporate 

women who know themselves to be something other than they must 

appear (p. 185) in order to succeed, much less to just maintain 

connection within the corporations? How do these women create new 

ways of valuing themselves, of perceiving and interacting? How do 

they create their own frame to hold their authentic selfhood? Since 

cognitive schemas about the self-in-relationship are potent forces in a 

woman's creation of moral meaning, how does a woman's self-esteem 

fare in corporations that do not share this cognitive base for meaning 

formation (p. 196-197)? 
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Origins of Difference 

 Understanding the etiology of these differences between men 

and women, and by extension, between the masculine and feminine, 

lays the ground work for knowing how to deal with the differences, and 

with a world that denigrates one side of this difference. The 

differences can be explained in a number of ways, all of which are 

probably contributing factors.  

 Genetic, hormonal. Men's and women's DNA is almost the same. 

Only one of the forty-six chromosomes that humans have, is different 

for men and women (Kalat, 1995, p. 590). That is a difference of only 

2% in women's and men's basic genetic make-up. But that 2% 

difference is in every cell of our bodies. This produces profound and 

very visible differences in appearances, in capabilities and in 

propensities (Meade, 1989). Certainly the differences extends to areas 

beyond what our eyes can see and what each sex can do, into more 

subtle realms. 

 Our prisons are filled mostly with men. The recent onslaught of 

school yard shootings have all been committed by boys. These facts 

seem to be at least partially attributable to the masculine hormone 

testosterone. This hormone is an evolutionary necessity, but under the 

wrong circumstances seems to become problematic.  

 There are clearly extensive physiologically based differences 

between the sexes. Some of these may be rather subtle and go 
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beyond the readily observable physical differences to include 

propensities in style, values and meaning-making. 

 Biosocial. Dorothy Dinnerstein in The Mermaid and the Minotaur 

(1976) and Nancy Chodorow in The Reproduction of Mothering (1978) 

explain biosocial imperatives that account for significant differences 

between men and women. Since mothers are the primary care givers of 

young children, indeed, the original source of their flesh and food, girls 

grow up more able to relate to and bond with their same sex parent. 

They are not required to define themselves by separating from their 

primary care giver. On the other hand, boys must separate from their 

source of nurturance in order to define themselves as males in the 

society. Thus there is more often an emphasis on separation, 

independence and individuality in men, while women are more likely 

able to maintain the primacy of connection and caring. 

 Cultural privilege. More recently, a school of thought has 

emerged which attributes the characteristics of caring, connected, 

non-hierarchical community to the second class, down-trodden 

segments of society, be they women, racial minorities or any other 

unpriveleged group (Harding, 1998; Nelson, 1996). Since white male 

privilege is simply not available to women and others who are not 

privileged white males, these groups are not rewarded by honoring a 

status valuing hierarchy. They then tend to focus more on the values 

of connection and relationship. 

 Whatever the combination of sources for the differences found 

in our culture between men and women, the differences are clearly 
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there. And many, many women in corporations are in alien 

environments built around precepts that are antithetical to the 

feminine. 

Women in Corporations 

 The literature on corporations tends to be androcentric. Games 

Mother Never Taught You (Harragan, 1977) focuses on the rules of 

the game. There are many books like Working With Men (Milwid, 1990) 

and Women in Business (Kozmetsky, 1989) that tell women how to 

succeed in masculinist ways. Sally Helgesen's books, The Female 

Advantage: Women's Ways of Leadership (1990) and The Web of 

Inclusion (1995) discuss how women's particular styles can better 

contribute to the corporate goals. All of these purposes have a strong 

masculinist bearing to them, suggesting that women become more like 

men, or that they use their skills in pursuit of masculinist values. 

 The issues of women in corporations have been explored from 

many perspectives. Probably the work with the most popular current 

appeal is linguist Deborah Tannen's Talking from 9 to 5 (1994). In 

language, our values, styles and actions are linearly recordable and 

recognizable. So it is in linguistics that many of the differences that we 

have been discussing are readily observed and recorded. Deborah 

Tannen shows in detail how men and women in the workplace use 

language differently, from taking the same words and assigning 

different meaning to them to understanding situations from totally 

different perspectives and divergent expectations. This leads to 

misunderstandings between people.  
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 For instance, a man and a woman are talking about someone in 

their company. The man points out that this person has clout. The 

woman points out that the person has established many 

interconnecting relationships that allow her to get things done quickly 

and efficiently. The man bypasses the relationship notion and focuses 

on the fact that the person can make things happen. He sees this as 

having clout. There is a difference of emphasis between what this man 

and woman are focusing on in the same situation. They are valuing the 

same results (pp. 204 - 205). 

 Part of the transition from a masculinist corporate style to a 

more egalitarian environment will surely involve reevaluation of issues 

like: when do you take a person's feelings into account, and whether 

using a ploy of personal feelings as a bluff is a reasonable negotiating 

tactic (pp. 33 - 34). While these issues are being worked out, there 

will be difficulties on both sides of the differences. But the problems 

for women go deeper than this. 

 In Tannen's opening explanation of the differences in 

conversational style between men and women, she used the example 

of asking questions. In this context she compared several situations 

involving asking questions. The first two situations involve men. In one 

an intern needed to know the right dosage for a medication to give a 

patient. In the second a pilot needed to find an airport before running 

out of fuel. Both men decided to use trial and error rather than to ask 

the instructor or to radio for information. These men made life 

threatening decisions to avoid being seen as in a one-down position. 
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Similarly, Tannen uses the example of a woman intern who asked 

questions in class. This woman was given a lower grade because her 

instructor interpreted her asking questions as indicating that she knew 

less than others in the class who did not ask questions (p. 26). These 

three situations are not comparable, although Tannen used them as 

comparable illustrations of differences between men and women. The 

first two situations involved making life threatening choices rather 

than facing a relatively trivial circumstance. The last one involved an 

instructor who was not doing his job in a reasonable way because of a 

cultural blindness. It is valuable and instructive to know of such 

cultural blindnesses, so that we can work around them. But it is equally 

important to figure out how to mitigate their power. That Tannen has 

been forced into using situations whose comparison is so grating, 

indicates the need for evaluation of the values and styles that we 

espouse in our work place. And that need, in itself, illustrates the need 

to tend to the experiences of women who are put at risk by such inane 

prejudices as those against having the common sense to ask questions 

when needed. 

 Coming from a linguist's point of view, Tannen looked at the 

misunderstandings brought about by value and style differences. As 

she suggested, having better understandings of our differences will 

help us work together. It will also help us to evaluate which styles are 

appropriate for which circumstances. But the world in general, and the 

corporate world, in particular, adheres to accepted norms that are 

decidedly masculinist. As Tannen pointed out, "deviating from 
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accepted norms always carries a price" (p.124). This puts women in 

the situation of having values and styles that may often be the most 

comfortable for them, and which often make more sense, but which 

are subject to greater risk. The research of this study documented 

women's experience of these differences. 

 More recently, in ground breaking research Joyce Fletcher 

studied women engineers, their relational leadership activities and the 

dire results of their effectiveness. In Disappearing Acts: Gender, Power 

and Relational Practice at Work Fletcher reported that when the 

women engineers used their more relational skills to assist colleagues 

and keep the project on track, they were devalued for it, 

"disappeared," despite being at least as technically competent as their 

male counterparts. Fletcher illuminated this disappearing dynamic in 

tragic detail (1999). In "Women and the Workplace: Applications of a 

Psychodynamic Theory," Fletcher, Jordan and Miller asked, "What is 

the effect of this disappearing dynamic on [the women's] mental 

health? When acting on the basis of their 'theory' and in ways 

compatible for them, what happens to women who are not 

acknowledged, but instead are trivialized in terms that clearly are not 

valued in institutions, for example, nice or nurturing?" (2000). This is 

part of the question addressed by this research study. 

Conclusion 

 Freudians have tended to view development as separation from 

the mother, and woman as a failed male. Jungians defined 

development as individuation, and the feminine as an extrapolation of 
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the male anima. Moral and ethical development was defined by 

Kohlberg in a linear sequence of stages based on studies of boys. Girls 

were found to be deficient. Consistently women are expected to fit 

into norms established by and for men, and are found to be defective 

when they do not fit.  

 In the working world, an established norm of interaction at this 

time is the corporation. It is generally based on a highest value of 

monetary profit for the people at the head of the organization, 

especially in the realm of Silicon Valley technology. It advocates a style 

of competition and often ruthless climbing of the corporate ladder. 

These values and styles can be difficult for women who may typically 

prefer cooperation, empathy and mutual empowerment; valuing 

relationship over status, and getting the job done well over winning a 

competitive edge.  

 The advances in the status of women over the last generation 

are fraught with problems that still call to be addressed. There is a 

need to explore and understand the experiences of women who are 

living their lives in the masculinist corporate world of today. This 

understanding may help therapists who are working with women in 

corporations, women with depression and girls suffering from anorexia 

and bulimia. This results of this research project contribute to the 

basic knowledge necessary to support the healing of women's distress 

(and men's), and to shape public policy and help society organize to 

foster positive social and institutional change. These changes will 
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foster essential styles and values, the more feminine ones, that are 

underutilized today.  

 There is much written about the nature of women, of the 

feminine, and of the corporation. The situation of women in the 

workforce with regard to pay, advancement, harassment, family 

demands and such specifics as linguistic style has been studied. This 

study explicated women's experiences of the clash between their own 

styles and values, and those of the corporations. 



  32 

CHAPTER 2: METHODOLOGY 

Introduction 

 The focal topic of this study was the experiences of women who 

are working in the masculinist corporate environments. In particular, 

how do they experience and deal with the disparity between their own 

values and styles, and those that are more typical of men, especially in 

the patriarchy of the corporations? This study explored and explicated 

the in-depth nature and meaning of these experiences for four women. 

Thus qualitative procedures and techniques were appropriate. This 

study employed phenomenological and heuristic methodologies in the 

style of Gilligan (1982), Gilligan, Lyons and Hanmer (1989), Brown and 

Gilligan (1992), Mies and Shiva (1993), Taylor, Gilligan and Sullivan 

(1995), Belenky et. al (1986, 1997), Giorgi (1965, 1985) and 

Moustakas (1990). These methodologies utilize interview dialogues 

with the research participants. These dialogues were analyzed with the 

"conscious partiality" promulgated by Mies and Shiva (1993, pg. 38) 

by viewing them through the lens of my own experiences. The 

dialogues focused on four questions, encouraging the participants to 

pull broadly from their own experience.  

The Study 

Research Participants 

 The four research participants are women employed by 

corporations who identify themselves as experiencing discord with the 

corporate values and style. I qualified the women in our initial 

conversations, verifying that they have experienced a dissonance 
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between their styles and values as women and those of the 

corporation. 

The Interview Questions 

1) Tell me about your experience of your own values and style as a 

woman in the masculinist environment of the corporate world. 

2) Have there been situations when your sensitivities as a woman were 

resisted and repressed by those in the corporate structure? Tell me 

about them. What effect did this have on you?  

3) Have your ways as a woman ever eventually proved more effective? 

How was this for you? Was it recognized by those in power? 

4) Have there been times when the corporation accommodated to 

your ways of being and doing as a woman? Tell me about them. How 

did this affect you? 

Data Collection / Interview Process 

 Data collection and analysis followed the methodology described 

as the Listener's Guide by Brown and Gilligan (1992, pp. 25-41). The 

women interviewed joined me in this study as research participants. 

Together we used the questions of this study to explore their 

experiences. The Listener's Guide is a feminist methodology, focusing 

on using webs of relational pathways to understanding. It allowed the 

taking in and analysis of another's voice in its multifaceted polyphony. 

I used the concept of voice as it has been developed since Gilligan's 

first book In a Different Voice: Psychological Theory and Women's 

Development (1982). Throughout nearly two decades of subsequent 

research and analysis, "voice" has come to refer to much more than 
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the linear sounds that emanate as one talks. Voice has come to refer 

to the multidimensional expressions of the spirit in polyphonic form. 

Consistently it seems that the feminine is more complex and intricate, 

requiring more open ended avenues of expression to illuminate it.  

 In order to find and free up the many dimensions of experience 

in my research participants, I strove for relaxed, mutual conversations 

that invited personal intensity. Following the associative logic of the 

women's psyches, I allowed the dialogue to move where the women 

led (Brown & Gilligan, 1992, p. 19). The relational dynamic of this 

interview process was the back-and-forth conversation of dialogue. 

Within this relational context, I took into account my own thoughts, 

feelings and experiences, both past and in the interview itself, and 

their influence on my connection with those I interviewed. I 

endeavored to engage with our existing diversities, rather than 

encourage consensus. 

 The interviews took about an hour and a half. They took place in 

quiet, comfortable settings. The interviews were audio taped, 

transcribed and analyzed in a manner designed to produce a rich and 

vivid picture of each participant. Each woman was asked to review her 

written portrait and make any clarifications and additions that she 

finds appropriate. I then looked for and explored commonalities and 

differences between the participants' experiences. 

Data Analysis 

The Listenings 
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 The data analysis methodology of the Listener's Guide calls for 

four listenings to the material of each interview. This allowed for 

listenings focused on different aspects of the polyphony of the voices.  

 First listening. During the first listening to each interview, I 

listened to the story being told. The focus was on the plot of this 

woman's story. What is the geography of the events of her interaction 

with the patriarchy of the corporations? I asked and recorded the who, 

what, where, why and when of the drama that was being unfolded 

(Brown & Gilligan, 1992, p. 27). I looked for  
 
recurring words and images, central metaphors, 
emotional resonances, contradictions or inconsistencies 
in style, revisions and absences in the story, as well as 
shifts in the sound of the voice and narrative position: 
the use of first-, second-, or third-person narration. In 
addition, this first listening requires that (I) reflect on 
(myself) as (a person) in the privileged position of 
interpreting the life events of another and consider the 
implications of this act (Brown & Gilligan, 1992, p. 27). 
 

 Since I have spent major portions of my life in the environments 

in which these women are currently working, I have many opinions and 

residual feelings. I therefore also reflected on myself and my own 

personal reasons for pursuing this research topic as I looked to 

interpret the expressed experiences of these women. And I looked to 

how I respond to the research participants and their stories.  
 
In what ways do (I) identify with or distance myself 
from this person? In what ways (am I) or (my) 
experiences different or the same? Where (am I) 
confused or puzzled? Where (am I) certain? (Am I) 
upset or delighted by the story, amused or pleased, 
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disturbed or angered? Writing out (my) responses to 
what (I am) hearing, (I) then consider how (my) own 
thoughts and feelings may affect (my) understanding, 
(my) interpretation, and the way (I) write about that 
person (Brown & Gilligan, 1992, p. 27). 
 

 Second listening. Next I listened for the voice of the self, for the 

"I" in this woman's rendition of her story. I looked for how she speaks 

of herself, to see that her own voice is included in my description of 

her. The first two listenings brought my self into responsive 

relationship with the person to whom I was listening.  

 Third listening. In the third and fourth listenings I attended to 

the occurrences of relationship in the material of the dialogue. I 

"listen(ed) for and against conventions of relationship within a society 

and culture that are rooted psychologically in the experiences of men" 

(Brown & Gilligan, 1992, p. 29). I listened the third time for evidence 

of women's "struggles for relationships that are authentic or resonant, 

that is, relationships in which they can freely express themselves or 

speak their feelings and thoughts and be heard" (Brown & Gilligan, 

1992, p. 29). 

 Fourth listening. The corporate environment is a male-voiced 

culture with rigid socially constructed relationships that favor 

masculinist values. The women who are my research participants are 

exposed to "relationships (that) are narrow and distorted by gender 

stereotypes (and) used as opportunities for distancing, abuse, 

subordination, invalidation or other forms of psychological violation ... 

and oppression" (Brown & Gilligan, 1992, p. 29). The fourth listening 
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to the interview material in this voice-centered method, called for 

attunement "to the ways in which institutionalized restraints and 

cultural norms and values become moral voices that silence voices, 

constrain the expression of feelings and thoughts, and consequently 

narrow relationships, carrying implicit or explicit threats of exclusion, 

violation" (Brown & Gilligan, 1992, p. 29). This required "listening in 

the interviews for signs of self-silencing or capitulation to debilitating 

cultural norms and values - times when a person buries her feelings 

and thoughts and manifests confusion, uncertainty, and dissociation, 

which are the marks of a psychological resistance" (Brown & Gilligan, 

1992, p. 30). To identify times of political resistance against abusive 

relationships, I looked for evidence of fighting for the freedom to 

"disagree openly with others, to feel and speak a full range of 

emotions" (Brown & Gilligan, 1992, p. 30). 

 This study is feminist research set in the tradition of two 

decades of the development of feminist research methodology. Within 

this context, the above analyses have provided rich understandings of 

the interview material. A guiding principle of this methodology has 

been "to discover the nature and meaning of the phenomenon itself 

and to illuminate it from direct first-person accounts of individuals who 

have directly encountered the phenomenon in experience" (Moustakas, 

1990, p. 38). This was done within the context of the relationship and 

dialogue between the research participant and myself. 

Assumptions 
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 This research is based on two assumptions that have been 

strongly validated in the last two decades of feminist research. There 

are also assumptions involving the validity of the research 

methodology. The assumptions are: 

1. There are tendencies toward gender differences between men and 

women in the areas of values and style, of ways of knowing and being. 

In particular, women are inclined to value caring, connection and 

community, and men lean toward valuing honor, status and 

independence. Men's style tends to be competitive and hyper focused. 

Women are more disposed to a cooperative style and to a style that 

allows diffusion and seeming chaos in support of caring, connection 

and community. 

2. There are significant differences between the predominant 

corporate values and styles, which are masculinist, and those with 

which women tend to be comfortable. 

3. It is assumed that the interviews have given me valid information 

about the phenomenon of dissonance in values and style between a 

small group of women and their corporations. 

4. It is assumed that the research participants have been able to 

describe their experiences with some clarity. 

Delimitations 

1. This study is delimited by the group chosen to interview, and the 

methods of choosing the group. All of the women responding to the 

requests for participants will have identified with the initial assumption 
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of a discord between their values and styles and those of their 

corporations. 

2. The study, by the nature of its research theme and question, 

excluded any women who do not perceive that there is a mismatch 

between their own styles and values, and those of the corporation in 

which they work. 

3. The study excluded women who are not willing to speak about their 

experiences, perhaps because of the depth of pain involved, or from 

fear of being identified as "whistle blowers" within Silicon Valley 

corporations, a group which functions in some remarkable ways as a 

small town.  

4. The choice of interview methods delimits the type of information 

that this study produced. The results of this study are descriptive 

rather than inclusive. 

Limitations 

1. This study can only be taken to represent the experiences of the 

individual women involved. It cannot be taken to indicate the 

prevalence of such experiences, although it may lead to the generation 

of hypotheses for further studies to explore. 

2. This study is limited in the historical time period, the end of the 

twentieth century, of the women involved. Generalizations outside of 

this period in time may not be valid. 

3. Since no men are included in the study, it cannot be concluded that 

any men do or do not share these experiences. 
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4. Due to the volunteer nature of the study, which does delimit the 

sample, there can be no attempt to generalize the research findings to 

all corporate women. 

5. Women who are most overwhelmed with excessive work hours and 

parental responsibilities were not expected to have the time to devote 

to this study. Their voices, although very pertinent to the topic, are 

excluded.  

Ethical Assurances 

 The anonymity of the research participants has been vigorously 

maintained. Names and identifying details from the protocols have 

been changed. Each participant has reviewed and revised her 

camouflaged transcript to assure that identifying details have been 

adequately masked to her satisfaction. In this research study, every 

effort has been made to comply with the American Psychological 

Association standards for the use of human subjects in research. The 

approval of Pacifica Graduate Institute's Ethics Committee was 

attained for this research design before proceeding with the research.  
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CHAPTER 3: PRIMARY ANALYSES 

 In this research study, analyses were done by listening to each 

of the interviews four times. In each listening I focused on hearing one 

motif from the polyphony of different voices that intertwined in the 

interview. The preliminary listenings were for the voice of the plot of 

the woman's story and for her voice of self. These listenings set the 

context for the primary analyses which are contained in this chapter. 

That context included the plot, the woman's own description of self 

and my countertransference with the research participant. For the 

complete interview transcription and the preliminary two analyses of 

one research participant, Gwen, see the Appendix. This complete 

transcription and analysis makes available to the interested reader the 

details of how the material of the transcripts was worked. 

 Plot summaries and the primary listening analyses for each 

research participant's interview are recorded below. The primary 

listenings were for the women's responses first to relationship and 

then to oppression. Quotes were chosen that illustrated these motifs 

through each woman's professional life. These quotes are given in the 

left column. The right column contains my analysis of the quotes from 

listening into the particular voice from the interview. The quotes in 

"The Voice of Relationship" sections of the analyses elucidated the 

research participants' positive experiences of, and yearning for, 

authentic, resonant relationships and community in which they could 

freely express their feelings and thoughts, and be heard.  
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 In "The Voice of Oppression" segments of the analyses, I 

identified instances of institutionalized restraints and cultural norms 

that silence, distance, abuse, subordinate, invalidate, abandon and 

oppress. I described fragmentation, buried feelings and thoughts 

handled with confusion and uncertainty, significant silencings, 

invalidations and oppressions, and ongoing and impending capitulation 

to cultural values. The listenings for the voices of relationship and 

oppression are summarized and discussed in detail in "Chapter 4: 

Discussion of Themes" of this dissertation. In the "Discussion of 

Themes" chapter, predominant motifs are distilled and developed from 

the listenings below. 

Gwen  

 Gwen's interview transcripts and preliminary analyses, the 

listenings for plot and self, are contained in their entirety in Appendix, 

as an example of how the material of the interviews was worked.  

Plot Summary 

 Gwen was particularly interested in food issues and obtained a 

Ph.D. in food science. This lead her into the baking business. She 

worked at the American Institute of Baking and studied extensively in 

other countries: France, Mexico & Thailand. She consulted for a pizza 

company and had a delicatessen in San Francisco. She either cooked or 

managed well and happily until she entered a large bakery chain. 

 As a product manager at the bakery chain, she was over-

qualified for her job and was sensitive to being one of the first women 

in a managerial role. When they wanted her to wear baker's whites, she 
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insisted on the lab coat, which she felt signified the proper respect. 

After quite a bit of hassle, they finally gave in. She was not given a 

review or raise for a number of years, despite numerous requests on 

her part. She finally stayed home for a month or so, until they gave her 

a review which led to a raise. The bakery chain grew from 75 to 150 

stores while she was there. She represented the bakery at functions of 

the international parent company, demonstrating their product for the 

parent company. Her contributions to the company were diverse and 

many, but she was never adequately recognized or compensated 

either financially or with promotions.  

 Six years ago Gwen was hired as Manager of Cooking 

Applications and Food Technology at a Silicon Valley start-up company 

that manufactures ovens. Here she was only given one review in six 

years. Over the years at this company, her zest waned as she 

boomeranged off the glass ceiling and glass walls that restricted, 

isolated and demoralized her. She worked with the software engineers 

and bought software to design particularly responsive and efficient 

ovens. When she'd been there two years, the marketing branch set out 

to hire another "food person." She thought they were going to hire her 

boss, and wanted to apply for the position. But they would not give 

her a straight answer about the duties of the position for which they 

were interviewing. She was never allowed to interview for the position. 

When she participated in the process of interviewing others for the 

position, she consistently wanted them to have some experience 

cooking, so that they knew the intricacies of how an oven is used. 
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Against her recommendation they hired a man from India who had no 

cooking experience, as the director. His inexperience left her doing his 

job and fixing his errors. She was furious. The new director got an 

office and bookshelves. She had been trying to get bookshelves for a 

year, and finally had to go around her boss's back to have one built for 

her. She was reprimanded for this. Again she had not had a review or a 

raise for years, so she prepared a study showing that she was being 

underpaid, and took it to her boss. She also pointed out that she was 

not treated reasonably in the hiring of her director. She got the raise, 

the ineffectual Indian man was let go as director, and she was made 

team lead, not director.  

 These problems affected her productivity, confidence, sense of 

self-worth, and her "mental happiness". Gwen's own final heart rending 

words paraphrased the status of her psyche at the time of the 

interview: "It's taken chunks of my enthusiasm. I always had 

enthusiasm for whatever I'm doing, and I've been munched and 

crunched on. ... If I hadn't been stomped around on ..., hurt and 

emotionally drained, I might be more assertive."  

The Voice of Relationship 

 
From Gwen's Interview Researcher's Comments 
p 1 
It [the corporate women's group] is 
a wonderful idea.  

Gwen longs for the opportunity to 
freely and authentically express her 
thoughts and feelings, and be 
heard. 
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p 5 
I wanted to be creative... part of it. 
I wanted to use my knowledge and 
be creative. And it's not been easy. 
But, so I had a deli in San Francisco; 
that was just... I just did things to 
try to have a job, and to explore 
my field, first thing. And I did 
consulting when I first moved to 
California. So I did with a pizza 
company, I helped this guy. 

She has sought to be creatively 
and resonantly involved with her 
field and those in it. 

p 5 
I was in charge, so there was no 
problems there. And then... And I 
had women under me, and that was 
fine. I had some men too, but, you 
know, that was all fine.  

She reiterates throughout the 
interview that when she is in 
charge of a project, it runs 
smoothly. She experiences good 
working relationships with those 
she supervises. 

p 6 
I thought I should wear a lab coat, 
in clothes, and not... That's what I 
felt. They wanted me to wear 
bakers' whites, like I was a baker. 

She wants an acknowledged place 
of respect within her work 
community. 

p 6 - 7 
then I had a boss, the vice 
president of... that took an interest 
in me, and he... When I look back, 
he more like mentored me than 
anyone had ever done, and 
probably than anyone, you know I 
don't think anyone's done it since. 
There was like two gentlemen 
there, and I will have to say that 
they grew up not in the baking 
industry, and they grew up in... Like 
vice presidents at the international 
conglomerate. So they had a better 
overview of people, I think, than ... 
the other people. ... So that was all 
good, I mean I was mentored. 

Her mentoring relationship with this 
boss seems to have been one of 
the two primary authentic, 
respectful relationships that she 
has had with mentors over some 
years in the corporate community. 
Here she indicates her respect for 
professional managers who may be 
better prepared to engage in 
productive professional 
relationships. 



  46 

p 8 
That was the chain of bakeries. And 
we had a hundred and fifty stores, 
and it was... you know it grew... I 
was there when the group was 75 
to 150 stores. And I was, like, a 
representative to the parent 
company... I used to go to the 
functions there that I had to 
demonstrate products, and stuff 
like that. So, it's not like I was, you 
know, I did a lot.  

She describes herself as a resonant, 
active, hard working member of her 
corporate community.  

p 8 - 9 
that company was sold to a woman 
owned company, so she was my 
boss. So, see, I went from this 
male-oriented thing to female. And 
she actually was my one-on-one 
boss, and so she... I guess, you 
know, in that respect I saw how a 
woman would manage things, and 
the... her organization was totally 
different. It was all, pretty much all 
women, except some district 
regional managers of stores. And, 
you know, that was... So I would 
say things there seemed to run 
much more smoothly. You know... I 
think she, you know, figured on 
living like she would have hoped to 
be treated.... I was just... It may 
have... Also, I was... And she was 
my really, contact, and so, it was 
like dealing with the president of 
the company instead of dealing 
with the vice president. You know, I 
was in direct contact every day, 
with her. So that made it different, 
too.  

She experiences a more female 
management and corporate 
organization style as much more 
comfortable. Some of the reasons 
for this seem to be: 
- she reports directly to head of 
the company, eliminating the brutal 
politics that hierarchies can 
produce, 
- most of the company is women, 
which seems to imply that there is 
not the confrontation and battle 
involved in getting the work done, 
- there is a caring atmosphere 
established, 
- she has a relationship and contact 
with the person she's doing the 
work for. 
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p 9 
Well, I don't think a president of, 
like a bakery chain would ever have 
tried to be my friend, I want to say, 
my friend and my boss, like Donna. 
... I think she wanted me to feel a 
part of her and her family, so she 
was very generous with what I did 
with them, and, you know. So I... 
Yeah, so I felt like I was kind of her 
family. I guess I thought... I just 
was that I had never been in a 
situation like that, so it was kind of 
odd at first. .  

While she likes and is very pleased 
with the family atmosphere of this 
company, it is so unusual that she 
is not quite comfortable with it. 

p 9 
When she bought the chain of 
bakeries, she got me and the 
president, this guy. And a human 
resources person. And he and her 
used to fight over who would direct 
me. That was a problem at first. 
But yet he had never taken an 
interest in me, the two years... 
Right. And so there's this... 'Cause 
he didn't have anyone to do 
anything. He didn't have anyone to 
report to him or to do anything for 
him, and I was what was left, so 
then he finally left. So then it all 
smoothed out 

This is the only time in the 
interview when Gwen describes a 
boss fighting for her, really 
appreciating her as a colleague. 
This relationship seems to have 
given her strong support. 
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p 10 
Well, I think that everyone should 
be treated the same. I mean, and I 
don't think the corporate people 
think that. I mean, because I have 
more coming, that even... Maybe 
that's 'cause I am a woman. But I 
don't understand why...I still, ... I 
don't understand why there isn't 
laws that make everyone that 
comes through the front door, they 
get this, or don't get... You know, 
everyone gets similar things, 
depending on what level... ... I'm 
talking about, like, every... 
everyone should have a review and 
if you have gone ninety... ninety 
per cent of your... what you should 
do, you know, and some people get 
raises, they should all be... there 
should be some level of compen... 
of a raise or you know.  

She yearns for a sense of fairness 
in her community, a respect for 
each person and the job they do. 
This would be the more feminine 
way, as she has described above 
with Donna, her woman company 
owner. 

p 12 
Then I got to ... hire. So, basically, 
you know, I took a box and put 
lamps in it. So, you know, that's a 
pretty big endeavor.  

Her description of her connection 
to her corporate community 
centers around her 
accomplishments. 

p 12 
what I've done there over the last 
six years, is work with the software 
engineers and buy software ... But 
anyway. About two years after I 
was there, they decided that they 
were going to hire another food 
person, and so I wanted to apply 
for it. 

She would have liked to grow within 
her corporate community, in a 
spirit of mutuality and reciprocity 
for the contributions that she has 
made. 
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p 13 
So, I think, so I helped, I mean I 
interviewed these people and they 
never probably ever cooked a thing 
in their whole entire life that was 
OK, you know, I said it every time, 
"Well, they'd never cook, but fine 
They'd never cooked, they have no 
clue what people are cooking at 
their homes, you know." 

She has experience and skills that 
give her expectations of a place 
within the community, one where 
she would be heard and responded 
to. 

p 13 
Well, I had peers. You know, they 
were my friends. So we talked 
about it. ... these two other women 
that were in the kitchen cooking.  

She derives comfort for the lack of 
official acknowledgment, from a 
kind of underground community of 
supportive women. 

p 14 
just give me a bookshelf. ... they 
wouldn't approve it, so I had the 
guys in the back build me one. 

She creates effective working 
community on some level. This 
underground web of support is 
surely how she gets her job done 
so well. 

p 16 
Titles don't really mean a lot to me, 
... Having a title is respect, it has... 
means that you're respected. 

The respect of a title could mean 
she would be heard and treated 
authentically within the community. 

p 20 
they shouldn't be interviewing 
someone if they don't know 
anything about the person 

She expects and wants authentic 
interaction in her interviewing 
situations. 



  50 

p. 20 
(D: Tell me your style. Your way, 
your style.)  
I'm probably... I think I'm much 
more relaxed, and I have more 
basic... I don't... I don't care how... 
I mean I... This is just me. I don't 
look at how long they've been at 
another job, because I think that if 
it's the right job, people will stay. 
... I think I would try to get an 
honest rapport with someone, as a 
friend, even though I may not 'em 
yet. I think I try to do more of a 
friendship... interview. ... When I've 
interviewed people, I know 
everything about 'em, and I try to 
find out more, only because I wa... 
I... These people have given time to 
interview, and we should be 
interested, you know. If you're not, 
you haven't done your homework 
on these people, and you 
shouldn't... What a waste.  

For herself, she describes a much 
more connected, caring, respectful 
interview style than she has 
experienced. 

p 21 
So, I think, you know I think women 
too are better communicators on 
things like this. I mean not just 
tests like this, but in interview 
situations, and explaining what's 
expected of them, and explaining 
the company's goals and 
objectives, and... You know, I think 
communication is much better... 
And I don't know if it's just woman 
to woman, but I think it can be a 
woman to a man. 

She sees authentic connection 
through clear communication as 
the goal in interviews. She seems 
to think women may sometimes be 
less encumbered by status issues 
and therefore more able to do this 
than men. 
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p 28 
I'm more sensitive and emotional, 
... I don't like to see people upset, 
you know; I like to see people 
happy doing what they're doing. 
So, I probably wouldn't... That's 
part of why I wouldn't say, "You're 
hard to work with." Because I 
wouldn't want to upset someone.  

She would value being a part of a 
caring community that took each 
other's feelings into account in 
their interactions. 

p 29 
I think that men have more of a 
camaraderie with each other.  
(D: With each other than women do 
with men?) 
Than women do with men, right. So 
therefore, they support each other 
a little more, because they 
probably converse more, on things 
that probably work quite good. 
Where women... 
(D: Do they have that camaraderie 
with women?) 
Do women have it with women? 
Yeah, I think. I mean I have it. But I 
don't have that same camaraderie 
with men.  

She wants to have camaraderie 
with more of her colleagues within 
her work community. Here and in 
other parts of the interview it 
seems that perhaps she has 
wanted to pay for her acceptance, 
her communality, her needs for 
connectedness, with her efforts in 
the separatist, masculinist world. 
This may be a paradox difficult to 
resolve. 
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p 32 
I just want to represent what I... 
What I do and what I am. I don't 
want to steal from other people, to 
get somewhere. ... when I see 
women in the workplace that do 
something ..., you know they 
develop something that works 
really... 'cause it's very 
successful... I would be the first to 
say that person did it. Even though 
I think at the same he wants what I 
want. I could say, "I developed 
that." I want to commend other 
people, especially women. ... I think 
it makes me honest, and share the 
wealth. ... I would want other 
women to share the success. ...Oh, 
I... You know, I do the same thing 
for men  

She wants a community of 
interpersonal respect, support and 
mutuality. 

p 33 - 34 
See, I work with another man that 
develops software. And he... 
actually he developed this whole 
technology, so he's like a god of 
the technology. But he and I have a 
very good rapport, and... with 
software. ... he respects me and I 
respect him, and we have this good 
relationship. But it's probably 
because he takes his time out to... 
You know, I could get him to listen 
to me and we work together, do it 
as a team.  

She is describing the type of 
resonant relationship that she longs 
for. She has it with this one 
engineer. He and the vice president 
that mentored her seem to be the 
primary positive relationships that 
she has had with men who have 
significant professional positions. 
Her other positive relations are 
with people like the men she had 
build her bookcases, the women 
she supervised who supported her 
and her woman boss Donna. 
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p 34 
There is a difference between... I 
think between relationships of 
people on the same level, and men 
and women, as men and women 
who are older, and much wiser. ... 
And we respect... They respect you 
for what you know, and you 
respect them for what they know. 
And there's a difference.  
(D: Yes, but you're not gonna hurt 
each other.)  
No. We're only going to help each 
other.  
(D: You feel like somebody on the 
same level as you, that you're at 
risk in some way. And that's were 
the competition... I mean what I'm 
hearing is that you feel 
competition, that that competition 
is threatening to you. Whereas the 
competition, there's a kind of a 
competition that's not so 
threatening that you really like?) 
Right.  

Again she is describing resonant, 
mutual relationships that are 
supportive and non-threatening. 
She has known enough of them to 
value the community they create. 
She would like more. 
 
Here and elsewhere in the interview 
Gwen describes the ambiguous 
relationship she has to status and 
position in the corporate hierarchy. 
She clearly wants it for herself, and 
has had to defend her right to it. 
But she talks longingly of, she 
yearns for, not status, but 
respectful, resonant community. 
She does not ever mention having 
this with someone who is her exact 
peer. 
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p 35 
I'll do something that I know is 
really good, and it's funny how I'll... 
you know I'll say, "Oh, here's what I 
figured out." And he'll say... He has 
a hard time taking it. Accepting it, 
because he wasn't a part of it. I 
mean, I know it now... I mean I 
know it. But... And he'll start 
throwing out other things that I 
should test. And it's funny that... I 
have done this now, with him now 
for a solid two years every day on 
that kind of software. But it's 
funny how if he comes back with 
something that's off the wall... 
which I like off the wall things... but 
it doesn't really work. And he'll try 
to make me work all the way 
around this, to be... You know so 
that he... his method will be 
correct. Where I might figure it out 
like in a sec... You know I might 
figure out in one or two tries. Yeah. 
So there is, it's not competition; I 
think maybe he just looks at the 
bigger picture, or wants to 
research the whole end of it, 
before saying Gwen's been right. I 
accept it from him where if 
someone else that I didn't respect 
as much, I don't think I would do 
that.  

She is describing a typical 
interaction between herself and the 
engineer that she particularly 
respects. Notice that she is safe to 
present something to him, to 
disagree, and generally to interact 
reciprocally. Also significant here is 
that he is good enough that he 
doesn't need to protect himself 
from her, and that she respects 
him professionally. 

p 40 
a couple years ago, it was this 
challenge, you know women side by 
side with men 

Throughout the interview there are 
references, similar to this one, to 
working in a congenial community, 
rather than an oppressive one. 
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The Voice of Oppression 
 
From Gwen's Interview Researcher's Comments 
p 3 
it was in a food field, and you see, 
that's where I think sometimes too 
I'm a woman in the food field and 
so I'm looked ... So that has a 
whole different viewpoint, because 
women cook in the homes, and 
you're still cooking for a corporate 
structure, so... 

Gwen is caught in a cultural 
paradox here. She has 
accomplished within her field, but 
as a woman in a traditionally 
feminine field, her accomplishments 
seem to be worth less than they 
would be if she were a man, or if 
she were an accomplished woman 
in a less female identified field. 

p 4 
I also worked at a famous baking 
institute, and the baking industry is 
a totally male industry. ... I was 
probably in a class of fifty... There 
was a class of fifty-two and there 
was probably three women. So...(p 
5) so it's all pretty much men 
chefs. If you look at the cooking 
schools, there are not that many 
women chefs at cooking schools. 
It's all men. I mean in France it's 
men 

The enormously disproportionate 
percentage of men in the baking 
and chef industry leaves Gwen an 
outsider in the field, perhaps 
unexpectedly. 

p 5 
Well, I guess, you know and I never 
sit around and think about it. I 
mean, I have in certain times, but...  

She actively attempts to bury her 
feelings about the isolation and 
abandonment she finds in her 
chosen profession. While it would 
seem to her to do no good to dwell 
on the problems, over time burying 
these aspects of herself causes 
fragmentation, scatteredness, 
depression and deep self doubt. 
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p 6 
I was probably the first woman that 
wasn't a secretary in the place. Or 
a... whatever they are called now. 
So I... and I was a woman, and I was 
in the bakery, and so it was very... 
it was weird to me as I had an 
academic background so this is... 
This may all be kind of silly, but I 
thought I should wear a lab coat, in 
clothes, and not... That's what I 
felt. They wanted me to wear 
bakers' whites, like I was a baker, in 
the plant 

Here we see the isolation she 
experiences as a woman in her 
field, as well as the invalidation of 
her academic accomplishments. 
This is the first of several times 
when Gwen must fight seemingly 
trivial battles in the attempt to 
maintain a healthy self respect and 
empowerment within her 
professional community. She loses 
something of herself in these 
battles, as signified by her seeing it 
as possibly silly. 

p 6 
I also was over quali... Being, 
because they had no quality 
control, I took that on. You know, I 
took a lot... I, in every deli I've ever 
had I've taken on more than 
anyone ever could do, and never 
have ever ever been, you know, 
gotten financi... more money or 
gotten more titles or gotten 
anything. So I went into this 
bakery, and they were saying I had 
to wear whites, so I think I finally... 
I probably rebelled against that. So 
they said, "Okay, you can wear a 
lab coat."  

Again and again Gwen refers to the 
fact that she has given her all to 
many jobs, and has never been 
compensated with money, titles or 
appreciation to her satisfaction, or 
to what seems reasonable. This 
ignoring, abandonment and 
invalidation take a heavy toll from a 
dynamic, energetic woman. 

p 6 
But that was a big deal to me, 
because I wanted to show some, 
not status, but I wanted to show 
that I wasn't like the baker on the 
bagel lot, you know? 

There is contradiction here. She 
knows that status should come 
with her accomplishments, but is 
hesitant to claim it. This borders on 
self-silencing and invalidation. 

p 6 
So, and the place I went in to work 
was all men, and the place was just 
a pigsty and yet it was ... 

Again she is the outsider as a 
woman. 
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p 6 
... then I was the authority. Not 
that I had any, you know. I set up 
the program down there. And then, 
the same time I was developing 
product. And I was just say ... You 
know, it was a men's group, and I 
was just this... You know, 
everything I did was kind of... I had 
to kind of push, to get what I 
wanted done done. But it was 
always accepted, I guess, pretty 
well. 

She is trying to hold two realities. 
In one she has technically been 
given authority, and she does get 
things accomplished with it. But we 
also hear another voice. It is the 
barely subliminal voice of the fight 
she must put up, the resistance to 
her authority, the continual 
invalidation and isolation that she 
experiences. In the contradiction of 
the first two sentences and the "I 
guess, pretty well" of the last 
sentence we hear a dissociation 
which is psychological resistance to 
abusive relationship. (B&G, p 30) 

p 7 
I used to report to the plant 
manager, because probably our 
personality conflicts, probably 
'cause I was a female, and his wife 
was at home and he had affairs 
with women and, that was 
something that I... I got put under 
the vice president, because... I 
don't know, I mean I suppose they 
thought I'd... There was a problem. 
And there was. 

While here a resolution is found, 
again she is the outsider, not fitting 
into the community as it is. 

p 7 
I don't think I was ever given 
anything extra. You know I wasn't... 
appreciated maybe as much as... 
financially or status-wise, or 
anything, than anyone else. Where, 
men seem to, you know, grow up 
the chain of... You know, they got 
raises and promotions and 
everything, but I never... I never 
got one.  

She is excluded from the rewards 
that usually accrue from 
dedication, hard work and 
perseverance 
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p 7 
I said I wouldn't come to work if 
they didn't give me a review. And 
then... So, and I stayed home for a 
month or so, and they paid me. But 
they... But that's when I got 
switched from reporting to a plant 
manager to reporting to the vice 
president of the company. But they 
understood what I was saying, but 
they didn't, they wouldn't do 
anything. So, you know, finally they 
did it. 

She had to initiate and endure self 
imposed ostracism in order to force 
the issue of her abusive manager 
and to get her review. Lack of a 
review is a subtle and insidious way 
to distance and invalidate, to 
silence by refusing to hear 
challenges to "the assumptions in 
which we are drenched" (Rich from 
B&G, p 30). 

p 7 
I knew that other people got 
reviews. I didn't care if they got 
raises. I mean, I did care, but I tried 
to... 
(D: Sure you cared.) 
Yeah, yeah, okay. Okay, yeah. But I 
mean I ... 

There's dissociation here again, the 
"experience/'reality' split" fuels 
Gwen's fragmentation. It is not safe 
to admit to caring about something 
that can so easily be denied. 
Gwen's vulnerability to invalidation 
and rejection is agonizing, and so 
she tries to dissociate from it. 

p 7 
So I said, "You know, I'll come to 
work when you're ready to give me 
my review, like everyone else has." 
You know, I don't know why I, you 
know, have to beg to have the 
review. 

It is incredulous that she has had to 
go to such extremes to be treated 
normally. Here she acknowledges 
this. 

p 7 
Yeah. So anyway. So that... So I 
stayed home, and then they... I 
guess it took a month for them to 
get it together, and so that I went 
back and I had my... (p 8) Oh, but 
you know the things is is they... I 
mean everyone's replaceable. I 
think that I thought, you know, I 
contribute a lot. 

Her company must have agreed 
that she contributes a lot, or they 
would have fired her, not paid her, 
for not coming to work. Yet there 
is confusion in her statements here. 
Her resistance fluctuates with 
dissociation. 
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p 8 
I did a lot. But, I once again was 
never really compensated or given 
a higher place. 

She forces the review, but does 
not force the raise or 
advancement. The external 
oppression is internalized here. 

p 10 
But I'm talking about, like, every... 
everyone should have a review and 
if you have gone ninety... ninety 
per cent of your... what you should 
do, you know, and some people get 
raises, they should all be... there 
should be some level of compen... 
of a raise or you know. And I have 
never seen that, I'll have to tell 
you. In that... this... Lots of things 
have gone on, so in the last six 
years I still haven't seen it. 

She decries the overall 
abandonment and invalidation with 
which the system treats its people. 
There is an implied relationship in 
which the corporation is bound 
reward its employees fairly. She 
sees the corporation flagrantly 
disregarding its side of the bargain 
in this relationship. 

p 10 - 11 
Okay okay. And the company itself 
has gone through lots of 
turnaround. But it's never... it has 
never, you know, no one has... I 
know this for a fact, no one has 
ever been treated the same, given 
raises.. given...reviewed... I've only 
had one review and I've been there 
six years. But... 

New company - again, no review in 
six years. She is a vocal woman to 
whom they refuse to give voice. 
What do they fear? 

p 11 
I'll never go beyond a manager. But 
anyway, so... 
(D: Why not?) 
Oh, well, I don't know. I don't know. 
But, I mean I don't know, I mean I 
haven't had any luck yet. 

It's such little sentence, "I'll never 
go beyond a manager," but from 
such a dynamic, hard working, 
ambitious woman, the pain and 
passion of having been ripped apart 
by the glass ceiling explode from it. 
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p 12 
Okay, and no one was kind of... 
They left it sketchy. This was the 
marketing branch. Who's going to 
hire these people? I said give me 
the resumes so that we can look 
'em, and just kind of helping a 
little. And I would say, "You know, 
this guy is" It's all men. And I would 
say, "Well, this guy looks like he's 
never cooked a thing in his life, and 
he's from India, and I'm sure he 
doesn't know what American's eat 
or how they cook." You know? 

She is eminently reasonable in 
wanting this person to know 
something about the industry, as 
evidenced by the fact that he was 
let go a year later. But she is 
ignored, a virtually silencing and 
invalidation. She is not able to find 
resonance and authenticity in her 
relationships with the other hiring 
people. 

p 13 
(D: What was this... what is a food 
person, what was this person going 
to do?) 
Well, I... no one would kind of 
explain that to me. Okay? But 
basically, I knew it was gonna be 
our, my boss. I had this feeling. 
Okay. So I said, you know I said 
simply 'cause I would like to apply 
for this position. ??? So, you know 
I never got a good, I never got... 
direct feedback, what the person's 
title was, or what he was going to 
do.  

Equivocation about the nature of 
the position that the company is 
hiring for is a distancing, silencing 
and disempowering invalidation of 
Gwen and her place in the 
community that is this company. 
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p 13 
And I have all, you know all the full-
blown experience. And I still said, "I 
would like to interview for the job." 
Well, you know what? I was never 
interviewed. And they hired a man. 
Very nice guy, from India, as the 
director of cooking technology. 
Okay. Now I was still stunned about 
what in the world he was going to 
do, when he had never, you know, 
he'd never done anything. So 
anyway, for a year, I directed him. I 
basically told him everything to do; 
I had to train him how to do 
everything; I had to correct him, 
you know I didn't have to but I 
mean I'd correct him because of 
the big mess we always got into. 
And what's funny is they didn't, 
they had him as a director, yet he 
was doing the same thing as me, 
and yet I was directing him. And I 
wasn't only directing him; by this 
time I was directing the other 
people in the group. I was furious 

Along with the invalidation and 
oppression that she suffers in this 
hiring process, she is left in a self-
fragmenting paradox. She must 
contain the seemingly 
contradictory situations of having 
this man as her director, while she 
is the one directing him. What is 
real here? Her response is rage. 
 
From here on in her career, there is 
a resonance of distrust and 
resistance. Gwen's struggle with 
abusive relationship fluctuates 
between naming the external 
causes and internalizing the 
oppression in search of some 
normalization with her 
environment. 

p 13 
I mean, I don't mean to make it... it 
was probably worse than that. It 
was probably... It was...  

This is one example of the rampant 
fragmentation that permeates my 
interview with Gwen! Here she 
begins to say that she doesn't 
want to paint a worse picture than 
there really was. This is evidence of 
the self-silencing that allows her to 
continue in her job. Then she 
realizes that she is in a situation in 
this interview in which she can shed 
that corporate constraint against 
being a trouble maker, and she 
admits that the situation was at 
least as bad as she has depicted it. 
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p 13 
Well, these two other women that 
were in the kitchen cooking. And I 
was over... I was not over them. He 
was over all of us. But, I was like 
the lead... I mean, I had more 
experience, I was more educated, I 
mean there was no reason ...  

Again we hear the confusion of 
having to hold apparently opposing 
realities regarding who's in charge. 
Her own internal contradictions 
about status are apparent here. Is 
it OK to be "over" people? Is that 
what management and leadership 
mean? 

p 14 
I think I have a lot lower ... I mean I 
don't think I have the self-
confidence as I might if I'd been 
treated like he was. 

How difficult to see support go to a 
person who cannot do the job, and 
not to yourself, when you are doing 
the job!!!!! Eventually a person 
must have environmental support 
of some kind in order to maintain 
self-esteem.  

p 14 
He got an office, and he got 
bookshelves. I had asked for 
bookshelves for a year, and they 
didn't give me one. So finally I 
requisitioned one myself. So I 
watched this man come in, get a 
bookshelf. I had bookshelves, but I 
had more books, so I wanted more 
bookshelves. There's nothing 
wrong if I have books and I use 
them, just give me a bookshelf. 

Here as above, Gwen poignantly 
expresses her need to be taken 
seriously and to be respected by 
those in her work community. The 
book shelf issue is at the same 
time so blatant and so subtle. 
There is a "disappearing of Gwen" 
that is going on here. Something 
that she, being the object, cannot 
quite understand.  
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p 14 
they wouldn't approve it, so I had 
the guys in the back build me one. I 
said, "Screw it, I'm..." 
(D: Yeah. That's good. That's 
taking care of yourself.) 
Yeah. But then, I guess my boss, 
??? he heard that I had asked ??? 
and he told me never to go again 
to the purchasing guy himself to 
ask ??? That, you know, I was 
wrong, that I hadn't gone to him to 
ask for a bookshelf. ??? You know, 
so anyway I got a bookshelf. 

She keeps bouncing back in her 
own self defined way. She claims 
successes that are pretty trivial 
while also being essential. 

p 15 
I finally went to him and said I 
would like a raise. Then this is 
another place where I hadn't had 
??? I hadn't had the review. So I 
went and I said, "I have a new 
study. ??? This is hard for me. This 
took me awhile to do. But I did it. 
And I said, "And I am below what I 
can make, and I would like a raise. 
Since I had not had, you know, a 
review...??? the one review that I 
had had was without a raise. 

There is remarkable abandonment 
and institutionalized oppression 
evident in the bookcase issue, in 
the hiring situation and in the lack 
of reviews, much less raises. 
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p 15 
And I did get a raise, and they did 
let him go, and ??? I mean I'm 
not... ??? in the world, but I mean, 
let me tell this, for two months, I 
was ???, because I didn't know how 
to... I'm not good at negotiating, 
and I was reading books on 
negotiating, try to get it all 
together. And I had... All I had was 
what I had done which was very 
evident, because I was successful 
with what I'd done. And that 
everything he knew I knew, plus 
more, and I didn't understand why 
he was directing me. I mean if they 
??? So I ??? But I didn't ??? I think 
that they kind of thought that I 
would get it, that ??? Yeah. So, I 
never got director. I got team lead 

Giving her the position of team lead 
instead of director, is a way of 
keeping her doing the job they 
clearly want her to do without 
allowing her into positions of power 
or influence, where she might 
challenge them in ways that they 
don't want to handle. 

p 16 
But another thing is I think that it 
takes so much energy for me to do 
that, that I was like, I couldn't do it. 
Because, I can barely... You know I 
just couldn't do it anymore. I was... 
You know, I mean. ... I couldn't do 
it anymore. You know, I couldn't go 
back and ask for more, you know, 
at that point. ... it was high energy. 
Pride, and I had gotten something, 
and I didn't want to not get that. 
You know, I had succeeded in what 
I wanted, kind of.  

