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The | abour market is changing for graduates as for other workers,
and with it the skills necessary for enploynent and for
| eadership roles, both within H gher Education, and in the w der
world of work. It is in this changing market that there may be
great opportunities for wonen.

At the UNESCO World Conference on Higher Education in Paris in
Cct ober 1998, Professor Urich Teichler, a keynote speaker and
| eader in the thematic debate on the Requirenents of the World of
Work spoke of many aspects around the central question of what
hi gher education is expected to deliver, and how it should
respond to needs. An energing consensus is that Hi gher Education
is expected to continue to regard as a key issue, fair access to
peopl e of different socio-biographic back grounds, especially in
times of tightening public support for higher education. Further
there is a need to diversify structurally so that there is choice
of study and of curricula. Geater attention should be devoted to
generic conpetencies, social skills and personality devel opnent,
and to developing entrepreneurial skills and initiative.
Facilities for Lifelong Learning need to be inmproved, a need
enphasi sed by the fact that specialised professional know edge is
now beconing obsolete nore quickly than in the past. Students
nmust be prepared for grow ng econonic and societal globalisation
and internationalisation, and be provided with an increasing
variety of nmneans of education beyond classroom teaching and
| ear ni ng, for exanple, through out-of-class conmunication,
counsel ling, the provision of various forns of work and life
experience, or job-search support. Literacy nust be encouraged in
areas of know edge which form the basis for various professiona
skills, for exanple in new technol ogies, and regular nodes of
comruni cation should be established between higher education and
the world of work. This is necessary in order to becone well-
informed of the expectations of the outside world and to enable
pl anni ng of neasures to prepare students for indetermnate future
job tasks, new enploynent patterns, and to make contributions to
i nnovation in society. These requirenments presage big changes for
st udent s, staff and deci si on- makers. | f it is generally
acknowl edged that universities have to be flexible in preparing
students to cope with this rapidly changing scene, this nmay
present opportunities for wonen to have a greater role in higher
education at all Ilevels, since they have the special skills
suitable for the task. For wonen to benefit from these
opportunities it is necessary for these special skills to be
clearly recognised and, as it were, narketed as a brand with an
identity of their own.

Shortage of Wonen in Leadership Roles

There is a continuing under-representati on of wonen graduates at
deci sion-nmaking | evels. Wnen represent 34% of academic staff in
Australia, but the proportion of fenales above Senior Lectureship
level is only 13% (Burton 1997). This is intrinsically unjust,
but it also neans that there is not a critical mass of wonen in
| eadership roles. Achievenent of this should be a major goal.
Deci si on- maki ng bodi es have previously been doninated by males



due partly to a shortage of wonen in senior positions and certain
structural constraints in wuniversities nediating against them
being admitted to such bodies. The self-perpetuating nature of
conmttees was a factor in this. Over the past ten years equa

opportunity action has produced changes and there are now nore
wonen in decision-nmaking roles in universities. However, progress
is slow and equitable representation of wonen will at the present
rate require 150 years. One of the problens is that female
students tend not to visualise thenselves as potential |eaders;

there are insufficient wonmen in these positions to act as
inspiring role nodels so that there is not the autocatalytic
effect that rapid progress requires. The special skills that
wonen are able to contribute tend to be overl ooked because many
are unaware of them An inportant need is to draw attention to
these skills. It would seemthat universities nmust have equitable
representati on of wonmen on deci si on-nmaki ng bodi es as an i nportant
goal if they are to respond adequately to the needs of the 21st
century.

Do Wnen have Special Skills?