Her fragmentation and 
contradictions indicate that she 
may be internalizing her 
oppression, possibly out of fear of 
further exclusion and violation. 
"I had succeeded in what I wanted - 
kind of." 
Gwen is a person who does more 
than a "kind of" job in making her 
ovens work the way they should. 
What must it do to her to only be 
able to take care of herself, or have 
her work community reciprocate in 
care for her, in a "kind of" type of 
way? 
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p 16 
Because it's... And I'm not really 
into it ...that may be my own 
personality. Titles don't really mean 
a lot to me, but it means that 
someone who started at a higher 
level didn't get it. So, it does, but I 
don't let it bother me. ... So I like 
to pretend like I don't care. Maybe 
that's it, it's like I say I don't. I 
probably do care. I mean, I... 

Her choice is to internalize the 
oppression or to have to face the 
impossible task of changing it. 

p 16 - 17 
I don't even know what I'd do to go 
another step... You know what I 
mean?  
(regarding men) 
They get more respect, more 
opportunity. They make more 
mistakes. 
 
"Here Gwen, here's what you are 
doing", and I'm not a part of any of 
the process 
 
I've gotten not as nice, I gotten to 
where I crack down ... I can't be 
nice to people 
 
I was told I was hard to work with. 

Her relationship with her work 
community has become so narrow 
and distorted, that there is no 
empowering, fulfilling avenue 
apparent to her. She sees men as 
having more freedom and 
acceptance within the community, 
than she has. The quality of the 
energy that she can bring to her 
work now is severely damaged. In 
interacting with me, Gwen still 
exhibits a joyous, enthusiastic 
spirit. This spirit is evident in the 
early parts of the interview and of 
her career. But she can no longer 
participate fully with this side of 
her in a work environment that 
bloodies her spirit with it's 
strictures. 

p 18 
when I look at going to another 
company, when I see two men or 
three men at the top I just ...  

She sees the inclusion of women in 
upper management as indicating 
the possibility of a freer, more 
relational workplace. 
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p 19 
a couple months ago I was 
interviewing for a position and it 
was a male president, a vice 
president of marketing, and a... like 
a past owner of the company. And 
those are the three people that 
were my... who I interviewed with. I 
mean the thing is, I had no feeling 
for them whatsoever. ... I think I 
saw a lot more problems that they 
must be having, than they wanted 
to admit. ... I don't think that 
people are honest. I mean, I don't 
think that men are honest with 
women. ... In explaining the job or 
the details or what's really going on 
in the company. They should have 
been selling me the company, but 
they weren't. I think they were 
selling me on what they had done. 
... (p 20) if I had been a male, I 
wonder if the enthusiasm would 
have been different than what mine 
was. Again, mine was... One 
interview with a vice president of 
marketing, and the same thing, he 
really had no interest... I mean it 
was like hard for him to try to tell 
me what he thought the company 
needed. ... I was asking what they 
were doing, where they were going, 
and all this stuff, and he... he 
couldn't even... either something's 
wrong with him, or it's me, but I 
think it was probably him. I don't 
think it was me.  

Gwen and the men that she's 
interviewing with here, don't seem 
to have a common ground to work 
from. Perhaps in trying to discuss 
the problems and challenges in the 
companies, she threatened them in 
ways that made them need to 
defend their status, rather than 
discuss the company, and issues 
that they may not have realized 
were problematic, or may not have 
wanted to admit to at the interview 
stage. For whatever reason, all of 
these men seem to have reverted 
to status and hierarchy maneuvers 
(chest pounding) rather than 
making connection with Gwen 
around the job that she would have 
been taking on. 
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p 22 - 23 
it makes me very angry. That I, 
that I worked hard to learn and to 
do correct... jobs correctly, and 
that other people don't seem to 
have to meet the same 
expectations that I seem to have 
to meet. But then I think I have 
higher expectations of myself than 
I think some other people do. Now, 
I don't know if all... Maybe women 
have higher expectations, because 
they have to, to get somewhere. 
And men just seem to bump up and 
move along. They have... Now that 
I think of it, men do seem to have 
less drive. Some men I know seem 
to have less drive. ... it's not all 
men, I just think some men seem to 
just bump up and don't... and get 
higher up the hierarchy without 
really having to go through all that 
women have to go through. 
Women have to work all the time 
to get somewhere. I mean, they 
work... You know, not only at work, 
they work at home to try to get to 
be better at what they do at work, 
you know? And I think women are 
more... do more self-education, to 
try to learn demanding situations, 
like managing negotiating or 
managing this, and men seem to 
just get it... learn it at a young age, 
or something. ... Or they, maybe it 
could be that they will take risks a 
lot easier than women. 

She is struggling against cultural 
norms that have been debilitating 
for her and have significantly 
diminished the career she has given 
so much of her life to.  
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p 23 
evidently when they were 
younger... maybe boys aren't 
overseen as much as women are. 
When women ... are little girls, 
someone's gonna always be 
watching them. It's gotta be real 
cuddly things, it can't be hardballs, 
it can't be knives. You know, the 
things that blow up bombs. I'm not 
just talking about that little... I'm 
just saying, me and... 'cause we... I 
talked about it with someone last 
night. They said they made bombs 
all their lives. Well, no woman... 
There was a group of six men, six 
women. No woman ever made a 
bomb in her life. That's in this 
group. I think men are given more... 
or maybe they just have it, you 
know, ingrown. ... They're given 
more leeway in their choices of play 
, and how hard they play it.  
(D: How do you see that played out 
in the work situation?) 
The same thing. They're given less 
guidance. Maybe it's that when 
men develop some other things no 
one questions them. If you're a boy 
and you're playing, no one 
questions you, where if you're a girl 
playing with something that didn't 
seem quite right, you'd be 
questioned. A man makes 
decisions, develops something, he's 
not questioned. It's just the way it 
is.  

She is on the verge of capitulating 
to cultural values that encourage 
an environment of hardball and 
blowing things up instead of an 
environment of encouraging and 
empowering relationships. She's 
also experiencing the dreary side of 
the gender power differential, in 
that what a male says, and wants 
to try, may at times be more 
readily accepted than what a 
female says or wants to try.  
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p. 24 
Back to the software. I mean... 
Right. yeah, he just develops it and 
it's fine, where, you know, if I had 
done that I'm sure I would have 
been... If I had done that as a 
woman, had made software, put it 
in an oven and then just, the doors 
aren't closed, and the lights flash 
around, and everything's wrong 
with it... Oh yeah, I would have 
been talked to by three or four 
people. You know, that, why was I 
wasting all that time. Yet he does 
it, and I'm the one who's hard to 
work with. Yeah, so... You know it's 
just... It's different expectations on 
women, yes. Different 
expectations. It's almost like the 
other men have to... have to form 
me, you know, have to kind of 
direct me a little more than the 
other men, because, ... like girls 
playing with soft and cuddly things, 
I have to be handled with gloves, I 
mean just sometimes. I mean, I 
think I'm... and they have to be a 
little more gentler, where the men, 
they'll go yell at each other, and 
it's different. And I probably can't... 
I don't want to be yelled at. So I'm 
not saying I like that, but I mean, I 
don't like to be told I'm wrong and 
hard to work with. And they don't 
seem to care. 

She feels gender stereotypes 
distorting her position in the 
company. When she reacts to poor 
workmanship, trying to save the 
project, she's told that she's hard 
to work with. This is very upsetting 
to her. She thinks it bothers her 
more than it would bother one of 
the men. She continually feels like 
an outsider. This is significant to 
her for several reasons. For one, 
some of the discomfort that the 
engineers feel with her probably 
comes from her being a woman 
trying to play hardball, i.e. their 
game. And more, because she 
longs for inclusion, for connected 
relationship in working on the 
company's projects. 
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p 25 
Where if I had wasted a week of 
work, it'd have been different.  
(D: How different?) 
I would have been told, been 
marched right in there and told, 
you know, "You..." 

The freedom to try things, be 
wrong and experiment is part of 
being able to freely explore and be 
heard. She finds that this freedom 
is more often allowed men and is 
not extended to her. She instead 
fears punishment and disfavor if 
she errs. She feels this constraint 
deeply. 

p 25 - 26 
I was testing this pan dispenser, 
yeah, so... And you know, I knew 
what I was doing.  
(D: And who walked by and told 
you you shouldn't be doing that?) 
An engineering, I guess manager. 
It's not really... He's directing one 
project. 
(D: He's a manager. He's the same 
level as you.)  
That's right. But he's not directing 
the project that I was working on, 
so he should have had no, you 
know, there should have been 
nothing said like that.  

She does not have a comfortable, 
respectful, relationship of mutuality 
and interdependence within her 
work community in general and 
with this fellow manager in 
particular. Again she bristles at the 
zero degrees of freedom that she 
is given, where she perceives men 
as having a great deal more 
freedom. Over time the constraints 
and oppression of her work 
environment are making her inner 
self rather brittle. 
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p 26 
I think that it seems too that men... 
They don't think... I don't know if 
it's just me, or women totally, but 
they think women don't have a 
grasp on how much... on what the 
expenses are, in some things. 
Which, you know, we all know how 
to do our schedule. We all knew 
how to, you know how much our 
house cost. ... But we can't run a 
business and say, "This is how 
much this project will cost." And, 
we have to be reviewed more 
frequently on those matters. ... You 
know, a man will throw out that it's 
gonna cost seven thousand dollars 
to do this... I throw out some 
number for something I mass 
produce, and then it's like well we'll 
keep tabs on it Gwen. So it's 
different. They have this, a lot 
bigger pot of money than I have, 
yet I'm the one who's going to be 
nickel-and-dimed. Yeah.  

Again she sees more freedom going 
to men and is resentful of the 
disproportionate, probably gender 
related, constraints imposed on 
her. In our culture status is most 
often related to money. So she is 
being denied status by not being 
given freer access to money.  
Also her statements about woman 
knowing "how to do our schedule" 
indicate a political resistance to the 
money and status connection as 
well as to the gender stereotype 
that constrains her freedom here. 

p 26 
But that's... But I, see I think I've 
just gotten used to it all. You know 
what I'm saying?  

She has internalized the 
oppression. It is part of the air she 
breaths. 

p 26 -27 
I get more upset, when something 
that really upsets me comes about, 
like the software thing. I mean I 
think I get... Like I, like I said I 
probably sulked for four days. For a 
whole week. I was probably a diff... 
I just kind of stayed by myself, and 
kind of tried to deal with it. Kind of 
self-directed; did what I thought 
needed to be done 

She is contradicting the statement 
she just made above. She is very 
conflicted here. She has accepted 
constraint by the "glass ceiling," 
and is now hitting the stifling of 
the "glass wall," which is defined in 
emails on the systers list as the 
invisible obstacles that inhibit a 
woman doing her job.  
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p 27 
Another engineer said I was hard to 
work with. He came back to say 
that. Yes. And I thought, well now, 
you know, sorry. I mean, I probably 
said sorry. No, I probably didn't say 
sorry; I probably just said, "And like 
no one else around here's hard to 
work with?" Yeah. And I think in 
times like that I think I have to find 
a book to figure out, you know, 
what's wrong with me.  

She feels ostracized from her 
working community where she does 
so long for inclusion in a respectful 
flow of work in an atmosphere of 
resonant relationships. She is 
internalizing the oppression of this 
exclusion by wondering so deeply 
what is wrong with her - not what 
is wrong with the situation or with 
her relationship with the engineer, 
but what is wrong with her own 
inner self. 

p 28 
I always think, well I have to get a 
book and figure this out. Because I 
think I get so upset emotionally, 
and I don't want to be, that I'd just 
shut up. I either shut up, or I say 
something that's not right. I don't 
group my thoughts fast enough, 
quick enough, and I guess, as 
painful enough as I wish I could. 

There is little in the way of models, 
or room, for experiencing, much 
less expressing, difficult or 
negative emotions in the work 
environment. This leaves her with 
the option of withdrawing or 
attacking, neither of which will get 
her the resonant community 
inclusion that she wants. 

p 28 - 29 
"Well, Gwen, here, we'll give you a 
raise and we'll get rid of him." But 
then I was told I would get another, 
like you asked about that... that... 
title. I was told I would get a 
different title, and I was told I 
would be put into... I would be sent 
to some schools for training ... 
more management training.  
(D: Would you like that?) 
Oh, wanted it, yeah. I never got it. 
... Oh, two, three years ago. But 
the guy didn't... He's gone. So... 
Yeah, I was excited. I had 
accomplished what I wanted. 

This is a situation in which she has 
been poorly treated. Someone who 
was not qualified was given a job 
that she was actually doing, and 
continued to do. In the resolution 
of this she was promised things 
that made a lot of sense, but they 
were never forth coming. She is 
stretching here to identify the end 
results of a situation in which she 
has been poorly treated as a 
personal success. She is burying 
her frustrations and anger, thus 
internalizing her oppression and 
increasing her potential for 
fragmentation. 
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p 29 
I think that men have more of a 
camaraderie with each other, ... 
than women do with men, right. So 
therefore, they support each other 
a little more, because they 
probably converse more, on things 
that probably work quite good. 
Where women... Do women have it 
with women? Yeah, I think. I mean I 
have it. But I don't have that same 
camaraderie with men. Maybe I 
have the same camaraderie with 
men that are at lower levels, and 
not men that are at a higher level. 
Yeah, I'm sure that's right. But I 
think that's not typical. I think 
that's me. And I think, you know, 
when you get to know people that 
do that kind of work, I can't even 
get them talk to me ... product 
development  

It is terribly invalidating not to be 
able to get those you work with to 
engage with you, to talk to you 
about what is needed in the 
product that you have some 
responsibility for. Over years, it is 
terribly disempowering, weighing on 
the spirit, to have to either fight all 
these interpersonal wars or be held 
at a distance and ignored. 
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p 30 - 31 
I got a correlation to conventional 
cooked temperature and time, and 
the way our software would work. 
... I was the one that developed 
this, and I'm the one that inquired 
about it, ... that's what I worked 
out, and then I... Only through 
conversation did I know that this 
other person was applying patents 
on this and telling everyone he had 
developed it. Now I think, see, now 
I never confronted him, because 
this man was an older man, that.... 
actually he thought of me as like 
a... talking face or something.. You 
know what I'm saying? So I didn't 
ever have the... I guess self-
confidence to go face him. Because 
it was for the company, it wasn't 
for him. So, that may be why I 
decided it's okay.  

The credit for her achievements are 
claimed by another. This is 
oppressive and abusive, but she 
does not have the confidence to 
face the man. She experiences his 
disrespect as seeing her as nothing 
more than a "talking face," with 
out intelligence, experience and 
skill behind it. This is horrendously 
invalidating and abusive. She 
condones her own self-silencing 
with the excuse that it is for the 
company. This is the 
"internalization of outer 
imperatives and the perceived 
expectations to which one 
conforms in order to receive 
approval or to be seen as good," 
(B&G, p 238 #15) or to not be 
rejected or further abused. 
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p 31 - 32 
But I think that a man would go out 
and say he did it. That's where I 
think women are much more 
honest. I don't think a woman 
would boast about things that she 
hadn't done. ... I think there's 
something different about honesty 
in men and women. ... I rather be 
the authority. I mean, I would want 
to be an honest authority. I 
wouldn't want... I wouldn't want to 
be... I wouldn't... I... am the 
authority but I'd be honest about 
it. But I don't think people would 
listen to me, like they would him. ... 
I'd be stealing someone's... I'd 
stealing someone's project, or 
information or code or, you know, 
something, and... I just want to 
represent what I... What I do and 
what I am. I don't want to steal 
from other people, to get 
somewhere. Well, I think, maybe 
that's it - men, men don't have 
this, this honesty or this ... They'll 
steal, maybe. That's very bad to 
say, but I mean, it seems like... 

This is one expression of the 
generalized oppression, and 
disillusion with community, that she 
feels. This reflects a masculinist 
culture in which values that allow 
the grasping for status and the 
ravaging of others in order to climb 
hierarchy are upheld over values, 
like honesty and respect for 
another's achievement, that 
support community. The confusion 
and dissociation at the end of the 
statement indicate her resistance 
to including all men in this 
condemnation of patriarchal 
systems. 

p 33 
Probably because they're my 
competition. And I feel it. Yeah. For 
every inch I get... every step I take. 
Yeah, it's... Because it's less easy. 
... Makes me very upset. ... I don't 
like to lose. So, but they don't 
either. So, it's just that... I think it's 
just a battle. 

The competition that she is a part 
of here has a cut throat edge to it. 
There is the threat of exclusion and 
rejection connected to it. Not 
being in an empowering 
community, there is not enough 
power to go around. They battle 
each other for it, rather than 
empowering each other and 
working together to be effective. 
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p 36 
Okay. When the prototypes are 
made they test the products on 
them and obviously they're not 
good. You know, it's usually not the 
way the product should work. Let's 
just say its ... burned, ... And they'll 
ignore me. ... It's a challenge for 
either me, or the other person, but 
it's not a team effort. It's more of 
an ego thing. ... because the 
specific person I'm talking about 
doesn't... wants to do it his way. 
So it's really hard to maneuver. ... I 
can't go directly to him. I had to go 
through someone else. And I think 
it's more of an ego; that that's his 
shop, the software is his shop, and 
you can't get in, if he doesn't want 
you in... And I don't think it's just 
me, I think it's men and women. 
Because he's the... he's the one 
who does it. 

Longing to work in a team 
atmosphere where she could be 
heard and respected, she is instead 
ignored. She experiences a culture 
where status and separatist ego 
are given reign over community 
effort to create an effective 
product.  
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p 37 - 38 
if I had talked to you five, maybe... 
maybe seven years ago, I would 
have really fought more. ... I would 
have battled these people more. I 
mean been more... Well, I think it's 
taken chunks of my enthusiasm. 
(D: Now, you just went at your gut, 
and you kind of pulled out from 
your gut...) 
Well, yeah, I do, I think that I 
always had the enthusiasm for 
whatever I'm doing, and I think that 
I've kind of been munched and 
crunched on, you know. And so, I 
don't... I can't give it all anymore, 
because I don't, you know, 'cause I 
just... someone else got it. You 
know, it's like pieces are missing, 
now.  
(D: Pieces of you. What pieces?)  
My being... willing to just step out 
and plow through. I'm a little bit 
more... I hedge back. I'm not as 
aggressive or assertive. I'm a 
little... yeah... calmer. But I do think 
it... I do think that all that has 
taken a lot of... Well, I think it's 
taken a lot of joy out of what you 
do, or your everyday life. And I do 
think it takes a lot of energy out of 
you, and I do think it takes a lot of 
motivation to succeed. You step 
back and say well maybe I just 
won't succeed, maybe I'll just... 
plug along.  

There is such a forlorn quality here. 
She is talking about an inner self 
that has been buried, shriveled and 
fragmented in caustic 
environments that not only fail to 
supply supportive, empowering 
community, but also actively abuse 
and oppress in the name of 
competition, status, hierarchy, and 
the preservation and 
aggrandizement of individual 
separatist egos.  
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p 38 
And just like I was telling you about 
these interviews, 'cause I haven't 
interviewed in a long time. And it's 
like I don't... Yeah, I could see it... I 
think I saw this interviewing I don't 
quite have yet. Like I'm gonna 
get... I'm gonna be basically, I'm 
gonna be assertive, and I'm 
gonna... If I want it I'm gonna get 
the job, and I'm gonna do 
everything to do it, and here I am. 
I'm a lot more sit back and listen, 
and see what those people are 
saying, that's the piece I didn't 
have right in place. So I do think 
there's a difference, where I think it 
used to be I'd go in and say 
everything I've ever done and just 
go on and on and on. 

She has been constrained by a 
stifling, repressive environment. 
She is acknowledging her changes, 
her losses in adjusting to this.  

p 38 
But I think if I had been successful 
.... I think that if I hadn't of been 
stomped around on for the last six 
years, and hurt, and emotionally 
drained, that I might be more 
assertive and aggressive than I am 
now.  

She knows that she has been 
damaged by her environment. This 
is a eulogy to her ravaged dreams. 
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p 39 
I think it takes a lot more of your... 
of your mind and your skills and 
your... Working with men. Well, I 
just feel like it takes a lot to get 
things, to get things, these days. In 
the workplace. For women. I think it 
takes more today than ???. But I 
think it takes as much today, 
maybe more emotionally, and 
mentally, than it used to. ... 
Women that go to the workplace 
now, they have no..., they don't 
have any notion what's going to 
happen. How men treat them, and 
how they're going to have to rise 
up... So, they put in a lot of... They 
do a lot because they think, "If I do 
a lot and I don't make any trouble, 
I'll succeed. And I don't want to be, 
you know, a work hog, with what 
I'm doing. ... For heaven's sake, it 
hasn't gotten better. If anything 
it's probably gotten harder. 

She is bemoaning the loss of a 
dream shared by many women, of 
working and growing side by side 
with men in the workplace.  
 
She also echoes a stance taken by 
many girls and women when she 
says "If I do a lot and I don't make 
any trouble, I'll succeed." This 
phenomenon is well described in 
Audre Lorde's words as: 'to believe 
the dangerous fantasy that if you 
are good enough ...quiet enough ... 
then you will be allowed to co-exist 
with patriarchy in relative peace" 
(Sister Outsider, 1984, p. 119).  
 

Sara 

Plot Summary 

 As a community school director, Sara first described responding 

emotionally to institutionalized mistreatment of students. She had a 

supervisor who helped her learn to split off her feelings and stay in her 

head so that she could be more effective. For the rest of Sara's story 

she was at Brewster College. First she was in charge of an internship 

program at NASA Ames, a very masculinist environment. She learned 

to interact and communicate with men there.  
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 Next Sara became dean of off-campus projects, which included 

the Chesterland Campus. She did her best work here, building, shoring 

up and supporting a happy, interactive community. She really enjoyed 

this.  

 Out of loyalty to the college president, Sara was called back on-

campus, where she took on massive task areas with little or no support 

staff. These were areas with on-going problems that she inherited and 

was called on to fix. This included firing people, and all the problems 

and union issues that come with evaluating and firing faculty and 

administrators. This was an abrasive job, rather than one in which she 

was forming community by being endearing to people. She took the 

angst surrounding what she had to do, very personally, often blaming 

herself for the failures of others.  

 She was diagnosed with cancer, had surgery and underwent 

chemotherapy. Then she attended a leadership conference and realized 

that she was working long hours at a job much of which she detested. 

With this realization she arranged for time off and a sabbatical, which 

she was enjoying greatly at the time of the interview. She planned to 

return to Brewster College as Director of Corporate Relations and 

Career Development and also to teach a couple of classes. If she is not 

"having fun" after a couple of years in this new position, she planned 

to take early retirement. 
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The Voice of Relationship 

 
From Sara's Interview Researcher's Comments 
pg 5 
so I had my little staff of people 
and we did our own registration 
system there and it wasn't like the 
one on the main campus and I 
wanted the campus to have a very 
family kind of feeling, because it's 
smaller and I thought it would make 
the campus more comfortable for 
people to either zip in from work, 
or for people who're returning to 
college and didn't feel too 
comfortable about going to a big 
campus and being lost.  

All of the quotes about the 
Chesterland campus, from pages 5-
7, speak of Sara's joy and pride in 
creating a community with a 
resonance that draws people to it. 
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pg 5 
I don't write stiff, formal memos. I 
write very folksy kind memos, and I 
try to write like people talk, and I 
will bring prizes or candy or things 
like that; for Valentine's Day I stuck 
a Hershey's Kiss to one of those 
little children's Valentine's cards we 
were exchanging in grammar 
school. Well, I put one of those in 
every single faculty box, and those 
are the feminine kinds of things 
that I think lend itself well to any 
kind of culture. I think that people 
like getting nurtured, they like 
getting noticed. When I had a larger 
staff when I became the dean of 
instruction and student 
development, I went to the trouble 
of looking up every single person's 
birthday who reported to me. And 
there were about 90 people. What I 
would do on their birthdays, I would 
call their voice mail and I would sing 
Happy Birthday to them. ... 
I always end up saying "Yeah, I 
know, don't tell me, 'Don't give up 
my day job,'" but I think that 
people like the fact that I took a 
moment to notice.  

She wants to be heard, accepted 
and liked. She understands that 
others will be responsive, and work 
will flow, if they are acknowledged 
and nurtured.  
 
She uses the status of her job as 
dean to give her an accepted role 
in the community where she can be 
authentically effective. She 
markedly does not use her status in 
a "power over" manner. 
 
She seeks communal flow rather 
than hierarchical status. 
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pg 6 
that gave me a chance to meet all 
the new teachers who hadn't been 
to the site before, and we would do 
extra things for teachers that are 
not done for them on the main 
campus, so you could get things 
photocopied. You had to fill out a 
little slip, tell us how many copies, 
and whether you wanted it front to 
back and blah, blah, blah, and did 
you want it collated and stapled 
and we checked all these boxes and 
you had to give us a minimum of 
three days to get it done, and it 
would be in your mailbox when you 
came back next week or whatever. 
So things like that I think made the 
campus comfortable, and my goal 
was to, ...I wanted I think .... to 
teach off campus ... in any campus 
around the United States, to teach 
off campus is to be sent like to 
central Siberia. It's not a plum. ... 
Well, I wanted it. 

She seems to see her role as dean 
as a service role, rather than a 
position of power. She strives to 
empower rather than control. She 
clearly uses this very effectively. 
 
Again, connection in a supportive, 
encouraging community and being 
effective take precedence over 
hierarchical status for Sara. 
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pp. 6-7 
what I wanted to do, my goal was 
to make off-campus such an 
attractive site that teachers would 
request to teach there. And in the 
five years I did that job I was able 
to do that. I got teachers... We 
treated teachers so well and the 
students so well that teachers 
didn't want to teach on the main 
campus, they wanted to teach at 
Chesterland and students would 
wait for the class to come around, 
to come to that campus rather 
than go up to the main campus to 
take it. ... 
it was fun. And I think it was that 
family environment, we brought 
food services onto the campus for 
them, and just tried to do a lot 
things. We would bring venders 
who would sell their arts and crafts 
and things like that, so there was 
somewhat of a crafts fair 
environment on the campus every 
now and then and... 

This is a testimonial to the power 
of caring, supportive nurturance 
and of having fun!  
 
Sara is dynamically aware of the 
empowerment that flows from a 
community in which working 
relationships are healthy, joyous, 
encouraging, supportive, freeing 
and fun. 

p 7 
It was a fun job. I enjoyed it and I 
think too you know when you bring 
that feminine side to an 
environment, when we needed 
extra students, I could go up to 
teachers and say, "You know would 
you mind taking two extra students 
in your class, to help our rates out 
or whatever and teachers wouldn't 
mind doing that, because I would 
have done a lot of things for them 
in the past.  

Her caring support is reciprocated 
in a resonant community. The 
faculty, administration and staff 
enable each other in an effective 
collaboration that serves the 
students well. She values this 
interdependence highly and credits 
herself for having worked for and 
achieved it. 
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p. 8 
I had to say okay, you know how 
are we going to do this so that we 
do what we were told, ... but that 
we give students the opportunity 
to ask questions or to get the 
information. I sat down with my 
staff to try to figure out a way that 
we could follow the letter of our 
superiors and yet try to be fair to 
students. And so what we did, we 
found a way for the students to 
get the information that they 
needed to make up their own 
minds] . 

She is back to the main campus 
here and trying to serve the 
students with integrity, while 
maintaining her connection to the 
established administration, which 
doesn't seem to have had the same 
commitment to integrity within the 
campus community. 

pp. 13-14 
The part of my job that I loved was 
making an improvement, making a 
difference. For example, one of the 
things I did, one of my projects was 
to create a student model of a 
college and so I talked with student 
groups, student bodies, I talked 
with club members and anywhere 
that I could find students gathered. 
And I would ask them, "If you could 
have a school that was exactly the 
way you wanted it, what would it 
be? What would the first day of 
school be like? Would you have 
orientation? How are the classes? 
What about registration? What 
about the library? What about 
these? So I would ask them all 
these questions and then I came up 
with a student model of what the 
school would look like, and that 
became my blueprint for the 
changes that I needed to make. 

Sara provides students with the 
opportunity to help create their 
community with mutuality. She 
thrives on opening dialogue with 
students, establishing a relational 
connection with them. She 
promotes and enhances their 
participation in creating their 
community by facilitating their 
freely expressing themselves, 
speaking their thoughts and 
feelings, and being heard. 
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pg. 14 
We were making students stand in 
four lines to get registered. We'd 
get.. stand in one line to get 
admitted, one line to enroll in your 
class, another line to pay your fees, 
and another line to get all your 
receipts. And that's true of most 
colleges everywhere around. And I 
said, "Well, that's ridiculous. Why 
make students stand in four lines? 
They could all get it done in one 
line.  

Again her approach is caring, 
supportive and freeing. 
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pp. 14-15 
So you have to do this in a way so 
that they were all excited about 
getting on board, that they wanted 
this change, and so we set up a 
group to change how we do 
registration, and it was a group of 
them so it wasn't like I changed 
their boxes or anything, it was a 
group of the clerks and we all 
talked about what are the changing 
things. And we actually had come 
up with now the result is a one line 
system. ... 
we had to reorganize that whole 
area, we actually remodeled the 
stations so that it would work to 
have one line-one trip registration, 
they got new furniture, you know. 
And that was bargained with the 
college: saying hey look, this is the 
year that we need to set some 
money aside for this group of 
people. They got air conditioning, 
'cause they'd been complaining 
about working and sweating during 
the summer. Those kinds of 
projects to me make a difference.  

She works to get bye-in and lobbies 
the administration  
so that students and registration 
clerks both have an easier and 
more harmonious task, and are 
reasonably supported in what they 
need to do.. 
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pg. 15 
the other thing students wanted 
was they wanted some special 
events, first day of school. So we 
set it up so that now on student 
welcome day they get tours, and 
we have speakers if you want to 
find out about financial aid. And it's 
set up like a conference, and it's 
just a morning-long conference and 
we feed 'em, we barbecue 
hamburgers or something for lunch, 
and we have entertainment and 
things. And so it's a way for them 
to feel welcome. We have a place 
where all the clubs set up their 
tables so students could find out 
about clubs and organizations on 
their first day, and we have raffles 
and that kind of thing. So there's 
things like that that I did that I 
liked doing.  

Another example of nurturant 
caring for students. She 
understands their needs as 
students and also as people new to 
a community. They not only get 
the information they need, but also 
a fine welcome. 

pg. 19 
am I having any fun? And if I'm not 
having fun I may retire that early. 
But if I'm enjoying what I'm doing 
and teaching and loving it and 
doing these corporate partnership 
kind of things, then I'll probably 
work until I'm sixty. 

She has learned to insist on a 
positive and fulfilling relationship to 
her work. 

pg 20 
And I wrote annotations about the 
style that each doctor uses, 
because I was looking for a doctor 
who's going to have a personal 
interest in me as a person.  

She insists on having a personal 
relationship with the person who 
works with her on saving her life. 
She knows that she needs this 
relationship in order to involve her 
whole being in her healing process. 
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pg. 21 
I noticed like poor Gary Freeman's 
hands were shaking and Larry had 
high blood pressure and so you 
know sometimes we would have to 
calm him down. 

Within her peer community at the 
college, there was concern and 
care taking for each other when 
the stress got so bad that there 
were physical manifestations of it. 

pg. 22 
I was more willing to voice it, 
whereas, because when I would 
bring it out, and when we'd discuss 
it, I would talk about whether or 
not I was doing a, you know a good 
job and that kind of thing. And 
when I would bring that out they 
would all talk about that they think 
about the same thing. But it's hard 
I think for men to talk, to bring it 
initially, where I think it's easier for 
women to say, "You know, I don't 
know, it was a really rough quarter 
for me, you know, and I don't know 
that I did a very good job that 
quarter," and I think it's pretty hard 
for a guy to say that. They might 
come to agreement if somebody 
else initiates that kind of 
conversation. 

There is a yearning for empathic 
connection here, to be able to 
freely talk about her feelings in a 
safe environment. She seems to 
crave more reciprocity of such 
expression within her peer 
community. 

pg 22 
it's that tug-of-war between how 
much of myself do I put out there, 
show my weakness to people, and 
how much do I kind of keep close 
to my chest?  

Again we hear the yearning for 
empathic connection within her 
community, for the freedom to 
speak her thoughts and feelings 
freely. 
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pg. 25 
D: So if somebody was going to be 
laid off, the dean of language arts 
had to do it, not you. 
S: Well every manager had different 
styles, so if some managers would 
say to me, Sara they know you 
better than they know me, you go 
take care of it, so I'd take care of 
it. 

There is a communal juggling of 
tasks so that the best person 
handles this unpleasant chore. 

pp. 29-30 
after being on the team for awhile I 
put together this group that we 
were called the FEMs. It was called 
Female Empowered Managers. And 
we would have lunch once a month, 
to sort of emulate an old boy's 
network. But to learn from more 
senior women in the group and get 
the politics and figure out how to 
get things done, and just have 
some camaraderie. ... 
When the women went out to 
lunch, the conversation was much 
broader across feminine subjects. 
So we would talk about juggling 
work... 
D: Children... 
S: We would talk about short cuts 
that we've all learned how to get 
things done or... and not always 
just at work. It might be things, 
you know, oh, god get a 
housekeeper. You can get one for 
the price of doing your nails. You 
know, that kind of thing. So they 
were more like broad subjects that 
were all geared towards women's 
needs. 

This is an attempt to create a safe 
place to be vulnerable, to be able 
to speak thoughts and feelings 
freely and be heard, and to get 
some communal advise and 
mentoring. 
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pp. 30-31 
I didn't feel like I had to step on 
somebody... To get to the top. And 
there's probably more of that in a 
corporate environment.  

Respectful, cooperative working 
relationships with others are 
important to Sara. 
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The Voice of Oppression 

 
From Sara's Interview Researcher's Comment 
pg. 2 
I did not know at that time how to 
separate my emotional self from 
business at hand. And that was 
probably the first lesson I learned in 
terms of how to survive in a 
masculine environment is to shut 
down, kind of, my emotions - 
looking with my brain, and just deal 
with the logic and not feel 
personally affronted or hurt or 
anything by what other people say. 
And they say it takes a tough skin 
to survive in the corporate world 
and that was my first exposure to 
it. ... 
I can remember barely being able to 
contain myself and not cry in this 
meeting. And I wasn't crying 
because I was hurt. I was crying 
because I was really mad. And it 
seemed unfair to me what this 
woman wanted to do to these high 
school students et cetera.  

This was the beginning of Sara 
learning how to stuff her feelings 
down inside her, rather than how to 
authentically integrate them as 
powerful allies. Sara experiences 
profound psychological distress 
first because of her anger at the 
abuse of the high school students. 
But just as profoundly, because of 
the institutionalized restraints and 
cultural norms that invalidate and 
silence her feelings, subordinating 
them to the constraint of 
patriarchal logic. 
Sara squelches the power of her 
anger. This is the sacrifice required 
to stay connected, to have the 
opportunity to be effective within a 
community with masculinist 
requirements. Sara describes the 
beginning of an overwhelming 
sadness based deep in her caring 
for students (and later for faculty). 
There is a primordial, chthonic 
stress required to disconnect this 
feeling from it's expression. This is 
a sadness and stress which could 
have led her to the brink of death 
with cancer. While she uses the 
word "mad" to describe her 
feelings years ago, the feeling I get 
from Sara now is sadness. 
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pg. 2 
And my supervisor was there and in 
fact he was very good at that 
meeting and he... after the meeting 
we debriefed, and he talked to me 
about the whole notion of not 
taking what people say personally 
because otherwise I'll never 
survive. We talked about different 
ways I could have responded to 
her. We sort of practiced different 
kinds of things. So he was very 
good in that. And it was my first 
realization not to get mad but to 
stay very rational and kind of stay 
in my head.  

Here the "over-eye" of Dana Jacks 
(p 94) is beginning to establish the 
patriarchal shoulds in favor of the 
dominant paradigm's split of 
feelings and logic. She is beginning 
to take on the debilitating cultural 
norm to stifle, silence and repress 
her feelings, which actually act as 
her compass. 
Has staying in her head forced her 
body into cancer in order to be 
heard? 
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p. 3 
I learned how to ..., for example, 
when men communicate they 
oftentimes communicate with very 
loud noises, they look like they're 
yelling. And I learned how to yell 
back, so that if I felt that my 
position was one that was the right 
one or that it was the fairest one 
or that I compromised as much as I 
felt I could do, I had to learn how 
to stand my ground, because I 
think the feminine part of people is 
to ameliorate, to try to make 
things good, to fix things, to 
improve over and pat things down, 
and often times that's not how 
men communicate. They yell at 
each other, they go at it, and then 
when it's over, it's over, and 
there's a lot of men who don't 
carry grudges; they blow up, they 
have their thing, and then the next 
day it's like pat on the back and go 
have a beer and whatever. ... I think 
it helped that I was raised with two 
brothers. I think it was a skill I had 
to learn. 

Is there an underlying sadness at 
not being able to communicate in 
your own natural manner? Surely 
there is internal, chthonic stress 
involved in subduing her own way 
of being, to replace it with another.  
 
 

pg. 4 
I have been repeatedly accused of 
this and still am accused of this 
today, to this very day, of rescuing 
people. And it's probably one of 
the things that I have difficulty not 
doing, and the price for it that I 
pay is probably too much of 
myself. I would personally care, if I 
had to lay somebody off or fire 
somebody 

Her community invalidates one of 
her primary ways to connect in 
relationship, that of caring for 
those that she works with. This 
occurs actively, in accusations of 
rescuing, and even more strongly 
and subversively, passively through 
the imbedded rules of the academic 
community that make such caring 
so dangerous. 
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p. 4 
I became the dean of their off-
campus programs, I think what was 
difficult was... and I have been 
repeatedly accused of this and still 
am accused of this today, to this 
very day, of rescuing people. And 
it's probably one of the things that 
I have difficulty not doing, and the 
price for it that I pay is probably 
too much of myself. I would 
personally care, if I had to lay 
somebody off or fire somebody, I 
would want to do it in a way that 
was the most humane, sensitive 
way possible. ... I always wanted to 
give people an opportunity if they 
were screwing up on the job or 
whatever, that I would sit down 
with them and I'd let them know ..., 
and I would go through multiple 
steps to try to give them an edge 
if at all possible. 

She pays a price for her level of 
involvement. She sees this caring 
for, this identification with, those 
she serves as a flaw. 
 
In the words "accused of rescuing 
people," I hear resentment of the 
fact that her style of caring is 
being disparaged and rejected. This 
is resistance to the masculinist 
objectification of students and 
employees. 

pg. 4 
I don't have to have a reason to 
fire you in the first six months. And 
so, what I started to do was I used 
to like bend over backwards and 
everything, and I learned that that 
was not very smart. I learned that 
in the first six months, I had to 
learn how to give people no slack. 
... 
Nurturing, and supporting, and 
shoring them up and everything. 
And what you find is that in an 
environment where resources are 
scarce, and schools get ..., they 
just get a plunk of money.  

Sara is trapped between her own 
caring nature and what it demands 
of her, and a system that is not 
designed to support such caring, 
and actually makes it totally 
impractical and impossible.  
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p. 5 
a feminine part of me that I think 
works. I don't write stiff, formal 
memos. I write very folksy kind 
memos, and I try to write like 
people talk, and I will bring prizes or 
candy or things like that; for 
Valentine's Day we, I stuck a 
Hershey's Kiss to one of those little 
children's Valentine's cards we 
were exchanging in grammar 
school. Well, I put one of those in 
every single faculty box, and those 
are the feminine kinds of things 
that I think lend itself well to any 
kind of culture. I think that people 
like getting nurtured, they like 
getting noticed. When I had a larger 
staff when I became the dean of 
instruction and student 
development, I went to the trouble 
of looking up every single person's 
birthday who reported to me. And 
there was about 90 people. What I 
would do on their birthdays, I would 
call their voice mail and I would sing 
Happy Birthday to them. 

She expresses her feminine caring 
by doing things to acknowledge 
people, rather than by active 
empathy. It seems that active 
empathy may be very dangerous to 
her personal emotional state in her 
positions in the institutional 
structure. 

p. 7 
I have a very strong sense of 
fairness, and most of us have 
discovered in life that it's not fair, 
and I had to make ... some tough 
decisions to make about what I was 
willing to live with 

I feel the stress here on her inner 
self. Her strength in some 
admirable ways tends to a 
brittleness that lacks true 
resilience. This is a hard one! 
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pg. 7-8 
we were told to tell students 
[something that wasn't quite true 
and so wasn't fair to them] I've 
been against that for a long time. 
But at some point the decision was 
made, by the chancellor, by the 
college president, etc. and the 
board first of all. So once that was 
done I had to say okay, you know 
how are we going to do this so that 
we... let's do this... we do what we 
were told ... but that we give 
students the opportunity to ask 
questions or to get the 
information. So, you know I sat 
down with my staff to try to figure 
out a way that we could follow the 
letter of our superiors and yet try 
to be fair to students. ... 
it's hard to do things that you 
don't feel are right, you know.  

Sara is resisting unfair and 
dehumanizing treatment of the 
students. She is forced to do so in 
a very constrained way.  
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pg. 9 
I never did lose this rescue part of 
myself, and so when I had problem 
employees, my first mistake was to 
work with them, and to see if with 
some weekly meetings and 
mentoring and those kinds of 
things, whether or not they could 
improve. Well, that was probably 
my ultimate demise, because I took 
too much of a personal interest in 
individual people which takes up a 
tremendous amount of time. And 
when it didn't work, I would be 
devastated, you know because if I 
knew what the step was I was 
going to have to let them go, or 
move them someplace else, or do 
something with them.  

She experiences her caring and 
passion for supporting and 
empowering people as a mistake 
within this system. This causes a 
caustic embitterment of her 
passionate spirit. Her nurturance 
must be constrained or she suffers. 
(Wrap those breasts tightly lest 
they sway, nourish, give milk and 
pleasure beyond the control of the 
patriarchal system.) The constraint 
of her caring and nurturing is 
forced on her by the nature of the 
system, but it is Sara herself who 
must internalize this forsaking and 
suppression of her own gifts. 

pg. 10 
I got promoted the first year I 
didn't have a secretary. ... 
if I had been a man, I don't know 
that I would have been expected to 
work without a secretary. You 
know, do my own typing, 
photocopy and file and all that kind 
of stuff. ... 
when I look back at those first 
three years, when I think as to 
things that exacerbated my breast 
cancer situation, that was probably 
one of them. Just being 
overworked and stressed out.  

There is a debilitating self-silencing 
here. Sara did not rebel against 
being so abused as to have many 
different and divergent areas of the 
campus reporting to her, and yet 
she had no secretary. She 
internalizes an implied outer 
imperative that she just deal with 
the situation, conforming to 
perceived expectations in order to 
receive approval. 
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pg. 10 
And there's another tension that 
occurs at that level and that is, 
people come up with wonderful 
ideas to do things, to start new 
projects and all this kind of stuff, 
and so the college president may 
say, "Sandy, go home. You're 
working too hard, don't do all this 
work." And in the next breath, at 
some meeting with San Jose State, 
loads three more projects on me.  

Spirited involvement with 
interesting projects comes at the 
expense of self, because of the 
constraints or mismanagement or 
abusiveness of the system. 

pg. 10 
I don't get this. So, I think that I 
never really developed the skills to 
do my work at a C level, get a 
grade of a C, and let something 
slide, and blah blah blah. And I tried 
to really do things at an A or B 
level. 

She invalidates and abuses herself 
in a capitulation to cultural values 
of having to be the best at 
everything, no matter what or how 
much is piled on you. Her true 
joyous, creativity found its 
expression at the off-site campus, 
where firings were not much of an 
issue. 

pg 11 
in the three or four years that I had 
this position, you know I had to lay 
off administrators, I had to fire one 
who was still on probation, I had to 
discipline classified employees, I 
had to give faculty their first bad 
evaluation they've ever had in their 
careers, because I think it takes 
courage to be honest with people 
when you do their evaluations and 
it's very hard to do that 

She, who would nurture playfully 
and passionately, is forced to make 
and carrry out threats of exclusion, 
of professional violence. This does 
violence to herself, especially since 
she has internalized the system's 
oppositional code of honor and 
integrity. There is an implicit 
oppositional stance to evaluation 
reviews, because they are 
automatically predicated on the 
possibility of forced exclusion from 
the community. 
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pg. 11 
... you don't have a job that makes 
you endeared to people, endearing 
to people. You have a job that 
hopefully people will respect the 
position that you hold and respect 
you as a person because you try to 
stay consistent and fair, so that 
when you're, if you evaluate one 
person one way, you evaluate them 
all the same way.  

In shifting from the pronoun "I" to 
"you," she is attempting to 
distance, to dissociate herself from 
the very system that she upholds. 
She is also describing a situation 
that is untenable for her spirit, 
where caring and fairness become 
conflicting values. 

pg. 11- 12 
there's a tendency when you work 
in a system like this one where 
faculty is tenured, and so I think 
the administrators kind of give up, 
like, "How are we going to fire this 
person, this person's been here for 
a thousand years and do they have 
tenure and how can I let them go?" 
And that's how the system worked 
for a long long time, until the new 
college president, who's now 
currently the president, who is a 
woman. And we decided that that 
was not going to continue. All of us 
talked about it and that we were 
going to hold every single faculty 
member to the same standard. ...  
just because you're tenured does 
not mean you cannot be fired. And 
that was the message that we had 
to send across to faculty members. 
So our evaluations got tougher, 
and we were holding them to their 
contracts. And the backlash to that 
is that faculty goes, "Well, if you're 
going to hold me to my contract, 
I'm going to do just the contract 
and nothing more." ... 

To begin with in this passage, there 
is the distancing pronoun shift 
again. But when it comes to 
resolving the dilemma in very 
difficult ways, the pronoun shifts 
back to the first person. There is 
an oppositional stance created by 
these policies which is at odds with 
the caring, nurturing premise of an 
educational institution, and of 
Sara's own nature. The pronoun 
shift seems to indicate Sara's 
tenacious grappling with the 
oppressiveness and violence of the 
contradictory underpinnings of the 
system she works in.  
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pg. 12 
It's the poor teachers who do the 
bare minimum to get by, that 
thought that they could continue 
to do that. And we actually fired 
one teacher who was tenured, and 
caused several others to retire. So 
the message starts getting out 
there, but in the process of doing 
this, when you're dealing with 
unions, you have to be, and we all 
want to be fair, you know like, 
these are the things you do to 
improve, you know let's, I'll give 
you another quarter to see if this 
changes, if it doesn't change we're 
going to meet again, blah blah blah, 
and you're on probation, don't, you 
know we're gonna suspend you for 
a quarter, if you don't think that 
you can make these changes, that 
kind of thing. So it's a lot of 
paperwork, it's a lot of battling, 
teachers always battle, they never 
say, "Oh, okay I'll leave." So you 
deal with union reps and courts, 
sometimes you get sued, I mean 
you know it's very stressful.  

She seems to have no option here 
but to capitulate to systemic 
imperfections that result in tight 
and narrow relationships, exclusion 
and professional violence. 
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pp 12 -13 
Well, because I take it all, you 
know, I took it all pretty personally. 
You know, I developed, you know, 
thick skin to a certain extent, but 
not enough to the point where I 
didn't, I could not just leave it at 
the office. I would come home, and 
I'd fret about, and think about and 
not be able to sleep. And would 
question myself, you know making 
sure I was doing the right thing, 
that was I being fair, you know just 
kind of mulling it over and 
agonizing over the decisions for a 
long time.  
... in '97 I was diagnosed. Well 
actually, diagnosed in December of 
'96 and had my surgery in '97. And 
during this time worked full-time.  

She experienced ongoing and 
pervasive psychological distress 
from the emotional and 
professional violence that it was 
her job to perform. Even though it 
was called for in the context of the 
system that she adheres to, it is 
devastating for Sara. The conflict 
over this violence disrupted her 
very cells, and in particular the cells 
of her breasts, the physical seat of 
the nourishment that it is so 
natural for her to give. 

p 15 
the parts that I didn't like was the 
personnel issue. Because I couldn't 
leave it at work. 

She was moved from an area where 
she flourished with creativity, 
passion and playfulness, to one in 
which she experienced massive 
amounts of pervasive psychological 
distress. She was not seen and 
appreciated for her particular skills, 
nor was her distress visible to 
those who might have helped.  
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pg. 16 
a probationary administrator, I had 
to let her go. I told her I would not 
be renewing her contract. That was 
very messy and very ugly. I still feel 
as though I made the right decision 
in letting her go but I also agonized 
over that one for a long time. I 
think about it, I go, "Well, you 
know, was it my fault, did I not 
mentor her well, did I need to give 
her more attention and more of my 
time? Was I giving her mixed 
messages? You know I just would 
start questioning myself and 
thinking you know I want to make 
sure that you know 'cause if I was 
at fault, then I shouldn't be firing 
her, I should be firing myself. And it 
wasn't like I didn't have support, I 
mean I talked it over with the 
college president, and we discussed 
it together and I talked to other 
people and I asked them how, you 
know, what their perceptions were 
of this person etc. And, you know 
in the end, in hindsight even now I 
made the right decision. But 
getting up to that point, is a lot of 
soul-searching. Because you're 
messing with people's income and 
their livelihood, their self-esteem, 
all kinds of things. So I take those 
kinds of things very seriously. 
Other people don't. They just see it 
as part of the work. 

She internalizes the problem, 
blaming herself on several counts. 
She views her role in this ugly 
situation with great ambivalence. 
On the one hand she sees her 
actions as well conceived and 
necessary, on the other hand she 
blames herself for not having been 
able to avoid the firing. Then she 
blames herself for taking the 
situation so hard, as if her caring 
and soul searching before 
potentially ruining a person's career 
were unnecessary. On all counts 
she upholds the system, failing to 
consider it as a participant in the 
ugly dilemma she must resolve, and 
internalizing the conflict and blame. 
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pg. 16 
hard work does not give you 
cancer. What gives you cancer is 
probably stress, and/or sadness. 
You know, unhappiness or 
whatever. But that... Or unresolved 
anger... There's certain kinds of 
emotions that we think tap your 
immune system. I mean they don't 
really create cancer, but they 
weaken your immune system to the 
point where diseases of any kind, 
not just cancer but others as well: 
diabetes....have a chance to take 
hold.  

I feel masses of roiling anger raging 
deep below the surface of Sara's 
smooth and reasoned exterior in 
these stories. With time away from 
the job and a refocusing on doing 
things that allow her nurturing, 
caring and playful passions to be 
expressed both for her students 
and also for herself, this anger 
seems gentled. 

p 22 
there's a certain amount of 
toughness to them that I was never 
able to replicate. And I think self-
esteem-wise, of all the 
administrators, I think I probably 
had the lowest of them all. ...  

She has internalized outer 
imperatives that are dehumanizing, 
i.e. that one be able to wield 
destructive control over peoples 
careers and not feel the 
consequences to others of what 
they are doing. This devastates her 
self-esteem. 
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p. 22 
I think that it's good to get other 
perspectives, because I think it is 
easy to get mired in some of that 
and it's not real. I mean I think that 
when I left, there was one person 
that I told that I was resigning and 
she said, "Oh no, you can't leave 
now, you're our best 
administrator." And I think that 
that kind of thing, the things that I 
was agonizing about, I did here 
(points to her chest). I didn't do it 
out there and so nobody really saw 
that side of me except me. And so 
I was, you know I was firing people 
etc. but I was doing it in a very 
caring fashion, some people 
thought that that was very good, 
but they, nobody saw the price 
that I was paying here in the house. 
And so you know it's that tug-of-
war between how much of myself 
do I put out there, show my 
weakness to people, and how much 
do I kind of keep close to my 
chest?  

Throughout this entire interview I 
feel Sara's isolation as she goes 
through devastating emotional and 
psychological battles within herself. 
The problem is a systemic one and 
might have been handled in the 
context of the system that is 
designed to require such damage 
to peoples' lives. In the absence of 
a supporting community to help 
contain the extreme psychological 
impact of the required action, the 
devastation occurred in Sara's 
breasts. She silences herself in 
capitulation to debilitating cultural 
norms and values, and bears the 
brunt of that self-silencing in her 
body. 

pg. 24 
I think there's a certain amount of 
ruthlessness you need to make it 
to the top. You look at ... these 
various CEOs ... if you talk to 
people ... who've worked for them, 
personally worked for them, and 
they're real jerks.  

Sara acknowledges an alienating 
abusiveness common among the 
leaders of Silicon Valley companies. 
This is a cultural norm that she 
finds oppressive. Her style of 
leadership involves nurturing and 
empowering. 
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pg 26 
I have trouble asking for help. 
Because I did not want to be seen 
as a weak sister amongst the team 
and so I was always conscious of 
wanting to hold up my end of the 
load and I think that's very 
feminine, you don't want to be 
seen as just because you're a 
woman you just can't take as much 
work as anybody else.  

She dissociates from her own 
needs. She doesn't have 
confidence that her skills and 
abilities, her own self, is enough. 
She ends up in a "catch-22": she 
does work that men wouldn't do so 
that she won't look like she can't. 
She is responding to systemic 
invalidation and subordination of 
women. 

pg. 28 
not wanting to be seen as a weak 
link in the chain, .... Guys have ... 
there we go - got to go pick Sandy 
up again. 

She yearns for acceptance and 
respect within her community. She 
thinks she must sacrifice herself to 
get these because of narrow and 
distorted gender stereotypes. 

pg. 29 
When I first joined the 
administrative team as the dean of 
Chesterland Campus there were 
only five female administrators in 
the whole college. ... 
I put together this group that we 
were called the FEMs. It was called 
Female Empowered Managers. And 
we would have lunch once a month, 
to sort of emulate an old boy's 
network. But to learn from more 
senior women in the group and get 
the politics and figure out how to 
get things done, and just have 
some camaraderie. And we were 
doing this for about six months or 
maybe longer, probably six to eight 
months. The president, who was a 
man at that time, told us we 
couldn't do that any more.  

She would like companionship, 
camaraderie and mentoring among 
her women colleagues, so she 
establishes a place to freely 
express herself, speak her thoughts 
and feelings and be heard. She is 
denied these simple connections. 
This is abusive. How might that 
kind of support have strengthened 
her immune system? 

Annie 

Plot Summary 



  107 

 Annie's first professional experience was in a psychological 

corporation where she learned how uncaring the organization could be 

and that it was not safe for her to express her feelings in support of 

their clients. She learned to rephrase situations in terms of the welfare 

of the corporation and supposed "good business practices," rather 

than in terms of wisdom and empathy in the service of the welfare of 

the corporation's clients. She did find a woman mentor at this 

corporation, that she could emulate in beginning to learn how to deal 

with corporate short and single sightedness. Those who did not learn 

to conform to this style, who were too honest and passionate, were 

fired. 

 Once she worked in an all woman group. Here she found that the 

women could multiple process during meetings, dealing with the 

interpersonal at the same time as the business. Including the person in 

their business relationships provided a unity and a richness that she 

recalls and treasures to this day, twenty years later. 

 Next Annie describes situations in which formalized dictates 

where given to clients over the protestations of Annie's more 

sensitive, intuitive voice. When the clients rebelled, she was set with 

the task of cleaning up the mess and thanked for that. Even though 

this sequence of events became recurrent, it was never acknowledged 

that she had a different way of handling client interactions, that would 

have worked better for everyone concerned.  

 As Annie grows in her understanding of corporate ways, she 

develops great skill at phrasing her insights so that she is both heard 
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and finally acknowledged. Eventually Annie even feels that one of the 

organizations that she has worked with actually learned that her more 

relational approach is more effective towards it's own bottom line of 

efficiency and profit. 

 Out of her decades of experience with the corporate psyche, 

Annie has come to understand the corporation as an alien, non-human 

presence that invades peoples psyches and "possesses perfectly nice 

human beings." At this point Annie knows corporations as an 

"unnatural, unhealthy, soulless way of doing things." She has resigned 

from a very high status position. She sees her "only option as ... to get 

out of it."   

The Voice of Relationship 

 
From Annie's Interview Researcher's Comment 
p. 4 
because my way of relating, I think 
just as an empathetic person, 
perhaps as a woman, certainly as a 
therapist for eighteen years, is to 
take feelings seriously, and to take 
distress seriously. And so I would 
have to kind of live almost 
duplicitous existence where I would 
be very empathic to the person 
that was giving me the complaint. 

Annie knows herself both as a 
person and as a professional to 
seek authentic, resonant 
relationships in which she can freely 
be her empathic self. 

p 4 
Even though I liked them 
personally, ... we weren't all really 
just a sort of happy team working 
together.  

She yearns for a happy, connected 
team of colleagues. She uses a 
slightly light, Pollyanna tone to 
express this. She may be 
dissociated from the possibility of 
this becoming a reality. 
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p. 5 
the university counseling center, 
when I was a therapist there, that 
was a little different. It was 
students and ... . But that's a very 
unusual setting, where everybody's 
dedicated to therapeutic service, 
and it's not for profit, and they're 
all getting salaries, and they're all 
teachers and, you know, it's a little 
bit different 

The shared dedication to serving 
students' therapeutic needs 
contributes to a connected team 
working together. Annie 
appreciates this. 
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p. 5 
I remember so well going to one of 
my first staff meetings, and there 
was a woman there in particular 
that I perceive as a very empathic 
person, kind of like myself, and 
we're sitting there, and the 
management proposed just an 
awful proposal that I knew was 
going to just upset all kinds of 
people, and really hurt... We'd be 
cleaning up the mess for a long 
time. And I... I was just about to 
explode with a rage, and an 
objection, but of course I didn't, 
'cause I was brand-new. This 
woman... I could not believe what 
she did. This was my first like 
experience with this. She, in this 
calm way, enumerated the liabilities 
of this plan, and then said, "But I 
can see the advantage," and then 
named a few things they had 
named, and said, "Basically, of 
course, it's something we'll have to 
decide, but I did want to point out 
the disadvantages of it." I couldn't 
believe she could be so cool. I just 
couldn't believe that anybody could 
do this, you know? And I really 
admired what she did, and I 
thought it was just a personal trait 
of hers. But as I got to know her, 
what I really realized is, she had 
learned to do it just as I myself, by 
the end of six months, or certainly 
by the end of a year, had learned 
also to do it.  

Annie acknowledges the invaluable 
mentoring relationship that she 
enjoyed with this more experienced 
woman.  
 
Here Annie also describes learning 
to resist her first impulses, but 
come around to play the game as it 
is valued by the dominant 
paradigm. In so doing she not only 
remains in community, but learns 
to turn information around and 
present it in ways that those in the 
dominant paradigm will understand. 
This allows her to provide her own 
uniquely beneficial service to the 
work community. Her resistance to 
the necessary disconnection from 
freely expressing her own thoughts 
and feelings is also clear. 
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p. 6 
you can imagine when interpersonal 
situations come up within the 
group, how unable and unpracticed 
people are to deal with them, 
because if emotion is not really 
allowed to be a player, then how 
can people honestly deal with each 
other when things come up? And 
so that was I think a direct liability, 
and I think that it really created a... 
In some cases a quite joyless 
relationship between the staffs 
themselves. Except those individual 
bonds, like the woman and I could 
go off or... You know, certain... 
That little pair-bonds could be 
made, but in terms of the unity of 
the group, it never could happen 
with that devaluation of feeling. 

Annie understands the necessity of 
authentic, resonant relationship in 
order to be able to interact 
effectively in the heat of the work 
situation. She longs to not be 
silenced from expressing the range 
of her thoughts and feelings. She 
treasures the small bits of mutual 
acceptance and respect that are 
available. 
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p. 8 
I was in this really amazing setting, 
with... where it was an all-woman 
staff; they were psychological 
providers, and it was all female, 
from manager all the way down. 
Our meetings were very different 
than anything I've ever experienced 
in the normal kind of corporate or 
university world. Our meetings 
were... There would be an issue 
that we had to discuss. Somebody 
would bring up the issue. One 
person would begin talking about it. 
One minute into it, she would say, 
"Incidentally, I found this amazing 
herbal remedy for my cat." 
Somebody would say, "Really? 
What's in it?" She would give us all 
the ingredients... Another person 
would say, "Well, how do you make 
it?" She'd tell you how to make it. 
When that little thing was done, 
she'd say, "Anyway, back to John 
and the situation, the difficulty 
we're having." We would just be 
right there. The side conversations 
... never detracted. As a matter of 
fact, created a kind of unity 
between us, so that when the really 
big issues came up, they were 
much more easily dealt with than in 
any of the other settings I've been 
in. In ... the richness, the multi-
layers of our discussions, 
interactions, the work got done in a 
much fuller kind of way.  

Annie's words glow with the 
aliveness and resonance that she 
feels in recalling this setting from 
long ago, where she was able to be 
so much more fully herself and not 
have to restrain her expression so. 
She appreciates the flowing 
closeness that she experienced 
with these women and the way 
that it made their work 
environment richer and their work 
together more effective. 
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p. 8 
I mean, I still think about the 
women. This was like... It was 
twenty years ago. And I still think 
about those women in that group, 
and I know that's because of the 
kind of richness that we had in our 
work relationships. 

The experience of vibrant 
psychological health in a resonant 
working community stays with her 
as a cherished memory for a 
lifetime. 

p. 10 
I think that might be changing, 
'cause I saw an ad on TV the other 
day about some cell phone thing, 
and they said, "Well, as soon as 
John says that he loves his wife, we 
can start the meeting." Did you see 
that? 

Annie hopes for a future in which 
the personal and professional 
worlds can more than coexist with 
ease, but can actually nurture each 
other by having the authentic 
relationships in each realm support 
the other realm. 

p. 11-12 
they called on me again. And this 
time they in a way embraced more 
my... my style and said, "Would 
you write them a kind of 
conciliatory letter?" So then I had 
to come in and...  
... 
 But I was the one they sometimes 
then called in to try to patch things 
up.  
... 
I did get credit for the letter I 
wrote to kind of patch things up, 
and it was kind of acknowledged 
that my... what do they call it... my 
nice touch had been a benefit in 
the situation. 

Annie gets some institutional 
support for the unique relational 
understanding and skills that she 
brings to the agency. 
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p 14-15 
it was semi-recognized. There is an 
instance I can think of ... where it 
was recognized. ...... 
 I came in the discussion and I said, 
"You know, has anyone talked to 
her about this?" they said no. I 
said, "You know, it seems like..." 
Course I'd learned by now, "we 
would save a lot of administrative 
time, and perhaps a readjustment 
here, if we would talk to her first, 
ask her whether this was a move 
that would be attractive to her, 
whether she might have any 
recommendations about who might 
fulfill her job." I remember the look 
in their eyes. It was kind of this 
little light. This little "ding" they 
said, "Well, you mean, talk to her 
about it?" I said, "Yeah. You know I 
think that... Imagine how much 
difficulty it might save down the 
line. It would really save us a lot of 
having to maybe reverse the 
move..." You see, I'm talking now in 
ways that takes the emotion out of 
it. Also always for our benefit, 
what's best for the company, you 
see. It would save the company, it 
would be better for the company if 
we talked to her. They said, "You 
know, that's a really good idea, 
Annie." And they said, "Would you 
talk to her?" I said, "Oh, I'd be glad 
to." So I did feel that that was 
something that had made a 
difference. 

Here Annie is able to insert 
significant relational behavior into 
the core of her workplace. She 
carefully manages to turn her point 
of view so that she can express it 
in a way that her colleagues can 
hear and respect. She is recognized 
for this. She appreciates the place 
that it makes for her in her work 
community, and finds satisfaction 
in knowing that she has been 
effective. 
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p. 15 
And then the next situation that 
came up months later, I brought 
that up again, and they also 
listened to it, and in a third 
situation they kind of brought into 
the conversation themselves, "Well, 
of course we need to talk to so-
and-so first." So I felt really glad 
about that. And I felt that I had 
made an impact that way.  

Her work community has 
responded significantly to her 
skillful attendance to its needs and 
nature. She is pleased to have 
found ways to be effective in an 
ongoing way.  
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p. 15-16 
It's very true that when my voice 
was listened to, and my 
perspective, and particularly when 
it worked out well, I really felt that I 
had... I felt that I had a better place 
in the community. Both inside 
myself, like I just felt better about 
them, I felt more like I was... You 
know, I felt that I was happier to be 
there, I looked a little bit more 
forward to the meetings, that type 
of thing. And secondly, in a very 
real esteem way. That because 
they had acknowledged my 
contribution in that respect... I 
mean, other contributions were 
always acknowledged, the work I 
did. But that's a little bit different 
than... this is more of a... what 
you're talking about that sort of 
bring my... in a way relational 
female way of being. When that 
was acknowledged, I felt that... I 
got... I had more respect from 
them, and respect in a way that 
was uniquely me. And so that was 
quite... That really did help. I think 
it kept me there. Without that, and 
with some of these other things, I 
probably wouldn't have stayed as 
long.  

Annie gets her own relational 
longings met by leading her work 
community to act in a more 
relational way. When her voice is 
acknowledged, her unique 
contribution appreciated, her job is 
much more appealing to her.  
 
There is a particular vulnerability 
that Annie does not express. She 
does not indicate that these 
validating experiences made her 
feel better about herself, increased 
her own self confidence. It appears 
either that Annie does not need 
the validation of her community in 
order to maintain her own self 
esteem, or that she has learned to 
avoid the vulnerability of feeling 
and/or acknowledging this need. 
Perhaps this dissociation from 
vulnerability defends against a 
prevalent lack of validation. 
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p. 19 
I just did a training with twenty 
middle-level managers from a big 
company in West Virginia, and 
every one of their eyes, I looked 
into them, and there was like 
nobody home. But at the end of 
the workshop they were all like 
really human, and they were all 
back again. It was so wonderful.  

Annie yearns for connection with 
people. This is another instance 
where she has found place and 
connection in community by 
ministering to the people. While she 
doesn't say what the training was 
about, I would guess that in some 
way, she moved the people in this 
training closer to a relational way 
of being. 

p. 20 
If I'm not possessed, what I'll feel 
is, "God, this person really needs a 
job. I just feel so darned bad. I 
would give anything... give this 
person a job, and yet I've gotta 
think of the other people too. I've 
gotta think of the whole... the way 
the whole thing's gonna run, and 
you know, we really need 
somebody who's really competent 
here, and there's gonna be so many 
problems. I mean, if I struggle, and 
then can say I'm not hiring this 
person, I'm not possessed. 

Here Annie is describing a 
relational, connected stance that 
treats an inappropriate job 
applicant with respect. 

p. 20 
You know I want to say too, Dena, 
that I have really... I can't believe 
the time went so fast. I really have 
enjoyed doing this, and it's so 
valuable for me.  

There was a mutuality and 
resonance between Annie and me 
that we both appreciate. And this 
topic is a catalyst for our 
connection.  
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The Voice of Oppression 

 
From Annie's Interview Researcher's Comments 
p. 2 
Some people that we were serving 
in this organization were upset 
because of some things we didn't 
do, or some attitudes we didn't 
hold toward them, one of kind of 
caring and being concerned about 
their needs, and they... they were 
upset and actually there were more 
than one, and quite a few really 
that were... came back to me 
'cause I was the front person 
saying they were upset, they didn't 
really expect this from us, and so 
forth. So when I heard this, I was 
ups... Not upset but I was 
concerned. It hurt me that they 
were feeling so unmet in their 
needs and expectations. 

Annie is working in an organization 
whose nominal purpose is care and 
service for people. She finds this 
organization not responsive, but 
invalidating of the clients needs. 
This is oppressive and painful for 
her. 
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p. 2 
Now, I look around, and I'm 
expecting to see the response on 
those faces that say "Oh," or a 
little bit raise of the eyebrows or a 
little bit of concern. You know how 
you can see on a face when they're 
sharing your concern. It's true that 
you know I was a bit younger at 
the time, and I... you know, 
probably there was emotion in my 
voice as I discussed this. Well, 
instead of seeing those 
expressions, when I finally actually 
paused and looked, I was met by 
these almost stony stares. And I 
wondered, "What have I done 
wrong?" I was really.... totally 
puzzled. I thought maybe I wasn't 
getting my point across. So I kind 
of went back over it, I kind of really 
emphasized how they were feeling, 
and I looked... And now, I was 
getting clear negative 
communications, and finally I was 
interrupted and said, "Annie, we 
are not going to adjust our policy 
on the basis of a few complaints." 
And I was just so thunderstruck, 
because I was kind of new to this 
organization and I thought, "What... 
Do I even want to be in a place like 
this?"  

The organization's response is to 
invalidate Annie's feelings and 
those of the clients, subordinating 
the role of emotion in relations and 
decisions, and to significantly 
silence Annie's expression of her 
own concerns and values. The 
range of her collegial relationships 
has been narrowed. A cultural norm 
that silences and abandons feelings 
and emotions has been imposed. 
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p. 3 
I had sort of gotten the feeling that 
I shouldn't be... I shouldn't express 
any feeling. 
... 
if I relayed the situation, not in 
terms of how the people felt, or 
what their experience was, or 
anything that had to do with 
emotion, but if I did it in terms of 
the service we were providing, and 
the probability of them not... you 
know, coming back to us for 
service, and how it was better for 
the business if we were to do A, B, 
and C. I was totally... The 
information was accepted 

She must bury her feelings, and 
constrain her the expression of her 
thoughts and feelings in order to 
receive approval. 
 
She must internalize the outer 
linear, goal oriented imperatives of 
the patriarchal corporation in order 
to be heard, even though the 
expressed purpose of the 
organization is the mental health of 
their clients. 

p. 3 
I was totally... The information was 
accepted 

In this interview I have asked for 
personal, subjective, feeling 
information. Yet when Annie begins 
to talk about a situation in terms of 
herself, in personal subjective 
terms, she stops and rephrases it in 
the more politically acceptable 
objective terms that she learned 
early on were required. She has 
internalized the institutional 
restraints that invalidate and 
silence her personal thoughts and 
feelings. Years of acquiescence 
have trapped her in the exact 
debilitating cultural norm that she 
actively opposes. 
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p. 3 
I had to not sound like I cared, and 
so what I did by, after several 
months in this milieu was, I really 
got it down to an art. I would come 
in and say, "You know, in terms of 
our goals of wanting to keep these 
clients, and really preserve them 
until their next contract period,  
... 
they'd be much more likely to sign 
on with us again. They said, "Annie, 
that was such a good idea. We 
really appreciate it."  
... 
It's like... it's like the corporate 
mind could not handle emotion.  
... 
It's goals, and its very cut and 
dried: Here's the goal, what steps 
do we have to take to get to the 
goal, because basically it's good for 
business. That's the... that's the 
only rationale, it's the only way of 
entering it that would reach them.  

The organization's responses to 
Annie carry implicit threats of 
exclusion unless she conforms to 
the constraints of patriarchal logic, 
from which competence seems 
measured by the short term results 
of keeping the clients, rather than 
by their development and welfare. 
Annie finds it stifling and repression 
to be so restrained in dealing with 
the needs of her clients. 

p.4 
whatever of that kind of wisdom 
and empathy they did possess, I 
guess they kind of learned too, 
that you leave that behind, when 
you go into the business setting.  
p. 5 
it seems to me very pervasive, as 
though people are afraid of the 
emotion. Like somehow that it 
doesn't go together with business. 
That's the message I sort of kept 
getting.  

Annie sees her colleagues in 
business as having learned to leave 
authentic, resonant compassion 
behind. It seems that the emotional 
vulnerability required for truly 
empowering service to health care 
clients is dangerous and 
unacceptable in the business 
setting. 
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p. 4 
It always effected me negatively,  
...  
It's a very difficult thing for me to 
handle, because my way of relating,  
... 
I would have to kind of live almost 
duplicitous existence where I would 
be very empathic to the person 
that was giving me the complaint. 
But then I would have to become 
almost a false version of myself, 
when I went into the management 
setting and described the situation. 
So I felt like I was having to hide, 
like I was having to be false, and... 
... 
A lot of energy. And the 
resentment just slowly builds, and 
it's like I carry a lot of resentment 
and, as you say, the kind of 
separation, a sense of alienation, 
from the people that I was working 
with.  
... 
 I disliked their devaluing of 
emotion so much that I felt like we 
weren't all really just a sort of 
happy team working together.  

Annie struggles against the abusive 
relationships that force her to use 
such artifice in order to care for her 
clients. This struggle takes it's toll 
in using up and draining her energy, 
and distancing her from her 
colleagues. She mourns the 
healthy, encouraging and 
empowering collegial relationships 
that she so seldom finds. 
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p. 5-6 
she had learned to do it just as I 
myself, by the end of six months, 
or certainly by the end of a year, 
had learned also to do it. So that 
what I saw was that everyone who 
stayed conformed to this style. 
And there were two individuals in 
two different settings that never 
could conform to this style. They 
were passionate, they said what 
they think, and they both were 
eventually fired, for... you know, 
various reasons, and so forth. But 
the real reason was they couldn't 
conform to the psychological... 
presentation that was required. 
They were too hot. They were too 
honest.  

Annie is conflicted over the political 
resistance she has learned in 
struggling against the abusive 
relationships of the health care 
organizations with their clients and 
with her. She has some conflicted 
respect for the people who were 
"too hot, ... too honest" to stay in 
these organizations. 
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p. 6 - 7 
I have to say that probably twenty-
five per cent of the passion has 
been diminished and has sort of 
squelched, because of this.  
... 
if you think in terms of grades in 
school, instead of an A experience, 
maybe a B-. That's the difference, 
so that it never was really 
wonderful.  
... 
that attitude, you can imagine 
when interpersonal situations come 
up within the group, how unable 
and unpracticed people are to deal 
with them, because if emotion is 
not really allowed to be a player, 
then how can people honestly deal 
with each other when things come 
up? And so that was I think a direct 
liability, and I think that it really 
created a... In some cases a quite 
joyless relationship between the 
staffs themselves.  
... 
the unity of the group, it never 
could happen with that devaluation 
of feeling. 

Annie's life energy is drained by her 
being forced to restrain her feeling 
side and to mold her 
communication style to that of the 
dominant corporate paradigm. The 
corporate style of relationship is 
constricting and stultifying to her. 
So that her quality of life is 
diminished by what is lacking in her 
work environment relationships. 
 
Notice again that Annie has so 
internalized the linear, masculinist 
approach that she is using it to 
describe her dissatisfaction with 
the limitations of the approach. 
Although this style does 
communicate her meaning, the 
paradox between what she is 
saying and the language that she 
chooses to use in saying it seems 
incongruous. 
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p. 6 
Very much take it's toll. And I think 
that my health, or my... Like, you 
know, little things, especially 
certainly my level of anxiety, has 
always suffered because of that 
p.7  
I had kind of almost chronic 
indigestion for a long period of 
time, in one setting. And just a 
level of tension in my body; just 
feel sort of tense, shoulders 
hurting, shoulders aching, easily 
prone to colds, you know more 
easily than I have been in other 
times in my life. So I believe it 
directly affected my immune 
system. 

There is a physical debilitation that 
attends the reality of the stresses 
and tensions of political resistance 
to "a system of power (so) 
thoroughly in command, it has 
scarcely (a) need to speak itself 
aloud" (Millett, 1970, p.58). 
 

p. 8 
So that somehow in the... the 
richness, the multi-layers of our 
discussions, interactions, the work 
got done, in a much fuller kind of 
way. Whereas, very often, if... The 
only things that are allowed in 
these sort of more corporate, 
linear, almost militaristic settings, 
are, you can make a joke, or you 
can say some quick thing, but then 
you've got to get right back on 
track. And I think that's okay in 
certain situations where you really 
have to move ahead, but I think in 
the long run all the joy goes out of 
the workday.  

Annie describes the oppression of 
the institutionalized restraints and 
cultural norms that silence, 
distance, subordinate and invalidate 
human connection and feelings.  
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p. 8 
It was twenty years ago. And I still 
think about those women in that 
group, and I know that's because 
of the kind of richness that we had 
in our work relationships. Whereas 
some of these other settings, I've 
mentioned I couldn't even... I 
couldn't even tell you the name of 
any of them. You know, so that 
shows you the difference.  

The work setting where she felt 
alive and empowered by her 
connection with her colleagues, is 
still alive in her. Other places, 
without the connection that she 
longs for, have not stayed with her 
as strongly. 

p. 8 
As I reflected on your questions, 
you know I thought, it's like no 
one's... I've never been able to say 
that to anyone before. It's kind of 
nice to be able to bring this up into 
consciousness.  

Annie has become very adept at 
constraining her inappropriate 
thoughts and feelings. Only here 
can she freely express herself 
about these issues that are actually 
crucial to her work. 



  127 

p. 9 
It's just the thing that has been a 
little bit difficult for me in 
corporate settings, that type of 
setting, is that one's personal life 
and personal concerns don't have 
as much of a place. And I 
remember once I ... when my son 
was young, and it was his soccer 
game that afternoon ... and I went 
and I asked ...the director. You 
know, that I had to be away ... for 
part of that afternoon, 'cause of 
my son's soccer game. And he kind 
of sighed and looked at me in a 
rather sour way and said yes, I 
could go. But I really got the 
message that how could that be 
important, as opposed to being 
there, even when nothing was 
happening that afternoon. And it's 
like there wasn't the support for 
the personal life. ... I still basically 
think there's an attitude that 
you're supposed to squelch your 
personal life and your concerns in 
service of the place you work. And 
that's almost like a holy value, a 
holy vow. And it's looked on almost 
like you're being sacrilegious if you 
don't.  

Foolish constraints in the service of 
acknowledging the power of a 
director, or the preeminent value of 
the work place in a person's life, 
are enervating to the spirit. 

p 10 
"Well, as soon as John says that he 
loves his wife, we can start the 
meeting."  

The very fact that this is a 
humorous issue in our culture, 
speaks of the cultural norm to 
suppress and silence feelings, 
devaluing the realities of 
relationship. 
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p. 11 
This letter was not allowed to go 
through by the director, ... It was 
not the right tone. We should just 
tell them what the policy's going to 
be. Kind of act like the IRS or 
something, you know. Just tell 
them what it's gonna be. And that, 
therefore we keep our authority. 
We keep our dignity and they 
didn't like my letter at all. So this 
was a specific instance where my 
own intuition and judgment and my 
own sensitivity was actually 
squelched, and I was not allowed to 
bring that voice into my work.  
p. 12 
when the next time came up for me 
to want to do things in my style, it 
was again discouraged. So that in 
that setting I was never allowed to 
really exercise my own voice. And 
any letter on behalf of the 
corporation... In my style... It had 
to be their way. ... 
They were so blind to the actual 
problem, that their style was part 
of what had created the problem. 
They were so blind. It didn't even 
come close to, "Well, I guess you 
were kind of right. We should have 
done it your way." I mean, it didn't 
even come close....I didn't get any 
credit. ... It didn't generalize to the 
fact that maybe the next time we 
could incorporate some of this in 
our communications. ... There's no 
lesson learned.  

Annie's response to the squelching 
command-and-control tactics of 
her organization is, itself, 
consistently and repeatedly 
squelched. 
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p. 13 
It's extremely... Has been 
extremely frustrating for me. To 
see that. And I also... Who was it 
once, I think it was Aristotle once 
said that there's nothing worse 
than being under the power and 
control of someone with fewer 
abilities than yourself.  
... 
My way really had tremendous 
benefits. It was extremely 
frustrating and resentment-
provoking to... Kind of galling, is 
the word. I felt galled that I had to 
do it their way when their way, in 
these instances, was really less 
developed than my own. And 
that... And I felt... You know I have 
to be honest. I felt it was a gender 
bias. That... A sort of a sensitive 
way, kind of a way of rela... a 
relational way, was not being given 
any space there. ...  
But in this case I really felt it was 
almost attack on my womanness, 
on my femaleness. And they were 
asking me, "Become more like us." 
You know, "Why can't a woman be 
more like a man?" ... I really had a 
lot of feelings about that.  

Annie knows that she has skills that 
would be effective if she could use 
them. Not only is she not allowed 
to use her particular skills, it is the 
very non-relational, unconnected 
approach that she would like to fix 
for her clients' sake that is being 
used to suppress her.  
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p. 13 
And often thought I was sort of 
sneaking around, like boy, if 
anybody could hear me right now, 
they'd think it was inappropriate, 
what I'm saying. You know. 'Cause I 
would say things to the client like, 
"You know, hold on to your hat, 
what's coming, you're not going to 
like it, but I'm telling you that we're 
doing the best we can." Or say... I 
would say things that I knew I... 
they could never hear. But by doing 
that, I actually... That was the only 
thing that made me able to stay in 
the position.  
... 
p 14 
I had to do it like... To sneak 
around. I mean, it was just 
preposterous to think of, but to 
sneak around and do something 
that really worked. But I got 
trapped then when things were 
done that I thought weren't right. I 
couldn't critique my own... the 
organization I worked for. To my 
clients, you see what I mean? I 
couldn't... So I... Then I got really 
caught, where I felt sort of bad in 
that I... I couldn't tell 'em what all 
that I knew. And I couldn't tell 'em 
the whole story. 
... 
I was kind of playing it two ways, 
and I was always living in all these 
different worlds at once. 

Annie must silence herself before 
her administration. She must 
constrain the expression of her 
true feelings and thoughts about 
the work they are doing and how 
the agency is administered. This 
significantly narrows her 
relationships with her colleagues. It 
is only because she is able to be 
authentic with her clients that she 
can stay in the position. And at 
times her relationship with her 
clients is compromised by what she 
cannot say about her organization. 
She finds this duplicity painful and 
stressful. 
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p. 16 - 17 
valuing the human being, I mean 
more than the bottom line of the 
money and the profit and, you 
know, valuing those human lives 
that work in the corporation that if 
it's a... if it's a human service type 
thing, the ones that are served. 
That's such a deep value of mine 
because... I think what happens is 
that there's a like a corporate 
psyche, and it's almost like an 
entity. It's almost like a thought-
form in itself, and it actually 
invades, it possesses perfectly nice 
human beings. And then people 
begin to think and act and be like 
the corporate psyche, the 
corporate alien. Which is an alien, 
because it's not a human being. 
And then I see human beings turn 
into aliens, I mean in the way I'm... 
you know that... you know I'm 
using aliens. But I experience it 
every day of my life, as aliens. The 
difference is, they don't. They 
experience it as sort of the way 
you're supposed to be. But I think 
deep down they don't. I think I'm 
just more aware that it's alien. So 
when some of these decisions and 
ways of being... I mean I just blink. 
It's like I never bought into it. That 
it's real, or really important, ... or 
the thing that we really should do. I 
never did. And so that I think is the 
biggest difference between me and 
most of the people I've worked 
with.  

Clearly Annie feels alienated from 
her colleagues when they are 
functioning in the service of the 
corporate entity. She experiences 
these relationships as narrow and 
distorted rather than the healthy, 
joyous, encouraging, freeing and 
empowering relationships that she 
yearns for. 
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p. 17 
the places I've been, I've never 
known one woman that completely 
bought into it the way most of the 
men had completely bought into it. 
I never knew one. I knew ones that 
were very artful, whose soul had... 
whose flame gotten very dim, or 
who'd gotten a little harder, a little 
bit... But they... As soon as you got 
'em alone, they were really 
different. So I never knew anyone 
who was totally... a woman... I'm 
sure they exist, but I've never... 
who was totally possessed by the 
corporate alien. And I just... It just 
never took. I mean I was just not a 
good host, you know. With me it 
just never took. 

Annie has found a gender 
difference in how people can be 
removed from a relational, 
connected way of interacting when 
they are in a corporate 
environment. 
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p. 17 -18 
I do not believe at this point... that 
... corporate life can be truly human 
- because of this alien possession. 
... As soon as an organization ... 
passed a certain size, and leaves 
the family model way of doing 
things... we all kind of sit around 
the table. You talk and you scheme 
it out together. You leave that 
model, ...  once you get above I 
don't know how many... Fifteen or 
something like that, you leave that 
model. That once it does that and 
becomes more of a structural 
thing... Because these corporate 
structures, in my mind, are 
inherited right from the kind of 
militaristic industrial thing that is 
our culture. And I used to believe 
that they somehow could be really 
humanized, and that... And I no 
longer believe that. I believe 
they're another breed. And I 
believe that they're going to 
eventually self-destruct. Because 
they're not true full entities. They 
can't give soul, and without soul a 
thing eventually will collapse. But 
basically it's an unnatural... in my 
opinion, unhealthy, soulless way of 
doing things. And I don't know how 
it can be different, but I have no 
more faith in it, that it's... the 
corporate world is a good place to 
be. And my only option now as I 
look ahead is to get out of it.  

Annie has a powerful indictment of 
the corporate entities that 
dominate modern day 
organizational structures. Her only 
solution is a personal one - to work 
herself into a position where she 
can leave corporations. This is also 
my solution. I hope to see other 
styles of organization develop for 
service and commercial purposes 
(Hock, 1999). 
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p. 19 
when one gets possessed by it, all 
of a sudden you find yourself 
serving the master, without being 
totally aware that you're doing it. 
The master is profit, the 
betterment of the corporate, the 
stocks, the shareholders, the profit 
line... You begin to serve it in your 
heart, in your mind, in your actions. 
You begin to think like it would 
think if it were an entity that could 
think. So of course you would fire a 
hundred employees if it would 
make more money for the 
company. What do their lives 
matter? Because it's in terms of 
the profit. It's the profit. That's the 
god, that's the holy grail, that's the 
sacred thing that we're all living 
for. People begin to think like that - 
it's always the good of the 
corporate entity, which as Ralph 
Nader points out isn't an entity at 
all, it's a fictional entity. 'Cause ... 
these are now even beyond one 
man making the profit. These are ... 
owned by really nobody or a whole 
lot of people. So the blood gets 
drawn out of all the bodies to go 
into this thing, and the possession 
is thinking as it would think, letting 
its needs become your needs and 
its priorities become yours, so that 
anything that doesn't serve it isn't 
important. That's the nature of the 
possession.  

This is a really graphic description 
of the inhumanity engendered by 
the corporate organizational 
structure. There is wonderful 
political resistance here. Annie is 
simply not willing to accept the 
abusive relationship that a 
corporation brings about with its 
intrinsic value and command 
structures. 
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p. 19 
And I can see it in people eyes. This 
is really weird, but there's a kind of 
a... a blankness, a kind of a veil has 
descended over their eyes, like 
there's these two sort of... they 
look at you, these staring eyes, but 
they're not... It's like you can't see 
that anyone's home behind those 
eyes. And that's when I know 
they're possessed.  

Annie is aware in each moment of 
how people are connecting with 
her. She describes the 
disconnection that is inherent when 
dealing with someone who is 
functioning from that corporate 
place. There is no one there to 
come into relationship with, 
because they're busy serving the 
corporate entity.  

p. 20 
sometimes I've flipped to this thing 
where I had to hire a lot of people, 
thinking, "That one's out. God, 
what a dimwit that is. I wouldn't... 
You know, you get out of here. I'm 
not even gonna talk to you or cut 
this thing short, or... In other 
words, I'm just... I'm an automaton, 
just putting the right peg... right 
peg in the right whole. Then I know 
I'm possessed when their personal 
lives don't matter to me. I don't 
have time for their personal lives, I 
don't care what they're feeling, I 
just want to get on to my next 
task.  

Annie is describing the prevalent 
mechanistic philosophy that belies 
the life giving values of a 
respectful, relational approach to 
dealing with people, even those 
who do not fit the position that is 
being filled when hiring.  

p. 20 
I really have enjoyed doing this, and 
it's so valuable for me. This is 
something that, you know, people 
usually don't talk about in this 
particular way. 

I am doing this research precisely 
because there is a voice in people 
today that is not free to be heard 
within the command-and-control 
corporate context of commerce, 
the dominant organizational 
paradigm at this point in history. 
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p. 21 
I could never talk about those 
herbal cat recipes with ..., you 
know, in most places, because it's 
just forbidden.  

Annie has been profoundly lonely in 
organization after organization. She 
has had to cut herself down to a 
smaller, lesser version of herself 
that fit. She is aware that a 
richness of relationship is lost and, 
along with it, smooth and creative 
ways of handling many of the 
difficulties that normally arise in 
any enterprise.  

Pat 

Plot Summary 

 All of Pat's professional career has been as an entrepreneur and 

contractor, or a part of entrepreneurial enterprises. She is glad to have 

stayed out of the hierarchy of larger corporations, seeing them as 

unwieldy for her. This is an exceptionally bright, dynamic and powerful 

woman, who has taken the lumps of her career and grown with them. 

She has attained power and money. From time to time, she has ridden 

the tide of abuse, but without succumbing to it. Now her quest has 

turned toward finding meaning and value in her life's experiences. 

 Her early experiences at the secretarial level gave her an entry 

into computers, particularly in the area of desk top publishing. In 

Atlanta she was the director of marketing in a restaurant business. She 

enjoyed the position, the prestige and the excellence of her skills at 

the job. But she was lambasted by a lying colleague and actually fired 

in a situation with definite gender discrimination overtones. 

 At one point, some time ago, she was president of a software 

company, and getting lots of attention and accolades. But she was 
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very lonely and aware that the prestige and the money were not 

enough in themselves to make her happy.  

 Pat founded the start-up company, Carter Communications, with 

her husband, Herb, and an obnoxious and abusive president, Jack. She 

was VP of marketing at Carter's, which started out as a software 

challenge and achievement, with extensive engineering skills 

supporting it. Both Jack, the CEO, and the engineers, overvalued their 

own contribution to the company and thought that they also knew 

more about marketing and product development than Pat, who was an 

expert in these fields. As the company progressed, it turned into the 

marketing company that it was meant to be, but the internal emphasis 

stayed with the engineering focus. Pat put a great deal of creative 

energy into straightening out the imbalance. This presented 

particularly stressful situations, which began to take over her life and 

mind, and become dangerous for her. An automobile accident alerted 

her to the distortion created in her life by the turmoil. She stepped 

back from the intensity of her involvement.  

 Pat had also worked with Jack at Sonoma Wireless, where similar 

circumstances prevailed. She had returned to Carter Communications 

at the time of the interview. 

 Pat particularly enjoyed the energy, dynamism and brilliance of 

the venture capitol, internet start-up world. She worked with high 

standards and bulldog tenacity. She made contacts and brought the 

right people together in this realm. She enjoyed her place as creator 
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and molder of professional relationships, and of happy, productive 

working community. She excelled at this. 

The Voice of Relationship 

 
From Pat's Interview Researcher's Comments 
p. 1 - 2 
I can think of a lot of different 
times when people have come into 
the corporation and they've asked 
for me ... when they saw me, asked 
for me. They didn't know that 
either I was a woman or that I 
would be the one in charge. I 
always got a big kick out of that. 
"Let me see the person in charge." 
"Just a moment." Come back up, 
"Yes?"  
... 
most people think it's pretty funny. 
But it's better, I don't like being 
confrontive at all, you know with 
stuff like that, and humor works so 
good, and you know people 
generally laugh at themselves quite 
a lot, they're willing to do that. 

Pat uses humor around the implied 
exclusions of prevailing gender 
conventions to create ease in 
relationship and draw people into 
her world. She seems to feel that a 
confrontational approach could 
make authenticity and resonance 
within the relationship difficult. 
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pg. 5 
I'm not that confrontive. What I did 
is, I let it be known throughout the 
company, I made sure that my bio 
got out, and that my experiences 
were well referred to etc. and I 
would bring it up in staff meetings 
and... "Now, when I was doing this 
research with this company, here's 
what we found in my..." I started 
giving them more of the legal basis 
for a lot of things that we do in the 
consumer market, I wrote white 
papers and briefs and all kinds of 
things. And I made sure that I 
authored everything and dated it. 
So I would say company 
confidential, the name of the 
document, by Pat Johnson, and the 
date. And I made sure that I got 
credit. But I had to do white papers 
for these guys.  

Pat is again reacting to implied 
exclusion based on conventional 
prejudices about women. Here she 
puts a great amount of energy and 
creativity into establishing 
relationships, of some positive 
working nature, with difficult and 
narcissistic young engineers.  
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pg. 6 
I'm not confrontive. 
I usually say something like, "Well, 
that's unusual. In my thirty years of 
working with engineers this is the 
first time I ever seen a spec... You 
know, I mean I would say, I would 
pretty much refer to my 
experience. Or I'd say, "Well, why 
do you think you don't need a 
spec?" or I try to give examples of 
how a spec can help a project and 
things like that.  
... 
I tried more to bring people around 
with kind of a logical approach or... 
give case history examples of 
things, and try to win them over 
somehow with my persuasive 
powers, you know? That's usually 
my style of doing it. And I'll just 
keep at it and keep at it and keep 
at it, you know, and go around and 
enlist other people to kind of echo 
the same thing. I do that a lot. I'll 
go around, you know, one on one 
and kind of start building some 
grass-roots support for a certain 
point of view or, a project that 
needs to be done. 

Again Pat is working hard to create 
her place, where she can be 
creative and effective, within her 
work community. She is proud of 
and confident in her persuasive 
powers. She employs great 
persistence in gently making the 
individual connections that she 
needs in order to move people to 
get support and get the job done. 

pg. 7 
one thing I did, at least in the San 
Francisco office, is, I had a focus, a 
purpose and direction, and I 
created a cohesive group and when 
I left it literally, physically fell apart. 

She values the cohesive work 
group, and her place in creating 
and maintaining it. 
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pg. 10 
We realized in the business the 
best way to win is to make sure 
that everybody wins. And giving 
away a little bit gets you so much 
more.  

The cornucopia view of the market 
and the world, allows and fosters 
the mutually supportive 
relationships that Pat desires and 
works toward. 

pg. 11 
I know in my heart of hearts this is 
the right agency for this company. 
So I get in touch with the president 
of the agency who's semi-retired 
yachting around the world. And I 
said, "Bill, You've really got to meet 
Jack." I said, "I think that you two 
are two peas in a pod, and you 
know this is the next 3Com and I 
give him this really good sales job, 
he agrees. So I sit Jack down and I 
tell him, "You can't insult people to 
their face. Even if you think that 
that's OK, you can think whatever 
you want but you can't come out 
and say things like this," and he 
said, "Okay I'll be good." So we get 
him together with the president, 
and sure enough, I knew they'd hit 
it off because they're both kind of 
these wild thinkers, which is great. 
And I convinced, and then I talked 
to... you know I convinced them to 
accept the account, we agreed on 
a quarter million dollars to do this 
initial work and Jack agrees. I've 
got the whole thing sewed up. And 
you know I'm so naive, right? You 
know, I'm gonna be in control of 
this relationship, I'm gonna drive it 
down the right road.  

Her job here is to create 
relationship so that her company 
can be effective in the market and 
make lots of money. She is 
dynamically skilled at this and 
revels in it. This is not relationship 
for it's own sake, or for the sake of 
the personal individuals involved, 
but it is still an emphasis on the 
value and structure of relationship 
and community. 
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pg. 12 
I can't go back now to Jeff Strong, 
who's the president of this agency, 
and in a sense hold my head up. I 
mean I feel I can personally 

Her personal relationship with all of 
these people she works with is very 
important to her, more so, perhaps, 
than the professional relationships 

pg. 16 
So, I came back to the company, I 
just found so much stuff was in 
shambles and in the last two or 
three weeks I've really put it back 
together again. I got rid of some 
people, I'm going to hire some 
other people, you know. I've got an 
audit started, and you know the 
thing is, it's a completely 
reorganized company, it's really 
coming back together. Everybody's 
happy again. I mean, it's a big deal 
now. So now I'm excited again. So 
I've got my, I feel like my, all my 
creative juice and energies flowing 

Pat is enthralled by the challenge of 
creating effective commercial 
community. And she is extremely 
effective at it. 

pg. 16 
When I look at myself operating in 
the market place I'm really 
competitive.  

For Pat, being competitive means 
being excellent, a player, having a 
significant place within the 
community that is the market 
place.  
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pg. 17 
I will go and I will get in front of 
somebody. You have to do it in 
person, like we're sitting here. And 
I just engage somebody and I use 
my own personal moxie to get 
them to believe, you know, 
whether I believe it or not. You 
know, and that's how I hire people. 
I can convince people to come and 
work for me, and... but I do it on a 
one to one thing, you know? I get 
them engaged and bought in. 
Sometimes it doesn't work, but 
more often than not it works. I get 
them to do what I want. So I use 
my personal persuasion a lot. And, 
you know I'm not afraid to go see 
somebody. If I'm having a problem 
with a supplier or anybody, you 
know, I'll say, "Can I come and see 
you, we need to meet face to face. 
I'd like to work this out, you know, 
and I... and they'll say, "Oh sure. 
Come on over." And I just go in 
there, you know? And pretty soon, 
they're eating out of my hands. But 
it works that way; I mean, shoot, 
that's how Bill Clinton gets things 
done too.  
(continued on next page) 

Here Pat manipulates relationship 
for the purpose of attaining 
professional success and making 
money. Her job is to maneuver 
relationship to attain professional 
and financial advancement.  
 
This is not relationship in which 
resonance and interpersonal 
authenticity would serve Pat's 
purpose.  
 
Pat plays a fine line here, between 
friendship that calls for authenticity 
and resonance, and business 
colleagues where there are the 
exterior rules of the game to play 
by, and to stretch and manipulate.  
 
(continued on next page) 
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(excerpt continued from previous 
page) 
pg. 18 
we can work something out where 
they're going to get what they 
want, and I'm going to get what I 
want. 
... 
But you know you've gotta go 
there. You've gotta touch... To me, 
that one-on-one, that personal 
relationship is so critical, and I 
think, especially women if they're 
smart, can use that, you know? 
And use it the right way. 

(continued from analysis above) 
 
Within the different types of 
relationship, the business 
relationship is rather rudimentary. 
Pat is working in a very advanced 
and complex realm of the business 
relationship. She brings to it a 
personal touch that comes from 
understanding and using more 
advanced and complex type of 
relationship. This is very effective 
for her. 

pg. 21 
I have to be, I mean, I am what I 
am, and all the things that make up 
me which is, you know, my 
femaleness, my, you know, catholic 
upbringing, you know, my American 
culture, all those things... 
and being a mother, and a 
daughter, and a sister; all of those 
things, I mean, I love to experience.  

She understands herself, to some 
extent, in terms of her 
relationships. She clearly cherishes 
her personal relationships. 
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pg. 21-22 
it's a very unique point of view, 
and... I'm gonna apply that in my 
work where... I mean I'm gonna 
choose work; I'm gonna choose 
things that I'm gonna be happy 
doing. Now, I'm not gonna be 
happy running around selling, you 
know, railroad cars and shipping 
containers. It doesn't get me 
anything. But the internet, and this 
personal connection, and all this 
cool stuff, and, you know, 
consumer software and the 
computing experience and how 
that changes our lives and how it 
makes it more productive and blah 
blah, I'm there.  

She relishes the involvement and 
personal connection of her work. 
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pg. 23 
You know, see I'd like to...drag as 
many people in my wake as 
possible, bring my friends, I mean, 
to me, success is having almost, 
I'm really free associative here but 
almost this huge hodgepodge of 
successful people. Behind, you 
know... they say behind every 
successful man is a woman, behind 
every successful woman is a 
thousand people, you know. And I 
love to meet... Part of the job I 
loved at Sonoma Wireless was 
getting this great team together, 
finding the best people possible to 
hire, getting them to buy into the 
vision, having them execute on the 
vision, everybody working together 
as a team, that was extremely 
satisfying for me. And I'm still 
buddies with them and I see them 
all the time and we yak and yak and 
send e-mail and... I'm actually 
trying to hopefully get a couple of 
them to come over and work for 
me again.  

Here we hear her yearning for 
relationship and the extent to 
which she seeks to find it through 
her work. She seems eminently 
competent at these work 
relationships. She finds much 
satisfaction in this realm. 
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pg. 24 
I'm planning to take Jennifer to 
Greece in June. 
we're gonna take a cruise to 
Greece.  
Just the two of us, I'm so excited I 
wish she was here to meet you. 
Maybe we'll get a chance another 
time. 
That's an old picture, I'll show 
you... 
pg. 36 
Jennifer and I are completely loosey 
goosey  

Here is joy and pride in freedom 
and ease of her relationship with 
her daughter. 
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pg. 25 
I have to have success managing 
other people. They've gotta be able 
to do their work well, they have to 
be successful. I mean, I do measure 
myself by how my people do. I've 
always had some people work for 
me, and if they're not performing, 
if they're not happy, I'm not 
successful at all.  
'Cause nothing's more miserable 
than having a bunch of unhappy 
people around you. You know, I'm 
deeply affected by my people, you 
know. And if they're all, you know, 
dysfunctional and unhappy and 
they're not working as a team, I 
mean not perfectly but I mean at 
least, you know, pretty much on 
the same map, it's a horrible 
experience. I don't want that 
experience.  
In my world you have to have at 
least a general, there's a general 
reasonableness about your human 
relationships. Without that, "I don't 
want it. I'm outta there." Or they're 
out of there. 

Within the context of a successful 
corporate venture, Pat wants a 
resonant community in which she 
can freely express her managerial 
feelings and thoughts, and be 
heard and effective. These are her 
criteria for her relational 
experiences within the landscape of 
the corporation. The quality of the 
relationships and the community is 
very important to her.  
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pg. 26 
I've got a gal who's in the shipping 
department, who isn't the smartest 
girl in the whole world, but let me 
tell you one thing, she works her 
butt off. She's willing to take 
direction, she will follow guidelines I 
set up, and she works really hard, 
and you know what? In a month, I 
turned her around, and she got 
process, a little bit of process now, 
and she is so much more 
productive and she is so happy... 
She needed a little bit of reporting 
structure, she just needed to know 
who to go to for what and she 
needed some goals set. Just really 
simple things. And now she is just 
clickin'. She clears the decks every 
night. She's done. When she leaves, 
everything is shipped. Now, to me 
that's success, you know? 

Again, here is Pat's appreciation of 
smoothly functioning relationships 
within the corporate reporting 
structure. She takes responsibility 
for the smooth functioning - that is 
her job, her definition of her own 
success. And she takes pride in 
helping her people become 
productive and happy in their work.  
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pg. 34 
she was so paranoid about 
everything. But you know I was so 
torn, because at the same time, I 
thought she was brilliant. And I love 
brilliance. And I learned a lot about 
operations from her. But I didn't... I 
never had the chance to learn. In 
fact, I'm using a lot of the work 
that she did as a model for my own 
operations right now.  
That's how good she is. But Herb 
couldn't stand her. I mean, after 
she was there for a year and a half, 
he couldn't take it anymore. And 
she was hard to deal with.  
But I still like her as a person, you 
know. I even considered going to 
Greece with her. She invited me to 
go I thought, "Nah, I'd better not."  

Here is Pat's yearning for resonant, 
authentic relationship with this 
woman whom she respects and 
admires. Here too is Pat's sorrow 
that the woman is too immersed in 
her own pain to interact genuinely. 
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pg. 35-36 
So, he'll throw away a ten-year 
friendship for five thousand dollars. 
Who cares? I think he's way out of 
whack, you know? ... 
I think all that money does is it 
gives you a level of some comfort, 
but that's all it is. But at the end of 
the day, with your relationships, 
because if you've got... whether 
it's your children or your spouse or 
your relatives or your close friends, 
that's the only thing... I've found 
too many people that have all the 
money and everything else is 
screwed up - they're so unhappy, 
and they end up drinking or 
committing suicide or something 
happens; everyone goes, "But why 
are they so unhappy? They've got 
all these houses and these yachts." 
Because that doesn't make you 
happy. People just don't get it... 

Pat actively values relationship 
above financial success. She 
focuses especially on the familial 
relationships where there is 
presumably more room for 
openness, authenticity and 
resonance, than in the more formal 
and structured relationships in the 
corporate world. 



  152 

pg. 36-37 
the president was about my age, 
multi-, multi-, multimillionaire, and 
was a coke head. And he put a lot 
of his problems up his nose. And 
we spent so much time covering 
for him, because of his drug 
addiction, you know. Now, I don't 
think any woman would have ever 
got away with that. I can tell you 
that. And at the same time was 
carrying on an affair with one of 
our sales reps. And I found out on 
our first trip out of town. One of 
my jobs was to lie to his wife about 
where he was. And I just didn't 
want to do it. You know, and so 
when she would call, I'd say, "You 
know, I have no idea where he is." I 
said, "So don't ask me that again." 
I just like hang up.  
I just want to stay away from that 
one. But you know, I'm just saying 
money, I mean... 
You know, he had two little kids... I 
saw a lot of it on the road, ... 
It didn't appeal to me.  