Wb thinking leads to flexibility. There is evidence that wonen
can bring different approaches and ideas to the consideration of
adm nistrative and academ c issues when they are involved in
deci si onmaki ng bodies (Ozga & Wl ker 1995). In particular, wonen
show high levels of sensitivity and flexibility in problem
solving. They also appear to draw the attention of conmittees to
areas of concern which are of significance to wonen, but which
may not be considered significant by nmen. A recent book documents
many scientific studies showing biological and psychol ogica

differences between wonen and nen that may explain subtle
differences in the way they organise their thoughts. Fisher
concludes “They integrate nore details of the world around them

details ranging fromthe nuances of body posture to the position

of objects in a room” (1999, 5). In general, as wonen nake
deci sions they weigh nore variables, consider nore options and
outcones, recall nore points of view, and see nore ways to

proceed. They integrate, generalise and synthesise. And wormen, on
average, tolerate anbiguity better than nen do - probably because

they visualise nore of the factors involved in any issue. ... in
short, wonen tend to think in webs of interrelated factors, not
straight lines. | call this fermale manner of thought ‘web

thinking’. As a general rule, nen tend to focus on one thing at a
time. Men are good at conpartnentalising their attention, to tune
out extraneous stimuli. Their thinking process is, on average

nore channelled. (1999, 5) It is certainly not always the case
that wonmen offer these kinds of input. And it is not the case
that individual men cannot denonstrate simlar qualities and
concerns. However, on balance it does appear that wonen favour
styles of participation and nodes of input which inply increased
creativity and flexibility. Such qualities in decision-naking,
however, need to be marketed positively in the higher education
sector, since they are sonetinmes presented negatively in terns of
wormren being frustrating when they present an array of variables,
and by being categorised as notorious for changing their mnds.

Team Pl ayi ng
One of the major and, it is good to report, unstoppable, changes
taking place over the past two decades has been the increase in



female student enrolnments at university. Currently, female
enrolnents slightly outnunber those of males. Furthernore, the
past

decade has seen the gradual softening of the gender divide
between faculties and disciplines, so that nore females are
entering fields of acadenmic study previously dom nated by nen
such as nedicine, law and engineering, and sone nales are
entering fields such as nursing, previously a fenmal e donain. Side
by side with such changes, increasing nunbers of wonen have been
taking up academc staff appointnents, both in traditionally
female fields and in sone non-traditional ones. While the nunbers
in science and technol ogy are still comparatively |low, especially
those entering for higher degrees in disciplines other than
biology and health sciences, these <changes nean that the
conmposition of wuniversity populations, staff and students, has
changed. It seens |ogical that the conposition of decision-naking
bodies in the wuniversities should reflect this new state of
affairs by adjusting to fem nine managenent styles. Wnen appear
to favour |ess hierarchical decision-making. Fem nine ways of
wor k as described by Fisher involve a style of managenment that is
based on sharing power, on inclusion, consultation, consensus and
col | aborati on. Wonen work interactively and swap information nore
freely than nmen do. They give nore praise — and praise is nore
important to wonmen than to men. Wnen tend to give suggestions
rather than giving orders. They take a win-win attitude while nen
take a win or Jlose attitude. Mn are less ready to share
information. Instead of focusing on personal relationships nen
are nmore likely to pay attention to who is dom nant over whom
(1999, 32) Wnen currently make up 43% of the total work force

The female students now studying at a university will enter a
world in which nore of the traditional gender divisions in work
will fall away even further. Universities need to be in a
position to prepare students for this, especially as the
participation of wonmen in all sectors of public life wll
probably increase further. They will be in a better position to

do this if decision-making in tertiary institutions fully
i ncl udes the representati on of wonen.

Labour Managenent in Universities

Over the next two decades a nunber of trends in work are expected
to continue. There will be an increasing trend towards casual

part-time and contract positions in all sectors of the workforce,
i ncl udi ng professional and nanagerial fields. Traditionally these
forms of work have been nore associated with wonen than with nen
Also, lifestyle choices, and the need to balance career and
famly are influencing the work pattern of both nmen and wonen.
Universities need to respond sensitively and creatively to these
changes in the workforce and the nature of work, which may mnean
sone adjustnent to professional degrees, particularly with regard
to multi-skilling. The input of wonmen decision-nmakers in ternms of
anal ysis and insight could make an inportant contribution to
this in determ ning how universities respond. They can certainly
be expected to support flexibility in the work place and
strengthen progranmes designed to balance work and home life.
Wnen's verbal skills and natural talent for handling people
shoul d al so make them val uable in nanagi ng | abour relations such
as nediation and arbitration. Fisher develops this idea in terns
of the social antennae of wonen always being on. She explains:



Wnen are built for mnd reading. Touch, hearing, snell, taste
vision: all of wonen’s senses are, in sone respects, nore finely
tuned than those of nmen. Wwnen have a knack for decoding your
enotions by |ooking at your face. They swi ftly deci pher your npod
from your body posture and gestures. They renenber nore of the
things in the room or office around you, putting you in social
context. Many even have a genetic advantage for interpreting the
nuances of social i nteraction, what neurosci entists cal
‘executive’ social skills. (1999, 84)

Wiren in Teachi ng
The contributions that wonen nmake because of greater caring
skills, and the skills acquired in the mnagenent of hone and
fam ly are underval ued, indeed often actively despised. If tine
off is taken to have a baby, the Iloss of peer esteem is
frequently an added pressure on rejoining the work force,
especially because there is no real opportunity for them to
upgrade, update or catch up. Yet these skills are just what are
needed to inpart to the student of to-norrow the social skills
and personality devel opnent needed. Fisher relates these skills
to wonen being nore enotionally expressive and having greater
capacity for feeling and expressing enpathy, to them having
| onger attention spans and nore patience than nen (1999, 125),
and traces these qualities to the need for perseverance, patience
and tolerance in order to successfully rear children (1999, 123-
26) .
Referring to wonen's verbal fluency, Fisher concludes that: Wnen
will cone to dominate nany sectors of the conmunications and
education fields. Wth their contextual perspective, their nental
flexibility, their imagination, and their superb Ilinguistic
faculties, they wll enrich our airwaves, print nedia, and
classroons with nore diversity and range of subject matter, nore
intricate discussions of issues and ideas, and a nore detailed
and sensitive depiction of mnorities, foreigners, wonen
and human rel ationshi ps. (1999, 57)

Wnen as Entrepreneurs
The success of wonen in small business is now a recognised
phenonenon (National Foundation of Wnen Business Omers, 7). It
is reported that female business owners stress intuitive
t hinking, creativity, sensitivity, and personal values, and are
thus nore able to switch anong nultiple tasks. Wnen's abilities
to think contextually, to weigh nore variables, consider nore
alternatives, pursue nore options, and introduce new issues have
been said to bring balance and innovation to the office world
(Fi sher 1999, 15).
How can These Skills be Marketed in the H gher Education
Sector?

Let us relate the skills and perspectives that wonen bring to
| eadership and teaching roles to the qualities that higher
education is expected to deliver, as defined at the beginning
(Teichler 1998). Do wonen graduates have what it takes to be
| eaders, to occupy decision-making positions, in producing the
requi red outcones? The contributions that wonen nmake to teaching
because of greater caring skills, and the skills acquired in the
managenent of hone and family are recognised but underval ued.
These skills, sonetines called enotional intelligence (Coleman
1995) can easily be translated into |eadership and teaching



roles especially when the outcone for students is expected to be
better social skills and personality devel opnent (Teichler 1998).
The inportance that will be placed on encouraging literacy wll
al so be an inportant outconme where femnine linguistic skill is
recogni sed (Teichler 1998). What other skills and perspectives
can wonen bring to |eadership roles? W have seen that there is
evidence that wonmen can bring different approaches and ideas to
the consideration of administrative and academ ¢ i ssues when they
are involved in decisionnaking bodies (Ozga & Wil ker 1995). In
particular, wonen appear to favour |ess hierarchical decision-
maki ng, and often show high levels of sensitivity and flexibility
in problem solving. The outconme for wuniversities to diversify
structurally so that there is choice of study and of curricula
m ght be said to need such input (Teichler 1998). Their skills as
entrepreneurs, referred to above, have obvious advantages in a
climate where wuniversities are wunder increasing pressure to
expl ore opportunities in the corporate sector (Teichler 1998). W
have al so seen how wonen may be valuable in hel ping universities
to respond sensitively and «creatively to <changes in the
wor kforce, to new enploynent patterns and contributions to
innovation in society (Teichler 1998). They will be able to
contribute significantly to how wuniversities mght respond
appropriately in terns of maintaining a satisfied, productive and
conmtted workforce. Wnen also appear to draw the attention of
comrittees to areas of concern which are of significance to
wonen, but which may not be considered significant by nmen. The
outcone of fair access to people of different socio-biographic
backgrounds may fall into this category (Teichler 1998).