Here Pat refuses to be forced into 
a compromised, deceitful 
relationship with her boss's wife. 
With "You know, he had two little 
kids..." she's expressing her strong 
and abiding desire and value for 
genuine connection within the 
family community, over the forced 
isolation and acting out of those 
seeking money, sex and self-
medication through drugs. 
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The Voice of Oppression 

 
From Pat's Interview Researcher's Comments 
pg. 3 
women in marketing are extremely 
well accepted - PR, advertising, 
sales, but not at all on the 
technical side, there's just so few 
women who are in that. But I think 
it's interesting; I like that side of 
things. But I think that's probably 
the single toughest area I've found 
to get accepted, was from the 
technicians 

Some men in the technical culture 
of the Bay Area can be quite sexist 
and hard on women, particularly 
women who are not technical 
themselves. It is almost a throw 
back to 50's and 60's 
patriarchalism with the technical 
guru as unquestioned, and often 
very young, patriarch.  
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pg. 4 - 5 
they have a few, you know, handles 
on the tech... specifics of the 
technology way down deep in the 
code that I didn't have and didn't 
really need. And they thought that 
meant that they knew everything 
about the market and what the 
product should be and what the 
user's experience should be and it 
has almost nothing to do with it, 
and so it was really hard to get 
heard, and to work with these 
guys. It was a really frustrating 
experience. 
I don't think the age has much to 
do with it. I think being female has 
a whole lot to do with it. These 
guys, it was a guys' club, first of 
all, and you could just tell when you 
were talking to them.  
the lead developer, the lead 
engineer told me this to my face in 
a staff meeting, he said, "Well, we 
don't need a spec. I know what 
these people need." And right after 
that I heard through the grapevine 
that he was running around 
questioning what my credentials 
were, to be at this company. 

They attempted to invalidate and 
exclude Pat from the decision 
making process, which was her 
responsibility as vice-president of 
marketing. She was silenced and 
rejected based on cultural norms 
that glorify the technical and the 
masculine beyond common sense. 
Pat suffers debilitating stress under 
the oppressive narcissism of this 
young man, who thinks that he 
knows what female consumers 
want and need, better than she, 
who is herself a woman and whose 
expertise is in consumer marketing. 
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pg. 5  
But I had to do white papers for 
these guys 'cause they hadn't the 
faintest idea about consumer law 
or best practices. And I was 
explaining like Marketing 101.  
 

Amidst her efforts to create a 
working community with the 
problematic engineers, Pat 
acknowledges the offensive 
invalidation that they try to silence 
her with, even within her area of 
proven expertise and assigned 
responsibility. She struggles against 
the stress of this abusive 
relationship, putting in great 
amounts of extra work to 
overcome the engineers narcissistic 
stereotyping. She internalizes the 
outer imperative to prove herself. 
The engineers have the power and 
ability to disenfranchise Pat, so she 
must capitulate to engaging in that 
power struggle in order to be 
allowed to do her job. This is a 
capitulation, because it 
acknowledges the engineers power 
to challenge her authority. 

pg. 6 
I'm not confrontive 
... 
But what I was thinking was, "Man, 
you don't know what you're talking 
about." But I would never say that 
- to anybody.  

Pat will not be silenced when it 
comes to doing her job. But she 
must collude with the outer 
imperatives not to speak her mind 
about the foolishness of the 
engineers' conceited errors in 
judgment. She does this in order to 
be able to effectively play within 
the patriarchal power rules. 

pg. 6 
(D: Do you think you wouldn't have 
had to do this so much if you had 
been a man? Or do you think that 
they would have...) 
I think they would have listened. ... 
I can't tell you how I know that. ... 
But I do suspect it. 

She feels the cultural norms 
favoring men, and working to 
reject, dismiss and exclude her as a 
woman in power. Her relationship 
with these engineers was narrowed 
and distorted by their gender 
stereotypes. 
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pg. 7 
he said, "I don't know how you 
guys have lasted this long with 
Jack as the partner. He's 
impossible." And he said, "I could 
put up with a lot from a client" but 
he said, "I couldn't do this." He 
said, "When my staff came to me, 
... I don't have to take this, I don't 
need your business." So he 
resigned his account. I have never 
heard of that happening. So, in a 
way I kind of felt a little bit 
vindicated that all my, you know, 
complaining about Jack was not 
unique to myself, it was, good 
grief. I mean, lawyers have the 
toughest skin in the... And for them 
to walk away from money is... 

Her relationship with her boss is 
stressed because he caustically 
ignores and invalidates her hard 
work and very effective efforts. 
Because of his acrimony and 
conceit, her carefully laid plans to 
establish powerful relationships for 
the company's marketing efforts 
are sabotaged. 
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pg. 9 - 10 
he hated the fact that he had to 
listen to me, but he had to, you 
know. And but it hurt. He didn't like 
it. He did not like it. It's really 
interesting. But, I know I'm so 
relieved that I've left, because I 
was stuck with way too much... 
It was horrible. The hardest thing 
was trying to bring a little bit of 
order to the chaos that he created. 
I mean, and you know Jack, I mean, 
Jack's unique, just like all 
individuals are unique, but as far as 
men are concerned, he's right; and 
he's so stubborn, and he's like a lot 
of engineers, they only know one 
thing... 
a quasi-engineer. He was, I think, a 
kind of a brilliant strategist, in a 
way. But I've now started to 
understand how he's made all his 
money. Absolutely, strictly from 
extortion, taking advantage of 
people, cutting extremely unfair 
deals.  

Her expertise is resented by Jack. 
He is a person who must 
subordinate and abuse in order to 
be comfortable. 
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pg. 10 - 11 
When I was interviewing ad 
agencies I brought him along; I 
never dreamt that he would do 
this, but during the conversation, 
for this initial meeting, we've got 
all these v.p.'s and everything 
there, and I asked, "Explain to us 
how ... does a client compensate 
the agency?" And they said, "Oh 
we like to go on a retaining basis, 
because we want to be thinking 
about your business all the time, 
and you can't bill those hours." 
And so Jack pipes up and says, 
"Well, retainers. I don't want to 
discuss retainers" and he said, "I'll 
do the thinking about the business. 
I'm hiring you guys not to think." 
And they were so insulted that the 
v.p. called me up the next day. He 
said, "We've decided that there's 
probably other agencies that can 
serve your account better." I have 
never seen an agency turn down 
business like this. And this was 
Martin's,  
... hugely successful agency, 
they've done all these very 
successful web sites,  
... So I mean, I'm on the right track 
bringing him to this powerhouse 
business, and they also said that 
they wouldn't accept any start-up 
business. And I convinced them to 
at least meet Jack, and at least 
look at our business. So then he 
insults them.  

Again we see Jack's ill tempered 
acrimony sabotage Pat's carefully 
laid and skillfully executed plans. 
The invalidation and oppression of 
this overbearing control, rather 
than mutuality and 
interdependence, are extremely 
stressful to Pat.  
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pg. 11 
I convinced them to accept the 
account, ... I've got the whole thing 
sewed up. And you know I'm so 
naive, right? You know, I'm gonna 
be in control of this relationship, 
I'm gonna drive it down the right 
road. I'm going to make sure that it 
... Well, every time Jack could, he 
undermined that relationship. ... 
But then Jack turned, later on and 
said, "Well, I never wanted them." 

Again her careful, committed 
efforts are invalidated. Worse, they 
are sloughed off as meaningless 
and worthless. 
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pg. 11 - 12 
I got very discouraged. I stopped 
having fun, it was depressing, I had 
my car accident. I think that car 
accident was part of the... I'd never 
had a car accident before and I was 
thinking about how I'm going to 
manage these engineers and Jack. I 
wasn't watching where I was going. 
That's why I crashed my car. Which 
resulted in a lot of trauma down 
the road. ... It could have been life-
threatening at one point. ... The 
distress, it could have been a much 
worse accident. I did a lot driving. I 
would say I was under the 
influence, not of alcohol or 
anything. I was under the influence 
of the distress of the company. It 
was horrible. ... I put my reputation 
on the line. I mean, I can't go back 
now to Jeff Strong, who's the 
president of this agency and in a 
sense hold my head up. I mean I 
feel I can personally, but Jack 
actually, ...he hasn't paid 'em. ... 
there are times when I would 
question whether or not I knew 
what I was doing. I knew I did know 
what I was doing, but there are 
times when you start to doubt your 
own... instincts, and your own 
experience which... This has 
happened to me one other time, 
where I started to wonder if maybe 
I don't know anything about 
marketing 

Between the self-inflation of the 
engineers' prejudice, her boss's 
controlling oppression, and the 
effects of his misbehavior on her 
professional reputation, Pat's 
stress reached a dangerous level. 
She looks back on this time as 
potentially hazardous to her health. 
There were significant inner 
conflicts and sufferings that attend 
the realities of these oppressions. 
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pg. 13 - 14 
Jack and Herb and I founded 
Carter's in '92, as partners, 
although not equal partners, 
because Jack did not think I was an 
equal partner. And I don't really 
know how this all happened ... 
When we got Carter's started it 
was really a technology company, 
and I started full-time with the 
company and, you know, did all the 
marketing work, and Jack did not ... 
place any value on marketing at 
that time and he wouldn't put the 
investment in... again... Anyway, he 
looked at Herb's contribution as 
being far superior to my own. ... 
(D: ... what is his expertise?) 
Engineering... Oh yeah ... So, you 
know it's kind of a mutual 
admiration society between the 
two engineers, right? Engineering 
makes the world go around, right? 
So basically, Jack and Herb got, 
you know, three quarters of the 
company, and I got a quarter. I 
didn't get an equal share of the 
company. And Herb argued with 
Jack, and I argued with Jack, and at 
that time they did not, well, it was 
just one of those things. But my 
contribution to Carter's was that... 
so overwhelming. It's really a 
marketing company.  

Whether this discrimination stems 
from gender bias or from the Bay 
Area bias toward engineers, it is an 
oppression, resulting in 
psychological distress and loss for 
Pat, as well as financial loss. It 
could be that it comes from a 
cultural norm that the wife's role is 
worth half that of the husband, 
even though she is working as hard 
at a job that a man might well get 
as much for. Within the politics of 
her profession, Pat is forced into 
ongoing capitulations to these 
cultural norms, which she seems to 
manage amazingly vigorously and 
yet smoothly. 
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pg. 18 
(D: How would you see Jack's 
definition of competitiveness?) 
Screw people over... 
Screw 'em. Just screw 'em as fast 
and as hard, as quickly as possible 
and get the hell out of there. Yeah. 
I mean he, what he looks for is 
weaknesses. Where's that person's 
weakness and how can I exploit it. 
... 
I've just seen him do so many 
things, it makes me really sad, to 
tell you the truth, what he's done 
to a lot of people.  

Pat has seen Jack treat everyone 
he encounters with caustic 
oppression and invalidation. He 
allows extremely narrow 
relationships only, constraining and 
silencing any voice but his own. It 
is a style he, and others like him, 
can get away with in the Bay Area 
and even succeed with in terms of 
accumulating immediate money, 
power and status. Her relationship 
with Jack is a dangerous thing, 
where openness and vulnerability 
would be worse than folly. She 
continually struggles against his 
abusiveness to herself and to 
others, as did the woman from HR 
who was summarily fired for 
consistently disagreeing with Jack's 
methods and style. 
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pg. 18-19 
For example, he's got about six 
engineers in Sonoma, and he's got 
one guy... now these are personal 
decisions these guys have made, 
and they're voluntarily working for 
him, but he pays them half of the 
going rate in San Francisco. He 
pockets all the rest of it himself. 
And the reason is that these guys 
love living in Sonoma. And they 
don't have to commute.  
The other thing he does is instead 
of giving these guys any..., there's 
no stock, there's no stock options 
in this company. What he does 
strictly is profit-sharing, and he 
only, what he does is he takes ten 
per cent of the profits and splits it 
up among these guys. Ten per 
cent. And he pockets ninety per 
cent of the profit. To me, that's a 
total screw-job, as far as the Valley 
is concerned. And now, these 
guys... I mean, you know they 
could have negotiated a better 
deal, but Jack doesn't negotiate 
with anybody for anything. He wins, 
he gets his way all the time. And 
I'm not... To me, that is a losing, 
losing proposition. Very... 

Pat is identifying the oppressive 
lack of mutuality in Jack's 
treatment of even his engineers. 
Actually the recent responses to 
Microsoft and Bill Gates' predatory 
marketing activities have stemmed 
from the Bay Area's resistance to 
the oppression; and invalidation of 
this strong arm style both with 
employees and with competitors of 
a company. 
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pg. 19 
(D: It sounds like competition of an 
ugly sort taken to an extreme.)  
It really is. When we had a VP of 
operations, and she only lasted for 
three, I would say, four months. 
She tried to mentor him in terms of 
HR and how to treat people, and 
what best practices are in 
employment and all this other 
stuff. She was a hundred per cent 
right. He just completely, 
absolutely rejected it wholesale.  
...He fired her... 
He basically got rid of her, 'cause 
he was tired of hearing about it. 
She was right. Now, she got very, 
very bitter, and I have to say, I 
learned something from her 
experience; she did not handle this 
well. She really, I mean, was 
difficult to deal with. And I suspect, 
you know, that's not a winning 
strategy, to hold bitterness. 
Business is business and there's a 
lot of crap that goes on... 

It sounds like this woman, the VP 
of operations, confronted Jack and 
was fired for it. She responded with 
bitterness. Pat's response is one of 
not telling that "the emperor has 
no clothes." This is her response of 
political resistance to Jack's 
oppression. But the political 
resistance of "not telling" comes 
with the internalization of outer 
imperatives to which she conforms 
in order to receive approval. With 
Jack, she continually has the 
expectation of silence, to which she 
must conform, reinforced. Those 
who are not silent about the 
abuses of this tyrant are excluded. 
There is always the implicit threat 
of exclusion and violation at his 
hands. 
Pat has learned well the necessity 
of burying thoughts and feelings 
and working the power structure as 
it is. The self-silencing and 
capitulation to cultural norms and 
values require a dissociation that is 
the mark of psychological and 
political resistance to abuse. 
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pg 29  
I started out accepting and 
integrating male values and goals 
and everything. In other words, I 
knew I would be successful when I 
achieved what men achieve. And 
that ain't true.... 
I wasn't happy. I mean, I was 
working... 
(D: And you had achieved, you 
were president of a company, you 
were...) 
Oh, everyone thought I was so 
successful. I hungered deeply, 
deeply. And I was so unhappy. You 
know, this was eleven years ago. 
And, you know, everybody wanted 
to interview me, "Oh you're 
president of a software company. 
There's no women that are 
presidents of a software company. 
How can you do this?" And I have 
all guys working for me. You know? 

As a young woman, she accepted a 
debilitating cultural norm, the 
patriarchal value of and definition 
of success, internalizing the outer 
imperative to succeed. She found 
this oppressive, narrow, 
invalidating. She was confused with 
her success and forlorn at it's lack 
of meaning for her. Parts of her, 
like her desire for female 
resonance, were forsaken and 
abandoned in the male work world. 
The praises of her world leave no 
room for her unhappiness and 
hunger. Dissociation from her inner 
feelings is forced on her by the 
strength of the accolades of her 
community. Her self fragmented 
into the successful part and the 
dissociated deeply hungry part. An 
experience/"reality" split occurred 
between her inner hungers and her 
outer success. This was not 
understood within the context of 
patriarchal logic.  
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pg 30 
he decided that we needed one of 
his buddies to come in and be sales 
guy.  
Which was fine. They bring this guy 
in...  
...I was already making more money 
than he ever made. And so when 
he came in at my level, and I was 
making more money, this didn't go 
over. And I don't... 
He went into the personnel files, 
and looked it up, and found out 
how much I was making, and then 
went to his boss, his new boss, and 
complained. And they couldn't 
afford to pay him the same 
amount. So what he did is he said 
that I had bragged to him about 
how much more I was making, and 
they fired me, for that. I never 
even discussed salary with this guy 
or ever alluded to it, because I 
didn't know how much he was 
making. But I mean... 
I was so pissed. Because I was 
doing a great job. And they 
couldn't afford to have the two of 
us making that amount of money. 
And that was... Oh, I was so pissed 
off. 
...He totally screwed me over...  

This ruthlessly competitive 
situation is certainly lacking in 
interdependence, mutuality and 
reciprocity. She is invalidated and 
abused. 
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pg 31 
This was when we were living in 
Atlanta, and I didn't see this 
coming. This went right over my 
head. Until I found out later but, 
the fact that I was being 
completely screwed over didn't 
occur to me at that second. I went, 
"What's wrong with this picture?" I 
didn't even think that anyone 
would do anything like that. I 
couldn't believe it...I think that 
what happened... I was confused. I 
didn't get what was going on. Why 
would, first of all, why would this 
guy say that I had even discussed 
my salary with him? It wasn't a 
topic of conversation, and I've 
never done that with anyone, 
discuss my salary. But he found out 
how much I was making and he just 
couldn't handle it, so he demanded 
that they pay him the same as they 
were paying me. And they couldn't 
do that. They couldn't afford to 
have two of us at the same salary. 
So guess who got to go? Even 
though I was... been there longer, 
and I was doing a good job and... 
excellent, everything. ... I was just 
incredibly hurt and put off. ... I 
knew that I had been worked over 
by somebody who basically wanted 
my job, or something I had. I just 
had been one-upped by somebody. 
I definitely at the time looked at it 
as a male-female thing, and just 
jealousy... 

There is still a struggling in her 
against the abusiveness of this man 
who lied about her and this 
company that she did so much for. 
The situation reeks of a "guys 
club." It seems reasonable to 
consider that the ruse might not 
have worked and she might not 
have been fired if she were a man.  
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pg. 32 
(D: Do you think there were male-
female aspects to it? ) 
Probably the way they went about 
it. I mean first of all, if I was going 
to do something like that, I would 
have been a lot more subtle about 
it. ... 
I mean, to have just made up some 
kind of wild scenario like that. I 
mean, a bald-faced lie is like not my 
style. If I'm gonna like, do 
something underhanded, I'm gonna 
do it so close to the truth you 
can't tell the difference, you 
know... I'm a lot more subtle. But 
this is like... That was weird. I just 
remember that as a ... I have no... 
 

Pat's confusion, uncertainty and 
disbelief express themselves in her 
fragmentation of speech as in  

"I mean, to have just made 
up some kind of wild scenario 
like that. I mean, a bald-faced 
lie is like not my style. If I'm 
gonna like, do something 
underhanded, I'm gonna do it 
so close to the truth you 
can't tell the difference, you 
know... I'm a lot more subtle. 
But this is like... That was 
weird. I just remember that 
as a ... I have no..." 

This confusion represents a 
psychological resistance to the 
norms manifest in the situation. 
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pg. 32 - 33 
I think he saw me as an easy 
target, you know being a woman. 
Oh, I do remember one of the 
comments... Now see this was 
quite a while ago. This would never 
happen today, would it? Maybe it 
would.  
This was so blatantly sexist. ... But 
I remember that John, who was the 
president, saying, "Well, you know, 
one of the problems we have these 
days is that these women are 
making too much money and these 
guys have families to support."... 
But I had two daughters to 
support. What do you mean? 
Excuse me. And they're not the 
same as your kids? 
(D: Did you say that to him?) 
No. I was just, I was so blown away, 
by this whole thing. ... 
It's unbelievable. It's unbelievable. 
... 

Again Pat is in the midst of political 
resistance, struggling against 
abusive relationship based on 
outdated norms. Her response to 
the torment of patriarchal logic 
that is so blatantly oppressive is 
the political resistance of disbelief.  
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pg. 33 
(D: ... And so you didn't go through 
a great deal of angst and...) 
Sure I did. It was terrible. I mean, I 
had a really good job, it was in a 
really fancy office building, I mean 
it had a lot of prestige to it, it was 
fun, I got to travel around to 
different restaurants that they 
owned, and you know, learn the 
restaurant business which I always 
wanted to do. I mean, it was, you 
know, I got to meet with the 
Chambers of Commerce, I mean it 
was a fun job, and I was good at it. 
But you know? This guy came in 
one day, it was like this whirlwind. I 
didn't know what had happened. 
But, you know, I think I've 
become... You know I... Over time I 
became more cognizant that, I 
mean, given the opportunity, most 
people will try to undermine you 
and do what they can to take over 
your job if they're interested in it. 
So you do have to watch your 
back. 

With enough anguish, over many 
years of succeeding quite well in 
abusive and tyrannical 
environments, Pat learns that she 
cannot depend on business norms 
for reasonable safety. She must 
retain the isolation of a self 
protective stance within her work 
community. 
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pg 33-34 
we did hire at Carter's, when I was 
VP of marketing. We decided we 
needed a COO. We did hire a 
woman as COO, who used to be 
president of a computer peripheral 
accessory manufacturer. I felt, and 
I still do feel a lot of connection to 
her. ... one thing that happened 
with her... See, I got to learn from 
this... She had to struggle so hard 
through the ranks and was 
undermined terribly at times. She 
worked for the Japanese, and they 
are the worst. ... I think she 
developed a worse personality 
disorder than most people are used 
to seeing. It was pretty bad. She 
was very paranoid about 
everything. I'll never forget the 
first, her first day on the job... I 
was very happy to have her come 
in. I mean, I hired her to be my 
boss. ... the first day, she took me 
aside and gave me the worst 
tongue-lashing, for not introducing 
her as the new COO. She was so 
hung up on this title thing. And I 
hadn't given enough importance to 
her title. She was so bent out of 
shape over it. ... it wasn't just me 
then, it was more things. I mean, 
she was so paranoid about 
everything ... Herb couldn't stand 
her. I mean, after she was there for 
a year and a half, he couldn't take 
it anymore.  

Pat talks about respecting this 
woman a great deal, and learning 
from her. And yet one of the 
biggest lessons she learned was to 
be pleasant, to confine 
dissatisfaction, rather than learning 
how to deal with it productively 
and resolve it. In an environment in 
which the primary bottom lines are 
status, power and money, she 
learned the necessity of 
constraining the expression of 
feelings and thoughts, of narrowing 
relationships. This involves a daily 
capitulation to the debilitating 
cultural norm that honors money 
and status at the expense of 
quality of life and mutuality in 
relationship.  
 
Pat also likes this woman and has a 
lot in common with her. She would 
like to be friends with her, but is 
afraid she wouldn't be much fun. 
There is an underlying loneliness to 
wanting to play with a compatriot 
one likes, but feeling her too 
wounded and damaged to be able 
to play. 
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pg. 34-35 
I don't know what it's gonna take, 
but women just being competent 
isn't enough to, quote unquote, 
rise in the rank. I mean, you need 
something else. I'm not sure what 
that is. 

Pat has found that misogyny is the 
norm. Here again she expresses the 
uncertainty characteristic of 
psychological resistance to the 
reality of a norm that is abusive to 
women. 

pg. 35 
Bill Gates is Jack's idol. He wants to 
be just like Bill. And Bill is, I can tell 
you from personal experience, the 
nastiest, most insincere person 
you'll ever want to meet. He is not 
a good man. ...  
it's just that the way he... he and 
Jack are the same, cut out of the 
same cloth. He would rather screw 
over a competitor, rather than 
create a partnership. For no reason. 
... 
And you know, it's only going to 
eventually tear his company apart.  
...I know a lot of people that have 
worked at Microsoft, and it's not 
necessarily a good place to be. If 
you're going there, get your stock 
options but then get out, you 
know. And if you don't work on 
Sunday... Excuse me? You know, 
I'm all for putting in sixty or 
seventy hours a week, but I'm not 
going to...  

Pat is again identifying the lack of 
mutuality and resonant respect for 
the other, whether employee or 
competitor, that is pervasive in 
some brutally despotic systems of 
business. Bill Gates' predatory 
marketing activities and oppressive 
management policies have lead to 
an atmosphere in the Bay Area that 
has spawned the recent court 
decision to break up Microsoft. So 
perhaps some of this oppressive 
behavior will ease. Although it does 
often make money, so when 
finances are the only bottom line, 
predatory abuse remains a likely 
possibility. 
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pg. 36 
I used to work every weekend but I 
don't do that anymore. I thought I 
had to do that to be successful, 
But now it's not true. You don't 
have to work those hours.  
...I used to work all the time. You 
know, I think it was very hard to 
find any balance, especially in my 
industry; very difficult. And I think 
that I've been through a lot of 
suffering needlessly. Although, I 
used it, I learned from it, but I 
suffered a lot. You know, my health 
suffered... 
... first of all I think it was a lot of 
physical suffering, because I didn't 
eat right, I had too much stress, I 
couldn't sleep at night. I knew a lot 
of people that got into drugs; I 
didn't, but I could have, easily. You 
know? 

At first Pat incorporated the spirit 
of the insatiable job, managed by 
voracious and spirit plundering 
business practices. As is often the 
case, this depleted her physical 
reserves and caused her significant 
physical anguish and distress. This 
cultural norm of "The Valley" is 
debilitating, but Pat has claimed her 
own balance at this point. 



  174 

pg. 37 
the president was about my age, 
multi-, multi-, multimillionaire, and 
was a coke head. And he put a lot 
of his problems up his nose. And 
we spent so much time covering 
for him, because of his drug 
addiction, you know. Now, I don't 
think any woman would have ever 
got away with that. I can tell you 
that. And at the same time was 
carrying on an affair with one of 
our sales reps. And I found out on 
our first trip out of town. One of 
my jobs was to lie to his wife about 
where he was. And I just didn't 
want to do it. You know, and so 
when she would call, I'd say, "You 
know, I have no idea where he is." I 
said, "So don't ask me that again." 
I just like hung up.  

This is one final example of the 
dysfunctional community that has 
been Pat's professional home. Her 
very expression of disgust indicates 
her wish for a responsive, resonant 
community, and her grief at it's 
lack. 
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CHAPTER 4: DISCUSSION OF THEMES 

 Intertwining themes within themes emerged from the voices of 

relationship and oppression in the listenings of this study. The value 

the women placed on relationship and the skills they exhibited with 

relationship and community were associated with the major 

oppressions they suffered. The major oppressions took the form of the 

denial of resonant relationship with others, with their community and 

within themselves. In this chapter we will listen to the voices of 

relationship from these women. We will explore the value and skill they 

give to relationship, including their relationship with the community as 

a whole. Then we will listen to the oppressions, both internal and 

external. We will explicate the silencings, the invalidations, the 

silencings that thwarted their careers. And we will unravel the self 

doubts, the dissociations, disconnections, disillusionment and the 

physical illnesses that resulted from the internalization of these 

oppressions. Finally we will consider the political resistances that these 

women employed and the resilience they found in gently and firmly 

claiming their own ways of being. 

The Voice of Relationship 

 In attending to the voice of relationship in the interviews of this 

study, several themes emerged. These women yearned for and valued 

their own experiences of open, resonant relationship. They used their 

positions and status to create or improve their professional 

communities' relational competence. Consistently the women extolled 

their desire for and love of being effective by creating meaningful 
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change in response to people's needs. This was their way of being in 

relationship with their work communities. 

Valuing Relationship 

 The women in this study put much of their life, each day and 

each year into their profession. Much of their waking time and a major 

portion of their life energy was spent at work. They spoke of yearning 

to meet their relational needs for authentic, mutual connection with 

people at work: mentors, friends, colleagues as well as with clients and 

people with whom they were in management relationship. They also 

spoke longingly of wanting these work relationships to be accepting 

and respectful. They all worked hard, and some very creatively, at 

forming resonant professional community around themselves.  

 Sara, Annie and Gwen all spoke of significant mentoring 

relationships. For both Sara and Annie their mentors taught them to 

deal with the vagaries of values and emotions in professional meetings, 

by subduing their emotions and pursuing their relational values 

indirectly. Sara recalled one of her first experiences in the workplace: 
 
I can remember barely being able to contain myself and 
not cry in this meeting. I wasn't crying because I was hurt. 
I was crying because I was really mad. It seemed unfair to 
me what this woman wanted to do to these high school 
students. My supervisor was there and he was very good 
at that meeting. After the meeting we debriefed, and he 
talked to me about the whole notion of not taking what 
people say personally, because otherwise I'll never survive. 
We talked about different ways I could have responded to 
her. We sort of practiced different kinds of things. So he 
was very good in that.  
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Annie was quite fascinated by a similar early learning experience from a 

mentoring woman: 
 
I remember so well going to one of my first staff 
meetings, and there was a woman there that I perceived 
as a very empathic person, kind of like myself, and we're 
sitting there, and the management proposed an awful 
proposal that I knew was going to upset all kinds of 
people, and really hurt... We'd be cleaning up the mess for 
a long time. I was just about to explode with a rage, and 
an objection, but of course I didn't, 'cause I was brand-
new. This woman... I could not believe what she did. This 
was my first like experience with this. She, in this calm 
way, enumerated the liabilities of this plan, and then said, 
"But I can see the advantage," and then named a few 
things they had named, and said, "Basically, of course, it's 
something we'll have to decide, but I did want to point out 
the disadvantages of it." I couldn't believe she could be so 
cool. I just couldn't believe that anybody could do this, 
you know? I really admired what she did, and I thought it 
was just a personal trait of hers. But as I got to know her I 
really realized she had learned to do it just as I myself, by 
the end of six months, or certainly by the end of a year, 
had learned to do it.  

These mentoring relationships were crucial for Sara and Annie, initiated 

them into the ways of dealing with and surviving the relational 

incompetence incumbent in patriarchal values.  

 Gwen described several mentoring relationships in her career. 

She speaks very appreciatively of these people and her relationships 

with them, longing to have had more mentoring relationships. Early on, 

she says, "I had a boss, the vice president, who took an interest in me. 

When I look back, he mentored me more than anyone had ever done, 

and probably more than anyone's done since." Later in her career, she 

spoke of a research scientist that she particularly looked up to and 
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respected. "We work together, do it as a team. I think that's probably 

because he's the mad scientist. He's a great guy ... There is a 

difference between relationships of people on the same level, and men 

and women who are older and much wiser." 

 These women sought and found growth fostering relationships, 

particularly in all female groups. In one remarkable setting Annie found 

a relationally intelligent, resonant and well developed community of 

women in which multiple processing capabilities flourished. Rather than 

confusing or distracting these women, their multiple processing 

proclivities allowed them to include emotional and relational concerns 

in their ongoing discussions and, indeed, in their lives. Annie described 

meetings at this "really amazing setting" as 
 
very different than anything I've ever experienced in the 
normal kind of corporate or university world. There would 
be an issue that we had to discuss. ... One person would 
begin talking about it. One minute into it, she would say, 
"Incidentally, I found this amazing herbal remedy for my 
cat." And somebody would say, "Really? What's in it?" 
And she would give us all the ingredients... Another person 
would say, "Well, how do you make it?" She'd tell you how 
to make it. And when that little thing was done, she'd say, 
"Anyway, back to John and the situation, the difficulty 
we're having." And we would just be right there. In other 
words, the side conversations ... never detracted, [but] 
created a kind of unity between us, so that when the 
really big issues came up, they were so much more easily 
dealt with than in any of the other settings I've been in. In 
the richness, the multi-layers of our discussions, our 
interactions, the work got done in a much fuller kind of 
way. 

Annie so treasured these interactions in which she could openly 

connect with her women colleagues that they lived on inside her. With 
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a touch of nostalgia she remarked that "it was twenty years ago, and I 

still think about those women in that group, and I know that's because 

of the kind of richness that we had in our work relationships." Later in 

her career, Sara was instrumental in the formation of the FEMs (Female 

Empowered Managers). In this group women could freely discuss the 

details and differences of their lives, supporting and assisting each 

other. Annie and Sara both found zest and vitality from the freedom of 

expression and mutual empathy in these groups. Annie spoke of "those 

individual bonds, like the woman and I could go off, or certain little pair 

bonds could be made," regretting that they were so infrequent.  

 Most of the women were adamant about their commitment to a 

relational way of interacting with clients and those they managed. This 

was evident in Annie's and Sara's distress at the potential 

mistreatment of clients at professional meetings early in their careers. 

Pat consistently strove for interpersonal connection in her client 

dealings, skillfully avoiding the disconnection of confrontation. For 

example,  
 
when people have come into the corporation and they've 
asked for me, ... they didn't know that either I was a 
woman or that I would be the one in charge. I always got a 
big kick out of that. "Let me see the person in charge." 
"Just a moment." Come back up, "Yes?" ... Most people 
think it's pretty funny. ... Humor works so good, and you 
know people generally laugh at themselves quite a lot. 

In the interview and hiring process Gwen describes a more relational 

and respectful approach.  
 

I would try to get an honest rapport with someone, as a 
friend, ... I try to do more of a friendship interview. ... 
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When I've interviewed people, I know everything about 
them, and I try to find out more, only because ...these 
people have given time to interview, and we should be 
interested. If you're not, you haven't done your 
homework on these people. What a waste!  

 Some of the ways the women exhibited their valuing of 

relationship involved their individual relationships within the work 

community. Other ways that these women expressed their relational 

values included creating and nurturing their professional communities. 

Creating and Repairing Professional Community 

 Besides seeking their own relational vitality within their work 

community, the women in this study worked to build and nurture their 

work communities. This was a primary value for them.  

 Sara was very proud of the relational community that she 

created at the Chesterland Campus. She explained "I wanted the 

campus to have a very family kind of feeling." She carefully thought 

out the needs of the students and the faculty that she wanted to 

attract, and creatively went about meeting those needs. To do this, 

she paid attention to a very feminine level and type of detail, which 

included dynamically servicing the faculty's teaching needs, as well as 

providing simple personal recognitions like putting Valentines' cards 

and candy in the faculty boxes, and leaving "Happy Birthday" songs on 

voice mail. She understood that "those are the feminine kinds of things 

that lend themselves well to any kind of culture. I think that people like 

getting nurtured, they like getting noticed." Even though working on 

an off campus site "is like being sent to Siberia. ...not a plum," she was 

delighted with the opportunity it gave her to creatively form a 
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supportive, encouraging, warm community that attracted faculty as 

well as students. She valued effectively forming dynamic community 

over achieving hierarchical status although status is also important to 

her.  

 Pat's stock in trade is the formation of dynamic professional 

relationships and vital working community. She forcefully reiterated 

that she is not confrontive whatever the provocation, since 

confrontation breaks connection, however inadvertently. During our 

hour and a half interview there were 7 different situations in which she 

described using her substantial relational skills to create or repair vital 

professional relationships and happy cohesive working community. She 

uses a face to face, high touch approach to establishing and 

maintaining her own relationships with vendors and colleagues. 
 
I will go and I will get in front of somebody. You have to 
do it in person, like we're sitting here. I engage somebody 
... I get them engaged and bought in. ... I use my personal 
persuasion a lot. If I'm having a problem with a supplier or 
anybody, I'll say, "Can I come and see you, we need to 
meet face to face. I'd like to work this out, ... they'll say, 
"Oh sure. Come on over." I just go in there ... We can work 
something out where they're going to get what they want, 
and I'm going to get what I want. ...But you've gotta go 
there. You've gotta touch... To me, that one-on-one, that 
personal relationship is so critical. 
 

Pat expressed her enthusiasm and competence when she described 

creating and fostering relationship between company leaders. 
 
I know in my heart of hearts this is the right agency for 
this company. So I get in touch with the president of the 
agency, and I said, "Bill, you've really got to meet Jack." I 
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said, "I think that you two are two peas in a pod, and you 
know, this is the next 3Com [a communication company 
that is the model for explosive and solid growth]. I give 
him this really good sales job. He agrees. ... So we get 
[Jack] together with the president, and sure enough, I 
knew they'd hit it off because they're both kind of these 
wild thinkers, which is great. ... I convinced them to accept 
the account. We agreed on a quarter million dollars to do 
this initial work and Jack agrees. I've got the whole thing 
sewed up. ... I'm gonna be in control of this relationship, 
I'm gonna drive it down the right road. 

While there were significant glitches in this particular relationship, 

when it comes to forming professional community, Pat has worked 

hard and brilliantly to create connection in her commercial community. 

The challenges of this work have enthralled her. And she has been 

extremely effective at it. When she "came back to [one] company," 

she explained that: 
 
I just found so much was in shambles. In the last two or 
three weeks I've really put it back together again. I got rid 
of some people. I'm going to hire other people. I've got an 
audit started. It's a completely reorganized company, 
really coming back together. Everybody's happy again. So 
I'm excited again. I feel like all my creative juice and 
energies are flowing  
 

The hallmark of Pat's career has been her relational skill and brilliance 

at creating, maintaining and repairing professional community. Part of 

this comes from her own desires for such a community in which to 

work. As she said "In my world you have to have at least a general 

reasonableness about your human relationships. Without that, I don't 

want it. I'm outta there. Or they're out of there." Another part of her 
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excellence is rooted in her love of being effective in the sphere of 

professional community.  

 Gwen consistently reiterates that when she is in charge, work 

runs smoothly. She yearns for a sense of fairness in her professional 

community, a respect for each person and the job they do. She wants 

a community in which people are honest and supportive about who 

actually develops a product, where people give and get credit where 

it's due, and "share the success." She reported having good, mutually 

empowering, working relationships with those she supervises.  

 The focus of Annie's creative brilliance has been the covert 

infusion of relational style into organizations. Annie told numerous 

stories of relational ineptitude in the administration of organizations. In 

these situations she first learned how to be effective, then sharpened 

her skills at supplying the relational intelligence necessary to save a 

situation, and finally was able to teach the organization that using 

relational intelligence leads to more effective and efficient solutions. 

She came to the rescue many times with her "empathic style." At an 

agency early in her career, Annie's superbly relational way of phrasing 

a letter to handle a sticky situation was at first denigrated. Instead a 

letter was written to "just tell them what the policy's going to be. Kind 

of act like the IRS, therefore we keep our authority, our dignity." But  
 

there was a complete uproar with the letter that 
eventually was sent out. So many of the clients, some 
people withdrew, wanted to end the contract as soon as it 
expired. They complained, wrote letters to the 
management about the thing... So then what had to 
happen was, ...they called on me again. And this time 
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they, in a way, embraced more ... my style and said, 
"Would you write them a kind of conciliatory letter?" 

Here Annie's relational tone was finally acknowledged and she was able 

to come to the rescue of a situation made bad by prevailing relational 

ineptitude. Unfortunately this instance did not change the style of the 

agency. Only in one place did her colleagues learn the value of her less 

hierarchical style of mutual engagement in significant decisions.  
 
They were going to make a decision about a clerical 
person with a lot of responsibility. They had all these 
discussions about her. I came into the discussion, "Has 
anyone talked to her about this?" They said no. And I said, 
"It seems like we would save a lot of administrative time, 
and perhaps a readjustment here, if we would talk to her 
first, and ask her whether this was a move that would be 
attractive to her, and whether she might have any 
recommendations about who might fulfill her job."  

Annie appreciated the impact of her relational capabilities on her work 

community, and found satisfaction in knowing that she had been 

effective. She described further situations at this same site: "And then 

the next situation that came up months later, I brought that up again, 

and they also listened to it. In a third situation they kind of brought 

into the conversation themselves, 'Well, of course we need to talk to 

so-and-so first.' So I felt really glad about that. And I felt that I had 

made an impact that way." With this we see the seeds of Annie's 

relational style implanted in her organization's operating structures. 

 Annie, Sara and Pat spoke at length about their professional 

responsibilities in creating work community that consisted of mutually 

growth fostering connections. Gwen yearned for and endeavored to 

foster such relationships whenever possible. They all spoke of the 
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importance of the active mutual engagement of all the people involved 

in the processes of their work communities. They focused on ways of 

creating this relational environment as personal values, without 

reference to sharing them with their colleagues or their work 

community in general. Each of these women seemed to be a primary 

and rather isolated energy source for the relational stance at their 

workplace. 

To Be Effective 

 The research participants' relationships with their professional 

communities were characterized by an abiding desire to be effective. 

They found joy and delight in creating meaningful change in response 

to people's needs. This effectiveness stemmed from a competence at 

mutual empowerment between the woman and her work community. 

This connection was often critically important to each woman's 

personal sense of efficacy and worth. Their way of forming connection 

and being in relationship with their community was to be effective in 

identifying needs, and in designing and implementing change to meet 

those needs. 

 Pat values her own effectiveness above status or money, 

especially her ability to create happy, smooth flowing professional 

community . Again and again throughout the interview she expressed 

her satisfaction at being able to effectively create smooth running 

community. For example, about one of her positions she declared that 
 
part of the job I loved at Sonoma Wireless was getting this 
great team together, finding the best people possible to 
hire, getting them to buy into the vision, having them 
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execute on the vision, everybody working together as a 
team, that was extremely satisfying for me. 

She explained the dynamics of her feelings about being able to be 

effective in her community as, "I'd like to ... drag as many people in my 

wake as possible - bring my friends. To me success is having  this huge 

hodgepodge of successful people." As an integral member of a 

corporate venture, Pat says that she has "to have success managing 

other people. They've gotta be able to do their work well, they have to 

be successful. I measure myself by how my people do. I've always had 

people work for me, and if they're not performing, if they're not 

happy, I'm not successful at all." Within the corporate landscape, Pat 

insists on being effective in forming quality community. And she revels 

in seeing her competence prove effective. 

 Sara clearly thrived on being effective for her academic 

community. She described her enjoyment in being effective at the off-

site Chesterland Campus when she said  
 
So we went about, my staff and I, we went about 
changing how things were done there when I started. ... 
We treated teachers so well and the students so well that 
teachers didn't want to teach on the main campus, they 
wanted to teach at Chesterland and students would wait 
for the class to come around, to come to that campus 
rather than go up to the main campus to take it. ...It was 
fun.  

Another example of Sara's drive to be effective at maintaining 

mutually respectful and resonant connections with her staff and with 

students: 
 



  187 

So I sat down with my staff to try to figure out a way that 
we could follow the letter of our superiors and yet try to 
be fair to students. And so what we did, we [found a way 
for the students to get the information that they needed 
to make up their own minds]. 
 

Sara summarized this ardor for being effective when she said "the part 

of my job that I loved was making an improvement, making a 

difference." She has longed for, enjoyed and cherished opportunities 

to relate with her community by effectively improving peoples' 

experiences. 

 As Annie infused her empathic ways into the workings of her 

professional communities, she became aware of the impact she wanted 

to have. In our interview, she regularly evaluated the extent and 

duration of her effectiveness. In a situation in which she wrote a 

conciliatory letter, she recognized regretfully, that her impact did not 

have a lasting effect on the agency. But in other situations she knew 

and appreciated that she had made effective changes.    
 
And then the next situation that came up months later, I 
brought that up again, and they also listened to it, and in 
a third situation they kind of brought into the 
conversation themselves, "Well, of course we need to talk 
to so-and-so first." So I felt really glad about that. And I 
felt that I had made an impact that way. 

She acknowledges and profoundly appreciates that over time her 

colleagues were learning the wisdom of her more empathic approach. 

More recently Annie described watching people come to life again in a 

training that she gave. At the beginning of the training "I looked into 

every one of their eyes, and there was nobody home. But at the end of 
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the workshop they were all really human, and they were all back again. 

It was so wonderful." Her ability to effectively communicate her 

empathic, relational style has been intensely significant to her own 

relationship with her professional community and with the world at 

large. She acknowledged that she often found her sense of connection 

to her professional community through being effective in her own 

particularly feminine relational ways.  
 
When my voice was listened to, and particularly when it 
worked out well, I really felt that I had a better place in the 
community. Both inside myself, ... I was happier to be 
there, I looked a little bit more forward to the meetings, 
that type of thing. And secondly, in a very real esteem 
way, because they had acknowledged my contribution in 
... [a] relational female way of being ... I felt that... I had 
more respect from them, and respect in a way that was 
uniquely me. ... That really did help. I think it kept me 
there. 

 From the start of her career, Gwen saw herself as potentially 

creative. She longed for and fought for the opportunity to be 

creatively effectively. She has gained and lost ego strength as she 

experienced her effectiveness increase and decline. 

 As each of the women in this study described their professional 

life, the voices of relationship were clear. They expressed the women's 

relentless desires for mutually respectful and growth fostering 

relationships in their professional sphere. They gave expression to the 

women's commitment and determination to create vital, connected 

community. And they told of the importance to these women of their 

own connection to their professional communities through being 

effective. 
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The Voice of Oppression 

 Within "a system of power [so] thoroughly in command [that] it 

has scarcely to speak itself aloud" (Millett, 1970, pg. 58), experiences 

outside or on the edge of the power grid can be difficult to wrap in 

language and even difficult to feel without the language to bolster 

their credibility. The women in this study belong among the brightest, 

most educated and most accomplished of our society, yet they 

expressed the uniqueness of giving language to the institutionalized 

restraints and cultural norms that oppress them. The isolation that this 

implies is itself oppressive.  

 Invoking language from the work of Carol Gilligan and the 

Harvard Project on the Psychology of Women and the Development of 

Girls (Gilligan, 1982; Gilligan et al, 1988; Gilligan et al, 1990; Gilligan et 

al, 1991; Brown & Gilligan, 1992) with adolescent girls, this study 

described certain workplace experiences of its women as the 

oppressions of silencing, distancing, abuse, subordination, invalidation 

and abandonment. Over time these oppressions became internalized as 

outgrowths of "the assumptions in which we are drenched" (Rich, 

1979, pg. 35). By internalizing these oppressions the women 

sacrificed connection to themselves in order to remain connected to 

their work communities. Typically they dissociated from their caring, 

feeling, relational selves to take on, to at least some degree, a 

patriarchal logic which values status in the hierarchy, establishing and 

maintaining power over others, and the efficiency of the organization, 

above relationships and the needs of those it serves, and even basic 
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effectiveness at its job. The dilemmas of adolescent girls as analyzed 

and explicated by Carol Gilligan's Harvard Project on the Psychology of 

Women and the Development of Girls(Gilligan, 1982; Gilligan et al, 

1988; Gilligan et al, 1990; Gilligan et al, 1991; Brown & Gilligan, 1992) 

were alive and well in the mid-life of the corporate women of this 

study. Awareness of what is not resolved in adolescence often 

resurfaces in mid-life. 

External Oppression 

 The women in this study described oppressions ranging from 

subtle to gross silencing, invalidation, distancing, exclusion, 

subordination, abandonment and abuse. Finally, one woman provided a 

strong and resonant imaginal container for non-relational workplace 

interactions by described the corporate alien.  

Early Silencings of Passionate Caring 

 The women in service professions, Annie and Sara, sought 

authentic, empathic relationships with those they served. But 

experiences early in their careers taught them to quell their passionate 

commitment. Instead they learned to respond to abuses by presenting 

their caring, feeling concerns in the contortions of patriarchal logic. 

Annie worked in an organization whose nominal purpose was care and 

service for people. She found this organization not responsive but 

invalidating of the clients needs. This was oppressive and painful for 

her. The organization's response was to invalidate Annie's feelings and 

those of the clients, subordinating the role of emotion in relations and 

decisions, and to significantly silence Annie's expression of her own 



  191 

concerns and values. A cultural norm that silenced and abandoned 

feelings and emotions was imposed. Annie described this pivotal 

situation in her life, as follows: 
 
Some people that we were serving in this organization 
were upset because of some things we didn't do, or some 
attitudes we didn't hold toward them, one of kind of 
caring and being concerned about their needs. They were 
upset and saying they didn't really expect this from us. 
When I heard this, I was concerned. It hurt me that they 
were feeling so unmet in their needs and expectations. So 
we had a staff meeting. I sat down in the staff meeting 
and there were four, five other people, and I began right in 
saying, "Well, you know I talked to X, Y and Z and then I 
got a note from this other one and, you know, they're 
really upset. They really feel hurt that we haven't 
responded to them. They feel that the trust between us 
has been violated or not met very well and... I was kind of 
going on with my account. I look around, and I'm 
expecting to see the response on those faces that say 
"Oh," or a little raise of the eyebrows or a little bit of 
concern. Instead of seeing those expressions, I was met by 
these stony stares. I wondered, "What have I done 
wrong?" I was totally puzzled. I thought maybe I wasn't 
getting my point across. So I went back over it, I really 
emphasized how they were feeling, and I looked... And 
now, I was getting clear negative communications, and 
finally I was interrupted, "Annie, we are not going to 
adjust our policy on the basis of a few complaints." I was 
thunderstruck, because I was new to this organization and 
I thought, "What... Do I even want to be in a place like 
this?" I had gotten the feeling that I shouldn't express any 
feeling. If I relayed the situation, not in terms of how the 
people felt, or what their experience was, or anything that 
had to do with emotion, but if I did it in terms of the 
service we were providing, and the probability of them not 
coming back to us for service, and how it was better for 
the business if we were to do A, B, and C, the information 
was accepted. I had to not sound like I cared. 
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In an organization whose nominal purpose was care and service for 

people, Annie found not responsiveness, but invalidation of the clients' 

needs. This was oppressive and painful for her. The organization's 

response was to invalidate Annie's feelings and those of the clients, 

subordinating the role of emotion in relations and decisions, and to 

significantly silence Annie's expression of her own concerns and values. 

Implicit threats of exclusion imposed a cultural norm that silences and 

abandons feelings and emotions. Annie found it stifling and repressive 

to be so restrained in dealing with the needs of her clients. She says of 

her colleagues, "whatever wisdom and empathy they did possess, they 

learned that you leave that behind when you go into the business 

setting. ... It seems very pervasive [that] people are afraid of emotion. 

It doesn't go together with business. That's the message I kept 

getting." Annie struggled against the abusive relationships that forced 

her to use such artifice in order to care for her clients.  
 
I would have to kind of live [an] almost duplicitous 
existence where I would be very empathic to the person 
that was giving me the complaint. But then I would have 
to become almost a false version of myself when I went 
into the management setting and described the situation. 
So I felt like I was having to hide, like I was having to be 
false. ... [This takes] a lot of energy. The resentment just 
slowly builds. I carry a lot of resentment and a kind of 
separation, a sense of alienation, from the people that I 
was working with. 
 

This early silencing of Annie's empathic voice, came to permeate her 

career. Again and again, Annie had to silence herself before her 
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administration. She had to constrain the expression of her true feelings 

and thoughts about the work they are doing and how the agency was 

administered. This significantly  narrowed her relationships with her 

colleagues. It is only because she was able to be authentic with her 

clients that she could stay in the position. Yet at times even her 

relationship with her clients was compromised by what she could not 

say about her organization. She found this artifice painful and 

stressful. "I was kind of playing it two ways, and I was always living in 

all these different worlds at once." She describes "sort of sneaking 

around, like boy, if anybody could hear me right now, they'd think it 

was inappropriate." This duplicitous approach was forced upon her in 

order to be effective. But it was false and painful, taking her into a 

place of pervasive isolation and loneliness in her professional life. 

 Sara's career also began with an early interaction that silenced 

her passionate caring for students, portending the forced development 

of narrow relationships and a destructive isolation. Throughout her 

career her environment made "active empathy" dangerous and 

"rescuing people" a reproachful activity. This led to restricted 

command-and-control relationships with the teachers she served as 

college vice president, and tight and narrow relationships with her 

colleagues. 

 Sara learned early that her passionate caring for students must 

lead her to stuff her feelings down inside her, rather than to integrate 

them as powerful allies. "I can remember barely being able to contain 

myself and not cry in this meeting. And I wasn't crying because I was 
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hurt. I was crying because I was really mad. And it seemed unfair to me 

what this woman wanted to do to these high school students." Her 

supervisor worked with her afterwards to develop skills to "stay very 

rational and in my head." Sara experienced profound psychological 

distress, first because of her anger at the abuse of the high school 

students, but just as profoundly, because of the institutionalized 

restraints and cultural norms that invalidated and silenced her feelings, 

subordinating them to the constraint of patriarchal logic. In this 

situation, the "over-eye" of Dana Jacks (1991, p 94) began to 

establish the patriarchal "shoulds" in favor of the dominant paradigm's 

split of feelings and logic. Here she began to take on the debilitating 

cultural norm to stifle, silence and repress her feelings, which actually 

have acted as a true and finely tuned compass for her. As Sara 

described her induction into masculinist ways, an underlying sadness at 

not being able to communicate in her own natural manner became 

apparent. Surely there was internal, chthonic stress involved in 

subduing her own way of being, to replace it with another, more 

restricted way.  

 Sara continued to respond with care and nurturance to those 

she was associated with in her professional life. As described earlier, 

this was a great strength and source of accomplishment for her. But 

within the constructs of the dominant paradigm it was also a source of 

great pain and suffering for her. "I have been repeatedly accused of 

rescuing people. The price that I pay for it is probably too much of 

myself. I would personally care, if I had to lay somebody off or fire 
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somebody." Her community invalidated one of her primary ways to 

connect in relationship, that of caring for those with whom she works. 

This occurred actively in accusations of rescuing and, more strongly 

and subversively, passively through the imbedded rules of the 

academic community that make such caring so dangerous. Sara further 

described her relational commitment as, "If I had to fire someone, I 

would want to do it in the most humane, sensitive way possible. ... I 

always wanted to give people an opportunity if they were screwing up 

on the job. I would sit down with them and I'd let them know ..., and I 

would go through multiple steps to try to give them an edge if at all 

possible." She paid a dear price for her level of involvement. So she 

came to see this caring for and empathizing with those she served as a 

flaw, even though it was also her great strength. In describing being 

vice president, the position from which she had to fire people, Sara 

said "you don't have a job that makes you endearing to people. You 

have a job [where] hopefully people will respect the position that you 

hold and respect you as a person because you try to stay consistent 

and [be] fair." In the vice president position, caring and fairness 

became conflicting values. She had no option but to capitulate to the 

systemic imperfections that resulted in tight and narrow relationships, 

exclusion and professional violence. This was hazardous to her body as 

well as to her spirit, contributing to her development of cancer. 

Invalidations 
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 Gwen, Pat and Annie spoke of flagrant and pervasive 

invalidations. They described nullifications of their achievements, of 

their effectiveness, of their very personhood.  

 As a new Ph.D. ready to be creative in the food industry, Gwen 

had to fight to avoid being relegated to wearing baker's whites instead 

of the lab coat that would acknowledge the level of tasks that she 

hoped to be assuming. "I was a woman, and I was in the bakery. It was 

weird to me as I had an academic background so this is... This may all 

be kind of silly, but I thought I should wear a lab coat, in clothes, and 

not... That's what I felt. They wanted me to wear bakers' whites, like I 

was a baker, in the plant." This was the first of many times when Gwen 

fought seemingly trivial battles in the attempt to maintain a healthy 

self respect and empowerment within her professional community. 

Later she had to resort to subterfuge to be allowed to get the 

bookcases that her research required, and was reprimanded for it.  
 
I had asked for bookshelves for a year, and they didn't 
give me one. So finally, I requisitioned one myself. I 
watched this man come in, get a bookshelf. I had 
bookshelves, but I had more books, so I wanted more 
bookshelves. There's nothing wrong if I have books and I 
use them, just give me a bookshelf... But then, I guess my 
boss heard that I had asked and he told me never again to 
go to the purchasing guy himself to ask, that I was wrong. 
 

In the most extreme of situations, Gwen was denied not only raises 

and advancement, but the legally required review. She spoke of three 

different positions where she was not given reviews for many years of 
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work. In one position she finally stayed home for a month to force the 

issue.  
 
I don't think I was ever given anything extra. You know I 
wasn't appreciated financially or status-wise, as much as 
anyone else. Where, men seem to grow up the chain of 
[command]. You know, they got raises and promotions 
and everything, but I never got one. I said I wouldn't come 
to work if they didn't give me a review. So I stayed home 
for a month or so, and they paid me. They understood 
what I was saying, but they wouldn't do anything. So, you 
know, finally they did it. ... I knew that other people got 
reviews. I didn't care if they got raises. I mean, I did care, 
but I tried not to. So I said, "You know, I'll come to work 
when you're ready to give me my review, like everyone 
else has." I don't know why I have to beg to have the 
review. ... So I stayed home. ... I guess it took a month for 
them to get it together, and then I went back and I had 
my [review]. ... Everyone's replaceable. I thought "I 
contribute a lot. And they're not gonna go any farther to 
re-train someone to the job."  
 

Not only was she excluded from the rewards that usually accrue from 

dedication, hard work and perseverance, she had to initiate and endure 

self imposed ostracism in order to force the issue of her abusive 

manager and to get her review. Lack of a review was a subtle and 

insidious way to distance and invalidate Gwen, perhaps to silence her 

by refusing to hear the challenges she might present to established 

practice or to questionable or unfair treatment.  

 Pat experienced significant invalidations from her company's 

engineers and from at least two of her bosses. Most of these were 

clearly related to her gender. Some of the invalidations were influenced 

by overblown prejudices for the technical abilities of engineers 
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eclipsing the social understandings and relational skills required to 

design and build a marketing company. This is also a gender related 

bias. The most blatant invalidations often occurred around money, as 

they did for Gwen. Early in her career, Pat described having been 

"worked over by somebody who basically wanted my job. I think he 

saw me as an easy target, you know being a woman." In conjunction 

with this job loss, her boss remarked, "one of the problems we have 

these days is that these women are making too much money and 

these guys have families to support." But as Pat pointed out, "I had 

two daughters to support. ... And they're not the same as [his] kids?" 

This invalidating torment of patriarchal logic based on outdated norms 

was blatantly oppressive and abusive. Later in her career she became 

one of three partners in starting a dotcom company, where "Jack and 

Herb got three quarters of the company, and I got a quarter. I didn't 

get an equal share of the company. And Herb argued with Jack, and I 

argued with Jack, and at that time, well, it was just one of those 

things. But my contribution to Carter's was so overwhelming. It's really 

a marketing company." Somewhere between being a woman and not 

being an engineer, she was forced into ongoing capitulation to the 

cultural norms of patriarchal logic and had to take only a quarter share 

of a company for which she was at least a third partner.  

 Pat described a second horrendously invalidating area. "The 

single toughest area I've found to get accepted, was from the 

technicians." Some men in the technical culture of the Bay Area can be 

quite sexist and hard on women, particularly women who are not 
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primarily technical themselves. It is almost a throw back to 50's and 

60's patriarchalism with the technical guru as unquestioned, and often 

very young, patriarch. The engineers in one situation attempted to 

invalidate and exclude Pat from the decision making process, which 

was her responsibility as vice-president of marketing. She was silenced 

and rejected based on cultural norms that glorify the technical and the 

masculine beyond common sense. Pat suffered debilitating stress 

under the oppressive narcissism of the engineers led by one particular 

young man. He thought he knew what female consumers wanted and 

needed better than Pat, who was herself a woman and had extensive 

expertise in consumer marketing.  
 
I had much more experience than the CEO or any of the 
engineers did in marketing. In product development they 
have a few handles on the specifics of the technology way 
down deep in the code that I didn't have and didn't really 
need. And they thought that meant that they knew 
everything about the market and what the product should 
be and what the user's experience should be and it has 
almost nothing to do with it, and so it was really hard to 
get heard, and to work with these guys. It was a really 
frustrating experience. ... I remember one instance, where 
I was very involved in writing the product spec and trying 
to get them to accept the product spec. They said they 
didn't need a product spec. I was just incredulous. The 
lead developer told me this to my face in a staff meeting. 
He said, "Well, we don't need a spec. I know what these 
people need." And right after that I heard through the 
grapevine that he was running around questioning what 
my credentials were to be at this company. I made it a 
point to let him know what my credentials were. I was 
overqualified almost for the darn job. But it was that kind 
of thing where it felt like, "Where does she come off 
telling us what consumers need and want and expect, that 
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we have to get this down in writing, we just flip it off and 
know exactly what to do." That's bullshit. ... I let it be 
known throughout the company, I made sure that my bio 
got out, and that my experiences were well referred to 
etc. and I would bring it up in staff meetings [such as] 
"Now, when I was doing this research with this company, 
here's what we found in my..." I started giving them more 
of the legal basis for a lot of things that we do in the 
consumer market, I wrote white papers and briefs and all 
kinds of things. And I made sure that I authored 
everything and dated it. So I would say company 
confidential, the name of the document, by Pat Johnson, 
and the date. And I made sure that I got credit. But I had 
to do white papers for these guys 'cause they hadn't the 
faintest idea about consumer law or best practices. And I 
was explaining like Marketing 101. ...I think they would 
have listened [more to a man, even though it was a man 
from marketing.] I can't tell you how I know that. 
 

Amidst her efforts to create a working community with the 

problematic engineers, Pat acknowledged the offensive invalidation 

with which they tried to silence her, even within her area of extensively 

proven expertise and assigned responsibility. She struggled against the 

stress of these abusive relationships, putting in great amounts of extra 

work to overcome the engineers' narcissistic stereotyping. The 

engineers had the power and ability to disenfranchise Pat, so she had 

to capitulate to engaging in the power struggles in order to be allowed 

to do her job. This was a capitulation, because it acknowledged the 

engineers' power to challenge her authority and expertise. Pat felt the 

cultural norms favoring men and working to reject, dismiss and exclude 

her as a woman in power. Her relationship with these engineers was 

narrowed and distorted by their gender stereotypes. Of the misogyny 
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that underlies the norm of abuse in her experience, Pat says, "I don't 

know what it's gonna take but [for] women just being competent isn't 

enough to rise in the ranks. You need something else. I'm not sure 

what that is." 

 Annie's responses to the squelching command-and-control 

tactics of her organization were, themselves, consistently and 

repeatedly squelched. This invalidated her contributions, judgment and 

sensitivity, and silenced her valuable intuition and voice. In one 

instance she described writing a relationally sensitive letter to the 

agency's clients. 
 
This letter was not allowed to go through by the 
director. It was not the right tone. We should just 
tell them what the policy's going to be. Kind of act 
like the IRS or something, you know. Just tell them 
what it's gonna be. And that, therefore we keep our 
authority. We keep our dignity and they didn't like 
my letter at all. So this was a specific instance 
where my own intuition and judgment and my own 
sensitivity was actually squelched, and I was not 
allowed to bring that voice into my work.  
 

Often Annie was allowed to have voice and be effective, only when the 

overbearing tactics of her superiors caused large problems. She said 

that this "has been extremely frustrating for me." Annie knew and 

trusted the value of her relational approach  
 

My way really had tremendous benefits. It was extremely 
frustrating and resentment-provoking. I felt galled that I 
had to do it their way when their way, in these instances, 
was really less developed than my own. And I felt it was a 
gender bias. That a sensitive way, kind of a relational way, 
was not being given any space there. ... In this case I really 
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felt it was almost an attack on my womanness, on my 
femaleness. They were asking me, "Become more like us." 
You know, "Why can't a woman be more like a man?" ... I 
really had a lot of feelings about that.  

Annie knew that she had skills that would be effective if she could use 

them. Not only was she not allowed to use her particular skills, it was 

the very non-relational, unconnected approach that she wanted to fix 

for her clients' sake that was used to suppress her.   

 The invalidations of the women's accomplishments, 

effectiveness and personhood, caused them to expend vast amounts 

of life's energy fighting for their place in the professional world. Much 

more so, it would seem, than if they had been men. Coexistent with 

the silencings and invalidations, with the perpetual fight for their place 

in their work communities was the concomitant suffering from 

exclusion and abandonment, and the resulting isolation and loneliness. 

Isolation and Loneliness 

 According to the Oxford English Dictionary (1971, pg 702) the 

word "community" implies fellowship, and communality of relations and 

feelings. In a work community one might expect personally satisfying 

relationships and emotional support. In the interviews of the three 

women who had advanced significantly in their careers - Sara, Pat and 

Annie - there was instead an abiding sense of isolation and loneliness. 

Ours is a culture that sees development as growth in separation and 

thus highly values independence. The workplace culture of 

corporations amplifies these separatist values commending the 

development of independent, isolated, disconnected individuals. A 

number of recent books on corporate culture have stressed the need 
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for such concepts as team building. But more recent research has 

found that when women engage in relational activities they are at 

great risk of being "disappeared" by their culture, rather than lauded 

(Fletcher, 1998). Fletcher, Jordan and Miller ask "What is the effect of 

this disappearing dynamic on [women's] mental health?" (2000, pg. 

258). For the women in this study the effects of being disappeared, 

excluded, abandoned, silenced and invalidated included isolation and 

loneliness. The women became isolated from those they served as well 

as from their peers and supervisors. This isolation resulted in a 

pervasive loneliness in their lives. 

 Over the years of their careers, the need to split off their 

feelings, both feelings of caring and of anger, forced Annie and Sara to 

live and function from a separate, isolated position as they attempted 

to maneuver the system trying to see that their clients, students and 

faculty were treated in a respectful, relational manner. Sara's isolation 

grew as she went through devastating emotional and psychological 

battles within herself. Later in her career Sara held deep feelings about 

the responsibility of caring connection that she felt toward those she 

was required to fire. 
 
The part that I didn't like was the personnel issue. Because 
I couldn't leave it at work. ... When I left [the vice 
president position], there was one person that I told that I 
was resigning and she said, "Oh no, you can't leave now, 
you're our best administrator." And I think that that kind 
of thing, the things that I was agonizing about, I did here 
[in my breast]. I didn't do it out there and so nobody 
really saw that side of me except me. And so I was firing 
people [and putting them on probation] but I was doing it 
in a very caring fashion. Some people thought that was 
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very good, but nobody saw the price that I was paying 
here in the house. It's that tug-of-war between how much 
of myself do I put out there, show my weakness to people, 
and how much do I kind of keep close to my chest? 

The problem was a systemic one of a context that required the violent 

damage to peoples' lives of firings. Her description of her professional 

relationships at the time suggests that her academic culture did not 

allow her to discuss these feelings beyond seeking surface advise 

regarding what she must do. There was not a truly intimate friend or 

colleague with whom she could share her feelings in depth. This could 

be the psychological aspect that weakened Sara's immune system, for 

"what is unvoiced or unspoken, because it is out of relationship, tends 

to get out of perspective and to dominate psychic life" (Gilligan, 1990, 

p. 511). In the absence of a supportive community to help contain the 

extreme psychological impact of the required actions, the devastation 

occurred in Sara's breasts in the form of cancer. She silenced herself in 

capitulation to debilitating cultural norms and values, and carried the 

result of that self-silencing alone in her body, where it disrupted her 

very cells, and in particular the cells of her breasts, the physical seat of 

the nourishment that it is so natural for her to give. Sara had, in fact, 

tried to find companionship, camaraderie and mentoring among her 

women colleagues.  
 
When I first joined the administrative team as the dean of 
Chesterland Campus there were only five female 
administrators in the whole college. ... I put together this 
group. We were called the FEMs, Female Empowered 
Managers. We would have lunch once a month to learn 
from more senior women in the group and get the politics 
and figure out how to get things done, and just have some 
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camaraderie. We were doing this for about six months. 
The president, who was a man at that time, told us we 
couldn't do that any more. We said, "Why not?" and he 
said, "Well, because the men are slighted that their not 
invited. You're starting to look very exclusive." And we 
said, "Well, what's the difference between you going to 
the weight room and working out with the boys?" We 
knew a lot of deals were getting cut in that weight room, 
because the president would go over there every day for 
lunch and work out in the weight room and these guys 
would come and join him. So he said it's not good, it's 
divisive, blah blah blah. And so we stopped. 

She established a space to freely express herself, speak her thoughts 

and feelings, and be heard and sustained. But she was denied these 

simple connections. This was abusive. How might that kind of 

connection and support have held her through her trials and 

strengthened her immune system? The forced isolation and the 

resulting loneliness can have only contributed to her illness. 

 On a personal level Pat spoke of very few people in her 

professional community who could have been friends for her. She 

described one woman that she would have liked as a friend, and even 

considered inviting her on a vacation. 
 
We did hire this woman as a COO. I felt, and I still do feel, 
a lot of connection to her. ... [But] she was very paranoid 
about everything. I'll never forget  her first day on the job. 
I was very happy to have her come in. I mean, I hired her 
to be my boss. ... The first day, she took me aside and 
gave me the worst tongue-lashing for not introducing her 
as the new COO. She was so hung up on this title thing. I 
hadn't given enough importance to her title. She was just 
so bent out of shape over it. It wasn't just me then, it was 
more things.  
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Pat spoke of respecting this woman a great deal, and learning from 

her. She also liked this woman and had a lot in common with her. Pat 

would have like to be friends with her, but was afraid she wouldn't be 

much fun. Pat found her wished for friend too wounded and damaged 

to be able to play. There was an underlying loneliness in missing the 

play connection with a compatriot she liked. With enough anguish, over 

many years of succeeding quite well in abusive and tyrannical 

environments, Pat also learned that she could not depend on business 

norms even for reasonable safety. "Over time I became more 

cognizant that given the opportunity, most people will try to 

undermine you and do what they can to take over your job if they're 

interested in it. So you do have to watch your back." She learned that 

she had to assume the isolation of a self protective stance within her 

work community. There was no place in the professional relationships 

that Pat described for the freedom of mutual authenticity.  

 Annie's experiences in an all woman group, where they were able 

to intertwine the personal with the professional in their meetings and 

discussions, resonated with her still, twenty years later. It was a work 

setting in which she felt alive and empowered by her connection with 

her colleagues. Other places, without the connections that she longed 

for, have not stayed with her as strongly. Annie explained: 
 
The side conversations ... never detracted, [but] created 
a kind of unity between us, so that when the really big 
issues came up, they were so much more easily dealt with 
than in any of the other settings I've been in. In  the 
richness, the multi-layers of our discussions, interactions, 
the work got done in a much fuller kind of way. Whereas, 
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very often, if the only things that are allowed in these 
sort of more corporate, linear, almost militaristic settings, 
are, you can make a joke, or you can say some quick 
thing, but then you've got to get right back on track. ... I 
think in the long run all the joy goes out of the workday. 
... It was twenty years ago. And I still think about those 
women in that group, and I know that's because of the 
kind of richness that we had in our work relationships. 
Whereas some of these other settings I've mentioned, I 
couldn't even tell you name of any of [the people I 
worked with]. That shows you the difference.  ... I could 
never talk about those herbal cat recipes in most places, 
because it's just forbidden.  
 

For Annie, lack of support and joyful relationships in her workplace 

turned to isolation and loneliness. But more than this, as she explained, 

"if emotion is not really allowed to be a player, then how can people 

honestly deal with each other when things come up? That was a direct 

liability. It really created a quite joyless relationship between the staffs 

themselves. ... The unity of the group, it never could happen with that 

devaluation of feeling." Annie's life energy drained when she was 

forced to restrain her feeling side and to mold her communication style 

to that of the dominant corporate paradigm. The corporate style of 

relationship was constricting and stultifying to her. So that her quality 

of life was diminished by what was lacking in her work environment 

relationships. Annie has been profoundly lonely in organization after 

organization. She has had to cut herself down to a smaller, lesser 

version of herself that fit. She is aware that a richness of relationship 

is lost and, along with it, smooth and creative ways of handling many 

of the difficulties that normally arise in any enterprise. She was left 
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with a pervasive loneliness because she could not talk about things 

that mattered greatly to her, which became poignantly apparent from 

a couple of her comments. At the beginning of the interview she 

remarked that "as I reflected on your questions I thought, I've never 

been able to say that to anyone before. It's kind of nice to be able to 

bring this up into consciousness." Later, at the end of the interview, 

she repeated, "I really have enjoyed doing this, and it's so valuable for 

me. This is something that, you know, people usually don't talk about 

in this particular way." There is a voice in people, in women in 

particular today, that is not free to be heard within the command-and-

control corporate context of commerce, the dominant organizational 

paradigm at this point in history.  

 How does a person interact with another person with resonant 

energy and mutual connection from within this splitting off of feeling 

and the resultant isolation? In all of these women, there was a forced 

internal isolation that was the vessel of loneliness. The voice of this 

loneliness echoed hollowly from within a corporate world devoid of 

mutual relationships. 

The Corporate Alien 

 At the end of her interview, Annie provided an imaginal container 

for the ephemeral reality of the oppressive force of the corporate 

environment on people. This imaginal vessel provides a holding place 

for the experiences of the other research participants in this study, as 

well as for Annie's. 
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 Annie describes the corporate alien as a bodiless entity that 

takes possession of perfectly decent people as they move into their 

corporate roles. 
 
There's a corporate psyche, and it's almost like an entity. 
It's almost like a thought-form in itself, and it actually 
invades. It possesses perfectly nice human beings. Then 
people begin to think and act and be like the corporate 
psyche, the corporate alien, which is an alien, because it's 
not a human being. Then I see human beings turn into 
aliens - in the way I'm using aliens. I experience it every 
day of my life as alien. And the difference is, they don't. 
They experience it as the way you're supposed to be. I 
think deep down they don't. But I think I'm just more 
aware that it's alien. And so when some of these decisions 
and ways of being... I mean I just blink. It's like I never 
bought into it, that it's real, or really important, or the 
thing that we really should do.  
 

Clearly Annie felt alienated from her colleagues when they were 

functioning in the service of the corporate entity. She experienced 

these relationships as narrow and distorted rather than the healthy, 

joyous, encouraging, freeing and empowering relationships that she 

yearned for. And she found a  gender difference in how people can be 

removed from a relational, connected way of interacting when they are 

in a corporate environment. 
 
the places I've been, I've never known one woman that 
completely bought into it the way most of the men had 
completely bought into it. I never knew one. I knew ones 
that were very artful, whose soul had [been affected], 
whose flame had gotten very dim, or who'd gotten a little 
harder. But as soon as you got them alone, they were 
really different. So I never knew a woman who was totally 
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possessed by the corporate alien. And I was just not a 
good host. With me it just never took. 
 

With the corporate alien imagery, Annie made a powerful indictment of 

the corporate entities that dominate modern day organizational 

structures. Her immediate personal solution was to work herself into a 

position where she could leave corporations.  
 
I do not believe at this point that corporate life can be 
truly human, because of this alien possession. [This seems 
to happen] as soon as an organization passes a certain 
size, and leaves the family model way of doing things 
[where] we all sit around the table and talk and scheme it 
out together. Once you get above fifteen or something 
like that, you leave that model. Once it does that it 
becomes more of a structural thing. Because these 
corporate structures, in my mind, are inherited right from 
the kind of militaristic industrial thing that is our culture. 
And I used to believe that they somehow could be really 
humanized. I no longer believe that. I believe they're 
another breed. And I believe that they're going to 
eventually self-destruct. Because they're not true full 
entities. They can't give soul, and without soul a thing 
eventually will collapse. But basically it's an unnatural, 
unhealthy, soulless way of doing things. I don't know how 
it can be different, but I have no more faith that the 
corporate world is a good place to be. My only option now 
as I look ahead is to get out of it.  
 

In this graphic description of the inhumanity engendered by the 

corporate organizational structure, Annie described the intrinsically 

soulless structures of value and power that gave rise to abusive, 

oppressive relationships that she was simply not willing to live with. 

She went further to describe the insidious nature of the possession. 
 



  211 

When one gets possessed by it, all of a sudden you find 
yourself serving the master, without being totally aware 
that you're doing it. And the master is profit. The master 
is the betterment of the corporate, the stocks, the 
shareholders, the profit line. You begin to serve it in your 
heart, in your mind, in your actions, and you begin to think 
like it would think if it were a hu... an entity that could 
think. Therefore, of course you would fire a hundred 
employees if it would make more money for the company. 
What do their lives matter? Because it's in terms of the 
profit. It's the profit. That's the god, that's the holy grail, 
that's the sacred thing that we're all here living for. And 
people begin to think like that, until it's always the good 
of the corporate entity, which as Ralph Nader points out 
isn't an entity at all. It's a fictional entity, even beyond 
one man making the profit. These are owned by really 
nobody or a whole lot of people. So it's like the blood gets 
drawn out of all the bodies to go into this thing, and the 
[nature of the] possession is thinking as it would think, of 
letting its needs become your needs, and its priorities 
become yours, so that anything that doesn't serve it isn't 
important. So that's the nature of the possession.  

Annie's personal solution to the soulless, oppressive rule of the 

corporate entity, was to leave. But she believed that without soul, 

without a core value of mutual relational integrity between those 

people employed and those served by an organization, the 

disembodied structure will wither and die. 

 The experiences of the women in this study acquire archetypal 

clarity when viewed from the contextual cauldron of possession by the 

corporate alien. Sara's breast cancer becomes near fatal wounds from 

her battle against possession by the corporate alien. Her life force 

flowed with, was vitalized by, her passionate commitment to protect 

students from the vagaries of the school administration and to support 
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the faculty for whom she was responsible. As the corporate alien 

exerts its force toward possession, the effort to maintain the status of 

the political structure at the expense of those it serves moves into 

preeminence. This dissociation from the life force of her passion and 

commitment occurs in battle with the corporate alien, and doubtless 

facilitated her breast cancer. 

 Pat told of having been almost possessed by the corporate alien 

when she described the effect of the golden handcuffs of the cultural 

norm of success on her life.  
 
I started out accepting and integrating male values and 
goals and everything. In other words, I knew I would be 
successful when I achieved what men achieve. And that 
ain't true.... I wasn't happy. Oh, everyone thought I was so 
successful. I hungered deeply, deeply.  And I was so 
unhappy. Everybody wanted to interview me, "Oh you're 
president of a software company.  There's no women that 
are presidents of a software company." 
 

The praises of her world left no room for her unhappiness and hunger. 

Dissociation from her inner feelings was forced on her by the strength 

of the accolades of her community. Her self fragmented into the 

successful part and the dissociated deeply hungry part. An 

experience/"reality" split occurred between her inner hungers and her 

outer success. This was not understood within the context of the 

patriarchal logic of those possessed by the corporate alien. But full 

possession failed, because Pat was miserable and eventually listened to 

her own misery and grew from it. For all of these women, the myriad 

experiences of disconnection from their own authenticity and from 
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mutual resonance with others can be seen as the influence of 

attempted possession by the corporate alien. 

Internalized Oppressions 

 When the threats of exclusion and isolation became sufficiently 

oppressive, the women in this study were likely to internalize the 

oppression in some form. In order to maintain connection with their 

community, they disconnected from their own inner experience and 

knowledge. This phenomenon stems from "the zen of development ... 

[which] is that relationships which are the channels of growth are also 

the avenues through which people are psychically wounded" (Gilligan 

et al, 1991, pg 23). Because of this potential for wounding, the 

women in this study experienced an inevitable "impasse in 

psychological development, a place where for the sake of relationship 

(with other people and with the world), one must take oneself out of 

relationship" (Gilligan et al, 1991, pg 23). Miller and Stiver describe 

this as: 
 
the central relational paradox ... the attempt to find a 
possibility of acting within connection when the only 
connections available present major impossibilities - when 
the available relational contexts involve disconnections or 
even violations of one's experience. ... The contradiction 
inherent in keeping large parts of one's experience and 
responses out of connection in order to find connection is 
central to many psychological troubles (1997, pg. 81-82). 
 

Yet the prevalent cultural wisdom in the corporate setting is described 

by the women in this study as follows: 

• to "not confront" (Pat);  
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• "to shut down ... emotions - looking with [the] brain, and just deal 

with the logic and not feel" (Sara);  

• to relay "the situation, not in terms of how people felt, or what their 

experience was ... but in terms of ... the probability of them coming 

back to us for service, and how it was better for business" (Annie);  

• to "pretend I don't care ... say I don't [care]" (Gwen).  

The internalization of these cultural norms against authentic, mutual 

relationships in the workplace resulted in fragmentation of the self, 

dissociation of silenced and buried feelings and thus dissociation from 

the empowering energy of the women's inner selves, and eventually 

the result could be physical illness. Each woman's manifestation of her 

internalized oppressions was distinctive, shaped by her own character 

and situation. 

Gwen 

 There were at least eighteen instances of internalized oppression 

that stood out in Gwen's interview. Some were couched in the 

diabolically obscure disguise of the trivial. Toward the middle of the 

interview, toward the middle of her career, when Gwen might have 

moved into positions of power and status, external oppressions 

became more blatant, and she began to internalize them. The unruly 

fragmentation with which Gwen told her story (see Appendix A for the 

transcription of Gwen's interview) was a conspicuous result of many 

years of internalizing oppressions. Our interview ended on the forlorn 

chord of Gwen's acknowledgment of succumbing to the inevitable 

internalizations of years of being devalued.  
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 As Gwen undertook the description of her experiences she 

became aware that she had actively buried her feelings about the 

isolation and abandonment that she found in her chosen profession. 

She expressed this with her customary fragmentation: "well, I guess 

you know, and I never sit around and think about it. I mean, I have in 

certain times, but... ." While it had seemed to her to do no good to 

dwell on the problems, over time burying these aspects of herself 

caused fragmentation, scatteredness, depression and deep self doubt. 

In describing an incident in which she insisted that her extensive 

academic background and expertise be acknowledged, she refers to 

wanting to wear a lab coat rather than being relegated to bakers' 

whites, with the phrase "this may all be kind of silly, but ..." She knew 

that bakers' whites would put her in a visually identifiable slot that she 

might never get out of, but in retrospect she doubted herself and her 

fight. She continued, "that was a big deal to me, because I wanted to 

show some, not status, but I wanted to show that I wasn't like the 

baker on the bagel lot, you know?" There was a contradiction here. 

She knew that status should come with her expertise and 

accomplishments, but silenced and invalidated herself with a rebuff for 

wanting to claim a rightful status.  

 More flagrant abuses involved the denial of deserved reviews, 

raises and advancement. Gwen said "I knew that other people got 

reviews. I didn't care if they got raises. I mean, I did care, but I tried 

to..." It was not safe to admit to caring about something, like raises,  

that can so easily be denied. There was a dissociation in her handling 
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of the experience/"reality" split that fueled Gwen's fragmentation. Her 

vulnerability to invalidation and rejection was agonizing, and so she 

tried to dissociate from it.  

 From the point in her career when her request to interview for 

her boss's job was ignored, when she spent a year doing his job and 

digging the team out of his mistakes but was never given his title or 

salary, an overlay of distrust and resistance developed in Gwen's 

attitude toward her workplace. Her struggle with abusive relationship 

fluctuated between naming the external causes and internalizing the 

oppression in search of some normalization with her environment. Self-

silencing allowed her to continue with her job. In speaking of the 

situation with this boss she said "I mean, I don't mean to make it... it 

was probably worse than that. It was probably... It was... " She had 

begun to say that she didn't want to present a worse picture than was 

accurate. Then she realized that she was in a situation in this interview 

in which she could shed that corporate constraint against being a 

trouble maker, and she admitted that the situation had been at least 

as bad as she had depicted it. She saw support and acknowledgment, 

in the form of salary and title, go to a person who could not do the 

job, instead of to herself, when she was doing the job! Eventually, 

without the essential community support, her self-esteem suffered 

terribly. She was aware of the losses she sustained from internalizing 

oppression in order to maintain connection within her community. "I 

think I have a lot lower ... I mean I don't think I have the self-

confidence that I might, if I'd been treated like he was." The trade off 
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that involved giving up her self-esteem and authenticity in exchange 

for maintaining connection in a workplace community is an example of 

"the central relational paradox" (Miller & Stivers, 1997, pg. 81), and is 

indicative of an unsound and abusive community. 

 At one point Gwen had pushed and forced the issue of a review 

and a raise, and gotten them. But she had to fight so hard to get 

these that when it came to the issue of advancement, she said: 
 
It takes so much energy for me to do that, that I was like 
..., I couldn't do it. Because, I can barely... You know I just 
couldn't do it anymore. I was... You know, I mean. ... I 
couldn't do it anymore. You know, I couldn't go back and 
ask for more, you know, at that point. ... it was high 
energy. Pride, and I had gotten something, and I didn't 
want to not get that. You know, I had succeeded in what I 
wanted, kind of. 

Her fragmentation and contradictions were indicative of the 

internalization of oppression out of fear of further exclusion and 

violation. She used the expression "kind of" to describe her success. 

Gwen had been a person who did more than a "kind of" job in making 

her ovens work the way they should. To be able to take care of 

herself, and to have her work community reciprocate with care for her, 

in only a "kind of" type of way - this subordinates and invalidates her. 

She responded to this abuse by trying to bury her forlorn feelings of 

being abandoned and forsaken. The fragmentation of the excerpt is 

typical of the rest of the interview and is representative of the self 

fragmentation from which she suffers as a result of having to 

internalize her workplace oppression or risk either the impossible task 

of trying to change it further or suffer potential exclusion. 
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 Gwen repeatedly expressed confusion over what titles meant to 

her. In the instance above she said "I'm not really into it ...that may be 

my own personality. Titles don't really mean a lot to me, but it means 

that someone who started at a higher level didn't get it. So, it does, 

but I don't let it bother me. ... So I like to pretend like I don't care. 

Maybe that's it, it's like I say I don't. I probably do care. I mean, I... ." 

Throughout the interview it was clear that Gwen appreciated the value 

of titles in a career and felt oppressed that they had been denied her, 

even though she was doing the work of others who were given the 

titles. But she also consistently denied that they were important to 

her. The confusion, fragmentation and contradictions indicate the 

psychological resistance to disconnection that internalized oppression 

provides.  

 Later, in response to having been treated harshly by an 

engineer, she said, "I think I have to find a book to figure out, you 

know, what's wrong with me," rather than realizing that her corporate 

situation and her relationship with the offending engineer are abusively 

narrow and fraught with gender stereotypes. Instead she wondered 

what was wrong with her own inner self, burying her frustrations and 

her anger at the work culture and at the "mean" engineer. When a 

superior in the company stole her idea for his own credit, she let it 

pass "because it was for the company, it wasn't for him. So that may 

be why I decided it's OK." She condoned her own self-silencing with 

the excuse that it is for the company. These examples illustrate the 

"internalization of outer imperatives and the perceived expectations to 
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which one conforms in order to receive approval or to be seen as 

good," (Brown and Gilligan, 1992, p 238) and to not be rejected or 

further abused.  

 Faced with the oppression of "institutionalized restraints and 

cultural norms and values [that] become moral voices that silence 

voices, [that] constrain the expression of feelings and thoughts, and 

consequently narrow relationships, carrying implicit or explicit threats 

of exclusion, violation" (Brown and Gilligan, pg. 29), Gwen had little 

choice but to internalize the oppression in an effort to resist exclusion 

and further abuse. She acknowledged her losses in adjusting to a 

stifling, repressive work environment and described the internalized 

effects of this adjustment when she said,  "but I think if I had been 

successful .... I think that if I hadn't of been stomped around on ... and 

hurt and emotionally drained, that I might be more assertive and 

aggressive than I am now." This was an eulogy to her ravaged dreams.  

Sara 

 Sara's career began with a need to internalize the dissociation of 

her feelings about the proper care of students. Her career is ending 

with illness that was likely fostered by the necessity to split off and 

suppress her caring, nurturant feelings for teachers. This dissociation 

was prevalent throughout the years that spanned her career. And she 

internalized the maligning of her natural empathy, blaming herself for 

not being able to forsake the empathic stance and for the suffering 

that followed from it.  
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 Early in their careers Sara and Annie both encountered a 

particularly insidious anomaly between the purpose of their workplace 

and its methodological style. They both found that the expression of 

their nurturing concern for the well-being of their clients must be 

restricted. Sara learned that the way "to survive in a masculine 

environment is to shut down my emotions - looking with my brain, and 

just deal with the logic ... I was crying because I was really mad. And it 

seemed unfair to me what this woman wanted to do to these high 

school students." Institutionalized restraints and cultural norms 

invalidated and silenced her feelings, subordinating them to the 

constraint of patriarchal logic. Sara squelched the power of her anger. 

This was the sacrifice required to stay connected, to have the 

opportunity to be effective within a community with masculinist 

requirements. Sara described the beginning of an overwhelming 

sadness based deep in her caring for students (and later for faculty). 

There was a primordial, chthonic stress required to disconnect this 

feeling from it's expression. With this experience Sara began to take 

on the debilitating cultural norm to stifle, silence and repress her 

feelings, which actually acted as her compass. The "over-eye" of Dana 

Jacks (p 94) began to assert itself as the patriarchal dictum to split of 

feelings and logic. Over the span of her career, the stress of 

internalizing this dissociation and staying in her head may well have 

put her body, where feelings are held, at risk of cancer in order to be 

heard. Sara also described internalizing the suppression of her own way 

of being as a woman to replace it with another foreign way: "I learned 
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how to yell back, ... I had to learn how to stand my ground, because I 

think the feminine part of people is to ameliorate, to try to make 

things good, to fix things ... and often times that's not how men 

communicate. They yell at each other."  

 In talking about the impossible dilemma of treating students and 

faculty as she would see fit and meeting the demands of the system 

that she is also committed to serve, Sara described some of her duties 

as vice president: 
 
in the three or four years that I had this position I had to 
lay off administrators, I had to fire one who was still on 
probation, I had to discipline classified employees, I had to 
give faculty their first bad evaluation they've ever had in 
their careers, because it takes courage to be honest with 
people when you do their evaluations and it's very hard to 
do that 
 

So she who would nurture playfully and passionately, was forced to 

make and carry out threats of exclusion and professional violence. This 

did violence to herself, especially since she internalized the system's 

oppositional code of honor and integrity. There was an implicit 

oppositional stance to evaluation reviews, because they were 

predicated on the possibility of forced exclusion from the community. 

Caring and fairness had become conflicting values.  Sara 

internalized the systemic enigma: 
 
One person who was a probationary administrator, I had to 
let her go. I told her I would not be renewing her contract. 
That was very messy, very ugly. I still feel as though I 
made the right decision in letting her go, but I agonized 
over that one for a long time. I think about it, I go, "Well, 
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you know, was it my fault, did I not mentor her well, did I 
need to give her more attention and more of my time? 
Was I giving her mixed messages?" I would start 
questioning myself ... 'cause if I was at fault, then I 
shouldn't be firing her, I should be firing myself. ... I made 
the right decision. But getting up to that point [involved] 
a lot of soul-searching. Because you're messing with 
people's income and their livelihood, and their self-esteem 
and all kinds of things. So I take those kinds of things very 
seriously.  
 

Sara was isolated as she went through devastating emotional and 

psychological battles within herself. The problem was a systemic one 

and might have been handled in the context of the system designed to 

require such damage to peoples' lives. In the absence of a supporting 

community to help contain the extreme psychological impact of the 

required action, the devastation occurred in Sara's breasts. She 

silenced herself in capitulation to debilitating cultural norms and 

values, and bore the brunt of that self-silencing in her body. She 

pointed to her breasts when she said: 
 
the things that I was agonizing about, I did here. I didn't 
do it out there and so nobody really saw that side of me 
except me. ... nobody saw the price that I was paying here 
in the house. It's that tug-of-war between how much of 
myself do I put out there, show my weakness to people, 
and how much do I keep close to my chest?  
 

It is as if the very cells of her breast were torn to exploding bits by the 

internalized tug of war between the dual pulls of her responsibility to 

the individuals that she served and to the system she was committed 

to uphold. 



  223 

 The internalization of the suppression of her feminine values and 

ways was never complete for Sara. She blamed herself for this, 

considering it a fault and failure. She said: 
 
I have been repeatedly accused of this and still am 
accused of this today, to this very day, of rescuing 
people. And it's probably one of the things that I have 
difficulty not doing, and the price for it that I pay is 
probably too much of myself. I would personally care, if I 
had to lay somebody off or fire somebody, I would want to 
do it in the most humane, sensitive way possible. And it 
might be different ways for different people. But I always 
wanted to give people an opportunity if they were 
screwing up on the job. I would sit down with them and I'd 
let them know [what] was going on, and [what] things 
they had to do in order to improve, and I would go 
through multiple steps to try to give them an edge if at all 
possible. But in our college system, I don't have to have a 
reason to fire you in the first six months. And so I started 
to bend over backwards, and I learned that that was not 
very smart. I learned that in the first six months, I had to 
learn how to give people no slack because if you get a job 
with any school district, you have a job for life. So 
theoretically if people start working at a college for the 
first six months, you should be putting your best foot 
forward, and if that's your best foot, and you're not 
making it, then I'm doing no one any favors by keeping 
you on.  

The realities of the structure of the college community invalidated one 

of Sara's primary ways to connect in relationship, that of caring for 

those with whom she works. This occurred actively, in accusations of 

rescuing, and even more strongly and subversively, it occurred 

passively through the imbedded rules of the academic community that 

made such caring so dangerous.  
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 Sara paid a high price for her level of involvement. So that she 

herself came to see this caring for and identification with those she 

served as a personal flaw and to internalize the directive not to 

support others with active empathy. There was further evidence of 

Sara's self-criticism of her own natural empathy when she described 

acknowledging her staff with gifts and cards as the "the feminine part 

of me that I think works." In this statement there was an implied 

deprecation of that more deeply meaningful feminine quality of active 

empathy that is not tenable within our current structures. Sara said, "I 

never did lose this rescue part of myself, so when I had problem 

employees, my first mistake was to work with them. ... Well, that was 

probably my ultimate demise, because I took too much of a personal 

interest in individual people which takes up a tremendous amount of 

time. And when it didn't work, I would be devastated." She 

experienced her caring and passion for supporting and empowering 

people as a mistake within the system. This caused a caustic 

embitterment of her spirit's enthusiasm. Her nurturance had to be 

constrained or she suffered. The constraint of her caring and nurturing 

was forced on her by the nature of the system, but it was Sara herself 

who had to internalize the forsaking and suppression of her own gifts. 

A metaphor for this contributing cause of her breast cancer was that 

of a cultural directive to wrap those breasts tightly lest they sway, 

nourish, give milk and pleasure beyond the control of the patriarchal 

system. 



  225 

 For Sara the particularly wrenching stressor was being unable to 

mesh her entwined values of loyalty to her administration and its 

system, and her caring and responsibility for the individuals and the 

community of students and faculty under her wing. The dissonance 

between the corporate and the feminine manifest itself in her 

internalized dilemma and eventually in her cancer. 
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Annie 

 Annie learned early to adjust her approach so that she could be 

effective. She explains: 
 
If I relayed the situation, not in terms of how the people 
felt, or what their experience was, or anything that had to 
do with emotion, but if I did it in terms of the service we 
were providing, and the probability of them not coming 
back to us for service, and how it was better for the 
business if we were to do A, B, and C. I was totally... The 
information was accepted. 
 

In this she was forced to internalize and work from the linear, goal 

oriented imperatives of the patriarchal corporation in order to be 

heard, even though the expressed purpose of the organization was the 

mental health of their clients. But there was also that flip from the 

personal to the objective in the last statement, "I was totally... The 

information was accepted." This flip may have represented Annie's 

internalization of the very change of style that she is decrying. In this 

interview I asked for personal, subjective, feeling information. Yet when 

Annie began to talk about a situation in terms of herself, in personal 

subjective terms, she stopped and rephrased it in the more politically 

acceptable objective terms that she had learned early on were 

required.  She internalized the institutional restraints that invalidate 

and silence her personal thoughts and feelings. Years of acquiescence 

may have trapped her in the exact debilitating cultural norm that she 

actively opposed. 

 In another instance Annie reported "that probably twenty-five 

per cent of the passion has been diminished and has sort of squelched, 
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because of this. ... If you think in terms of grades in school, instead of 

an A experience, maybe a B-. That's the difference, so that it never 

was really wonderful." Annie's life energy was drained by being forced 

to restrain her feeling side and to constrict and stultify her 

communication style molding it to that of the dominant corporate 

paradigm. But also in this description, Annie again internalized the 

linear, masculinist approach, using it to convey her dissatisfaction with 

the limitations of the very approach that she herself was using. This 

was indicated by the incongruity of the paradox between what she said 

and the language that she chose in saying it. 

 In working with her clients at one agency, Annie said that she  
 
was sneaking around, like boy, if anybody could hear me 
now, they'd think it was inappropriate, what I'm saying. 
Because I would say things to the client like, "Hold on to 
your hat - what's coming - you're not going to like it, but 
I'm telling you that we're doing the best we can." ... I 
would say things that I knew [the administration] could 
never hear. That was the only thing that made me able to 
stay in the position. I did have room to do things my way, 
as long as it didn't have to do with any overall policy. ... I 
had to sneak around. I mean, it was just preposterous, to 
sneak around to do something that really worked. But I 
got trapped then when things were done that I thought 
weren't right. I couldn't critique my own... the 
organization I worked for, to my clients. You see what I 
mean? Then I got really caught, where I felt bad in that I 
couldn't tell them all that I knew. I couldn't tell them the 
whole story. ... I was kind of playing it two ways, and I was 
always living in all these different worlds at once.  
 

Here Annie was forced to constrain the expression of her true feelings 

and thoughts about the work the agency was doing and how it was 
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administered. It was only because she was able to be authentic with 

her clients that she could stay in the position. But at times her 

relationship with her clients was compromised by what she could not 

say about her organization. This forced duplicity was painful and 

stressful for Annie. The internalization of such stresses resulted in 

"chronic indigestion ... a level of tension in my body, shoulders hurting, 

shoulders aching, easily prone to colds, more easily than I have been in 

other times in my life. It directly affected my immune system."  

Pat 

 Pat reported that she "started out accepting and integrating 

male values and goals." She said,  
 
I knew I would be successful when I achieved what men 
achieve. And that ain't true.... I wasn't happy. ... Everyone 
thought I was so successful. I hungered deeply, deeply.  
And I was so unhappy. ... Everybody wanted to interview 
me, "Oh you're president of a software company. There's 
no women that are presidents of a software company. 
How can you do this?"  

She initially internalized the outer imperatives to succeed, as defined 

by the patriarchy, at the expense of her own happiness. She was 

confused with her success and forlorn at it's lack of meaning for her. 

Parts of her, like her desire for female resonance, were forsaken and 

abandoned in the male work world. The praises of her world left no 

room for her unhappiness and hunger. Dissociation from her inner 

feelings was forced on her by the strength of the accolades of her 

community. Her self fragmented into the successful part and the 

dissociated, deeply hungry part. An experience/"reality" split occurred 
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between her inner hungers and her outer success. This could not be 

understood within the context of patriarchal logic. She had to begin to 

listen to her own internal voices.  
 
I used to work every weekend but I don't do that 
anymore. I thought I had to do that to be successful, But 
now it's not true. You don't have to work those hours. ... I 
used to work all the time. I think it was very hard to find 
any balance, especially in my industry; very difficult. I've 
been through a lot of suffering needlessly. Although, I 
used it, I learned from it, but I suffered a lot. My health 
suffered ... first of all I think it was a lot of physical 
suffering, because I didn't eat right, I had too much stress, 
I couldn't sleep at night. I knew a lot of people that got 
into drugs; I didn't, but I could have, easily. 
 

At first Pat incorporated the spirit of the insatiable job, managed by 

voracious and spirit plundering business practices. As is often the 

case, this depleted her physical reserves and caused her significant 

physical anguish and distress. Internalization of this oppressive cultural 

norm of "Silicon Valley" was debilitating, but Pat worked to claim her 

own balance. 

 Later in her career, as a female vice president of marketing for a 

group of narcissistic young engineers Pat internalized their oppression 

by working extensively to prove herself to them.  
 
They thought they knew everything about the market and 
what the product should be and what the user's 
experience should be. So it was really hard to get heard, 
and to work with these guys. It was a really frustrating 
experience. I think being female has a whole lot to do with 
it. It was a guys' club and you could just tell when you 
were talking to them. ... I had to do white papers for these 
guys 'cause they hadn't the faintest idea about consumer 
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law or best practices. And I was explaining like Marketing 
101.  
 

She very competently set out on a campaign to establish her position 

and prove her worth and experience opposite the rash vanity of 

pompous young software engineers. Her collusion with the outer 

imperatives not to speak her mind about the foolishness of the 

engineers' conceited errors in judgment allowed her to effectively play 

within the patriarchal power rules. But this silencing was further 

evidence of the internalization of her ongoing necessarily inauthentic 

stance within her professional world. She could not speak her mind to 

her abusive bosses or engineers, much less to customers or vendors. 

Consistently throughout her career, Pat responded to such situations 

by not telling that "the emperor had no clothes." She buried her 

authentic thoughts and feeling, and worked the power structure. This 

self-silencing and capitulation to cultural norms and values required a 

dissociation that is the mark of psychological and political resistance 

to abuse. 

Resistance, Resilience and Healing 

 The purpose of this study was to document women's responses 

to the mismatch between their own styles and values and those 

prevalent in today's workplace. This very focus was a request for the 

angst that women experience. The research participants were chosen 

because they expressed a willingness to talk about their experiences of 

this mismatch. There are books and articles about how well a few 

women have done in moving ahead in their professions, and about how 



  231 

women can accommodate to the styles and values of the dominant 

paradigm. These can make it seem that women have been assimilated 

into the main stream of the dominant work environment of our culture. 

Or, at least, that if they would just mimic their brothers, they would do 

fine in the corporate culture. But evidence speaks otherwise - the 

evidence of this and of other research (Fletcher, 1999). It is that 

other, less pleasant side of the picture, that was explored and 

documented in this study.  

 As the Chinese symbol for the Tao has a dot of white at the 

center of it's black side, so this study would be incomplete without 

attesting to the courage and the resilience with which these women 

met the challenges of their careers. They vigorously resisted the 

abuses and oppressions of the separatist, hierarchical system that so 

often shunned their relational style. And most of them came to some 

kind of resolution, self knowledge and self acknowledgment, perhaps 

even healing, around the mismatch. This section gives voice to their 

powerful resistances and the strength of their resilience. 

Political Resistance 

 Resistances to the oppressions in this study took both political 

and psychological forms. Political resistance often takes the form of 

not saying what one knows, while psychological resistance can take 

the form of not openly knowing what in some other part of herself, the 

woman actually does know. In the political resistances the women 

either confronted abuses, or learned to see what was going on from 

their own perspective, but to deal with situations with masculinist 
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values and style or by otherwise maneuvering around the system. 

From within the resistances and beyond they attempted to resolve the 

conflicts and abuses, and to heal the splits and wounds in their 

workplace and inside themselves. The final political resistance was 

leaving the center of activity for a periphery where each woman could 

be effective as her own true authentic self. 1 

 Political resistance involves knowing what one knows and 

expressing one's self, often with subtlety and sometimes with 

subterfuge. In Reframing Resistance, Gilligan, Rogers and Tolman  
 
reframe the clinical understanding of resistance to include 
both the notion of resistance as a health-sustaining 
process and the practice of resistance as a political 
strategy. ... Thus the word 'resistance' takes on new 
resonances, picking up the notion of healthy resistance, 
the capacity of the psyche to resist disease processes, 
and also the concept of political resistance, the willingness 
to act on one's own knowledge when such action creates 
trouble. ... The psychological health of women depends on 
their resistance to inauthentic or false relationships" (pgs 
1-2).  

Psychological resistance occurs when a woman separates "herself from 

knowing what in another sense she knows" (Gilligan, Rogers, Tolman, 

1991, pg. 8). For the women in this study psychological resistance 

took the forms of fragmentation, dissociation and physical health 

issues. The internalized oppression and somatization that are 

concomitant with psychological resistance have been previously 

discussed in this chapter. The resistance I will speak of here is political 

                                                
1See the "For the Workplace" section of the "Implications" segment of Chapter 5 for further discussion 
of creative and dynamic ways in which the resolution of workplace issues, like those explicated in this 
research, is being explored and developed by others.  
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resistance, in which a woman knows and claims her own values and 

chooses how she will engage in any necessary resistance.  

 There were several primary forms of political resistance used by 

the women in this study. Some involved direct challenges of abuses, 

while others entailed not identifying aloud but working around abusive 

practices and relationally ignorant actions. The final political resistance 

for each of these women was to remove herself from her commitment 

to the corporate environment in which she could not be authentic.  
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Challenging Abuses 

 Gwen often boldly challenged the inane abuses to which she was 

subjected. When she was given baker's whites to wear, she insisted on 

the lab coat that represented her position and her educational 

background. When her requests for more bookshelves were ignored, 

she requisitioned the materials and had coworkers build them for her. 

When she was denied legally mandated reviews and raises, she actually 

stayed home in protest until her rights were fulfilled. With courage like 

Gwen's inequalities and abuses are brought to light. 

Knowing but Not Saying 

 All of the women experienced times when they discerned 

problematic relational situations, but found it wisest to reserve their 

understandings. Even Gwen came to this later in her career. She said 

"I'm a lot more sit back and listen, and see what those people are 

saying'" instead of challenging situations she knew to be unreasonable.  

 Sara and Annie, in particular, resisted relationally ignorant and 

abusive practices. They subdued their true feelings and responses, and 

manipulated connection or relational sensitivity into the system in 

subtle and creative ways. For Sara this was in ways such as matching 

the men's style of anger and shouting, and keeping to the letter of 

rules but surreptitiously thwarting unfair practices with student 

registration. Annie's special predilection was for presenting the 

effectiveness of relational practice from the point of view of bottom 

line logic. Many times she recognized practices that would harm the 

organization's relationship with clients, valued the relational approach 
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for it's own sake, but presented it from the stand point of the 

retention of clients and the future ease of work load so that it would 

be accepted. 

 Pat's genius was in developing strategic approaches to finding 

and maintaining a "relational toe hold" in the midst of blatant 

disconnections (Fletcher, 2001). This was seen in her responses to the 

engineers who doubted and disputed her credentials and expertise and 

in the many ways that she tried to maneuver her boss, Jack, into 

relating effectively to colleagues and consultants. 

Leaving 

 For each of these women the final political resistance was to  

removed her committed self from the part of the struggle that 

crushed and shattered her. Each moved from the center of the 

struggle to a periphery where she could be true to her own 

understandings, or at least not false. Gwen described leaving her 

commitment to her work environment as "you step back and say well 

maybe I just won't succeed, maybe I'll just plug along." Pat pulled 

herself out of working with people as abusive and relationally ignorant 

as Jack and the tyrannical engineers, and focused on her relationships 

with her daughter and sister as the sources of strength that she once 

sought in her career. Annie left her vice presidency and severely 

limited her involvement in the academic community. She became 

involved in writing and film projects, and in giving workshops. Sara left 

her administrative position and moved into teaching and developing 

programs. I have left the academic and corporate worlds to do 
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research and psychotherapy focusing on exposing and relieving the 

worthless stress and devastating physical ills incumbent on achieving 

success within current corporate cultures, by educating people in the 

skills of a relational logic of effectiveness. In these ways, each of us 

challenged the dominant culture's naming of what has worth. With 

varying degrees of success, each woman tried to "stay connected in 

the face of disconnection, ... to shift the center to create new space" 

where she could be authentically effective (Fletcher, 2001). 