bst acl es Wnen Face
Lack of expertise in new technol ogies
For the outcones |listed above, a woman’s skills may be just what
are needed; for others she wll be at a disadvantage if the
requirements are not recognised in tinme to renmedy shortcom ngs.
One such Ilimtation may be in the increasing reliance on
i nformati on technol ogi es for conmmuni cation and informati on search
and retrieval, as well as the further developnment of new
technol ogi es for experinmental sinulation and nodelling. Since the
devel opment of these new technol ogi es wonen have had rather an
anbi guous relationship to these forns (Spender 1995). Many of the
newer conputer and technology applications in industry and
busi ness, however, are targeted at sectors of the professiona
and nanagerial workforce in which wonen are highly represented.
Clearly it wll be in the interests of future enployees in
prof essi onal and nanagerial fields to becone fully conpetent in
using new technologies. Yet there is evidence that wonen on
tertiary canpuses are not availing thenselves of training
prograns nor undertaking postgraduate research involving new
technol ogi es, in anywhere near the nunbers that nale students are
(Spender 1995). 1Indeed there is a decline in wonmen entering
comput er science courses where a hostile nal e-dom nated conputer
culture has been denpnstrated (Nielsen et al. 1999). It is in the
interests of wuniversities to nonitor this situation and to
encourage female students to develop a positive attitude towards
new technologies in order to prepare them for indetermnate
future job tasks that nmay well need literacy in areas of
know edge which form the basis for various professional skills,
for exanple in new technol ogi es (Teichler 1998).



G obal i sation

One of the required outcomes for higher education where wonen may
not be able to contribute adequately is to prepare students for
t he gr owi ng econoni ¢ and soci et al gl obal i sati on and
internationalization (Teichler 1998). However this is seen nore
as a societal factor, and one that a change in attitude can
address, as expl ai ned bel ow.

Resi st ance to change

“New” managenent styles which have been enthusiastically taken
up by the private sector to increase productivity and efficiency
have been described as particularly conpatible with the kinds of
adm ni strative and nmanagenent styles favoured by wonen as workers
and managers. Anticipatory Action Learning (AAL) S a
transformative

approach to negotiating the future that incorporates, then
transcends, strategic thinking (“New Learning” 1999).

Action Learning

(AL), precursor of AAL, provides a way of de-layering managenent
| evel s, introducing self-nmanaged teams wth a focus on
enpowernment, and renoving formal lines of communication and
hi erarchy, relying instead on individuals and teans to form the
networks that help their work. This alters the usual priorities
from action to one where practitioners can reflect and assess
strategies as they evolve. The process is plan, act, observe,
reflect, revise. AAL brings together the tenets of AL and post-
strategic work that when operating together create fundanmenta
principles of respect, open-m ndedness and integrity that can
translate across crises and cultures. Strategy is part of the
probl em because it uses only the intellect and limts chaos and
conplexity. Therefore it also limts all the other ways in which

we know and understand the world, intuition, instincts and
through relationships. This process would clearly fit in well
with female abilities to comunicate well, cope with variables,