Resilience and Healing 

 Several consistent sources of resilience and healing emerged 

from the women's stories. The most natural strategy was to form or 

seek groups of women in search of the understanding  and support 

that they needed. Beyond the relational support needed for recurring 

resilience, the women came to understand relational effectiveness, to 

develop strategies to stay connected when faced with relational 

incompetence and to hear and value their own selves and their innate 

values. 

Finding Female Support and Balance 

 One of the strategies each of the women used to find resilience 

and healing in their oppressive work environments was to seek support 

and balance within a group of women. Sara formed the FEMs (Female 

Empowered Managers) until this was forbidden. These academic 

women met for lunch monthly to discuss the day to day strategies of 

holding home and career together and to support each other in the 

ways that men in the locker rooms of sports facilities might. And they 
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probably occasionally ruminated on the vagaries of being female in a 

masculinist culture. But this was threatening to that masculinist 

establishment and was banned.  

 Twenty years after the fact Annie was still taking in support and 

energy from the all woman working group in which she once worked. 

Gwen consistently had women friends at her work. They resonate, 

barely heard, in the background of her stories as ongoing sources for 

her resilience and healings through horrific experiences. 

 Pat was the least able to find mutually supportive relationships 

in her work environment. She expressed her desire to connect with 

several of her women peers whom she respected. But these urges 

were aborted for a variety of reasons. In the end, Pat sought healing 

female connection with her daughter and sister. Through their years of 

professional careers, the women came to know themselves, to 

recognize the value of their own ways of being, and to develop 

strategies for dealing with the less relational cultures of their 

workplaces. 
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Healing Change 

 Personal healing change, as well as global, occurred as the 

women explored their own values, contrasted them with prevalent 

workplace values, and learned to give language to their relational 

effectiveness. Over the many years of their careers, as the women 

came to truly know and accept themselves and their work 

environment, they began to learn not only to give language to their 

relational styles and values, but also how to stay connected in the 

midst of flagrant prevalent disconnections. These learnings involved 

several factors. The first, the most critical, was self knowledge and self 

empathy. At times they were able to enlarge the frame of their 

professional possibilities in order to enhance the possibility for 

mutuality. Eventually they each learned to "stay connected in the face 

of disconnection by developing the fluidity to move from the center to 

the margin and back again. [They] shift[ed] the center to create new 

space" (Fletcher, 2001). 

 Annie adjusted the language of effectiveness to include the 

relational and saw her organization learn the value of her relational 

style. Pat developed strategic approaches to finding and maintaining a 

relational toe-hold against extremely difficult relational disconnections. 

Sara moved from the power and irreconcilable relational conflict of 

being vice president to the margins of academe - in the classroom and 

in program development, where she could be authentically effective. 

An incisive life difference, signifying enormous growth and healing, for 

each of these women was that they no longer looked to the 
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masculinist definitions of success and fulfillment. They defined their 

own selves and values. At the point of the interviews, they were each 

strategizing on how to define and follow their own authentic paths, as 

generations of women, at different life stages, are doing now. 

Summary of Themes 

 Throughout the interviews and their analyses, a voice that 

rebounded was that of the importance of relationship to these women. 

The women yearned for personal connection and community. They 

used their relational skills in the service of their professional goals, and 

also established and fostered relational goals in their workplaces. 

Several of the women clearly used their accumulated power and status 

in order to establish community for themselves. All of the women 

spoke of the importance of significant connections with others in their 

professional lives. 

 A primary theme that emerged was that of oppression. As the 

women spoke of their external oppressions in the workplace, their 

internalized oppressions of themselves also became apparent. Typically 

the research participants indicated initial dreams and imaginings of 

working effectively within their professional communities. These 

dreams eroded with years of institutionalized restraints and cultural 

norms that silence, distance, abuse, subordinate, invalidate, abandon 

and oppress. After living under these pressures for decades, all of the 

women showed some signs of having internalized the oppressions of 

the silencings and invalidations of the prevailing context of their lives. 

The internalized oppressions serve to avoid ostracism from their work 



  240 

communities. They dissociated their caring, nurturant feelings from 

their work. They silenced themselves, withholding their own truths 

even from themselves. They doubted their own abilities and knowings, 

and they attempted to emulate the separatist stance of the 

corporation. The eventual result of these oppressions, external and 

internalized, was disillusionment. Several of the women were very 

articulate in describing their disillusionment. The internalization of the 

stress of oppression eventually expressed itself in bodily illnesses, 

some life threatening.  

 It has been the task of this research to identify, name and 

expose the distress caused by essential differences between women 

and their workplace milieu. In the process of documenting the angst 

that comes with living and working in these conditions, the women also 

demonstrated vibrant resistance to the abuses and oppressions. They 

found recurring resilience to meet the obstacles of the separatist, 

hierarchical system that shuns their relational style. They worked 

consistently to define their authentic path and to find their own 

healing.  
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CHAPTER 5: CONCLUSIONS 

 In concluding this dissertation, I will summarize the study, it's 

relationship to major findings in the literature and the wider 

implications of it's results for the fields of research and practice in 

psychology. The primary implications of this study are in the areas of 

relational and archetypal psychology, women's studies and the world 

of commerce. Lastly, I will review the methodology of this study from 

the perspective of hindsight and reflect on the lens through which this 

study was formed and the material was viewed - my own 

countertransferences.  

Summary of the Study 

 The research participants of this study entered the work force 

bolstered by bright dreams and imaginings of all they would 

accomplish. These women went into professional careers with fresh 

enthusiasm and passion filling their spirits, with a desire to make their 

mark in their professional community, and a commitment to 

excellence, to people and community. They anticipated finding 

satisfaction in their working lives. They envisioned a congenial working 

environment that would accept them and share their commitments to 

excellence and to true service, a work community in which they would 

be listened to and valued for their insights and contributions, where 

they would be appreciated and rewarded for their efforts, their 

expertise and their accomplishments. And they envisioned having fun 

being creative and effective. Each of them has indeed accomplished 

and found satisfactions. But the accomplishments and satisfactions 
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have been limited and acquired at great, sometimes disastrous, cost. 

The purpose of this study has been to explore and understand, to 

shine the light of consciousness on the institutionalized restraints and 

cultural norms that served to silence, distance, abuse, subordinate, 

invalidate, abandon and oppress these women in their work 

environments. Often the women barely knew how to give verbal 

expression to their experiences. This study fleshed out unexpressed 

feelings and gave the substance of language to experiences that are 

both pervasive and intangible for women. 

 In listening for relationship in the stories of the research 

participants in this study, several voices resonated. These women 

valued and sought after relationship in various ways. They craved 

resonant, open, genuine relationships in their workplaces. Each of the 

women found such relationships with mentors, bosses, subordinates 

and colleagues in their work environment at some points in their 

careers. The women worked to establish vital, supportive communities. 

Three of the women were very creatively talented at creating and 

repairing professional community. They gave high value to being 

effective within their communities, especially when this involved 

creating community. Being effective was their way of empathically 

relating to and being involved with their communities. 

 Since the women strongly valued and relied on relationship for 

psychological sustenance within their work communities, their worst 

oppressions involved denial of supportive, authentic relationship. This 

came in the form of silencings of their passionate caring for those they 
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served professionally, and in the form of personal and professional 

invalidations. The silencings and invalidations resulted in enforced 

isolation and loneliness. Fragmentation, confusions, disillusionment and 

varying degrees of illness were the outcomes of these oppressions. 

One of the women presented a well developed symbolic form for the 

transformation that occurs in perfectly decent human beings when 

they take on their corporate role - possession by the corporate alien. 

 All of the women internalized the oppressions from the 

corporate air they breathed. These internalizations were necessary in 

order for the women to remain connected to their corporate 

communities. The internalized oppressions took the form of trying to 

dissociate their feelings from their work, silencing themselves and 

withholding their own truths, doubting their own truths and abilities, 

attempting to take on the masculinist corporate stance. Resistances to 

these oppressions took both political and psychological forms. In the 

political resistances, the women employed various means. Some 

learned to see what was going on from their own perspective, but to 

deal with situations with masculinist values and style or by 

maneuvering around the system. Some coped by eventually leaving the 

center of activity for a periphery where they could be effective as 

their authentic selves. Psychological resistances took the forms of 

fragmentation, dissociation and physical health issues.  

 The analyses and discussions of the narratives in this study 

serve to give language to experiences that have festered in the 

chthonic recesses of women's lives. In so doing they give 
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consciousness and clarity to an essential disjunct in styles and values. 

This languaging and clarity can help women deal with the realities of 

our corporate structures, and can lead to ameliorating the problems by 

changing and broadening the underlying attitudes that cause them.  

Theoretical Home and Contributions of this Research 

 The immediate foremothers of this research are Jean Baker 

Miller, Carol Gilligan and their colleagues at Wellesley's Stone Center 

and Harvard's Project on the Psychology of Women and the 

Development of Girls. By listening for previously undetected voices in 

the utterances of adolescent girls, Gilligan and her colleagues have 

brought to light and expanded our understanding of the experiences of 

adolescent girls. In this study I have listened for these same voices in 

the narrations of four corporate women, so that we may come to know 

the effects of prevailing attitudes and practices on women. It is clear 

from listening for the same voices that Gilligan found and elucidated, 

that the dynamics that impinge on the development of adolescent girls 

are still active in the mid-life of corporate women. But at mid-life the 

women are seeking resolution on their own terms, which often means 

leaving the main hierarchy and seeking environments where they can 

find resonance and be effective using their extensive experience and 

expertise.  

 Focusing on women in the corporate environment, Joyce 

Fletcher from Simmons College and the Stone Center, studied women 

engineers, their relational leadership activities and the dire results of 

these activities. In describing the "disappearing" of themselves and 
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their efficacy, that women engineers experience in the corporate 

environment, Fletcher, Jordan & Miller ask "What is the effect of this 

disappearing dynamic on their mental health? When acting in the basis 

of their 'theory' and in ways compatible for them, what happens to 

women who are not acknowledged, but instead are trivialized?" (2000, 

pg. 256). This study has described in detail the results of the 

disappearing and trivialization of women and women's efficacy. Such 

abuse can be devastating to the women's emotional and physical 

health, resulting in condemned isolation, insidious self doubt, 

internalization of oppressions, fragmentation, disillusionment and 

depression, and stress diseases. 

 Women do speak in a different voice. It is a voice that has been 

suppressed by the dominant paradigm and is just now resurfacing. This 

study has contributed to the "search for new concepts that more 

adequately reflect women's emotional realities" (Jacks, pg. 23) by 

expanding the languaging available to the voicing of women's 

emotional realities. 

Athena, the Dark Goddesses and the Feminine 

 Millennia ago there was a change in the ascendancy of 

archetypal patterns that subdued the strong, resilient feminine to the 

call and pleasure of the patriarchal. After thousands of years of 

suppression, women have recently been allowed into almost every 

room of the father's house - but it is still the father's house. The roots 

of this dilemma have archetypal expression in the transition of the 
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goddess Athena from pre-history through Greco-Roman times into the 

lives of present day corporate women.  

 For some millennia Athena was a water and mother goddess, 

true to the feminine values of womanhood. "The Goddess Athena ... 

was said to have been born [to the Mother Goddess] on the shores of 

Lake Tritonis in Libya (Stone, Ancient Mirrors of Womanhood, pg. 

134). She transitioned to the goddess "Athene, as a pre-Hellenic, 

Cretan mother goddess" herself (Neumann, The Great Mother, pg 80). 

But there came the time of the ascendancy of the patriarchy, taking 

over dominion of the culture and supplanting the power of the 

feminine. One symptom of this cultural shift was the redefinition of the 

culture's archetypal forms, in particular the gods and goddesses. 

Athena transitioned to having sprung full-grown from the head of 

Zeus. By the time of the Oresteia trilogy of Aeschylus, Athena herself 

says "No mother gave me birth. Therefore the father's claim and male 

supremacy in all things ... wins my whole heart's loyalty" (in Millett, 

1970, pg. 114). Athena became a symbol of women's acceptance and, 

indeed, support of the dominance of the masculine, renouncing the 

feminine. In the process she aided Perseus in the defeat of the earth 

goddess Medusa, and deposed the Furies, earth mother-goddesses, to 

minor positions in nether realms of the Greek pantheon (Millett, 1970, 

pg. 113-114, Lerner, 1986, pg. 205). 

 During the twentieth century move of women into the 

workplace, women who took on masculinist styles and values, denying 

the feminine, have been called Athena women and father's daughters. 
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"An 'Athena woman' is a father's daughter; she depreciates her own 

mother and identifies with her father. She is bright and ambitious and 

gets things done. She has little value for emotional relationship; she 

lacks empathy and compassion for vulnerability" (Murdock, 1990, pg. 

34). Like Athena, these women have relinquished their fealty to the 

feminine. But the shadow of Athena is the dark goddess, whether 

Medusa and the Furies, or Kali-Ma and Ereshkigal. In whichever of her 

myriad enduring forms, the dark goddess has remained - subterranean, 

waiting, erupting. She is raging in the climate changes of global 

warming, in the enhanced strength of bacteria due to the unwise use 

of antibiotics, and in untold other ways in which mother nature is 

responding to the techno-patriarch's contemptuous attempts to wrest 

her secrets from her and conquer her. The dark goddess's fury is also 

vented in the fragmentation, the disillusionment and depression, and 

the stress diseases rampant in our culture and in the women of this 

study. But Athena has played out her betrayal and is again 

transitioning to include the nurturant, the caring, the feminine. This 

can be seen in the research of Kate Millett, Marion Woodman, Jean 

Baker Miller, Carol Gilligan, Judith Jordan, Joyce Fletcher, and just 

about every woman referenced in this study. This study is also part of 

that transition. Women are again claiming their own place, the place of 

the feminine in it's own right, not merely in support of the patriarchal. 

This involves their own values based on relational logic, and their own 

interpretation of their experiences. 
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 There is also evidence in women's dreams (Woodman, 1990) 

and in social movements like those against corporate defined techno-

patriarchal globalization, that the ascendancy of the patriarchal is 

being challenged and reversed. This is not without reaction from the 

patriarchy. "The masculine bound to an obsolete patriarchal tradition 

experiences the emergence of the feminine [especially the dark 

goddess] as a threat. To disarm the masculine of its patriarchal fear of 

the feminine is thus crucial to releasing the creative dynamics of 

partnership" (Woodman, 1990). Some of this fear of the feminine 

comes because it is unknown and misunderstood by men and women 

alike. As the feminine becomes conscious and women come to speak 

their values and styles, giving language to a fuller place for the 

feminine in the culture, this fear of the unknown should recede. These 

cultural movements play touch tag with the movement of forces in 

each of our psyches through our transferences and complexes. 

Contributing to the understanding and development of the voice of the 

conscious feminine in the world, as this study has done, contributes to 

the depth psychological work in each one of us, woman or man, and in 

our culture. 

Further Implications of the Study 

 This research study also has implications in other diverse fields 

of study and areas of social concern. These issues touched by the 

results of this research relate to the psychology of women, particularly 

relational/cultural theory and depth psychology as discussed above. In 

the stories of this study, there are also strong implications for the 
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practice of psychotherapy with women, for women's studies, and for 

the organizational structure of the workplace. The study also leads to 

other research questions that call to be addressed.  

For Individual Women and Their Psychotherapists 

 In Jung and Feminism Demaris Wehr, in conjunction with Polly 

Young-Eisendrath, points out that "all adult women in this society 

evaluate themselves as uniquely deficient or inadequate. Women 

listening to the voice of internalized oppression, personified as the 

self-hater, need a conviction of their right to exist" (pg. 103). The 

findings of this research serve to acknowledge and bolster women's 

understandings of themselves and their experiences of their work 

environment, however damning to the prevailing paradigm. These 

research results are fodder for regaining and growing the conviction of 

women's own right to exist as we are and to identify and claim our 

experiences as they affect us. Individual therapists have the option to 

enforce the dominant paradigm's misogyny with their women clients, 

by defending and imposing established abusive standards of behavior, 

like insisting that a woman learn to be competitive, when instead she is 

trying to be relationally effective within a team structure. Or therapists 

can listen to and encourage their women clients to find their own 

voice, honor their own strengths and develop strategies to survive and 

perhaps even change the abuse prevalent in their workplace, without 

being mangled and obliterated in the process.  

 This research speaks directly to the issue brought up by training 

psychiatrist Teresa Bernardes. 
 



  250 

I suggest that as clinicians we can develop a growing awareness 
of how adolescent girls and women try to speak through 
"symptoms" and be responsive by acknowledging out loud, in 
our relationships with them, what cannot be spoken: girls' and 
women's oppression both in their families and by the culture. In 
reframing their symptoms as a compromise in an effort to resist 
this oppression--an attempt to connect to a thwarted desire to 
be a more authentic person--we can aid the young, sagacious 
and brave girl of earlier years to emerge...[which] can be critical 
to help[ing] them re-engage with the vitality of those earlier 
years (1991, pg. 221). 
 

 Psychotherapists must understand that their women clients are 

having so much trouble adjusting to or dealing with the stress of a 

corporate environment because they are being called upon to adapt to 

a particularly misogynist environment. The clinician is called upon to 

normalize such a woman client's difficulties and distress as coming 

from the misogyny rather than from some flaw in her. Critical 

consciousness is developing. It is time to re-vision the emphasis on 

women's adaptation to misogyny to the importance of a work 

environment responsive to the relational values that foster growth for 

women, men, and the productive organization (Fletcher, Jordan and 

Miller, 2000, pg. 250).  

 The results of this research give context, meaning and 

understanding to women's distress at the inauthenticity of 

relationships required within corporations. Acknowledgment of this 

context can be a key element in encouraging that "young, sagacious 

and brave girl of earlier years to emerge ... re-engag[ing] the vitality of 

those earlier years." Without this context, diagnoses and treatments 
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can be misleading, incomplete and harmful to women who are already 

suffering from being misunderstood and oppressed. 

For Women's Studies  

 Women's responses to the interview questions have implications 

for the field of Women's Studies. At the start of the interviews most 

of the women did not understand my questions about the clash 

between the feminine and the corporate. They didn't understand the 

distinction between times when they had found that the feminine and 

the corporate clashed, and times when their more relational ways had 

been used to good advantage within the corporate goals and 

structure. But it was not that these distinctions were imposed on the 

women by the study because, while not thematized by the women, the 

interviews were replete with lived examples of the dissonance between 

the corporate and the feminine. In fact, as the interviews progressed 

they had many things to say that they had no where else to express. It 

seems that at this time, women in general may not know themselves 

as having a feminine side that is being thwarted and suppressed by the 

masculinist corporation. This is valuable knowledge that needs to be 

fostered in our culture, especially in relational/cultural and depth 

psychology. In the process of the interviews, a psychological 

resistance of not knowing, began to turn into a political resistance to 

the disconnections and dissociations required in the corporate culture.  

 From a traditional research perspective, some might question 

the validity of the researcher introducing distinctions and meaning that 

are not familiar to the interviewees. However, I have chosen to 
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envision the interview as an event that is open to exploring the as yet 

not fully understood. This is true for both the researcher and the 

interviewee. While asking them to articulate, sometimes for the first 

time, dissonances between themselves and the dominant work culture, 

I am also asking myself to sensitively move toward the areas of their 

discourse that most surprise and alarm me, and even disconfirm at 

times my own experience. To speak of these topics is to be at work in 

making the cultural unconscious conscious. It is to be involved in the 

raising of consciousness together. 

For the Workplace  

 This study has implications for the structure and practice of 

commercial and service organizations. Much has been written over the 

last decades about the power of teamwork and the "learning 

organization" (Senge, 1990). This research study and that of Joyce 

Fletcher (1999) demonstrate that these general principles have not 

been effectively implemented, but are actually backfiring on the 

women who adhere to them. Women are in fact, disappeared when 

they engage in relational practices that promote the strength and 

effectiveness of the work group (Fletcher, 1999). Because of this, not 

only are many women confused and miserable, companies are having 

trouble keeping their dynamic, effective women. When these women 

leave, the company loses more than a good worker and producer. It 

may lose some of the philosophical base in relational effectiveness that 

would help them change into a more relational and more effective 

company.  
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 The CEOs and Chairmen of the Board are probably men and 

women who have bought into the corporate hierarchical, separatist 

paradigm fairly completely. It seems likely that they do not consciously 

understand the reasons for their lost women's dissatisfaction and 

leaving. Studies like this one provide graphic detail about the violence 

and agony that occurs to women's psyches within the corporate value 

structure. Perhaps this will help those responsible for allowing 

dysfunctional work environments to continue, to see and understand 

what is not working in their companies. 

 There are some indications of change in the basic top down 

structure of commerce. In 1999, Dee Hock, the founder of Visa wrote 

Birth of the Chaordic Age. This book and the Chaordic Alliance propose 

organizational development that keeps ownership and decision making 

with individual, local units of commerce. The original design and 

functional structure of the Visa credit card company is the operative 

example of the success possible using these principles. "The purpose 

of the Chaordic Commons is to develop, disseminate and implement 

new concepts of organization that result in more equitable sharing of 

power and wealth, improve health, and greater compatibility with the 

human spirit and biosphere" (Strawbridge, 2001). With the help of this 

group, chaordic organizational structures have been created by groups 

ranging from lawyers to fishermen.  

 It is hoped that this research study will help to support the 

advancement of movements like the Chaordic Alliance and to fuel the 
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move toward finding and establishing more responsible, relational ways 

to provide the services and products that support our society. 

For Further Study 

 Various other research projects are suggested by the results of 

this study. Expanded meaning making and languaging of women's 

experiences, and broader based and longitudinal studies delineating the 

experiences of women in the workplace are indicated. Questions arise 

about men's responses to the patriarchy and to it's anticipated 

demise. There is evidence that particular types of stressors may 

produce physiological and psychological illness. It would be helpful to 

differentiate and understand the nature and effects of these stressors 

better. Participatory action research studies, such as the one 

described below, exploring the uses and abuses of relationship would 

be useful. 

Further Studies of Women in the Workplace 

 Several varieties of studies of women are called for by the 

results of this study. In aggregate, these next studies need to cover 

women in more professions, to describe these and related phenomena 

and to delineate differences as well as commonalties. Longitudinal 

studies would be useful in understanding how women are dealing with 

and being dealt with in corporate and other workplace environments 

over time, and from a developmental perspective. These next studies 

must be extensive enough to include the research participants in the 

meaning making and languaging that is indispensable in understanding 

women's experiences.  
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 A study similar to this one should be done as participatory 

action research as described by Maria Mies (1993). In such research 

the participants would be given recurrent opportunities to change, 

develop and confirm the emerging results as they come forth. I 

envision this happening in the discussion format of an ongoing group. 

In such a setting the researcher would act as instigator, organizer and 

ongoing scribe. The field of Women's Studies began in this way from 

the consciousness raising groups of the '60s and '70s. Unfortunately 

the time constraints of women today may preclude such groups 

forming. In which case, creativity is needed to design a viable container 

for discussions to grow the meaning making and languaging of 

women's experiences and to ensure the time and energy required for 

relational authenticity between researcher and research participant.  

Men's Responses to the Patriarchy 

 As men become conscious of the liberating nature of the 

feminine and realize their own personal empowerment from their 

feminine sides, the results of this research should lead researchers to 

explore men's experiences within the corporate environment. How are 

men responding to similar pressures and abuses in the corporate 

patriarchy? What would a study like this one, but with male research 

participants, produce? On the other side of that question, how are 

men responding to the changes in the power structure? There is an 

"addiction to supremacy" that Gloria Steinem has identified in 

explaining the recent rash of schoolyard killings by white, middle class 

boys (1999). How do men experience this addiction to supremacy and 
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the challenge to it that women's independence and the fall of the 

patriarchy present? Are not the patriarch and the puer two sides of 

one image of the defended man's masculine? What is the masculine of 

a man that is neither puer nor patriarch? What happens to men in the 

workplace who do engage in relational practices? 

Differentiating Stressors  

 For both Sara and myself there were particular ruptures of the 

self that predicated disease and pain. Sara was the first person that I 

chose to be a research participant. I chose her because she told me 

that she attributed her double mastectomy to the way that she 

handled certain stresses at her job. During this time I became much 

more sensitive to the several particular types of psychological stress 

that lead to migraine for me. So that in the analyses I also focused on 

differentiating the types of stress that fragmented Sara's being/self. 

For me these stresses include, first, an elemental insecurity regarding 

whether or not I will manage to get myself taken care of in the context 

of who I am and my community; and second, being placed in a position 

where I work my hardest and give my best, which is good and 

effective, but am made to seem inadequate, or am denied what I need 

to get my job done well. For Sara there were particularly wrenching 

tasks and decisions ensconced in the conflicting and intense values 

and styles that form the powerful context of her integrity. These 

stressors involved being unable to mesh her entwined values of loyalty 

to her administration and its system, and her caring and responsibility 
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for the individuals and the community of students and faculty under 

her wing. 

 Descriptive studies that further explicate the physical responses 

to seemingly impossible situations would help clinicians and their 

clients to shed a healing light of consciousness on stressful situations. 

More than this, the very act of coming into connection with the 

contradictions and paradoxes, the double-binds, that plague our clients 

with disease and pain, may deepen experience and thus be healing. 

The Use and Abuse of Relationship 

 As women have moved into the professional world, they have 

often been directed by both external and internal influences into areas 

that require communication and relationship skills. In this way the 

relational strengths and authenticity of the preadolescent girl, so well 

documented by Gilligan and her colleagues (1990), are being 

harnessed into the service of corporate profit and greed. What 

happens to relational authenticity when it is put to the task of making 

a living, of meeting the company's financial bottom line, or to the 

purpose of producing research findings (as in this research), or to 

doing psychotherapy and building a successful practice? The 

psychotherapeutic relationship is so fraught with snares that it's 

dynamics and dimensions have been heavily restricted by legal and 

ethical codes, and much study. But what of the marketing executive or 

the lawyer for whom relationship becomes a professional tool? Is it 

authentic to establish relationship beyond the professional if it is solely 

for the sake of the company's profit? Surely pretending to like 
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someone and care about their family in order to influence their 

business decisions is questionable. In this study, was it reasonable to 

use relationship to elicit the angst in women's life stories and make 

meaning of it, without more extensive involvement of the women 

themselves in the interpretation and meaning making process? Didn't 

they deserve not just further input into the results of the study, but 

relational support in opening up these raw areas of their psyche and a 

chance to work and heal the opened wounds? Where are the lines to 

be ethically drawn around the use of relationship as a tool? There need 

to be further and very sensitive explorations of the place and nature of 

relationship in an adult's professional life. What is the road of integrity 

when using relationship as a tool to meet professional goals?  

Critique of Methodology 

 In this study, I was looking for the story each participant wanted 

to tell. I used the questions of the study primarily as focusing catalysts 

to dialogue and relationship with the research participants. They 

worked adequately for this purpose. The viewing of the interviews 

through the different lenses gave me a viable method of focusing my 

analyses. The dialogic design of this study produced valuable results, 

but a participatory action design would have yielded deeper, more 

extensive and more well developed results. It would also have been 

worthwhile to pilot the methodology and refine it before moving into 

the actual interviews. Refined and polished methodology based on the 

experience of a pilot might have saved time and confusion, and 

produced clearer results. 
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 Using the Listening Guide as an analysis methodology in this 

dialogic research project presented some specific problems. Data 

analysis using the Listening Guide calls for a very open ended, and thus 

challenging, research design. My research topic and question were 

based on the results of a quarter century of research that are just now 

making their way into the fringes of the communal consciousness. My 

research participants, with one exception, were not familiar with this 

research or its results. Several of them appeared not to realize that 

there could be alternative styles and values for commerce and the 

organization and administration of the world of work. Thus they could 

not address the general question of "What was their experience of the 

mismatch of women's styles and values and corporate styles and 

values." Only one of the woman, a psychology professor and school 

administrator, understood what the questions asked for and answered 

them from that point of view. She did much of the analysis herself, in 

the process of answering the questions. A most interesting, indeed 

compelling, interview for analysis, was that of a woman who was 

deeply immersed in her own emotional content, indeed distress, which I 

could then analyze using the Listening Guide to answer the research 

question. The Listening Guide was especially and uniquely helpful in 

finding my way through this particular interview and its analysis. 

 The questions that I asked participants in this research were for 

the purpose of getting the women to talk about and expound upon 

their experience, rather than being the focal questions of the research. 

This was confusing for all of us. The research might have moved along 
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more smoothly, and perhaps productively, had this distinction in 

questions and their purpose been made explicit and monitored, at least 

by the researcher.  

 The Listening Guide has been developed and used primarily to 

analyze dialogue with a large cohort of adolescent girls over time. 

Expanding it's use to other contexts, especially the limited context of 

doctoral research, calls for some consideration of how to instigate and 

host the dialogue to be analyzed. The design of the impetus and the 

container for the dialogue should be carefully considered in order to 

match the questions to the research participants' level of critical 

consciousness. Brief pilot interviews might help to mesh the 

interview/dialogue procedures to the understandings being sought and 

the "zone of proximal development" of the research participants 

(Vygotsky, 1980). The research teams who have primarily developed 

and used the Listening Guide have developed relationships over years 

with the girls with whom they are in dialogue. These relationships are 

meaningful, intense and dynamic, forming the container for the 

dialogue which is the data of the research. Thought must be given to 

other methods of hosting dialogue, besides the rather isolated 

research interview typically available to the doctoral student.  

 The analysis methodology of using the different lenses to view 

the interviews did not always suit the participants. And as I structured 

it, the analysis methodology became grueling and oppressive. Here 

again a research team and input from the research participants would 

have been helpful. A less structured approach to viewing through 
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different lenses might be more richly productive, or it might fail to pull 

out either hidden or sought after forms and themes. A small, 

preliminary  pilot study might serve to clarify the methodological 

needs of the research topic and the researcher. 

 Eliciting the angst in women's life stories and making meaning of 

it requires more extensive involvement of the women themselves in 

the interpretation and meaning making process. The feminist research 

design diverges intentionally from the standard research paradigm 

which views the research subject as an object to be studied without 

change by the relationship with the researcher. Standard research 

methodology also assumes an objective stance on the part of the 

researcher that is not expected to include an emotional connection 

and response from the researcher. While this patriarchal view of the 

researcher as the powerful purveyor of truth is being replaced with a 

more realistic view of an interactive mutually authentic relationship 

between the researcher and those being studied, the change is in 

process, hardly a completed fact. The patriarchy still lives like crab 

grass in each of us in this culture. It can seem that every piece has 

been pulled, until yet another shoot appears, needing pulling yet again. 

Throughout the analyses and meaning making from these interviews I 

was very uncomfortable assuming the position of meaning maker from 

other women's stories, from other women's anguish. It became clear 

to me that there was evidence in this feminist research design of 

another piece of patriarchal crab grass still in need of pulling. The 

research participants should have had extensive input into the analyses 
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and results of this study and primary review responsibilities. They 

should have had relational support in opening up these raw areas of 

their psyche, and thus a chance to work and heal the opened wounds. 

The relational mindfulness described above would produce valuable 

experiences and understandings for the researcher. If this could be 

done by teams of researchers, perhaps doctoral students, it would 

become a more manageable process. More extensive working of the 

material, by the research participants and within teams of researchers, 

would provide not only richer results, but also better validated results.  

Intertwining Countertransferences 

 For a year and a day and a day and a day ..., I have sat with 

these interviews. They have moved me, angered me, frightened me. I 

got just what I was looking for in them, so how can I trust it? Did I 

create it? What hubris to think that I could have created such powerful 

angst all by myself! So what do I have here? Four women - I have the 

lives of four women viewed through my perspective, women whose 

lives I hope to have done justice. No, it is the angst in their lives that I 

requested. At my request these women laid open the tragic wounds of 

their lives to me. It is the angst, the pain of the still raw wounds, which 

demanded to be heard and expressed with justice.  

 In this research I worked from countertransferences both to the 

methodology of the study and to the topic of the study. Underlying 

the methodology of this study is the realization that the chimera of 

objectivity is all too often a facade for our insecurity in the bases of 

our knowing. Whatever and however we come to understand, the 
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subjectivity that we bring to our knowing is immanent to the 

knowledge. Thus my countertransference with this topic and with the 

methodology is a significant part of the basis for the findings of the 

study. They form the master lens through which the topic was chosen, 

worked and resolved. For this reason, I offer the reader an overview of 

my counter transferances to both the methodology and the topic as 

the context, the container, the cauldron in which this material has 

stewed and transformed and from which I now ladle it up for 

consideration. 

Countertransference with the Methodology of the Study 

 The methodology is of particular interest to me because it 

reflects movement around a topic of central importance to my life: 

how people come to know and understand. As a child especially in 

early adolescence, I was in an alcoholic family with my mother having 

babies every year or two until I was 16. It was a very crazy, disruptive 

time. My natural father had died before I was born, so I did not know 

the masculine to begin with and found the enticing puer of my step-

father difficult, disruptive and yet fascinating. In my adolescence I 

came to find comfort and stability in the absoluteness of mathematics 

and the dogma of the Catholic Church. Even at that time I was trying 

to put together reasonable ways of coming to know and understand. I 

compared the use of the absolute axioms of mathematics and the 

absolute dogma of the church as paths for deriving truth. I became a 

teacher, taught math and was drawn both by the diverse ways in 

which people come to know and understand, and how I could facilitate 
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that knowing and understanding. I found great pleasure in these 

pursuits, until they lead me through math education and artificial 

intelligence (AI) into technical software training and the corporate 

paradigm. I had gone to AI thinking I was going to find a structure for 

understanding in a similar way that I had found a structure for truth in 

math and in the Catholic faith. AI turned out to be primarily a 

commercial venture. I found that computers in general were not well 

developed as intellectual structures. They were very much what the 

engineer did the night before, and may or may not work today or 

tomorrow or next year. So I let go of the masculine as a way of 

knowing and began to look, particularly as I went into my own mid-life 

and menopause, at the more feminine ways of knowing. I was 

enthralled with Carol Gilligan's story of Amy and Jake. Amy was the girl 

who scored so poorly on the test of moral and ethical development 

compared to Jake who scored appropriately for his age. I found Amy's 

way of handling her situation with communication and relationship to 

be much more complex and deeply rooted in reality than Jake's 

impersonal approach using systems of law and logic (1982). I wanted 

to explore my next topics using that kind of depth and complexity, and 

using all my different ways of knowing. So my countertransference 

with my topic became my way of knowing, and is particularly 

important to this particular methodology. Through it I have explored 

women's inner experiences within the corporate milieu.  

Countertransference with the Topic of the Study 
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 When I started my studies at Pacifica and then chose this topic 

for my dissertation, I was reacting to my own experiences in the 

academic and computer software corporate worlds. I was trying to 

figure out what had happened to me, why and what it all meant. 

Through the process of my studies and this dissertation, I have come 

to know myself, the feminine and the masculine, and the corporate 

world better than I did, and to understand these all a little more than I 

did.  

 This was not an easy topic for me to work with. At the proposal 

point I tried to offer this project to the sacred transformation of the 

elements. I hoped to have a more manageable topic, like "A 

Phenomenological Study of People with Learning Disabilities," develop 

from the ashes of this project. I donned the ritual attire of my Wiccan 

ancestresses, lit candles, cast a circle of sacred space, called the 

presence of supporting psychic entities and tried to burn the proposal 

for this dissertation a page at a time. It was 11:30 at night in my 

apartment with all lights out. I lit the first page within a fire safe 

container, and began to feel the stress of this topic flow out of me, 

when--the smoke alarm went off! I quickly doused the one burning 

page (which then spewed forth a great deal more smoke), pulled a 

chair under the smoke alarm and climbed up to do battle trying to 

removing its battery, with its screeching still blaring. I was afraid of 

being found by my neighbors or the fire department in a ritual state, 

which is personal and private to me. So I quickly blew out all the 

candles, turned on the lights, opened the windows for the smoke to 
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stream out and changed out of my black robes. No one came. But this 

was clearly not the way to transmute my proposal topic to something 

less raw, more easily manageable for me. I considered burying the 

proposal or tossing it in pieces to the ocean, but none of these 

seemed ecological enough, final enough or sufficiently transmuting. So 

I kept the topic and have fought my way through working and 

completing it.  

 With the material of the dissertation I have moved through my 

own anger and archetypal rage at the abuse, disavowal and 

dismembering of the feminine by millennia of patriarchy. I came to find 

the process of sitting down to do the analyses excruciatingly painful. 

While working the analyses of Sara's interview, I could feel the ripping 

open of her cells as she described wrenching tasks and decisions 

ensconced in the conflicting and intense values and styles that form 

the powerful context of her integrity. I experienced Gwen's 

fragmentation and Annie's desolate disappointment and isolation. The 

depression that analyzing the interviews engendered lead to migraine, 

and so I avoided the analyses until I could avoid no longer. But during 

the process of doing these analyses, my understandings and 

acceptance of the migraines that are a part of my life, and of certain 

themes in my dreams has shifted. My relationships with the masculine 

in my dreams has gone from being frightening, abusive and confusing 

to having delightful, enthralling, energizing masculine figures that are 

interesting, mysterious and enticing to me. I'm drawn to the masculine 

in my dreams and want to connect with it. In my dream on the night of 
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the Summer Solstice, 2001, a very caring and concerned man whom I 

respected both professionally and personally let me know that he 

wants me to listen to him. Perhaps I may begin to learn from him about 

the masculine that is neither puer nor patriarch, the two archetypes 

behind which the insecure, defended masculine hides. 

Echoes into Tomorrow 

 What teleology of tomorrow draws the phenomena described in 

this study? What images of the future can we scry in the crystal ball of 

today? There is a grass roots movement of women and men redefining 

what it means to be alive and interacting in a workplace. The surge 

away from the patriarchal perspective gains critical mass and moves 

toward dynamic change as I write, as you read. Workplace structures 

and relationships are being studied, understood and changed. 

Worldwide, the inequalities and devastations of the patriarchy are 

being resisted and challenged. Ancient through modern ways of 

leadership that emphasize the effectiveness of empowering within a 

community rather than the status of having power over others, are 

appearing. Many approaches, from the margins to the center, portend 

the development of ways of being together in professional, commercial 

alliances that are respectful of difference and based on relationship. 

Relationship Within the Workplace 

 Most of today's workplaces are structured in a hierarchical 

fashion that makes authentic relational interactions difficult. Rather 

than trying to redesign the structures of business, Fletcher holds that 

if the principles of relational logic are followed, then the appropriate 



  268 

structures will emerge. (Fletcher, Jordan & Miller, 2001). The Working 

Connections Project at the Stone Center of Wellesley College portends 

major reform of the workplace. It's Directors, Joyce Fletcher and 

Judith Jordan, are developing ways of interacting in the workplace that 

are mutually authentic and relationally respectful. These involve 

reexamining power, competition and competence (Jordan, 1991 & 

1999), conflict (Miller, 1986) and exploring the devastating illogic of 

the relational morass that women muck through in their professional 

lives (Fletcher, 1999). The results of this groundbreaking research and 

development point to change in the workplace that values and uses 

relationship, relational logic and difference to their best advantage for 

both individuals and the business venture. 

 This work is transformational. It involves new uses of words 

holding new concepts and new relational understandings and skills. 

Concepts and understandings like those being developed at the Stone 

Center are being developed and put into practice in many grassroot 

settings and ways. One of these is the use of 

transformational/improvisational theater to allow women to experience 

and practice new ways of interacting with their colleagues and bosses. 

These new developing skills allow the women to communicate in ways 

that are authentic to their own self esteem and empathic to their 

colleagues and bosses if at all possible. In 

transformational/improvisational theater a woman presents a work 

place dilemma to the participants. Then she and others act it out "on 

stage," while the "audience" observes and looks for ways for the 
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woman to stay authentic, connected and empathic. These are 

discussed and perhaps reenacted later (Watkins, 2001). This process 

may allow some of the emotional content to drain from the situation 

and be replaced by the logic of a relational solution to which the 

woman's boss and colleagues can respond. Defining, understanding and 

enacting relational skills in day to day interactions promises major 

transformation for future business environments. This is action at the 

center of the tumult. 

Resisting the Patriarchy  

 On the margins of the fray there are a plethora of voices and 

ways of acting out and contributing to the culture's swelling demand 

for change from the oppression of the patriarchal hierarchy and 

especially its corporate globalization. Since November 1999, in Seattle, 

London, Davos and Genoa, a roiling rag bag of political interests have 

bellowed our civilization's resistance to the corporate globalization 

manifested by such phenomena as the World Trade Organization. 

Magazines like Adbusters, catalogue the oppressive dishonesty and 

abuses of the corporate establishment. Without the ability to respond 

with relational authenticity, corporations have been given the immunity 

of limited liability and legal immortality,  as "artificial legal persons ... 

[with] no heart, no soul, no conscious" (Lasn & Liacas, 2000, pg. 45).  

 There is a significant movement resisting corporate globalization 

under banners like ecopsychology and ecofeminism, and the 

subsistence and simplicity movements. The philosophies behind these 

related groups honor the relationships and connections that are 
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integral to the web of nature including the human psyche. They 

explore the relationship between a culture's treatment of women and 

it's treatment of the earth, and move to act in ways that respect the 

earth and her natural processes of assimilation and transformation. 

They decry the destruction of ancient subsistence cultures and the 

earth these societies lived in communion with, exploring ways to return 

to the sanity and joy of interconnected life (Mies & Shiva, 1993; 

Bennholdt-Thomsen & Mies, 1999; Roszak, Gomer & Kanner, 1995; 

Pierce, 2000).  

 Among the voices that stand out, here are two that are 

representative. Jungian psychologist Marion Woodman exclaims that 

the patriarchy is dead - it just doesn't know it yet. She and others 

explore ways to relieve the dominant culture of it's fear of connection 

and of the feminine - it's relational dread (Woodman, 1998; Shem & 

Surrey, 1998). Many people, such as economist and former New 

Zealand Member of Parliament, Marilyn Waring, are studying the 

devastating aberration of economic systems that count the erosion 

and destruction of nature's systems as positive economic growth 

(1988, 1996). This has been a tiny sample of the many diverse ways 

that people are resisting the oppressions of the patriarchy, from 

protesting in the streets to gently coaxing the world into a more 

relational way, one person, one dream at a time to serious study and 

rethinking of ill founded economic and psychological principles.  

Ways of Leadership 
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 The ways of leadership understood in dominant cultures today 

are primarily those of the patriarchy. But there is evidence from 

Neolithic cultures and from recent indigenous cultures of the 

possibility of different ways of leadership. These thin voices from past 

millennia and from recent marginalized cultures are bolstered by the 

currents of diverse movements in the culture that redefine leadership 

and its relationship to hierarchy. 

 The paradigm shattering findings of archeologist Marija 

Gimbutas, as interpreted by such scholars as Merlin Stone (1976), 

Gerda Lerner (1986) and Riane Eisler (1988), tell of Neolithic cultures 

that were egalitarian, peaceful, productive and not hierarchical. The 

leaders in these cultures appear to have been respected without 

exerting power over their communities. This theme returns in real and 

fictional portrayals of indigenous peoples of today, for example, in the 

movie The Emerald Forest. In this film a Brazilian tribal chief states the 

if he were to tell adults in his tribe what to do, he would no longer be 

allowed to be their leader (Boorman, 1985). In The Poisonwood Bible 

novelist Barbara Kingsolver uses her own childhood in Africa to 

describe tribal leadership with a primary responsibility for producing 

concensual agreement throughout the tribe before actions that affect 

all of the tribe can be taken. When a democratic vote is imposed upon 

the tribe, it is seen as forcing a significant part of the tribe to have 

their needs and wishes scorned. To the tribal chief this is disrespectful 

and foolish, since close to half of his people will be unhappy at not 

getting their way. In 1985, I was privileged to attend a Navajo tribal 
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counsel. It was conducted by Roberts Rules of Order and in Navajo. 

Everyone who wished to speak was heard. The meeting continued until 

there was consensus. This potpourri of examples of non hierarchical 

leadership shows different ways that communities different from the 

western main stream culture have been organized. But there are also 

examples of different philosophies and practices of leadership in the 

cities and mega-businesses of America today.  

 The awareness of the possibility, the advisability of forms of 

organization and leadership that are not based on domination and 

separation is surfacing. In A Tradition That Has No Name: Nurturing the 

Development of People, Families and Communities, Mary Belenky and 

her colleagues explore a style of developmental leadership common 

among the women of African-American communities. Within this 

leadership tradition African-American women quietly and powerfully 

empower the members of their communities. It is "a leadership 

tradition rooted in maternal practice and maternal thinking [that] has 

gone unnamed" (Belenky, Bond & Weinstock, 1997, pg. 293). A very 

exciting development appears closer to the standard business models 

of leadership. Dee Hock, the founder of Visa, has further formulated 

the principles that built the Visa Credit Card communities into the 

chaordic principle. In The Birth of the Chaordic Age he states that  
 
hierarchical, command-and-control institutions that ... dominate 
our commercial, political, and social lives are increasingly 
irrelevant in the face of exploding diversity and complexity of 
society worldwide. They are failing. ... The very nature of these 
organizations alienates and disheartens the people caught up in 
them (1999, pgs. 5-6). 
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His Chaordic Alliance has developed workshops and consulting 

practices that help organizations to identify the beliefs and values of 

the individuals forming the organization. From these come an intensive 

search for the purposes and principles essential to developing a 

workable structure and practice for the organization. In groups ranging 

from fishing collectives to legal firms this process of self-organization 

has lead to structures that maintain much of the power at individual 

levels. The leadership works to coordinate and serve the needs of the 

working individuals or groups. These are just two examples of practical 

philosophies representing a burgeoning awareness of the need for 

leadership that serves and empowers. 

 When relationship and connection with other men and women, 

with other races and creeds, and with all of nature are honored and 

cherished above status and hierarchy; when our leaders understand 

that their purpose is to empower rather than to exert power over and 

control; then we will find structures to hold these new understandings, 

these new principles of life. Appropriate foundations for societies will 

emerge from within the nature of relationship and connection. Through 

this process of healing away from the patriarchy, "as our defensive 

walls of separation and domination start to disintegrate, we become 

open to a world of increasing richness, complexity, and beauty,"  

(Gomes & Kanner, 1995, p. vi) in the webs and the cycles of 

relationship, interconnection and interdependence. 



  274 

APPENDIX: GWEN'S INTERVIEW AND PRELIMINARY LISTENINGS 

 It may interest the reader to see how the listenings by voice 

came out of the actual interviews. As an example there is a full 

interview transcript given below. This is followed by the preliminary 

listenings to that interview. I chose to include Gwen's material because 

her interview was the most difficult to analyze. The difficulties came 

from both technical problems with the taping and from the fragmented 

style of Gwen's presentation. With these difficulties, this transcription 

best revealed the usefulness of the Listener's Guide (Brown & Gilligan, 

1992, pgs. 25-41) for focusing attention and pulling meaning from 

confusing material. The full interview also shows the fragmented style 

of Gwen's self expression at this point in her career, which speaks to 

her manner of internalizing prevailing oppressions, thus supporting 

some of the discussion in Chapter 4. 

Gwen's Interview 

G: It [the corporate women's group] is a wonderful idea.  
 
D: I have a list of questions. I don't want to ask them and have you 
just answer one after another. I'm finding that it's better to give 
people context. I will go ahead and asked the questions, and then we 
can begin and focus, and then it's my job to say how about this or 
that. So just to give it some context question-wise: tell me about your 
experience of your own values and style in the corporate environment. 
Have there been situations when your sensitivities were resisted and 
repressed by those in the corporate structure? Tell me about them, 
and what effect did this have on you? So, just think details - he said 
this and then I said this, and then I felt that and then I went home 
and... like that. Have your ways as a woman ever eventually proved 
more effective? How was this for you? And was it recognized by those 
in power? Have there been times when the corporation accommodated 
to your ways of being and doing as a woman? Tell me about those; 
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how does this affect you? So, should we start at the top question, or 
do you have stories coming up and going, "This is what I wanna tell her 
about"? 
 
G: Oh, um. You kn... I ca... I mean I'm gonna say... You know I probably 
had two jobs that were... Well one was owned by an international 
conglomerate. It was a big company. And it was... But it was... I was 
gonna kinda... kinda direct where... 
 
D: ...Just stream of consciousness....  
 
G: ...Okay...Where I came from...  
 
D:  ...I mean, given... given...  
 
G: ...All I said...  
 
D: ...Right... Now use stream of consciousness... 
 
G: ...Okay, okay, and you know, we had, you know, all the vice 
presidents and presidents were all male, and... 
 
D: And what were you? 
 
G: I was the product development, manager of product development. 
And it was in a food field, and you see, that's where I think sometimes 
too I'm a woman in the food field and so I'm looked ... . So that has a 
whole different viewpoint, because women cook in the homes, and 
you're still cooking for a corporate structure, so... 
 
D: So, is that acknowledged?  
 
G: No. I don't think it is, but I think this... When I did that, that was like 
in the eighties. I'm just gonna explain, a little bit. In the last ten, eight, 
ten years, eight years, male chefs have been... Well, you see females, 
too, but I think that male chefs have been taken into the area I started 
in.  
 
D: I see. 
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G: So, yeah. I mean, and before that, I had a Ph.D. in food nutrition and 
I had the food technology, but I also studied food in France, and now in 
Mexico, now in Thailand. I mean, so I've studied food in other areas. 
Plus, we always put these girls in the United States, and we... You 
know, I had... 
 
D: What kind of study? 
 
G: Well, I studied cooking. I mean I had a Ph.D. in food... 
 
D: Cooking? You went to cooking classes? 
 
G: Yes, okay.  
 
D: Ph.D.'s in what? 
 
G: Yeah, but for long periods of time. I had a Ph.D. in food nutrition, 
see. But it was mainly the food technology, food science, which is new 
science, and nutrition in that... I was interested in nutrition because I'm 
a diabetic. So, I was... Kinda all went together. But I was more 
interested in food. So, I concentrated on food. But, and then, after I 
finished all my Ph.D., you know I still wouldn't... I wanted to be more in 
the creative end of food, so that's when I went back to cooking 
schools to be on the cutting edge and get my own package together. 
And I also worked at a famous baking institute and the baking industry 
is a totally male industry.  
 
D: That's amazing.  
 
G: And I went through six months of a baking school that all the major 
baking companies send their guys. I was probably in a class of fifty... 
There was a class of fifty-two and there was probably three women. 
So... 
 
D: God, that's worse than math. One third, in math, one third are 
women. 
 
G: Right. But now, like I said, the chef, well at least people had come... 
Chefs had come more into the... to be the authority, so it's all pretty 
much men chefs. If you look at the cooking schools, there are not that 
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many women chefs at cooking schools. It's all men. I mean in France 
it's men, and .... that was women. Now, I don't know why that was, but 
that was, yeah, that was.. but they hate men, so... 
 
D: The women chefs in Thailand... 
 
G: Yeah but they didn't, they will never get married, and all this stuff, 
and so anyway.  I don't mean to get into ...  
 
D: You settled into a hot bed, didn't you? 
 
G: Well, I guess, you know and I never sit around and think about it. I 
mean, I have in certain times, but... So I got into the baking business 
through education, and through work at the American Institute of 
Baking, and I knew it was a male industry, and... I had trouble getting a 
job, probably because I had a Ph.D., and I didn't want to be a... I don't 
know. I didn't know what I wanted to be, but I wanted to be creative... 
part of it. I wanted to use my knowledge and be creative. And it's not 
been easy. But, so I had a deli in San Francisco; that was just... I just 
did things to try to have a job, and to explore my field, first thing. And 
I did consulting when I first moved to California. So I did with a pizza 
company, I helped this guy, you know. You know, so I worked for a lot 
of things. 
 
D: But that would be the kind of thing you want to do, is create 
imaginative pizzas, right?  
 