work as a team nurture rel ationships

and to care and share. W are also often told nowadays that these
qualities can enhance business performance. Such wonmen's skills
however need to be marketed in the higher education sector.
Instead of sone (nen's) perception of wonen as “difficult,”
“not to be trusted to do the expected, ” “ going about things in
the wong way” and “not sensible,” it is tine that wonmen were
mar ket ed positively for the skills they do have. At present there
is a contradiction in what is being pronoted as new nanagenent
styles and the result of surveys such as one in the UK recently
which found that wonen not only had to behave like their nmale
col | eagues to succeed, but also frequently had to be tougher and
nmeaner. This UK study (“Why nmust ...”" 1999) showed that basic
differences between the sexes were largely non-existent anong
managers. This agrees with a correlative study which found that
when nen dom nate nunerically within an organi sation, wonen are
less likely to lead with an interpersonally oriented style
(Eagley & Johnson 1990). Again, Kanter (1977) has found that
“token” women alter their style to lower their visibility and
reduce the possibility of sex stereotyping. Perhaps conpanies are
slow in learning the Iessons of increased productivity and
efficiency reported above by businesses such as Dutch Shell
enbracing Anticipatory Action Learning. They fail to acknow edge
that their vision is one that is culturally bound and inforned by
mal e Judaic-Christian traditions. There is nothing wong wth



these traditions except that they are very different from
Confucian, Islamic, Indigenous and H ndu world views (“ New
Lear ni ng” 1999). And they often do not translate across
cultures, or genders for that matter

Penalties: paying the price for “walking the walk” (Batge)

Fi ndi ngs such as those of Eagley and Kanter have inplications for
wonen’s nental health. A study pub lished last year tested the
assertion that “when nen domnate nunerically in an industry,
wonen in that industry experience pressure to alter their
| eadership style, which in turn inpacts on their nmental health”
(Gardi ner & Tiggenman

1999). It was found that both gender and the gender ratio of the
industry influence |eadership style, stress and nental health.
Wonen in mal e-doni nated industries reported worse nental health
when they retained their interpersonally oriented |eadership
style. On the other hand nen in male-dominated industries
reported better nmental health when they utilised a people-
oriented | eadership style.

How can These Cbstacl es be Overcone?

Awar eness rai sing

The inpact of globalisation and its effects on the graduate
wonmen’s career market has not yet been fully appreciated. A
process of awareness raising is essential. Mny professional
wonen are likely to join multinationals in the future - and this
requires a different preparation and re-thinking re degrees,
experience, career, famly etc. To coin a phrase it seens we are
now headi ng for both education sans frontiers and enpl oynent sans

frontiers. In other words, nore and nore people - including wonen
- will be asked to think internationally in relation to their
education and work than ever before; courses already available on
the Internet will be a feature of this. This will be nost obvi ous
in the conmercial areas, e.g. international business, nanagenent
etc., but conceivably possible or likely for any area. Wth

gl obal i sation and education as the focus for the present |FUW
Study and Action Progranme, mnenbers are being well served in
awar eness raising. Perhaps we should be hel ping wonen to cone to
terns with this new and energing internationalisation trend.

Wonen will not necessarily have nore problenms than nmen that were
not already apparent in the |last decade - just that at the nonent
they are probably setting their sights on local or national
educational opportunities and jobs - and not thinking of the
international possibilities. This would also nmean that wonen’s
international networks wll becone nuch nore inportant and

foreshadow an increased role for IFUW NGOs often tend to focus
on wonmen who are nissing out on educational opportunities at the
nost basic level - but if they also make sure that wonen operate
equally on the international scene, this may afford wonen nore
serious chances to be influential for the betternment of all wonen
- and nen. How can NGOs such as IFUWreaffirm the basic benefits
of the enhanced participation of wonmen in higher education and in
relation to the devel opnment process? It nmay well be that an
active canpaign is needed to assert wonmen’'s qualities (14). Wnen
need to be marketed as valuable long-term enployees with a
| audable work ethic, and ones who can offer the follow ng
gqualities and attri butes:

e stability

e reliability



efficiency

conmi t ment

| oyalty

task focus

performance orientation

dedi cati on

a strong sense of responsibility

maturity

organi sational skills

i nterpersonal comunication skills

under st andi ng, tol erance and enpat hy

the ability to work autononously

In certain cultural contexts, wonmen do not have an equa

opportunity to enter higher education or to conpete with men. In
Australia there are mmjor perceptual barriers currently at play
( “Enpl oyer attitudes”), especially in relation to wonmen and
famlies, such as:

e sick children

s pregnancy

e a “knee-jerk” negative reaction to any |engthy absence from
t he work

force, such as staying at hone to raise a famly.