G: Right, right. Yeah, yeah. So I did these things, and I had a deli, which 
I think I thought I'd go in and cook, but I didn't ever cook 'cause I 
managed. You see, so I learned there that, you know, you can't do 
both, you can't be a manager and a cook, or whatever. So, that was an 
interesting situation, and I was in charge, so there was no problems 
there. And then... And I had women under me, and that was fine. I had 
some men too, but, you know, that was all fine. You know I don't 
remember any bad things. And then I got a job at a chain of bakeries. 
For... and an international company owned it. And I was probably the 
first woman that wasn't a secretary in the place. Or a... whatever they 
are called now. So I... and I was a woman, and I was in the bakery, and 
so it was very... it was weird to me as I had an academic background 
so this is... This may all be kind of silly, but I thought I should wear a 
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lab coat, in clothes, and not... That's what I felt. They wanted me to 
wear bakers' whites, like I was a baker, in the plant 
 
D: What was your title? 
 
G: Manager, product development. But I also was over quali... Being, 
because they had no quality control, I took that on. You know, I took a 
lot... I, in every deli I've ever had I've taken on more than anyone ever 
could do, and never have ever ever been, you know, gotten financi... 
more money or gotten more titles or gotten anything. So I went into 
this bakery, and they were saying I had to wear whites, so I think I 
finally... I probably rebelled against that. So they said, "Okay, you can 
wear a lab coat." But that was a big deal to me, because I wanted to 
show some, not status, but I wanted to show that I wasn't like the 
baker on the bagel lot, you know? So, and the place I went in to work 
was all men, and the place was just a pigsty and yet it was ... But it 
was a huge... it was a huge company that was... had a lot of 
employees, and I didn't understand why the men... And I will say it was 
them that didn't get it focused and cleaned up and stuff. So I took 
that position. 
 
D: Because their wives weren't there. 
 
G: Well, I guess... That's it, you know, that's it. I'm sure it's it. So I 
took that on as a responsibility, and then corrected the quality control, 
and got that business straightened out, and all this kind of stuff. Then 
we moved these clients into another plant in L.A. and the... then I was 
the authority. Not that I had any, you know, I set up the program down 
there. And then, the same time I was developing product. And I was 
just say ... You know, it was a men's group, and I was just this... You 
know, everything I did was kind of... I had to kind of push, to get what I 
wanted done done. But it was always accepted I guess, pretty well. 
And then I had a boss, the vice president of... that took an interest in 
me, and he... When I look back, he more like mentored me than anyone 
had ever done, and probably than anyone, you know I don't think 
anyone's done it since. There was like two gentlemen there, and I will 
have to say that they grew up not in the baking industry, and they 
grew up in... Like vice presidents at the international conglomerate.  So 
they had a better overview of people, I think, than, you know, the 
other people. So I've been... They took... I used to report to the plant 
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manager, because probably our personality conflicts, probably 'cause I 
was a female, and his wife was at home and he had affairs with women 
and, that was something that I... I got put under the vice president, 
because... I don't know, I mean I suppose they thought I'd... There was 
a problem. And there was. So that was all good, I mean I was 
mentored, and I still wasn't... I don't think I was ever given anything 
extra. You know I wasn't... appreciated maybe as much as... financially 
or status-wise, or anything, than anyone else. Where, men seem to, 
you know, grow up the chain of... You know, they got raises and 
promotions and everything, but I never... I never got one.  
 
D: A raise or a promotion? 
 
G: I got a raise because I said I wouldn't come to work if they didn't 
give me a review. And then... So, and I stayed home for a month or so, 
and they paid me. But they... But that's when I got switched from 
reporting to a plant manager to reporting to the vice president of the 
company.  But they understood what I was saying, but they didn't, 
they wouldn't do anything. So, you know, finally they did it. Anyway. 
So that... 
 
D: How did you feel in the midst of this? What does it take within you 
to do this?  
 
G: I knew that other people got reviews. I didn't care if they got raises. 
I mean, I did care, but I tried to... 
 
D: Sure you cared. I mean, you know... 
 
G: Yeah, yeah, okay. Okay, yeah. But I mean, I... So I said, "You know, 
I'll come to work when you're ready to give me my review, like 
everyone else has." You know, I don't know why I, you know, have to 
beg to have the review. 
 
D: Really! 
 
G: Yeah. So anyway. So that... So I stayed home, and then they... I 
guess it took a month for them to get it together, and so that I went 
back and I had my... 
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D: ...But so, how difficult was that for you to do that in the first place? 
This is enormously gutsy. 
 
G: Oh, but you know the things is is they... I mean everyone's 
replaceable. I think that I thought,  you know, I contribute a lot. And 
they're not gonna go any farther. You know, to re-train someone, to a 
job.  You know.  
 
D: And what was that month being at home like? I mean... 
 
G: Oh, I hated it, 'cause I can't stand not to do anything. So I probably 
did stuff at home, but didn't, you know I did it at home and not at 
work, kind of thing, I'm sure, if I remember right. And I probably looked 
for other jobs, too.  
 
D: Yeah. Sounds good.  
 
G: Okay, so that, but then that company was... 
 
D: What company was that? 
 
G: That was the chain of bakeries. And we had a hundred and fifty 
stores, and it was... you know it grew... I was there when the group 
was 75 to 150 stores.  And I was, like, a representative to the parent 
company... I used to go to the functions there that I had to 
demonstrate products, and stuff like that. So, it's not like I was, you 
know, I did a lot. But, I once again was never really compensated or 
given a higher place. So then, after that... that company was sold to a 
woman owned company, so she was my boss. So, see, I went from this 
male-oriented thing to female. And she actually was my one-on-one 
boss, and so she... I guess, you know, in that respect I saw how a 
woman would manage things, and the... her organization was totally 
different. It was all, pretty much all women, except some district 
regional managers of stores. And, you know, that was... So I would say 
things there seemed much more smoothly. You know... 
 
D: Why do you think it was smoother? What did... 
 
G: Well, I just don't think there was this... this... I think she, you know, 
figured on living like she would have hoped to be treated.... I was just... 
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It may have... Also, I was... And she was my really, contact, and so, it 
was like dealing with the president of the company instead of dealing 
with the vice president. You know, I was in direct contact every day, 
with her. So that made it different, too. Well, I don't think a president 
of, like a bakery chain would ever have tried to be my friend, I want to 
say, my friend and my boss, like Donna. 
 
D: At the same time.  
 
G: At the same time. Like Donna tried to be. So that... 
 
D: You say tried; did she manage, did it work? 
 
G: No no, she did, she did, she did, yeah, yeah. My friend and my boss. 
 
D: She was a friend and a boss too. 
 
G: Right. I used to think she wanted me be her best friend, which I 
couldn't... I didn't, you know, I'm like... I don't know why I... 
 
D: Does it feel like there's a conflict between that and being, having 
her be your boss. 
 
G: No, there... No, I don't think so. If she said... I think she wanted me 
to feel a part of her and her family, so she was very generous with 
what I did with them, and, you know. So I... Yeah, so I felt like I was 
kind of her family. I guess I thought... I just was that I had never been 
in a situation like that, so it was kind of odd at first. Because when I 
went to work for her, the president of the bakery chain, who used to 
be the president of a fast food chain, was our boss at, was the 
president of the bakery chain. When she bought the chain of bakeries, 
she got me and the president, this guy. And a human resources 
person. And he and her used to fight over who would direct me. That 
was a problem at first. But yet he had never taken an interest in me, 
the two years... 
 
D: ...Before, right... 
 
G: Right. And so there's this... 'Cause he  didn't have anyone to do 
anything. He didn't have anyone to report to him or to do anything for 
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him, and I was what was left, so then he finally left.  So then it all 
smoothed out. But I don't know, is this the information you might ... 
 
D: Sure. This ends up being context. And that's... and how you have 
experienced it different with men and women, but also, how have you 
as a woman... Have there been situations when your own kind of values 
and style... 
 
G: Oh, have changed, because of... 
 
D: Not changed, but how they've been accepted or reacted to within 
the corporation? And I mean, certainly your not being given a review 
and then, having to stay home, I mean, this is certainly you as a 
woman being affected. But do you see your values and your style of 
being with people to be somewhat different than the corporate ones?  
 
G: Well, I think that everyone should be treated the same. I mean, and I 
don't think the corporate people think that. I mean, because I have 
more coming, that even... Maybe that's 'cause I am a woman. But I 
don't understand why...I still, ... I don't understand why there isn't laws 
that make everyone that comes through the front door, they get this, 
or don't get... You know, everyone gets similar things, depending on 
what level... 
 
D: Well, in terms of a review, I think there almost are laws. I think that 
you could bring that... you could... Now, you may never work again, 
because people know you've brought suit, or something. You know, 
that's another issue. So you may not want to do that, so that... 
 
G: But I'm talking about, like, every... everyone should have a review 
and if you have gone ninety... ninety per cent of your... what you 
should do, you know, and some people get raises, they should all be... 
there should be some level of compen... of a raise or you know. And I 
have never seen that, I'll have to tell you. In that... this... Lots of 
things have gone on, so in the last six years I still haven't seen it. 
 
D: And what have you been for the last six years? 
 
G: at a start-up company, in Silicon Valley, that is...  
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D: The oven manufacturer? 
 
G: Yeah. I'm still there. I'm like, yeah.  
 
D: Yeah, I remember that. 
 
G: Okay okay. And the company itself has gone through lots of 
turnaround. But it's never... it has never, you know, no one has... I 
know this for a fact, no one has ever been treated the same, given 
raises.. given...reviewed... I've only had one review and I've been there 
six years. But... 
 
D: Six years; I see. Now, does everybody else get more reviews, do you 
know this.  
 
G: I don't know. Some do... some do. 
 
D: And why... which people get reviews? 
 
G: I think the people that make hourly; hourly people. 
 
D: Oh, well, that's different. I mean they're different people. What are 
you at... What is... 
 
G: I'm still the same thing 
 
D:  Okay.  
 
G: Okay. But see, since I... I was hired there by the developer of the 
company, like she and her husband, they developed this company and 
had the product developed, kind of, something similar to that ?data.  
And I was, besides her I was the only woman in the place. Besides the 
receptionist.  
 
D: And what's your position there now?  
 
G: Oh, manager, cooking applications and food technology. I'll never go 
beyond a manager. But anyway, so... 
 
D: Why not? 
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G: Oh, well, I don't know. I don't know. But, I mean I don't know, I mean 
I haven't had any luck yet. 
 
D: Do other managers get reviews more often? 
 
G: Yes, they used to. The last six months, it's kind of been crazy. But, 
yeah, they used to. And, you know, at that company we had stock 
options and I know that those have not been distributed evenly 
between male and female or anyone. 
 
D: So it's just chaos  
 
G: Right, a company in chaos. 
 
[end of side a, start of side b] 
 
D: No, I don't have the time, but I will ... this one is going in the trash 
this afternoon [referring to the tape deck that won't stop 
automatically at the end of a tape] 
 
G: Where I was was at this company, I was the first... You know I was 
the first woman president of culinary ?? and I actually, you know the 
boss would ?? So that's a pretty big endeavor. I mean, in the European 
community that's all they do Then I got to ? and I got to hire. So, 
basically, you know, I took a box and put lamps in it.  So, you know, 
that's a pretty big endeavor. And with, you know... 
 
D: A box and put lamps in? 
 
G: That's what you did. That's what they basically are.  You know, just 
like reflective surfaces, I mean it's a lot more too, but I'm saying, 
basically it's an easy-bake oven, but then you have a lot more power. 
And so it's much more efficient.  Okay, so it's all done with controlling 
your software, and that's what enables us to make a more efficient 
box.  So it's true. So, what I've done there over the last six years, is 
work with the software engineers and buy software ... But anyway. 
About two years after I was there, they decided that they were going 
to hire another food person, and so I wanted to apply for it,  Okay, and 
no one was kind of... They left it sketchy. This was the marketing 
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branch.  Who's going to hire these people? I said give me the resumes 
so that we can look 'em, and just kind of helping a little. And I would 
say, "You know, this guy is" It's all men. And I would say, "Well, this 
guy looks like he's never cooked a thing in his life, and he's from India, 
and I'm sure he doesn't know what American's eat or how they cook" 
You know. That's one example. 
 
D: What was this... what is a food person, what was this person going 
to do?  
 
G: Well, I... no one would kind of explain that to me. Okay? But 
basically, I knew it was gonna be our, my boss. I had this feeling. Okay. 
So I said, you know I said simply 'cause I would like to apply for this 
position. ??? So, you know I never got a good, I never got... direct 
feedback, what the person's title was, or what he was going to do.  
And basically, at this company, this start-up company, everyone did 
work. No one sat in the meetings and   So you had to have some skill-
level to come in, I thought. So that's why... So, I think, so I helped, I 
mean I interviewed these people and they never probably ever cooked 
a thing in their whole entire life that was OK, you know, I said it every 
time, "Well, they'd never cook, but fine They'd never cooked, they 
have no clue what people are cooking at their homes, you know. And I 
have all, you know all the full-blown experience.  And I still said, "I 
would like to interview for the job." Well, you know what? I was never 
interviewed. And they hired a man. Very nice guy, from India, as the 
director of cooking technology. Okay. Now I was still stunned about 
what in the world he was going to do, when he had never, you know, 
he'd never done anything.  So anyway, for a year, I directed him. I 
basically told him everything to do; I had to train him how to do 
everything; I had to correct him, you know I didn't have to but I mean 
I'd correct him because of the big mess we always got into.  And 
what's funny is they didn't, they had him as a director, yet he was 
doing the same thing as me, and yet I was directing him. And I wasn't 
only directing him; by this time I was directing the other people in the 
group.  I was furious, ??...?? I was furious because they would ask us 
to ??...?? they would never ask ??...??  it was always the women. So 
there's like three of us that are ??. I mean because ??? the way we 
were treated, we were treated like the gophers of the coffee getting 
circle but he was totally ?? I mean I don't mean to make it... it was 
probably worse than that. It was probably... It was...  
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D: But you're also telling me in this how you made it through it. 
 
G: Well, I had peers. You know, they were my friends. So we talked 
about it.  
 
D: Who were your peers? 
 
G: Well, these two other women that were in the kitchen cooking. And 
I was over... I was not over them. He was over all of us But, I was like 
the lead... I mean, I had more experience, I was more educated, I mean 
there was no reason ...  
 
D: You'd been there longer 
 
G: Right. So we ??? 
 
D: How does this affect you and your life and your sense of yourself 
and your sense of your view of the world 
 
G: I think I have a lot lower ... I mean I don't think I have the self-
confidence as I might if I'd been treated like he was. He got an office, 
and he got bookshelves. I had asked for bookshelves for a year, and 
they didn't give me one. So finally, I requisitioned one myself.  So I 
watched this man come in, get a bookshelf. I had bookshelves, but I 
had more books, so I wanted more bookshelves. There's nothing wrong 
if I have books and I use them, just give me a bookshelf. 
 
D: Yes. These are not expensive things - bookshelves. 
 
G: Right. That's right. Well, 'cause no... they wouldn't approve it, so I 
had the guys in the back build me one.  I said, "Screw it, I'm..." 
 
D: Yeah. That's good. That's taking care of yourself. 
 
G: Yeah. But then, I guess my boss, ??? he heard that I had asked ??? 
and he told me never to again the purchasing guy himself to ask ??? 
That, you know, I was wrong, that I hadn't gone to him to ask for a 
bookshelf. ??? You know, so anyway I got a bookshelf. 
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D: Again, how does it make you feel to have to go through all of this 
to get such a simple thing? 
 
G: You know, I was furious. I probably... 
 
D: Well, and in terms of your self-esteem, too. I mean, aren't you 
entitled? 
 
G: All I wanted... I think that, too, I'm very driven, and if it's the ovens, 
the ovens ??? For some reason I... That is my, that is my ???, and this 
other stuff is the stuff that got me the ???. You know, I could have 
been ???... 
 
D: So in terms of how it got in the way, it sounds like you managed to 
make it fairly minor, and what was really important to you was to get 
the ovens warm.  
 
G: Well, then, I probably fueled it more because I probably wanted to 
say look what I could do, you know look at what I can do ???? and I'll 
show you how. You know, and so I think I redirected my energy, and 
I've probably... I ????  I'd get more respect 
 
D: ??? 
 
G: Well, yeah. ??? It's not like if people, ... people call and say would 
you do this and I'd do it.  'Cause I mean... So I think that during that 
time probably  like two or three projects that I had going. So, then I 
??? You know, so I was trying to crowd everything, too. Oh, sure, I was 
very obsessed, and very a couple??? Okay. But then what happened 
was, our vice president left, and ??? there was marketing and then ??? 
and he was my boss so he was ??? I finally went to him and said I 
would like a raise.  Then this is another place where I hadn't had ??? I 
hadn't had the review. So I went and I said, "I have a new study. ??? 
This is hard for me. This took me awhile to do. But I did it. And I said, 
"And I am below what I can make, and I would like a raise. Since I had 
not had, you know, a review...??? the one review that I had had was 
without a raise. So I said, "I would like a raise." Because... 
 
D: How long had you been there? 
 



  288 

G: Oh let's see, I... Someone said... I'd gotten stock, but I had not 
gotten a raise. So, I said, "I have a ... I also have a problem with why I 
wasn't interviewed for the job ??? So, you know, I was basically ???. 
And I did get a raise, and they did let him go, and ??? I mean I'm not... 
??? in the world, but I mean, let me tell this, for two months, I was 
???, because I didn't know how to... I'm not good at negotiating, and I 
was reading books on negotiating, try to get it all together. And I 
had... All I had was what I had done which was very evident, because I 
was successful with what I'd done. And that everything he knew I 
knew, plus more, and I didn't understand why he was directing me. I 
mean if they ??? So I ??? But I didn't ??? I think that they kind of 
thought that I would get it, that ??? Yeah. So, I never got director. I 
got team lead 
 
D: How did you feel about that? ??? 
 
G: Oh, no I know that. But another thing is I think that it takes so much 
energy for me to do that, that I was like, I couldn't do it. Because, I 
can barely... You know I just couldn't do it anymore. I was... You know, 
I mean. 
 
D: You take on the their ??? 
 
G: Yeah, I couldn't do it anymore. You know, I couldn't go back and ask 
for more, you know, at that point. 
 
D: It was a matter of energy or simply a matter of pride, or both? 
 
G: Yeah, it was high energy. Pride, and I had gotten something, and I 
didn't want to not get that. You know, I had succeeded in what I 
wanted, kind of. Because it's... And I'm not really into it ...that may be 
my own personality. Titles don't really mean a lot to me, but it means 
that someone who started at a higher level didn't get it. So, it does, 
but I don't let it bother me.  
 
D: Within our structure it means that you have more chance to be 
effective.  
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G: Right. The higher your title. Right. So I like to pretend like I don't 
care. Maybe that's it, it's like I say I don't. I probably do care. I mean, 
I... 
 
D: Well, what do you care about? I mean is it that, that being effective, 
or is it for having a title? 
 
G: Having a title is respect, it has... means that you're respected. And 
so I was once asked that, so I want both. Yeah, so that's not as much 
??? But I think that now I don't have that... I feel like ... kind of ... 
unresolved. You know, I don't feel very, I don't feel like... I ??? because 
??? 
 
D: ??? 
 
G: Yeah. And so, I would... You know, and I don't even know what I'd 
do to go another step... You know what I mean?  
 
D: ??? How does it affect your work? Does it affect the work? Does it 
affect the ??? 
 
G: Lately, no lately, I think it has. I have actually ??? so I have spent a 
lot of time doing other things. And probably ??? So yeah, so ??? 
 
[Horrendous background noise - much of the following lost] 
 
G: ????????I mean, it's hard.  But that's the kind of job I would like. 
??????????? 
 
... 
 
G:  They get more respect, more opportunity.  They make more 
mistakes. [referring to her male colleagues] 
 
"Here Gwen, here's what you are doing", and I'm not a part of any of 
the process 
 
I've gotten not as nice, I gotten to where I crack down ... I can't be 
nice to people 
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... 
 
G: I was told I was hard to work with 
 
D:  Why are you hard to work with? 
 
G: Because I want to ???? 
 
.... 
 
G: ???...paper on the wall.  ???? More accountability 
 
D: On the part of management? 
 
G: On the part of management! ... what people have done.  you know  
 
D: Acknowledgment 
 
G: Acknowledgment 
 
D: ... figure out how much this person has done compared to what 
they say they've done, or how big they talk. 
 
G: Right - not this blind management ... there's direction, but there's 
no follow through. ??? 
 
..... 
 
G:  ???just muddling, you know what your job is, but no one else 
knows what your job is.   accountability ??? 
 
D: How would you make accountability apply. 
 
G: I would make ???? 
 
D: So like that guy, the programmer would have to write up something 
that this is what he was going to do and this is when and this is how it 
would all work.  And then he'd have to ... 
 
G: Yeah and put ???? 
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[too much distortion] 
 
D: ???ISO stuff! So that's the kind of thing you're talking about 
 
G: ??? It's probably because they'd have more to do. I mean. Because I 
think even long term ??? I never really knew what people were doing. 
Yet it seemed like I had a lot, you know, and I took on more.  You know 
there were other people who did one job and I had two or three.  You 
know, so ...  I also think now were I to look at companies ... 
 
D:  Well, Mom's are able to do everything 
 
G: But now I think too when I look at going to another company, when I 
see two men or three men at the top I just ... I'm not sure I'm ??? with 
that. 
 
D: Interesting,  Over time this will make a difference if you and other 
women feel that way 
 
G: Right 
 
D: Interesting 
 
[Start of tape #2] 
 
G: So, a couple months ago I was interviewing for a position and it was 
a male president, a vice president of marketing, and a... like a past 
owner of the company. And those are the three people that were my... 
who I interviewed with. I mean the things is, I had no feeling for them 
whatsoever. Any of them. I mean I didn't feel... I didn't feel a positive 
thing about the company, and I didn't feel a positive thing about them. 
 
D: It sounds like a sense of trust 
 
G: Yeah, I don't really... Yeah, right. And I think that they, you know, I 
think I saw a lot more problems that they must be having, than they 
wanted to admit.  Yes, trusting, I don't think that people are honest. I 
mean, I don't think that men are honest with women.  
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D: In what way? 
 
G: In explaining the job or the details or what's really going on in the 
company. They should have been selling me the company, but they 
weren't. I think they were selling me on what they had done. And, I 
could make up lots of things, too. You know, well I guess if you're the 
president of a company, you can say it all yours too. Or if you're the 
vice president of marketing you can do the same thing. You could say, 
"It's all mine. I did all this." 
 
D: So they're telling you how big they are, and what kind of status 
they have, instead of telling you how effective the company is.  
 
G: Right. On other levels.  
 
D: Yes. And they're not selling to you in terms of what it can do for 
you. This is what I'm hearing you say.  
 
G: Yes. And you're right. It's selling themselves. Because I didn't need 
to be... They've already got the job, they don't have to sell me.  You 
know, I would have taken him out, I would have said ??? But I mean, I 
just like think about that, what a waste.  You know it was a waste for 
me.  To go there and do that.  I had another one. That's the same 
thing.  Like the men do ... This was a big company ??? It was just very 
interesting; it was all men I interviewed with, and they almost didn't 
act interested that they interviewing, that they were looking for fill 
this job. I mean, it was almost like... And I don't know this, 'cause I'm 
not a male, but 
 
D: Yes. That's fine. People do say that here... 
 
G: Oh, okay. But you know I think that they... they shouldn't be 
interviewing someone if they don't know anything about the person, 
one. Or two, about the position exactly that they're interviewing the 
person for.  
 
D: Makes sense to me.  
 
G: And I think that if I... When I've interviewed people, I know 
everything about 'em, and I try to find out more, only because I wa... 
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I... These people have given time to interview, and we should be 
interested, you know. If you're not, you haven't done your homework 
on these people, and you shouldn't... What a waste.  
 
D: So when you interviewed, tell me about when you've interviewed, 
the particular people you've interviewed. The woman you hired, even. I 
mean, and anyone else, I mean. Tell me your style. Your way, your 
style.  
 
G: I'm probably... I think I'm much more relaxed, and I have more 
basic... I don't... I don't care how... I mean I... This is just me. I don't 
look at how long they've been at another job, because I think that if 
it's the right job, people will stay. And it doesn't... That doesn't show 
someone's integrity, or how long they're gonna last, or how smart 
they are, how dumb they are. It doesn't show me anything. They may 
have left because it was a bad situation. And I would respect that, if 
that's like the one reason. And I think that when I interview people I 
want to know just what they're looking for in a job, you know like what 
they like to do, and how they interact with other people, and you 
know.... I'd like to... You know often know experiences they've had in 
the past that didn't seem quite right, either how they were treated or 
having, you know, reviews, you know, things like that. I think I would 
try to get an honest rapport with someone, as a friend, even though I 
may not 'em yet. I think I try to do more of a friendship... interview. 
And not point questions at 'em that I don't expect them to know the 
answer.  
 
D: Is that what these guys did to you? Point questions at you that 
didn't make... 
 
G: No, no, no. I had had that done, and I knew the answer, so it wasn't 
like I didn't know the answer. But a woman that we... I hired, someone 
else asked her to explain something that has, like how egg yolks 
coagulated or something, and she told us. And you know, he asked me 
that, "What difference... What does that have to do with this job?" I 
said, "It has nothing to do with this job." And that's just... That's an 
example I know, someone had... A male had asked where it didn't have 
anything to do with the position. So... 
 
D: What do you think the question really meant?  
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G: Oh, from the male? He wanted to show his... That he knew. I would 
think he wanted to show his education. And also, at the company I'm 
at now we ??? put people through tests to see how long they would 
last, and if they... how they dealt with authority, or they dealt with 
managers, and those kind of things. And it's interesting how... I was 
hired before they did this test, yet I was never... No one was ever 
taken through the test, to show what the test was, or what it showed. 
Yet we were supposed to believe this man, when he gives the... 
 
D: Did the testing... 
 
G: Yes. And was one that was advertising for the job, and then he 
comes in and he says, "Okay, this is what, this is what this person will 
do." And it's very interesting, because I was actually in a group of 
probably three men and me, well, with only one woman, that were 
reviewing these people that I interviewed for the position, and this is 
one time I will say that other people in the room I think because they 
had not been educated on the test, they threw it out; it was like, 
useless. Like I did. So, I think, you know I think women too are better 
communicators on things like this. I mean not just tests like this, but in 
interview situations, and explaining what's expected of them, and 
explaining the company's goals and objectives, and... You know, I think 
communication is much better... And I don't know if it's just woman to 
woman, but I think it can be a woman to a man. 
 
D: Have you interviewed a man? 
 
G: Yeah. The man that was hired to be my boss. Yeah.  
 
D: And when you interviewed him, what was your approach?  
 
G: I think I was trying to tell him what we actually did in the kitchen, 
and what our goals and objectives were, and how we did it, and how 
we got it done, and, you know, how it took a little bit... We took a little 
bit of thinking out of the box, more than it did facts from a book... 
And I probably asked... Yeah, I probably asked him what experience he 
had cooking.  And you know what's so funny is that he demonstrated 
one time... They knew they had to give him stuff to do, because they 
knew that... This is probably when I was .. they knew that I was being 
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upset, because of all the rumor, the women were having to ??? with 
him. They had him demonstrate, the president of Oreida Foods. He had 
his wife prep all the food, and take it to the demonstration... Yeah. So, 
which is different than what, you know, we would have done... I might 
have had one of the women that worked for me prep the food, and I 
might have taken it, but I wouldn't have had my husband do it. Or I 
wouldn't have had my wife... If I were him I wouldn't even have had my 
wife! I mean, you know, and the things is is I always wanted to say 
something, you know, to him? But I just... I couldn't. You know... 
 
D: When you see that, how does that affect you, how does that make 
you feel within that context, when you see those differences? 
 
G: Oh, it makes me very angry. That I, that I worked hard to learn and 
to do correct... jobs correctly, and that other people don't seem to 
have to meet the same expectations that I seem to have to meet. But 
then I think I have higher expectations of myself than I think some 
other people do. Now, I don't know if all... Maybe women have higher 
expectations, because they have to, to get somewhere. And men just 
seem to bump up and move along. They have... Now that I think of it, 
men do seem to have less drive. Some men I know seem to have less 
drive. 
 
D: Less drive for what? 
 
G: For success. To achieve... 
 
D: What do you mean by success, and to achieve what? 
 
G: I mean, I guess to make a great product. I'm talking about an oven. 
Let's just make an oven...  
 
D: But   men do move up the hierarchy better... 
 
G: Yeah, but they do, right. And... that's... it's not all men, I just think 
some men seem to just bump up and don't... and get higher up the 
hierarchy without really having to go through all that women have to 
go through. Women have to work all the time to get somewhere. I 
mean, they work... You know, not only at work, they work at home to 
try to get to be better at what they do at work, you know? And I think 
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women are more... do more self-education, to try to learn demanding 
situations, like managing negotiating or managing this, and men seem 
to just get it... learn it at a young age, or something.  
 
D: So seems like there's something that men know, that's required 
within the structure? 
 
G: Right. Or they, maybe it could be that they will take risks a lot 
easier than women. I think that's maybe one, too. One reason. But 
that's because they, evidently when they were younger... younger, 
maybe boys aren't overseen as much as women are. You know, when 
women, when little girls are little girls, someone's gonna always be 
watching them, and it's gotta be real cuddly things, it can't be 
hardballs, and it can't be knives. You know, being kind of things that 
get to blow up bombs. I'm not just talking about that little... I'm just 
saying, me and... 'cause we... I talked about it with someone last night. 
They said they made bombs all their lives. Well, no woman... There was 
a group of six men, six women. No woman ever made a bomb in her 
life. You know, that's in this group. And, I think men are given more... 
or maybe they just have it, you know, ingrown. 
 
D: Given more what? 
 
G: They're given more leeway in what their choices of play are, and 
how hard they play it.  
 
D: How do you see that played out at work, in the work situation?  
 
G: The same thing. They're given more... less guidance. And more...  
 
D: Can you think of a specific instance? 
 
G: ??? Because they're all kind of, everyone kind of does their own... I 
don't think I have a good example, from where I work now, but... See, 
I'm not given that much guidance there, so I can't... at where I work... 
I'm pretty much... self-directed. And I don't think that I can say I could 
have been... Maybe... I don't know, maybe it's that when men develop 
some other things no one questions them, too. Like, okay, if you're a 
child or a boy or whatever, and you have a... you're playing, no one 
questions you, where if you're a girl and were playing with something 
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that didn't seem quite right, you would be questioned. Where a man 
makes decisions and does, like develops something, and he's not really 
questioned. It's just the way it is.  
 
D: Yeah. Again, I know you've got specific examples of that.  
 
G: Well... Well, the software. Back to the software. I mean... Right.  
yeah, he just develops it and it's fine, where, you know, if I had done 
that I'm sure I would have been... If I had done that as a woman, had 
made software, put it in an oven and then just, the doors aren't 
closed, and the lights flash around, and everything's wrong with it... Oh 
yeah, I would have been talked to by three or four people. You know, 
that, why was I wasting all that time. Yet he does it, and I'm the one 
who's hard to work with. Yeah, so... You know it's just... 
 
D: There's more demanded of you. Different expectations. 
 
G: It's different expectations on women, yes. Different expectations. 
It's almost like the other men have to... have to form me, you know, 
have to kind of direct me a little more than the other men, because, ... 
like girls playing with soft and cuddly things, I have to be handled with 
gloves, I mean just sometimes. I mean, I think I'm... and they have to 
be a little more gentler, where the men, they'll go yell at each other, 
and it's different. And I probably can't... I don't want to be yelled at. 
So I'm not saying I like that, but I mean, I don't like to be told I'm 
wrong and hard to work with. And they don't seem to care. 
 
D: That you don't like that.  
 
G: No. That they... that they're... 
 
D: Oh, that they're wrong and hard to work with.  
 
G: Right. They don't want to know that they're wrong.  
 
D: Right. So you're somewhat more sens... Oh, but the... 
 
G: I'm much more sensitive.  
 
D: But they don't want to know that they're wrong either?  
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G: Oh, no. They don't want to know that they're wrong. That's what... 
That software thing was, it was all wrong, and he didn't want to know 
'cause he didn't want to fix it. Yeah, and he didn't want it to be 
pointed out as the one that had made it wrong. Where when I see 
things burning and smoking, Oh it's Gwen, you know, it's wrong. You 
know, ??? But, you know, that... His issue with that software was not 
learning... He should... that... He's been doing software for forty years. 
I mean, he better get it, you'd think he'd get it right. And no one, no 
one even, I don't even think... went to him and, you know, ... He knew 
it was wrong, but it... But it was almost like, they didn't confront him.  
 
D: Other people knew it was wrong and not gonna work, and they 
didn't confront him?  
 
G: Oh, no, no one knew 'til I started working there. Then they all knew. 
Then they knew.  
 
D: And did they confront him then? 
 
G: Yeah, because I wrote up, I had to write it up. That it was wrong.  
Yeah then they did confront him.  But it wasn't a big dea... you know it 
wasn't like wasted a week of work. You know what I'm saying? Where 
if I had wasted a week of work, it'd have been different.  
 
D: How different? 
 
G: I would have been told, been marched right in there and told, you 
know, "You..." 
 
D: Have you been marched right in there and told? 
 
G: No, but I have been...when someone walks by and says, "You 
shouldn't be doing that"  You know. 
 
D: Really? What were you doing when they... and who walked by? 
 
G: I was testing this pan dispenser, yeah, so... And you know, I knew 
what I was doing, I mean. And you know...  
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D: And who walked by and told you you shouldn't be doing that? 
 
G: An engineering, I guess manager. It's not really... He's directing one 
project. 
 
D: He's a manager. He's the same level as you.  
 
G: That's right. But he's not directing the project that I was working 
on, so he should have had no, you know, there should have been 
nothing said like that.  
 
D: So, he's just being controlling.  
 
G: Right, right, right. Yeah, and I think that it seems too that men... 
They don't think... I don't know if it's just me, or women totally, but 
they think women don't have a grasp on how much... on what the 
expenses are, in some things. Which, you know, we all know how to do 
our schedule. We all knew how to, you know how much our house cost. 
 
D: Yeah, yeah, yeah, we've run households for a long time.  
 
G: But we can't run a business and say, "This is how much this project 
will cost." And, we have to be reviewed more frequently on those 
matters.  
 
D: Are you reviewed more frequently?  
 
G: I guess, yeah. I guess I... You know, a man will throw out that it's 
gonna cost seven thousand dollars to do this... I throw out some 
number for something I mass produce, and then it's like well we'll keep 
tabs on it Gwen. So it's different. They have this, a lot bigger pot of 
money than I have, yet I'm the one who's going to be nickel-and-
dimed. Yeah.  
 
D: That's frustrating.  
 
G: Oh yeah, yeah. But that's... But I, see I think I've just gotten used to 
it all. You know what I'm saying?  
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D: So you feel like you've gotten used to it and just kind of flow with 
it.  
 
G: Yeah, but I... But when... Then I think I get more upset, when 
something that really upsets me comes about, like the software thing. 
I mean I think I get... Like I, like I said I probably sulked for four days. 
For a whole week. I was probably a diff... I just kind of stayed by 
myself, and kind of tried to deal with it. Kind of self-directed; did what 
I thought needed to be done, and tried to ??? 
 
D: This was after you told him what wouldn't work, and he got so 
upset about that.  
 
G: And another guy got... 
 
D: And another guy? 
 
G: No no no. Another engineer said I was hard to work with. He came 
back to say that. Yes. And I thought, well now, you know, sorry. I 
mean, I probably said sorry. No, I probably didn't say sorry; I probably 
just said, "And like no one else around here's hard to work with?" 
Yeah. And I think in times like that I think I have to find a book to 
figure out, you know, what's wrong with me.  
 
D: Well, I wonder how the engineer would have felt if you'd told him he 
was hard to work with. Do you think he would have cared or sulked for 
a week? 
 
G: No, no, not at all. 
 
D: So there's something that's more important to you in that, than 
might be to the engineer.  
 
G: Well, I think, yeah, right.  
 
D: What is, why is that?  
 
G: Probably 'cause I'm more sensitive and emotional, and he's less 
sensitive and less emotional. And he's not caring...maybe as I... and I 
don't like to see people upset, you know; I like to see people happy 
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doing what they're doing. So, I probably wouldn't... That's part of why 
I wouldn't say, "You're hard to work with." Because I wouldn't want to 
upset someone.  
 
D: But what upset the engineer was that you told him that what he'd 
done hadn't worked. And you did this in writing, and in a report? 
 
G: Yeah. And I did it face to face, too. But it took about a day, getting 
managers to tell me, ... to come review it with me. Like there's 
something else to do. We're all waiting on trying to see if the software 
works. You know, it was not a happy time. I mean, you know. But see, I 
don't even think I know how to... This is why I think... I always think, 
well I have to get a book and figure this out. Because I think I get so 
upset emotionally, and I don't want to be, that I'd just shut up. I either 
shut up, or I say something that's not right. I don't group my thoughts 
fast enough, quick enough, and I guess, as painful enough as I wish I 
could. So I... 
 
D: What do you mean, as painful enough? 
 
G: Well, I mean, you know 'cause to make someone not feel good. I 
mean, you know like, not painful, but you know what I mean? Like, not 
so that they feel as hurt as I was. 
 
D: You'd like them to experience what you had experienced.  
 
G: Yeah. And I'm not that quick.  
 
D: Uh huh. You don't have those rapier skills that are gonna stab quite 
the same way.  
 
G: Yeah, which actually I'm kind of glad. But I mean I'd be... Sometimes 
I think I could use it. 
 
D: A little revenge there, yeah. There's a goddess in charge of that 
stuff, you know?  
 
G: But that's what... You know when I asked for a raise, that took, oh, 
two months for me to get it all together, and feel secure enough, and 
actually, it was over a six-week period I did this. That I had a... 



  302 

appointment every other week for three weeks, you know, and I'd get 
a little bit farther. So it took... I just, you know it took a lot of 
concentration, a lot of effort.  
 
D: So you had to talk to your boss for, three times? 
 
G: Yeah. Because I confronted him with the problem, the first time, and 
that was that I wasn't making, I wanted a raise and that I thought I 
could do managing, whatever the heck I was managing. And then, he 
wanted information; I gave him the information; and then I had to 
come back in two weeks and they would review it again, and then... or 
go over more parts of it, and then the third time was, "Well, Gwen, 
here, we'll give you a raise and we'll get rid of him." But then I was told 
I would get another, like you asked about that... that... title. I was told 
I would get a different title, and I was told I would be put into... I would 
be sent to some schools for training.  
 
D: What kind of training?  
 
G: I think more management training.  
 
D: Would you like that? 
 
G: Oh, wanted it, yeah. I never got it.  
 
D: How long ago was that? 
 
G: Oh, two, three years ago. But the guy didn't... He's gone. So... Yeah, 
I was excited. I had accomplished what I wanted. 
 
D: So that felt good.  
 
G: Yes, so that felt good. Then I said... 
 
D: I just... I wonder... in... What do feel are the differences between... 
without... Do you feel that men and women differ, and that you as a 
woman, have some differences in how you would handle the job itself, 
and interacting with people, than men?  
 
G: Well, I think that men have more of a camaraderie with each other.  
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D: With each other than women do with men? 
 
G: Than women do with men, right. So therefore, they support each 
other a little more, because they probably converse more, on things 
that probably work quite good. Where women... 
 
D: Do they have that camaraderie with women? 
 
G: Do women have it with women? Yeah, I think. I mean I have it.  But I 
don't have that same camaraderie with men. Maybe I have the same 
camaraderie with men that I had at lower levels, and not men that are 
at a higher level. Yeah, I'm sure that's right. But I think that's not 
typical. I think that's me. And I think, you know, when you get to know 
people that do that kind of work, I can't even get them talk to me ???   
Product development ????? 
 
[too much distortion from here to end of side A (tape 2) - 
start of side B (tape 2)] 
 
D: So there was another situation with the different oven...? 
 
G: And with the software. Okay. And this oven, we took to Europe and 
didn't ??? to a lot of companies Europe. But, in the m... Let's just say 
??? And during this time, I figured this method out that you could use 
??? like the thermal ??? 'cause you, instead of doing a number of ??? 
software, I got a correlation to conventional cooked temperature and 
time, and the way our software would work. Okay, but. So I confronted 
someone, that I would like to have this software. This is prototype 
software ??? that I could ??? And, because we were demonstrating in 
front of this business company I figured it looked better if we had 
some method for that madness. Because we crunched the numbers.  
And, this is another situation that I... I was the one that developed 
this, and I'm the one that inquired about it, and then it was probably 
oh, two or three months later that I finally got access software, test 
software. And I... That's... And I had two people working for me, so 
they've had to do ???. But then... It was successful, and the president 
of the residential area, or something... 
 
D: President of the residential area, oh... 
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G: We had "food services" ???. He started investigating patents for it, 
and he wrote his own patent and I was not included on. 
 
D: Patents for the... What is it that you had set up? 
 
G: Oh, it's, it's... 
 
D: Wasn't it a particular way of demonstrating it? 
 
G: Well, no. But it... Actually what should be done to the software. So 
the software you would set... So like here's this oven and it's got 
sixteen gadgets to push to make it cook and you don't know what it's 
doing. So, you have all this stuff to manipulate. And you could just 
look at your package cook time on a box, and it's at 335 for 15 
minutes, you could enter that, and the oven would know what amount 
of light to let go into the cavity, and for what time. And that's what I 
worked out, and then I... Only through conversation did I know that 
this other person was applying patents on this and telling everyone he 
had developed it. Now I think, see, now I never confronted him, 
because this man was an older man, that.... actually he thought of me 
as like a... talking face or something.. You know what I'm saying? So I 
didn't ever have the... I guess self-confidence to go face him. Because 
it was for the company, it wasn't for him. So, that may be why I 
decided it's okay.  
 
D: The patent was for the company. 
 
G: Yeah.  
 
D: Did you sign something at one time saying that anything you 
developed would belong to the company? 
 
G: Yeah, I did.  
 
D: Yeah, there you go.  
 
G: Yeah, but him... But I think that a man would go out and say he did 
it. That's where I think women are much more honest. I don't think a 
woman would boast about things that she hadn't done. 



  305 

 
D: And did he do that? 
 
G: Yes, he did that. Yeah. But at demonstrations. 
 
D: Yes. "I have done this..." 
 
G: Yes. I, I, I developed this ??? correlations ????. So I think that there 
is... I think there's something different about honesty in men and 
women. 
 
D: Do you think it comes from general values? What did you get out of 
what you did? 
 
G: ???413(There's cohesion to authority)??? 
 
D: So for you... There's an honesty... Why would you value the 
honesty, more than being the authority? 
 
G: Oh, I wouldn't. I rather be the authority. I mean, I would want to be 
an honest authority. I wouldn't want... I wouldn't want to be... I 
wouldn't... I... am the authority but I'd be honest about it. But I don't 
think people would listen to me, like they would him.  
 
D: But why would you not take on someone else's stuff, and say, "I did 
this." 
 
G: Oh, because I didn't do it. And I... 
 
D: But if you did that, what would happen that would be wrong for 
you? 
 
G: Nothing, probably. Well, I'd be... I'd be... I'd be stealing someone's... 
I'd stealing someone's project, or information or code or, you know, 
something, and... I just want to represent what I... What I do and what 
I am. I don't want to steal from other people, to get somewhere. Well, I 
think, maybe that's it - men, men don't have this, this honesty or this 
... They'll steal, maybe. That's very bad to say, but I mean, it seems 
like... 
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D: But within the context you're talking about, I mean, the... That 
people do it all the time, men do it all the time, it's within the... The 
sort of the structure of the patriarchal notion that a supervisor can 
take these things on, what their subordinate has done. But that would 
not be okay with you, and I'm just wondering why... what... Your value 
structure is actually the more independence. That, you know, it's not 
actually mine. 
 
G: Right. But all this too, that women, like when I see women in the 
workplace that do something ..., you know they develop something 
that works really... 'cause it's very successful... I would be the first to 
say that person did it. Even though I think at the same he wants what I 
want. I couldn't say, "I developed that."  
 
D: Why would you do that?  
 
G: Because I... Because I want to commend other people, especially 
women. 
 
D: What does that get you? 
 
G: It probably gets... It gets me... I think it makes me honest, and share 
the wealth. Kind of... I mean, I'm the one talking, so I evidently know... 
a lot about it. And I... That I am not one of the developers, but I would 
want other women to share the success. I don't want... Just because I 
might be the woman's boss, it's not... 
 
D: Would that be just for women or would that be also for maybe 
younger subordinate men, also?  
 
G: Oh, I... You know, I do the same thing for men ???. 
 
D: How about for an engineer? Who was at about the same level as 
you maybe. 
 
G: Yeah, I think older men, maybe not the same level. I think older 
men... more mature...  
 
D: You would do it for them too? 
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G: Yeah. Yeah. Maybe not on my same level. 
 
D: If they're at the same level you're not so sure you want to share 
the whatever with them. 
 
G: Right, right, right. 
 
D: Why? 
 
G: Probably because they're my competition. 
 
D: Yeah, and you feel that competition. 
 
G: And I feel it. Yeah. For every inch I get... every step I take. Yeah, 
it's... Because it's less easy. ??? 
 
D: And what does that competition do to you?  
 
G: Makes me very upset. I mean, I don't like... I think... Well, actually I 
think I like competition, because I think that makes me... try harder and 
think more, and those kinds of things. So I think competition's good, 
and I like it. I don't like to lose. So, but they don't either. So, it's just 
that... I think it's just a battle. See, I work with another man that 
develops software. And he... actually he developed this whole 
technology, so he's like a god of the technology. But he and I have a 
very good rapport, and... with software. And he writes it, but he can't 
write it for major productions; he can only write it for present-time. 
Because of his... the language that he uses. So... 
 
D: What language does he use? 
 
G: You know the... I don't even know, the first one..??? 
 
D: PL1? 
 
G: Yeah. The first... 
 
D: PL1? Programming language 1? Wow! 
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G: Yeah. I mean he... But he does... but he does it really good, and he 
messed up, because of the way he does it.  
 
D: Oh, assembly language.  
 
G: Assembly. He does assembly. And so one... You know he... But he 
knows it, and he does it, and so the oven that I've worked on for two 
years, he's the only software person I had, that I've worked with, 
because it was his baby and he wanted it to be right, and he respects 
me and I respect him, and we have this good relationship. But it's 
probably because he takes his time out to... You know, I could get him 
to listen to me and we work together, do it as a team. Where I think... 
And that's probably because he's the, to me the mad scientist; he's a 
great guy; and the other software guy is on my level. There is a 
difference between... I think between relationships of people on the 
same level, and men and women, as men and women who are older, 
and much wiser. 
 
D: And established... 
 
G: Right. And we respect... They respect you for what you know, and 
you respect them for they know. And there's a difference.  
 
D: Yes, but you're not gonna hurt each other.  
 
G: No. We're only going to help each other.  
 
D: You feel like somebody on the same level as you, that you're at risk 
in some way. And that's were the competition... I mean what I'm 
hearing is that you feel competition, that that competition is 
threatening to you. Whereas the competition, there's a kind of a 
competition that's not so threatening that you really like? 
 
G: Right.  
 
D: Can you think of examples that... I mean with you and this older 
man, an example of being competitive or challenging each other? So 
that's a kind of competition that's productive? 
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G: Right. Because I'll do something that I know is really good, and it's 
funny how I'll... you know I'll say, "Oh, here's what I figured out." And 
he'll say... He has a hard time taking it. Accepting it, because he 
wasn't a part of it. I mean, I know it now... I mean I know it. But... And 
he'll start throwing out other things that I should test. And it's funny 
that... I have done this now, with him now for a solid two years every 
day on that kind of software. But it's funny how if he comes back with 
something that's off the wall... which I like off the wall things... but it 
doesn't really work. And he'll try to make me work all the way around 
this, to be... You know so that he... his method will be correct. Where I 
might figure it out like in a sec... You know I might figure out in one or 
two tries. Yeah. So there is, it's not competition; I think maybe he just 
looks at the bigger picture, or wants to research the whole end of it, 
before saying Gwen's been right. I accept it from him where if 
someone else that I didn't respect as much, I don't think I would do 
that.  
 
D: Competition with your peers. Can you give me an example of what 
that's like?  
 
G: You mean with someone I work on the same level with? 
 
D: Yes. Maybe one of the engineering managers. Do you only have one 
engineering manager?  
 
G: Oh, we have a lot of them.  They're all over the place. Well, I think... 
Well, see I think, you now what it is, I think that, we've had compet... 
They've tested some products on the line, and they needed my help. 
But I was very busy so I couldn't do it. And... maybe... well, I don't 
know if this is competition. 
 
D: Well, go ahead. 
 
G: Okay. When the prototypes are made they test the products on 
them and obviously they're not good. You know, it's usually not the 
way the product should work. Let's just say its ??? burned, it's ??? 
And they'll ignore me. They, yeah well, there was this one manager, 
let's just say he'll say "Oh oh okay ???" Okay and then, you know 
then, then the thing is is that what happens is I am the authority on 
how things... on one, how to make the ovens more consumer friendly, 
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and two, how to make the food cook, and three, how to manipulate 
the software so that they do what we want them to do. So those are 
the big three things, that I have to have their support in making the 
software be OK and in making ovens. And in listening to me. So it's 
two ways, and it's side by side, but I... I don't know that we have any 
competition about that.  Maybe I'm always very critical of it.  
 
D: But it sounds like there's a challenging situation between you. Like 
there is between you and your... this older designer, that writes in 
Assembly. And there's a challenging situation there, and your way of 
interacting is to challenge each other, and it's okay there. But... 
 
G: But the other way... Yes, you couldn't even challenge it... it's not on 
a, it's not challenge, it's who gets it right. You know, whatever the, 
whatever the process or product that's being work on, it's not a chal... 
It's a challenge for either me, or the other person, but it's not a team 
effort. It's more of an ego thing. 
 
D: It's more of a challenge, and you're more at risk 
 
G: Yeah. And, because the specific person I'm talking about doesn't... 
wants to do it his way. So it's really hard to maneuver, try to ???. 
Which... That's usually what's happened. I can't go directly to ????  I 
had to go through someone else. And I think it's more of an ego; that 
that's his shop, the software is his shop, and you can't get in, if he 
doesn't want you in... And I don't think it's just me, I think it's men 
and women. Because he's the... he's the one who does it, and... Well, 
the reason I guess ??? that's what happens.  It gets tangles. I can't go 
??? 
 
D: So you go, you end up going around about to get it done. Doesn't 
this get in your way, of your own...success and business 
 
G: Oh, yeah it does. Oh, it does. And I have to wait longer. And I'm not 
very patient. So, yeah. That's when I just, you know, I'd go sulk 
somewhere. I mean, I'd go...  
 
D: But so this has effects on your overall career, it has effects on your 
overall...  
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G: Productivity 
 
D: productivity, on your overall... 
 
G: Mental happiness. 
 
D: Yes, that one. Yeah, mode in life or something. I mean, looking for - 
mental happiness. Yeah. So what do you do with that, with the... just... 
how do you make the... how do you compensate, or do you 
compensate, and how do you find your mental happiness and... 
 
G: I just try to find new problems and... 
 
D: To solve. Ignore it, put it aside and let it be.  
 
G: Like I said, I mean I think if you, if I had talked to you five, maybe... 
maybe seven years ago, I would have really fought more.  
 
D: Fought what? 
 
G: I mean, I would have battled these people more. I mean been more... 
 
D: Yes, with the people that you interacted with, you would have 
reported... You would have reported a lot more fighting. So you've 
settled out now in a way and you just kind of let it pass more, is that 
it? 
 
G: Yeah, I think, I mean I think I have, but I think... 
 
D: What do you think of that? How do you feel about that? What do 
you.... 
 
G: Oh I... It makes me... I don't really like that. I'd rather, I'd rather... 
 
D: You don't think it's kind of wisdom and maturity and...  
 
G: Well maybe it is. 
 
D: That's okay, but, you tell me what you think, please.  
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G: Well, I think it's taken chunks of my enthusiasm. 
 
D: Now, you just went at your gut, and you kind of pulled out from 
your gut... 
 
G: Well, yeah, I do, I think that I always had the enthusiasm for 
whatever I'm doing, and I think that I've kind of been munched and 
crunched on, you know. And so, I don't... I can't give it all anymore, 
because I don't, you know, 'cause I just... someone else got it. You 
know, it's like pieces are missing, now.  
 
D: Pieces of you. What pieces?  
 