Any canpaign to accommpdate wonen’'s needs as primary caregivers
needs to take into account part-tinme work opportunities, job
sharing and the possible partial solution of working from hone.
However, care nust be taken to avoid creating the notion that
enpl oyability is too narromy limted to these avenues. Wnen
contenplating a return to the workforce need preparation. Re-
entry into the workforce after a career break may necessitate
sone polishing of skills and re assessnent of the |abour market.
According to “Enployer attitudes” enployers believe such wonen
need to:

e hone their work skills, and in particular, take conputer
cour ses

* learn to prepare resunes and brush up interview skills

e research the position, industry and current workplace practices
e learn to market thenselves to enployers

e attend assertiveness training and confidence building courses
whi ch

i nvol ve rol e playing

» take | eave options rather than resign, for those enployed in
the public

sector

e seek enmploynment with nore progressive conpanies professing
famly

friendly policies

« attend to their personal grooni ng

e make sure their child care support systens are in place

e be certain of the type of work they want and take the plunge,
j ust

go for it, junp in.

Organi sations such as |FUW can help wonen who have left the
workforce to raise a famly to return to the work force. They
can:

e Provide courses, semnars and workshops to enable them to
mai nt ai n

and update their skills.



e Encourage networking so that they nmmintain contact wth
col | eagues

and enpl oyers

e Involve them in sone form of voluntary (or if possible paid)
wor k

on an occasional, project or part-time basis in order to be
perceived as maintaining work-related discipline, comrunication
skills, and familiarity with contenporary workplace ethics and
practices.

Ment ori ng

The informal networking that wonmen are good at because of their
interest in personal contacts can help wonen counteract the
stress that arises due to inflexible office rules, boundaries and
procedures (Fisher 1999, 29 and 330). In the sane way nentoring
can be a source of enpowernent for wonen. Traditionally this form
of support has been informal. Gardiner reports the results of a
nore formal assigned nonitoring schene for early career wonen
researchers at Flinders University (Gardiner 1999). This pilot
study was undertaken to increase wonen’s access to research
know edge and informal power structures - particularly those that
consi st of senior, successful researchers. The ultimte aim of
the scheme was to expand wonen’s successful research activities
and increase the nunber of women in niddle and senior academc
positions at Flinders University. (Gardiner 1999) Those nentored
clearly benefited from nmentoring. They showed “a decrease in
worries and concerns about research, an increase in confidence of
their capacity as academ cs, and an increase in job
satisfaction.” They also “performed well in relation to
pronotion, grant applications and success in securing grant
funding” (Gardiner 1999).

Li f el ong Learni ng

The |FUW Study and Action Programme states “Life-long |earning
is increasingly seen as an inportant elenment in nmaintaining
today’'s society. The IFUW nmission is to advocate for the
i nprovenment of the status of wonmen and girls, to pronote |ifelong
education, and enable graduate wonen to use their expertise to
effect <change. To enable wus to carry out this mission
successful ly, additional education will help us to connect nore
fully to the new global society” (1998, 4). Article 1 (b) of the
Wrld Declaration on Hi gher Education for the Twenty-First
Century: Vision and Action (1998) lists six points of which the
second reads thus:

W affirmthat the core mssions and val ues of higher education

in particular the mssion to contribute to the sustainable
devel opnment and inprovenent of society as a whole, should be
further expanded, nanely, to:

(b) provide opportunities for higher learning and for |earning
t hroughout life, giving to learners an optiml range of choice
and a flexibility of entry and exit points within the system as
well as an opportunity for individual developnment and social
mobility in order to educate for citizenship and for active
participation in society ... (1999, 21) Lifelong education and
professional re-training are worldw de necessities, but do wonen
take advantage of the opportunities avail able? The | abour market
i nvol venent of wonen nust be understood against the back ground
for many of themin a dual role as honemaker and carer, and paid



wor ker. For these wonen lifelong education is a weapon against
de-skilling. For wonen who take breaks in a career, the ngjority
of wonen’s first and second breaks are related to childcare and
pregnancy. |In one study many wonmen reported not having barriers
to their career developnent, but a quarter of respondents said
that care of their children was a barrier for them (R mer &
Ri mmer 1994). Were it was a barrier it was the cost and the |ack
of local childcare which mattered. The main significance of a
return to work after a first break is that this is when a
downward skill shift is most likely to enmerge. Intervention to
prevent the skill slide from occurring would be nobst appropriate
during the first break for those wonen who intend to return to
paid work. Wonen recognise that the sources of their career
difficulties are | argely due to marri age, chi |l dcare,
discrimnation and their education. There, narriage is the
barrier claimed by over half the wonmen who had noved down the

skill index (Rinmmer & Rimmer 1994). The decision to care for
their own children appears to be associated with poor prospects
of retaining, let alone inproving, skill wuse. The deskilling

which is common for many working wonen in Australia has two kinds
of costs. One is to the econony in failing to fully use the skil
potential of the work force. The other is to the individual in
the failure to receive a proper return on past investnent

in acquiring skills. The evidence favours subsidising wonmen' s
further education during working life, especially after the first
br eak.

Maki ng the nost of wonen’s power base

Fi sher explores the differences between how wonen and nen see
power as reflecting wonen’s interest in personal contacts, their
drive to achieve interpersonal harnony, and their tendency to
work and play in egalitarian teans versus nen’'s sensitivity to
social dom nance and their need to achieve rank in real or
perceived hierarchies. Men associate power with rank and status.
Wnmen nore often see power as a network of vital human
connections. (1999, 29) Both are anbitious, but in different
ways. One difference is in the way in which the sexes | ead. Fewer
wonen seek positions at the highest levels of government. Wnen
have a growing role and nobst access to power and |eadership in
the growth of non governmental, nonprofit organisations, that is
in civil society. (Fisher 1999, 140) Such civil associations with
broad focus and long-term social goals are generally conposed of
i ke-m nded people who conme together for a comon cause. Menbers
are volunteers, and participants work in relatively egalitarian
teans or ‘flat packs’ Wnen enjoy making |ateral connections to
others and working in less formal, l|less hierarchical settings

(Fisher 1999, 144) Because of increasingly strong local and
international wonmen’s organisations Fisher believes that wonen
are becoming a political force (1999, 149-50). Wnen's | eadership
in civil society will continue to expand, for two reasons. First,
wonen are becoming better and better educated - they now exi st
all over the world in such growi ng nunbers that they anmount to a
new critical nmass, capable of naking radical change. Second wonen
are long-lived. By 2015, 20% of world's population will be over
65 — and wonen in this politically and socially potent age group
will outnunber nmen 2 to 1. (1999, 151) Wnen who are aware of the
enpower ment that such organi zati onal connections can bring by way



of net working, nentoring and narketing an inage, will benefit in
the | abour market of the 21% century.

Concl usi on

A changing |[abour rmarket due to changing life styles,
globalisation and to wonen’s increasing participation in paid
work is likely to affect wonen significantly in the com ng de
cades. For wonen graduates the effects will also be due to having
to respond to the outcones now expected in higher education.
Wnen have many advantages in the new scenario due to their
special skills. Resistance to change by organisations and
industries is constricting opportunities for wonen, and
contributing to stress levels. As indicated sone solutions
i ncl ude

e Awareness raising. Wnen graduates need to think about and
di scuss the changi ng gl obal conditions. |FUWhas the potential to
play an inportant role in this process.

e Active support by NGOs

 Networking and nentoring

e Retraining opportunities through Lifelong Education used to
prevent deskilling, and a way of taking account of changing
| abour requirenents.

 Marketing wonen's skills. Wnen need to market the skills they
can bring to the graduate |abour market. |FUW can canpaign to
assert wonen’ s qualities.
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