G: My being... willing to just step out and plow through. I'm a little bit 
more... I hedge back. I'm not as aggressive or assertive. I'm a little... 
yeah... calmer. But I do think it... I do think that all that has taken a lot 
of... Well, I think it's taken a lot of joy out of what you do, or your 
everyday life. And I do think it takes a lot of energy out of you, and I 
do think it takes a lot of motivation to succeed. You step back and say 
well maybe I just won't succeed, maybe I'll just... plug along. And just 
like I was telling you about these interviews, 'cause I haven't 
interviewed in a long time. And it's like I don't... Yeah, I could see it... I 
think I saw this interviewing I don't quite have yet. Like I'm gonna 
get... I'm gonna be basically, I'm gonna be assertive, and I'm gonna... If 
I want it I'm gonna get the job, and I'm gonna do everything to do it, 
and here I am. I'm a lot more sit back and listen, and see what those 
people are saying, that's the piece I didn't have right in place. So I do 
think there's a difference, where I think it used to be I'd go in and say 
everything I've ever done and just go on and on and on. But that may 
be maturity, too. But I think if I had been successful .... 
 
D: ...What do you think of that difference? 
 
G: No, but I think that if I hadn't of been stomped around on for the 
last six years, and hurt, and emotionally drained, that I might be more 
assertive and aggressive than I am now. So I... I think that by the time 
??? they're probably dead... I'm just having, you know what I mean. I 
think... 
 
D: Yeah, either that or you let go of it.  
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G: Yeah, yeah, move on. Right. But I think it takes a lot more of your... 
of your mind and your skills and your... 
 
D: ...Well it takes a lot more, I mean... 
 
G: ...Working with men. Well, I just feel like it takes a lot to get things, 
to get things, these days. In the workplace. For women. I think it takes 
more today than ???. But I think it takes as much today, maybe more 
emotionally, and mentally, than it used to. 
 
D: Is that your age, or is it the time? Do you think that a younger 
woman, it would take more to do what you did as you were younger, 
or do you think it's that you're more mature now?  
 
G: Yeah, maybe it's that... Yeah. Maybe ???. But I can't believe that 
women... Women that go to the workplace now, they have no..., they 
don't have any notion what's going to happen. How men treat them, 
and how they're going to have to rise up 
 
D: No, they don't know that. Like you didn't know. 
 
G: So, they put in a lot of... They do a lot because they think, "If I do a 
lot and I don't make any trouble, I'll succeed. And I don't want to be, 
you know, a work hog, with what I'm doing. I think that they might. 
Yeah.  For heaven's sake, it hasn't gotten better.  If anything it's 
probably gotten harder. 
 
D: Do you think it's gotten harder? And if so, in what way? For a young 
woman. 
 
G: Well, because the men are much... I think that the world is just a 
faster paced place now, I mean, with the internet, and the... There's so 
much more information. I think the internet... I think all that 
contributes to what someone has to have to succeed. I mean, where... 
 
D: So they have to have more information, more knowledge, more 
capability, now... 
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G: Right. All the personalities more, you know, negotiations, more 
negotiating skills, more computer information, more... they have to be 
really primed. 
 
D: Yes, but not just for women, men too. 
 
G: Yeah, but I think men ??? I think, I mean they... I don't see... ???.... I 
think too, that on women in the neighborhood, that the wife's ??? 
 
D: Well, yeah there is that too. You know.  
 
G: Yeah, and that's a whole other thing 
 
D: What I need in life is a wife. 
 
G: Right. Right. Yeah, so I think that that hasn't changed... I think 
women have to be ??? workplace.  I don't think ????????? 
 
D: Yeah, especially if it's more for women than it does for men, 
because the woman still has to deal with most of the child care too.  
 
G: Right. Plus women are always... I mean, I don't understand... I mean, 
a couple years ago, it was this challenge, you know women side by side 
with men, not being ??? the women are making less. And... probably 
do more of a job, doing... working harder, longer, than the men. ???. 
And I think that the changing system... The system has been like that 
for years and years and years, boys are supposed to watch their 
fathers and grow up and be, ??? I mean, coaching the football teams 
and baseball teams and that stuff, and so women are not doing it. It 
still... I mean, I think you see a couple of them here and there, but 
it's... it's... the way children are brought up, the man goes to work and 
the woman stays home ??? And the man is also coaching the football 
team ??? Women are teaching the classes, you know in the school 
system. So that... That colors what... If you're nursing, women are 
nursing and with the children, and then as you get to high school then 
you're first ??? with men. So it's a pretty built-in system.  
 
D: It is. 
 
G: There'll have to be a lot of things change, to change it.  I think. 
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D: Me, too.  
 
G: Well, do you? 
 
D: That it will need a lot of cha... things to change it? I don't see how 
it's going to change. I just ??? overall. That...  And I've been in it for a 
long, long time, and I don't know what will change it.  

Preliminary Analysis of Gwen's Interview 

 The first and second listenings in the analysis process were for 

the voices of the plot and the self. These preliminary listenings give 

the external and internal contexts of the women's stories. The first 

listening, for plot, gives the geography of events in the woman's life. In 

these quotes given at length below, the woman gives the plot, the 

psychological landscape of her professional life - the who, what, when, 

where and why - in her own words. This is followed by my summary of 

the subplots that she describes, and by addendums that locate the 

speaker and my relationship to her in the landscape of her narrative. 

Parentheses indicate my questions and comments as the interviewer. 

 The second listening is to hear how the woman viewed and 

spoke of herself. The quotes from the interview express the voice of 

woman's self, of the "I" in her. They particularly capture how she views 

herself, so that I include her voice in my description of her, know her 

on her own terms, allow her voice to enter my psyche, so that she 

affects me and I begin to learn from her. Thus the relationship 

becomes "the way of knowing, an opening between self and other that 

creates a channel for discovery, an avenue to knowledge" (Brown & 

Gilligan, 1992, pg. 28). 
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First Listening 

The Plot 
 
p. 3 bottom 
I was the product development, manager of product development. And 
it was in a food field, and you see, that's where I think sometimes too 
I'm a woman in the food field and so I'm looked ... . So that has a 
whole different viewpoint, because women cook in the homes, and 
you're still cooking for a corporate structure, so... 
 
p. 4 
I had a Ph.D. in food nutrition and I had the food technology, but I also 
studied food in France, and now in Mexico, now in Thailand. I mean, so 
I've studied food in other areas. 
 
I was interested in nutrition because I'm a diabetic. ... 
I had a PH.D. in food nutrition ... food technology, food science, which 
is new science.  
 
I went through six months of a baking school that all the major baking 
companies send their guys. I was probably in a class of fifty... There 
was a class of fifty-two and there was probably three women. 
 
p. 5 
I got into the baking business through education, and through work at 
the American Institute of Baking, and I knew it was a male industry, 
and... I had trouble getting a job, probably because I had a Ph.D., and I 
didn't want to be a... I don't know. I didn't know what I wanted to be, 
but I wanted to be creative... part of it. I wanted to use my knowledge 
and be creative. And it's not been easy. But, so I had a deli in San 
Francisco; that was just... I just did things to try to have a job, and to 
explore my field, first thing. And I did consulting when I first moved to 
California. So I did with pizza company, I helped this guy, you know.  
 
I had a deli, which I think I thought I'd go in and cook, but I didn't ever 
cook 'cause I managed. You see, so I learned there that, you know, you 
can't do both, you can't be a manager and a cook, or whatever. So, 
that was an interesting situation, and I was in charge, so there was no 
problems there. And then... And I had women under me, and that was 
fine. I had some men too, but, you know, that was all fine. You know I 
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don't remember any bad things. And then I got a job at a chain of 
bakeries. For... and an international conglomerate owned it. And I was 
probably the first woman that wasn't a secretary in the place. Or a... 
whatever they are called now. So I... and I was a woman, and I was in 
the bakery, and so it was very... it was weird to me as I had an 
academic background so this is... This may all be kind of silly, but I 
thought I should wear a lab coat, in clothes, and not... That's what I 
felt. They wanted me to wear bakers' whites, like I was a baker, in the 
plant. 
 
p. 6 
Manager, product development. But I also was over quali... Being, 
because they had no quality control, I took that on. You know, I took a 
lot... I, in every deli I've ever had I've taken on more than anyone ever 
could do, and never have ever ever been, you know, gotten financi... 
more money or gotten more titles or gotten anything. So I went into 
this bakery, and they were saying I had to wear whites, so I think I 
finally... I probably rebelled against that. So they said, "Okay, you can 
wear a lab coat." But that was a big deal to me, because I wanted to 
show some, not status, but I wanted to show that I wasn't like the 
baker on the bagel lot, you know? So, and the place I went in to work 
was all men, and the place was just a pigsty and yet it was ... But it 
was a huge... it was a huge company that was... had a lot of 
employees, and I didn't understand why the men... And I will say it was 
them that didn't get it focused and cleaned up and stuff. So I took 
that position. 
 
So I took that on as a responsibility, and then corrected the quality 
control, and got that business straightened out. 
 
Then we moved these clients into another plant in L.A. and the... then I 
was the authority. ...I set up the program down there. And then, the 
same time I was developing product.  
 
then I had a boss, the vice president of... that took an interest in me, 
and he... When I look back, he more like mentored me than anyone had 
ever done, 
 
I used to report to the plant manager, because probably our 
personality conflicts, probably 'cause I was a female, and his wife was 
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at home and he had affairs with women and, that was something that 
I... I got put under the vice president, because... I don't know, I mean I 
suppose they thought I'd... There was a problem. And there was. So 
that was all good, I mean I was mentored 
 
p 7 
I got a raise because I said I wouldn't come to work if they didn't give 
me a review. And then... So, and I stayed home for a month or so, and 
they paid me. But they... But that's when I got switched from 
reporting to a plant manager to reporting to the vice president of the 
company. But they understood what I was saying, but they didn't, they 
wouldn't do anything.  
 
p. 8 
That was the chain of bakeries. And we had a hundred and fifty stores, 
and it was... you know it grew... I was there when the group was 75 to 
150 stores. And I was, like, a representative to the parent company... I 
used to go to the functions there that I had to demonstrate products, 
and stuff like that. So, it's not like I was, you know, I did a lot. But, I 
once again was never really compensated or given a higher place. So 
then, after that... that company was sold to a woman owned company, 
so she was my boss. So, see, I went from this male-oriented thing to 
female. And she actually was my one-on-one boss,  
 
p. 9 
I think she wanted me to feel a part of her and her family, so she was 
very generous with what I did with them, and, you know. So I... Yeah, 
so I felt like I was kind of her family. I guess I thought... I just was that I 
had never been in a situation like that, so it was kind of odd at first. 
Because when I went to work for her, the president of the bakery 
chain, who used to be the president of pizza chain, was our boss at, 
was the president of the bakery chain. When she bought the bakery, 
she got me and the president, this guy. And a human resources 
person. And he and her used to fight over who would direct me. That 
was a problem at first. But yet he had never taken an interest in me, 
the two years... 
 
'Cause he didn't have anyone to do anything. He didn't have anyone to 
report to him or to do anything for him, and I was what was left, so 
then he finally left. So then it all smoothed out. 
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p. 10 
Lots of things have gone on, so in the last six years I still haven't seen 
it. 
 
at a start-up company, in Silicon Valley  
 
(D: The oven manufacturer?) 
 
the company itself has gone through lots of turnaround. But it's 
never... it has never, you know, no one has... I know this for a fact, no 
one has ever been treated the same, given raises.. given...reviewed... 
I've only had one review and I've been there six years.  
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p. 11 
I was hired there by the developer of the company, like she and her 
husband, they developed this company and had the product 
developed, kind of, something similar to that, a beta. And I was, 
besides her I was the only woman in the place. Besides the 
receptionist.  
 
Manager, Cooking Applications and Food Technology. I'll never go 
beyond a manager.  
 
p. 12 
at that company we had stock options and I know that those have not 
been distributed evenly between male and female or anyone. 
 
I was the first woman president of culinary ??  
 
and I got to hire. So, basically, you know, I took a box and put lamps in 
it 
 
So, what I've done there over the last six years, is work with the 
software engineers and buy software 
 
About two years after I was there, they decided that they were going 
to hire another food person, and so I wanted to apply for it, Okay, and 
no one was kind of... They left it sketchy. This was the marketing 
branch. Who's going to hire these people? I said give me the resumes 
so that we can look 'em, and just kind of helping a little. And I would 
say, "You know, this guy is" It's all men. And I would say, "Well, this 
guy looks like he's never cooked a thing in his life, and he's from India, 
and I'm sure he doesn't know what American's eat or how they cook"  
 
p. 13 
I knew it was gonna be our, my boss. I had this feeling. Okay. So I said, 
you know I said simply 'cause I would like to apply for this position. ??? 
So, you know I never got a good, I never got... direct feedback, what 
the person's title was, or what he was going to do. And basically, at 
this company, this start-up company, everyone did work. No one sat in 
the meetings and So you had to have some skill-level to come in, I 
thought. So that's why... So, I think, so I helped, I mean I interviewed 
these people and they never probably ever cooked a thing in their 
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whole entire life that was OK, you know, I said it every time, "Well, 
they'd never cook, but fine They'd never cooked, they have no clue 
what people are cooking at their homes, you know. And I have all, you 
know all the full-blown experience. And I still said, "I would like to 
interview for the job." Well, you know what? I was never interviewed. 
And they hired a man. Very nice guy, from India, as the director of 
cooking technology. Okay. Now I was still stunned about what in the 
world he was going to do, when he had never, you know, he'd never 
done anything. So anyway, for a year, I directed him. I basically told 
him everything to do; I had to train him how to do everything; I had to 
correct him, you know I didn't have to but I mean I'd correct him 
because of the big mess we always got into. And what's funny is they 
didn't, they had him as a director, yet he was doing the same thing as 
me, and yet I was directing him. And I wasn't only directing him; by 
this time I was directing the other people in the group. I was furious 
??...?? I was furious because they would ask us to ??...?? they would 
never ask ??...?? it was always the women. So there's like three of us 
that are ??. I mean because ??? the way we were treated, we were 
treated like the gophers of the coffee getting circle but he was totally 
??  
 
p 14 
He got an office, and he got bookshelves. I had asked for bookshelves 
for a year, and they didn't give me one. So finally, I requisitioned one 
myself. So I watched this man come in, get a bookshelf. I had 
bookshelves, but I had more books, so I wanted more bookshelves. 
There's nothing wrong if I have books and I use them, just give me a 
bookshelf. 
 
they wouldn't approve it, so I had the guys in the back build me one.  
 
my boss, ??? he heard that I had asked ??? and he told me never to 
again the purchasing guy himself to ask ??? That, you know, I was 
wrong, that I hadn't gone to him to ask for a bookshelf. ??? You know, 
so anyway I got a bookshelf. 
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p. 15 
our vice president left, and ??? there was marketing and then ??? and 
he was my boss so he was ??? I finally went to him and said I would 
like a raise. Then this is another place where I hadn't had ??? I hadn't 
had the review. So I went and I said, "I have a new study. ??? This is 
hard for me. This took me awhile to do. But I did it. And I said, "And I 
am below what I can make, and I would like a raise. Since I had not had, 
you know, a review...??? the one review that I had had was without a 
raise. So I said, "I would like a raise."  
 
So, I said, "I have a ... I also have a problem with why I wasn't 
interviewed for the job ??? So, you know, I was basically ???. And I did 
get a raise, and they did let him go 
 
p. 16 
I never got director. I got team lead 
 
p. 19 
a couple months ago I was interviewing for a position and it was a male 
president, a vice president of marketing, and a... like a past owner of 
the company. And those are the three people that were my... who I 
interviewed with. I mean the things is, I had no feeling for them 
whatsoever. Any of them. I mean I didn't feel... I didn't feel a positive 
thing about the company, and I didn't feel a positive thing about them. 
 
I saw a lot more problems that they must be having, than they wanted 
to admit. Yes, trusting, I don't think that people are honest. I mean, I 
don't think that men are honest with women.  
 
In explaining the job or the details or what's really going on in the 
company. They should have been selling me the company, but they 
weren't. I think they were selling me on what they had done.  
 
It's selling themselves. Because I didn't need to be... They've already 
got the job, they don't have to sell me.  
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p. 20 
One interview with a vice president of marketing, and the same thing, 
he really had no interest... I mean it was like hard for him to try to tell 
me what he thought the company needed. 
 
That's what I was asking. What they were doing, where they were 
going, and all this stuff, and he... he couldn't even...  
 
p. 24 
Back to the software, he just develops it and it's fine, where, you 
know, if I had done that I'm sure I would have been... If I had done that 
as a woman, had made software, put it in an oven and then the doors 
aren't closed, and the lights flash around, and everything's wrong with 
it... Oh yeah, I would have been talked to by three or four people - you 
know that. Why was I wasting all that time. Yet he does it, and I'm the 
one who's hard to work with. 
 
p. 25 
I wrote it up, I had to write it up. That it was wrong. Yeah then they 
did confront him. But it wasn't a big dea... you know it wasn't like 
wasted a week of work. You know what I'm saying? Where if I had 
wasted a week of work, it'd have been different.  
 
p. 26 
I was testing this pan dispenser, yeah, so... And you know, I knew what 
I was doing, I mean. And you know...  
 
(D: And who walked by and told you you shouldn't be doing that?) 
 
An engineering, I guess manager. It's not really... He's directing one 
project. 
 
he's not directing the project that I was working on, so he should have 
had no..., you know, there should have been nothing said like that.  
 
they think women don't have a grasp on how much... on what the 
expenses are, in some things. Which, you know, we all know how to do 
our schedule. We all knew how to, you know how much our house cost. 
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we can't run a business and say, "This is how much this project will 
cost." And, we have to be reviewed more frequently on those matters.  
 
p. 27 
a man will throw out that it's gonna cost seven thousand dollars to do 
this... I throw out some number for something I mass produce, and 
then it's like well we'll keep tabs on it Gwen. So it's different. They 
have this, a lot bigger pot of money than I have, yet I'm the one who's 
going to be nickel-and-dimed.  
 
I think I've just gotten used to it all.  
 
But when... Then I think I get more upset, when something that really 
upsets me comes about, like the software thing.  
 
I probably sulked for four days. For a whole week. I was probably a 
diff... I just kind of stayed by myself, and kind of tried to deal with it. 
Kind of self-directed; did what I thought needed to be done, and tried 
to ??? 
 
Another engineer said I was hard to work with. He came back to say 
that. Yes. And I thought, well now, you know, sorry. I mean, I probably 
said sorry. No, I probably didn't say sorry; I probably just said, "And 
like no one else around here's hard to work with?" Yeah. And I think in 
times like that I think I have to find a book to figure out, you know, 
what's wrong with me.  
 
p. 29 
when I asked for a raise, that took, oh, two months for me to get it all 
together, and feel secure enough, and actually, it was over a six-week 
period I did this. That I had a... appointment every other week for 
three weeks, you know, and I'd get a little bit farther. So it took... I 
just, you know it took a lot of concentration, a lot of effort.  
 
I confronted him with the problem, the first time, and that was that I 
wasn't making, I wanted a raise and that I thought I could do 
managing, whatever the heck I was managing. And then, he wanted 
information; I gave him the information; and then I had to come back in 
two weeks and they would review it again, and then... or go over more 
parts of it, and then the third time was, "Well, Gwen, here, we'll give 
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you a raise and we'll get rid of him." But then I was told I would get 
another, like you asked about that... that... title. I was told I would get 
a different title, and I was told I would be put into... I would be sent to 
some schools for training.  
 
more management training.  
 
I wanted it, yeah. I never got it.  
 
two, three years ago. But the guy didn't... He's gone. So... Yeah, I was 
excited. I had accomplished what I wanted. 
 
p. 30 
I figured this method out that you could use ??? like the thermal ??? 
'cause you, instead of doing a number of ??? software, I got a 
correlation to conventional cooked temperature and time, and the way 
our software would work. Okay, but. So I confronted someone, that I 
would like to have this software. This is prototype software ??? that I 
could ??? And, because we were demonstrating in front of this 
business company I figured it looked better if we had some method for 
that madness. Because we crunched the numbers. And, this is another 
situation that I... I was the one that developed this, and I'm the one 
that inquired about it, and then it was probably oh, two or three 
months later that I finally got access software, test software. And I... 
That's... And I had two people working for me, so they've had to do 
???. But then... It was successful, and the president of the residential 
area, or something... 
 
p. 31 
We had "food services" ???. He started investigating patents for it, 
and he wrote his own patent and I was not included on. 
 
But it... Actually what should be done to the software. So the software 
you would set... So like here's this oven and it's got sixteen gadgets to 
push to make it cook and you don't know what it's doing. So, you have 
all this stuff to manipulate. And you could just look at your package 
cook time on a box, and it's at 335 for 15 minutes, you could enter 
that, and the oven would know what amount of light to let go into the 
cavity, and for what time. And that's what I worked out, and then I... 
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Only through conversation did I know that this other person was 
applying patents on this and telling everyone he had developed it.  
 
I think that a man would go out and say he did it. That's where I think 
women are much more honest. I don't think a woman would boast 
about things that she hadn't done. 
 
p. 32 
(D: And did he do that?) 
 
Yes, he did that. Yeah. But at demonstrations. 
 
(D: Yes. "I have done this...") 
 
Yes. I, I, I developed this ??? correlations ????.  
 
p. 34 
I work with another man that develops software. And he... actually he 
developed this whole technology, so he's like a god of the technology. 
But he and I have a very good rapport, and... with software. And he 
writes it, but he can't write it for major productions; he can only write 
it for present-time. Because of his... the language that he uses. So... 
 
he knows it, and he does it, and so the oven that I've worked on for 
two years, he's the only software person I had, that I've worked with, 
because it was his baby and he wanted it to be right, and he respects 
me and I respect him, and we have this good relationship. But it's 
probably because he takes his time out to... You know, I could get him 
to listen to me and we work together, do it as a team. Where I think... 
And that's probably because he's the, to me the mad scientist; he's a 
great guy; and the other software guy is on my level. There is a 
difference between... I think between relationships of people on the 
same level, and men and women, as men and women who are older, 
and much wiser. 
 
p. 35 
They respect you for what you know, and you respect them for what 
they know. And there's a difference.  
 
We're only going to help each other.  
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I'll do something that I know is really good, and it's funny how I'll... you 
know I'll say, "Oh, here's what I figured out." And he'll say... He has a 
hard time taking it. Accepting it, because he wasn't a part of it. I 
mean, I know it now... I mean I know it. But... And he'll start throwing 
out other things that I should test. And it's funny that... I have done 
this now, with him now for a solid two years every day on that kind of 
software. But it's funny how if he comes back with something that's 
off the wall... which I like off the wall things... but it doesn't really 
work. And he'll try to make me work all the way around this, to be... 
You know so that he... his method will be correct. Where I might figure 
it out like in a sec... You know I might figure out in one or two tries. 
Yeah. So there is, it's not competition; I think maybe he just looks at 
the bigger picture, or wants to research the whole end of it, before 
saying Gwen's been right. I accept it from him where if someone else 
that I didn't respect as much, I don't think I would do that.  
 
p. 36 
When the prototypes are made they test the products on them and 
obviously they're not good. You know, it's usually not the way the 
product should work. Let's just say its ??? burned, it's ??? And they'll 
ignore me. They, yeah well, there was this one manager, let's just say 
he'll say "Oh oh okay ???" Okay and then, you know then, then the 
thing is that what happens is I am the authority on how things... on 
one, how to make the ovens more consumer friendly, and two, how to 
make the food cook, and three, how to manipulate the software so 
that they do what we want them to do. So those are the big three 
things, that I have to have their support in making the software be OK 
and in making ovens. And in listening to me. So it's two ways, and it's 
side by side 
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p. 37 
because the specific person I'm talking about doesn't... wants to do it 
his way. So it's really hard to maneuver, try to ??? Which... That's 
usually what's happened. I can't go directly to ???? I had to go 
through someone else. And I think it's more of an ego; that that's his 
shop, the software is his shop, and you can't get in, if he doesn't want 
you in... And I don't think it's just me, I think it's men and women. 
Because he's the... he's the one who does it, and... Well, the reason I 
guess ??? that's what happens. It gets tangles. I can't go ??? 
 
I have to wait longer. And I'm not very patient. So, yeah. That's when I 
just, you know, I'd go sulk somewhere. I mean, I'd go...  
 
(D: But so this has effects on your overall career, it has effects on 
your overall... ) 
 
Productivity 
 
Mental happiness. 
 
(D: So what do you do with that, with the... just... how do you make 
the... how do you compensate, or do you compensate, and how do you 
find your mental happiness and...) 
 
I just try to find new problems and... 
 
Like I said, I mean I think if you, if I had talked to you five, maybe... 
maybe seven years ago, I would have really fought more.  
 
p. 38 
I mean, I would have battled these people more. I mean been more... 
 
I think it's taken chunks of my enthusiasm. 
 
(D: Now, you just went at your gut, and you kind of pulled out from 
your gut...) 
 
Well, yeah, I do, I think that I always had the enthusiasm for whatever 
I'm doing, and I think that I've kind of been munched and crunched on, 
you know. And so, I don't... I can't give it all anymore, because I don't, 
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you know, 'cause I just... someone else got it. You know, it's like pieces 
are missing, now.  
 
(D: Pieces of you. What pieces?)  
 
My being... willing to just step out and plow through. I'm a little bit 
more... I hedge back. I'm not as aggressive or assertive. I'm a little... 
yeah... calmer. But I do think it... I do think that all that has taken a lot 
of... Well, I think it's taken a lot of joy out of what you do, or your 
everyday life. And I do think it takes a lot of energy out of you, and I 
do think it takes a lot of motivation to succeed. You step back and say 
well maybe I just won't succeed, maybe I'll just... plug along. And just 
like I was telling you about these interviews, 'cause I haven't 
interviewed in a long time. And it's like I don't... Yeah, I could see it... I 
think I saw this interviewing I don't quite have yet. Like I'm gonna 
get... I'm gonna be basically, I'm gonna be assertive, and I'm gonna... If 
I want it I'm gonna get the job, and I'm gonna do everything to do it, 
and here I am. I'm a lot more sit back and listen, and see what those 
people are saying, that's the piece I didn't have right in place. So I do 
think there's a difference, where I think it used to be I'd go in and say 
everything I've ever done and just go on and on and on. But that may 
be maturity, too. But I think if I had been successful .... 
p. 39 
I think that if I hadn't of been stomped around on for the last six 
years, and hurt, and emotionally drained, that I might be more 
assertive and aggressive than I am now.  
 
Plot Summary - the Psychological Geography  

 This was the career story of a dynamic, assertive, hard working 

woman, who started her career exploring the world and enjoyed a 

creative position in it. As she made her way, the institutionalized 

restraints that she faced worked to invalidate, subordinate, distance 

and finally silence her.  

 Beginning career. As a diabetic, Gwen was particularly interested 

in food issues and obtained a Ph.D. in food science. This lead her into 

the baking business. She worked at the American Institute of Baking 
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and studied extensively in other countries: France, Mexico & Thailand. 

She consulted for pizza company and had a Deli in San Francisco. She 

found that women in the baking field were greatly in the minority and 

were not given the credence that men received. And she learned early 

on that designing product and managing are a challenge to handle at 

the same time. She either cooked or managed well and happily until 

she entered a large bakery chain. 

 The bakery chain. The chain of bakeries was a subsidiary of a 

large international conglomerate of food producing companies. As a 

product manager, she was over-qualified for her job and was sensitive 

to being one of the first women in a managerial role. When they 

wanted her to wear baker's whites, she insisted on the lab coat, which 

she felt signified the proper respect. After quite a bit of hassle, they 

finally gave in.  

 Since quality control and clean up of the bakery plant were not 

being taken care of, she took these on. Another project she had was 

to move some clients to a plant in Los Angeles and set up their 

program. This went smoothly because she was the authority. At this 

point she was developing product also. But she reported to a plant 

manager that she did not get along with for a number of reasons 

including his treatment of women and his wife. She was not given a 

review or raise for a number of years, despite numerous requests on 

her part. She finally stayed home for a month or so, until they gave her 

a review which led to a raise also. She was paid for this time spent at 

home in protest. As a result of this she was put reporting to one of 
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the vice presidents, who becomes her mentor. The bakery chain grew 

from 75 to 150 store while she was there. She represented the bakery 

at functions of the international parent company, demonstrating their 

product for the parent company. Her contributions to the company 

were diverse and many, but she was never adequately recognized or 

compensated either financially or with promotions.  

 Then the bakery was sold to a woman owned company and the 

management was much smoother. The woman owner treated people 

as she would like to be treated, as a large family, and wanted to be 

Gwen's friend. When the president of the chain of bakeries moved into 

the new organization of woman owned company, he tried to get Gwen 

reporting to him, because there was no one else. The woman owner 

kept Gwen on to work with her, and the old president left. All was 

smooth for a while. 

 An oven manufacturer. Six years ago Gwen was hired as Manager 

of Cooking Applications and Food Technology at a Silicon Valley start-

up company that manufactures ovens. Again, she was continually 

silenced and was never adequately recognized or compensated either 

financially, with stock options, or with promotions. She longed for a 

system that would be fair to everyone. Here she was only given one 

review in six years. Over the years at this company, her zest waned as 

she boomeranged off the glass ceiling and glass walls that restricted, 

isolated and demoralized her.  

 She was hired by the developers of the company, a husband and 

wife team. She was again one of the two professional women in the 



  332 

company. She worked with the software engineers and bought 

software to design particularly responsive and efficient ovens. When 

she had been there two years, the marketing branch set out to hire 

another "food person." She understood that they were going to hire 

her boss, and wanted to apply for the position. But they would not 

give her a straight answer about the duties of the position that they 

were interviewing for. She was never allowed to interview for the 

position. When she participated in the process of interviewing others 

for the position, she consistently wanted them to have some 

experience cooking, so that they knew the intricacies of how an oven 

is used. Against her recommendation they hired a man from India as 

director, who she managed and directed for the next year, trying to 

keep him out of trouble because he did not understand the product or 

the people who were going to use it. She also managed the other 

people who were now in her group. She was furious. The new director 

got an office and bookshelves. She had been trying to get bookshelves 

for a year, and finally had to go around her boss's back to have one 

built for her. She was reprimanded for this. Again she had not had a 

review or a raise for years, so she prepared a study showing that she 

was being underpaid, and took it to her boss. She also pointed out that 

she was not treated reasonably in the hiring of her director. This took 

her two months and three meetings to accomplish. She got the raise, 

the ineffectual Indian man was let go as director, and she was made 

team lead, not director. She was promised management training, but 

did not get it before the vice president, who made the promise, left 
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the company. At the time of our interview, she had recently 

interviewed for other jobs, but found the interviewers uninformed 

about the needs of the company and more interested in their own self 

aggrandizement than in her or in the job for which they were 

interviewing. 

 At the oven manufacturer she found herself treated differently 

than her male peers, and responded differently than the men around 

her. In one instance, there was a software engineer whose software 

had many flaws in it. She wrote it up so it would be fixed. She felt that 

the poor quality of his work was ignored, whereas she was criticized by 

her peers for effectively doing work that was appropriate for her. One 

engineer told her that she was hard to work with. This upset her 

terribly. She also saw women in general, and herself in particular, being 

unneccessarily, and disproportionately, monitored in financial matters. 

In another example, she found a correlation between conventional 

cooking time and temperature, and that of their oven. She had the 

engineers build software to use this correlation. When one of the 

presidents of the company set out to patent this discovery, he took 

personal credit for it. Gwen felt that a woman would be more honest. 

But she also described a relationship with a guru of the technology. 

She had a high degree of respect for him. They had a convivially 

challenging way of relating that she particularly enjoyed. It was when 

the competition was with her peers that she was at risk, silenced and 

invalidated, particularly when they did not heed her now extensive 
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education and expertise. She responded by going to look for other 

problems to involve herself in and solve. How long could this suffice? 

 These problems affected her productivity, as well as seriously 

affecting her confidence, sense of self-worth, and her "mental 

happiness". To use Gwen's own final heart rending words to paraphrase 

the status of her psyche at the time of the interview: 
 
If I had talked to you years ago, I would have fought more. 
I would have battled these people more. It's taken chunks 
of my enthusiasm. I always had enthusiasm for whatever 
I'm doing, and I've been munched and crunched on. I can't 
give it all anymore, someone else got it. Pieces of my 
being are missing, now. My willingness to just step out and 
plow through. I hedge back. I'm not as aggressive or 
assertive. I'm a little... yeah... calmer. All that has taken a 
lot of joy out of what I do, out of my everyday life. It's 
taken a lot of energy out of me, and a lot of the 
motivation to succeed. I step back and say maybe I just 
won't succeed, maybe I'll just plug along. If I hadn't been 
stomped around on for the last six years, hurt and 
emotionally drained, I might be more assertive and 
aggressive than I am now.  

Addendums to the First Listening 

 The speaker - Gwen. The purpose of this section is to "locate 

the speaker in the narrative she tells - attend to recurring words and 

images, central metaphors, emotional resonances, contradictions or 

inconsistencies in style, revisions and absences in the story, shifts in 

the sound of the voice and in narrative position: the use of first-, 

second-, or third-person narration" (Brown & Gilligan, 1992, p 27). 

 Gwen started out in large businesses as a manager and remained 

in such positions for many years. She stated that she will "never go 
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beyond a manager" (p 11). Not getting promotions and even reviews, 

much less raises, was a recurring theme for Gwen. While she said that 

status was not important to her, respect was important to her, and 

within corporations respect often comes with status. Another 

recurring theme was that when she has some authority and is given 

respect, the job gets done well.  

 Her narrative position changed from first person to second 

person when she began talking about the emotional devastation that 

her experiences in the workplace have left her with: "I think it's taken a 

lot of joy out of what you do, or your everyday life. And I do think it 

takes a lot of energy out of you, and I do think it takes a lot of 

motivation to succeed. You step back and say well maybe I just won't 

succeed, maybe I'll just ... plug along. " Perhaps this was a way to 

distance the pain a little, so that she could get into it, and give it 

voice. 

 Gwen's presentation was extremely fragmented. While her 

presentation style may always have been somewhat fragmented, years 

of being put down and dismissed may have contributed significantly. 

Also, the unique experience of having someone listen and encourage 

her to express herself in emotional ways may contribute to the 

fragmentation. 

 Comparing the narrative that comes through in the actual 

interview with the one that becomes clear in the excerpted segments 

for the first listening, two very different views of Gwen were apparent. 

In the raw interview, Gwen's painful story was hidden behind the 
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scattered style of her delivery. The disconnectedness served as a 

shield. Looking instead at the extracted segments of the first listening 

to the interview, a disturbing story emerged from behind the cloud of 

fragmentation. 

 The listener - my relationship to Gwen and her story. The 

purpose of this section is to "name and think about the meaning of 

[my] own feelings and thoughts about the narrator and about her 

story. In what ways do [I] identify with or distance [myself] from this 

person? In what ways [am I or my] experiences different or the same? 

Where am [I] confused or puzzled? Where [am I] certain? [Am I] upset 

or delighted by the story, amused or pleased, disturbed or angered? ... 

How [my] thoughts and feelings ... affect [my] understanding, [my] 

interpretation, and the way [I] write about [this] person" (Brown & 

Gilligan, 1992, p 27). 

 As I read and reread the transcription of this interview, I was lost 

in the scatteredness of Gwen's presentation style, and yet I found her 

story intensely compelling. Then I excerpted the segments in listening 

for the plot, smoothed away the fragmentation and got to her story. 

When I came to the the third to last page, about having chunks of 

herself taken out of her and being stomped on and munched, I was 

brought to tears every time. I related strongly to Gwen and her story. I 

have been there, done that, and I am now "working on the T-shirt."  

 My task was not to be objective here. That was not the style or 

purpose of this research. My task was to get beyond the bravado that 

I use as a shield, like Gwen's fragmentation, and to tell the truth of 
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these stories. While I heard into Gwen's life through the lens of my 

own experiences in universities and corporations, I attended to hearing 

Gwen's life in its uniqueness, and not merely an echo of my own 

experiences. 

 Like Gwen, I wanted to pay for my acceptance, my communality, 

my feminine needs for connectedness with my efforts in the 

separatist, masculinist world. And like Gwen, I was not allowed to play 

the game as the guys do. There is a paradox here that I still hold as 

part of me. 

 

 

Second Listening: The Voice of the Self 
 
From Gwen's Interview Researcher's Comments 
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p3 
..Okay, okay, and you know, we 
had, you know, all the vice 
presidents and presidents were all 
male, and... 
(D: And what were you?) 
I was the product development, 
manager of product development. 
And it was in a food field, and you 
see, that's where I think sometimes 
too I'm a woman in the food field 
and so I'm looked ... So that has a 
whole different viewpoint, because 
women cook in the homes, and 
you're still cooking for a corporate 
structure, so... 
(D: So, is that acknowledged?)  
No. I don't think it is, but I think 
this... When I did that, that was like 
in the eighties. I'm just gonna 
explain, a little bit. In the last ten, 
eight, ten years, eight years, male 
chefs have been... Well, you see 
females, too, but I think that male 
chefs have been taken into the 
area I started in. (p 6) I was 
probably the first woman that 
wasn't a secretary in the place. Or 
a... whatever they are called now. 
So I... and I was a woman, and I was 
in the bakery 

Even though Gwen is a women 
working in a field traditionally 
designated to women, 
paradoxically, she finds herself in 
the foreign environment of a male 
corporate structure. She is 
separated from her work 
community both by being a woman 
doing woman's work, so that her 
cooking is not respected, and by 
being a woman in a male and 
masculinist corporate structure 
without female representation in 
it's top management. So she 
immediately expresses a sense of 
isolation from her community in 
describing herself. 
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p 4 
So, yeah. I mean, and before that, I 
had a Ph.D. in food nutrition and I 
had the food technology, but I also 
studied food in France, and now in 
Mexico, now in Thailand. I mean, so 
I've studied food in other areas. 
Plus, we always put these girls in 
the United States, and we... You 
know, I had... Well, I studied 
cooking. ...I had a Ph.D. in food 
nutrition, see. But it was mainly the 
food technology, food science, 
which is new science, and nutrition 
in that... I was interested in 
nutrition because I'm a diabetic. So, 
I was... Kinda all went together. But 
I was more interested in food. So, I 
concentrated on food. But, and 
then, after I finished all my Ph.D., 
you know I still wouldn't... I wanted 
to be more in the creative end of 
food, so that's when I went back to 
cooking schools to be on the 
cutting edge and get my own 
package together. And I also 
worked at the American Institute of 
Baking, and the baking industry is a 
totally male industry. And I went 
through six months of a baking 
school that all the major baking 
companies send their guys. I was 
probably in a class of fifty... There 
was a class of fifty-two and there 
was probably three women. So... 

Gwen is strongly self directed. She 
originally responded to her own 
personal need as a diabetic to 
understand foods better. This took 
her into the study of nutrition and 
food technology, all the way to the 
Ph. D. level. She studied extensively 
around the world and in the best 
baking school. This lead her into 
baking and finally into manager of 
cooking applications, food 
technology and related product 
development in a Silicon Valley 
start-up company. She wants to be 
creative in her work. It would seem 
that she has prepared herself well 
to take on the creative and 
challenging work that she craves. 
There is a strong sense of self 
worth and personal responsibility 
expressed here. 
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p 5 
Well, I guess, you know and I never 
sit around and think about it. I 
mean, I have in certain times, but...  

Gwen has been accepting of the 
world as she finds it. She has not 
spent her energy tending to her 
psychic injuries and pains. In the 
past, her self has not tended to be 
reflexive. 

p 5 
I wanted to be creative... part of it. 
I wanted to use my knowledge and 
be creative. ... You know, so I 
worked for a lot of things. 

Gwen sees herself as projecting 
into the world. This has been her 
intention and what she has tried to 
do. Her world has not been 
particularly receptive to or 
appreciative of her offerings. 

p 5 
I was in charge, so there was no 
problems there. 

Gwen expresses assurance in her 
own competence to lead and 
accomplish. But there is a sense of 
an isolated self in this and similar 
comments 

p 6 
then I was the authority. Not that I 
had any, you know... I set up the 
program down there. ... the same 
time I was developing product.  

Here the self feels connection, but 
the "Not that I had any" is 
negative, indicative of a restraining 
connectedness. This is prevalent 
throughout the text of the 
interview. 

p 8 
(D: And what was that month being 
at home like?) 
Oh, I hated it, 'cause I can't stand 
not to do anything. So I probably 
did stuff at home, but didn't, you 
know I did it at home and not at 
work, kind of thing, I'm sure, if I 
remember right. 

She experiences herself and her 
inner cohesion primarily through 
her work. 

p 9 
so I felt like I was kind of her family. 
I guess I thought... I just was that I 
had never been in a situation like 
that, so it was kind of odd at first. 

This is a self accustomed to 
masculinist separatism, and 
confused by the more connected 
feminine style. 
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p 11 
I'll never go beyond a manger 
p12 
I was the first woman president of 
culinary ?? 

This appears to be a contradiction 
and needs clearing up. 

p 14  
I was over... I was not over them. 
He was over all of us But, I was like 
the lead... I mean, I had more 
experience, I was more educated, I 
mean there was no reason ...  

She experiences this as a self-
fragmenting paradox. What's real 
here? How to contain both 
possibilities: she's directing the 
group and him, but he's her 
director. 

p 14 
I had more books, so I wanted more 
bookshelves. There's nothing 
wrong if I have books and I use 
them, just give me a bookshelf. ... 
so anyway I got a bookshelf ... I 
was furious. 

She once aspired to be creative. 
She has acquiesced to a self 
defined success restricted to 
winning mundane triumphs. She still 
has the sense of herself, to be 
furious about the demeaning 
stupidity of this. 

p 14 - 15 
I'm very driven, ... For some reason 
I... this other stuff ... . You know, I 
could have been ???... 

There is such a haunting quality to 
the "I could have been ...," an 
acknowledgment of a life passed in 
an environment that belied its 
promise. Paradoxically, it is a 
masculinist promise in a woman in a 
masculinist environment in a 
traditionally feminine field. 
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p 16 
I had gotten something, and I didn't 
want to not get that. You know, I 
had succeeded in what I wanted, 
kind of. ... Titles don't really mean 
a lot to me, but it means that 
someone who started at a higher 
level didn't get it. So, it does, but I 
don't let it bother me. ... I like to 
pretend like I don't care. Maybe 
that's it, it's like I say I don't. I 
probably do care ... Having a title is 
respect, it ... means that you're 
respected. ... I want both. ... now I 
don't have that... I feel ... kind of 
unresolved. 

Gwen is fraught with haunting 
contradictions. She tries to claim 
and not lose her minimal successes, 
that she has fought tooth and nail 
for. But she knows its less than 
reasonable. She belies the 
importance of titles, while 
acknowledging their importance. 
She is attempting to hold herself 
together by making sense of a 
fragmenting environment that 
continually refuses to support, 
acknowledge or bolster her.  

p 17 
I don't even know what I'd do to go 
another step. 

There is a simple and important 
honesty here. She is facing the 
reality that she's not going to find 
not much more of life's juices in 
career advancement. 

p 19 
I had no feeling for them 
whatsoever. Any of them. I mean I 
didn't feel... I didn't feel a positive 
thing about the company, and I 
didn't feel a positive thing about 
them. ...  
p 20 
I was asking what they were doing, 
where they were going, and all this 
stuff, and he... he couldn't even... 
either something's wrong with him, 
or it's me, but I think it was 
probably him. I don't think it was 
me. 

She is holding to the strength of 
her hard won and mature inner 
judgments and intuitions. She still 
trusts herself here. Although in 
other instances that self trust thins 
and wanes. 
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p 20 - 21 
(D: when you interviewed... Tell me 
your style. Your way.) 
I think I'm much more relaxed, ... I 
think that when I interview people I 
want to know just what they're 
looking for in a job, ... what they 
like to do, and how they interact 
with other people, ... I would try to 
get an honest rapport with 
someone, as a friend. I think I try to 
do more of a friendship... interview. 

Here, and elsewhere in the 
interview, Gwen expresses a strong 
sense of her own values regarding 
how people should be treated - 
how she treats others, although 
she is not being treated that way. 
She values respecting others, their 
feelings and their skills and 
contributions. 

p 22 
other people don't seem to have to 
meet the same expectations that I 
seem to have to meet. But then I 
think I have higher expectations of 
myself than I think some other 
people do.  

The first sentence here expresses a 
lonely self. The second sentence 
bolsters that self with the defense 
that it is she who expects more of 
herself than other expect of 
themselves.  

p 27 
But I..., see I think I've just gotten 
used to it all.  
... 
I think I get more upset, when 
something that really upsets me 
comes about, like the software 
thing. I probably sulked for four 
days. For a whole week. ... I just 
kind of stayed by myself, and kind 
of tried to deal with it. Kind of self-
directed; did what I thought 
needed to be done 

This is a deflated self bordering on 
internalizing the oppression she 
experiences in her work 
environment. This comes out in the 
contradiction between "I've gotten 
used to it" and "I get more upset." 
She takes care of herself in the 
most fundamental way, by going 
off and almost literally, licking her 
wounds until she's ready to face 
the oppressive work environment 
again. 
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p 27 
Another engineer said I was hard to 
work with. He came back to say 
that. Yes. And I thought, well now, 
you know, sorry. I mean, I probably 
said sorry. No, I probably didn't say 
sorry; I probably just said, "And like 
no one else around here's hard to 
work with?" Yeah. And I think in 
times like that I think I have to find 
a book to figure out, you know, 
what's wrong with me. ... 
p 28 
And I did it face to face, too. But it 
took about a day, getting 
managers to tell me, ... to come 
review it with me. ... I don't even 
think I know how to... This is why I 
think... I always think, well I have to 
get a book and figure this out. 
Because I think I get so upset 
emotionally, and I don't want to be, 
that I'd just shut up. I either shut 
up, or I say something that's not 
right.  

This is a hurt and defensive self. 
She's gotten a bit prickly after 
years of abuse, of zero degrees of 
freedom in interacting with her 
corporate environment. After years 
of dynamically trying to make it all 
work, she now seems to be at risk 
of internalizing the oppression of 
her workplace environment. 
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p 28 
I don't group my thoughts fast 
enough, quick enough, and I guess, 
as painful enough as I wish I could. 
So I... Well, I mean, you know 
'cause to make someone not feel 
good. I mean, you know like, not 
painful, but you know what I mean? 
Like, not so that they feel as hurt 
as I was. 
D: You'd like them to experience 
what you had experienced.  
G: Yeah. And I'm not that quick.  
D: Uh huh. You don't have those 
rapier skills that are gonna stab 
quite the same way.  
G: Yeah, which actually I'm kind of 
glad. But I mean I'd be... 
Sometimes I think I could use it. 

Her interactions with others are 
often more painful than she knows 
what to do with. She thinks she 
might like to be able to retaliate, 
but that is not a self image she 
respects or wants for herself. But it 
nags at her that she may need to 
be able to be cruel in order to 
protect herself. 

p 29 
when I asked for a raise, that took, 
oh, two months for me to get it all 
together, and feel secure enough 

She is careful and protective about 
herself. She takes the time and self 
respect to go into a challenging 
situation from a place of power and 
confidence. 

p 30 
I mean I have it (camaraderie with 
women).  

She acknowledges and claims her 
strengths 

p 30 
I figured this method out ... I was 
the one that developed this ... It 
was successful 

She acknowledges and claims her 
accomplishments, her successes. 

p 31 
I never confronted him ... I didn't 
ever have the ... self-confidence to 
go face him. Because it was for the 
company ... I decided it's okay.  

She has internalized the oppression 
she lives with. 
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p 31 
I think women are much more 
honest ... (p 32) I think there's 
something different about honesty 
in men and women. ... I'd rather be 
the authority. I mean, I would want 
to be an honest authority. ... I... am 
the authority but I'd be honest 
about it. But I don't think people 
would listen to me, like they would 
him. ... I just want to represent 
what I ... do and what I am. I don't 
want to steal from other people, to 
get somewhere. ... (p 33) I would 
be the first to say that person did 
it. ... I want to commend other 
people, especially women. ... I think 
it makes me honest, and share the 
wealth. ... but I would want other 
women to share the success. ... 
Just because I might be the 
woman's boss... 

She speaks of herself when she 
generalizes to women here. There 
is a strong vision that she carries 
with her, of who she is and how she 
wants to act in the world. 



  347 

p 34 
I feel it (the competition). Yeah. 
For every inch I get... every step I 
take. ... Because it's less easy. ... 
(the competition) makes me very 
upset. ... I don't like... actually I 
think I like competition, because I 
think that makes me... try harder 
and think more, and those kinds of 
things. So I think competition's 
good, and I like it. I don't like to 
lose. ... it's just a battle. See, I 
work with another man that 
develops software ... he respects 
me and I respect him, and we have 
this good relationship. But it's 
probably because he takes his time 
out to... You know, I could get him 
to listen to me and we work 
together, do it as a team. 

The contradiction here come from 
confusing competition that is cut-
throat and potentially dangerous to 
the participants with competition 
that is friendly, respectful and a 
means of challenging each other. 
The first destroys relationship and 
connection. The second 
strengthens connection and is 
productive, giving a comfortable 
structure for functional 
relationship. 

p 35 
I'll do something that I know is 
really good ...  
 
I like off the wall things 
 
Where I might figure it out like in a 
sec... You know I might figure out 
in one or two tries. 

Despite all she has been through 
and all the ways in which her 
talents, skills and accomplishments 
have been diminished or ignored, 
she still has an underlying 
confidence in her abilities and in her 
creativity. This battles with the 
oppression that she internalizes. 
This on going conflict between who 
she knows herself to be and how 
she is held in her environment may 
account for much of the 
fragmentation in her style of 
presentation.  
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p 36 
I am the authority on how things... 
on one, how to make the ovens 
more consumer friendly, and two, 
how to make the food cook, and 
three, how to manipulate the 
software so that they do what we 
want them to do. So those are the 
big three things, that I have to 
have their support in making the 
software be OK and in making 
ovens. And in listening to me. ... 
Maybe I'm always very critical of it.  

I hear in this a theme that has 
recurred. Having been continually 
diminished over the years of a 
career, she has pulled back her 
defenses to what seems absolutely 
defensible in the milieu of her 
workplace. She fights for her 
authority here, and is a little unsure 
of herself because she has to fight 
so hard for it. 

p 37 
I think it's more of an ego; that 
that's his shop, the software is his 
shop, and you can't get in, if he 
doesn't want you in... And I don't 
think it's just me ...  

"And I don't think it's just me" 
 
Again her own standards are 
fighting with the oppression that 
she has internalized over the years. 

p 37 
And I have to wait longer. And I'm 
not very patient. So, yeah. That's 
when I just, you know, I'd go sulk 
somewhere. I mean, I'd go...  
(D: But so this has effects on your 
overall career, it has effects on 
your overall... ) 
Productivity 
(D: productivity, on your overall...) 
Mental happiness. 

She starts with her impatience and 
her productivity, very acceptable 
concerns in the masculinist world. 
But then she gets to the crux of 
just how miserable she is made by 
the grief that she is continually 
given. 
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p 37 
if I had talked to you five, ... maybe 
seven years ago, I would have really 
fought more. (p 38) 
I would have battled these people 
more ... it's taken chunks of my 
enthusiasm 
(D: Now, you just went at your gut, 
and you kind of pulled out from 
your gut...) 
I always had the enthusiasm for 
whatever I'm doing, ... I've kind of 
been munched and crunched on ... I 
can't give it all anymore, because 
... someone else got it ...  
I'm a little bit more... I hedge back. 
I'm not as aggressive or assertive. 
I'm a little... yeah... calmer. ... I 
think it's taken a lot of joy out of 
what you do, or your everyday life. 
... well maybe I just won't succeed, 
maybe I'll just... plug along. ... I'm a 
lot more sit back and listen ... 
that's the piece I didn't have right 
in place. ... But I think if I had been 
successful .... I hadn't of been 
stomped around on for the last six 
years, and hurt, and emotionally 
drained, that I might be more 
assertive and aggressive than I am 
now. ... I think it takes a lot more 
of your... of your mind and your 
skills and your... 

This is the expression of a self in 
free fall in an environment that 
refuses to support it. Gwen has 
been an energetic, vital woman, but 
she feels her own motivation, 
dynamism and enthusiasm 
dwindling amidst years of subtle 
betrayal, domination and corporate 
abandonment. She regrets the 
price she has had to pay to remain 
safely within the corporate 
structures - a price of pieces of her 
own gut, of her own energetic 
enthusiasm, of her aliveness. 

p 37 
But I think if I had been successful 
... 

This is a refrain that she has 
expressed before when she says 
"You know, I could have been ...." 
(p 15). What an enormous cost to 
Gwen and to so many other selves, 
the masculinist corporate system 
extracts in order to maintain itself!  
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p 40 
I mean, I don't understand... I 
mean, a couple years ago, it was 
this challenge, you know women 
side by side with men, ... 

She is deeply troubled and 
confused by an exciting dream 
gone sour. 
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