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Telewvision in Transition eds. Philip Drummond and Richqrﬂ Paterzon, London:
The British Film Institute, 1985, pp. 146~164; a development of these idsas
im available in E. Ann Xaplan, "Sexual Difference, Pleasure and the Con-
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{Bummer 1986); further work on sexual difference in rock videos may be
found in her fortheooming book, Rocking Around the Clock: Consumption and
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Myth and Reality in Women’s
Employment in Broadcasting

TEN YEARS OF EQUAL OPPORTUNITY

By Margaret Gallagher

Danteh Summary: Margaret Gallagher beskaftiger sig i sin arti-
kel med myter og realiteter i kvindernes ansattelse og indfly-

delse i de eurcpaiske nationale TV-organisationer.

De eurcopaiske landes TV-systemer har hidtil veret underlagt of-
fentlig kontrol og dermed en forpligtelse til at fungere som
“public service" institution. Denne status, pipeger Gallagher,
har givet anledning til en sarlig mytologi, som medierne med
f£lid har plejet og vedligeholdt om sig selv: forestillinger om
frihed, objektivitet og pragmatisme i sammenhanyg med forestil-
linger om professionalisme, kvalitet og pdlidelighed som funda-
ment Ior public service systemets mytologi om alsidighed oy evne
til at beskytte og respektere minoriteter osv. Det der kendeteg-
ner disse forestillinger er deres abstrakte og udefinerlige ka-
rakter, men fra denne synsvinkel er de nye medier en trussel

mod det prisverdige status quo, som vil blive lagt ¢de af kom-
mercialisme osv. Udfordringen fra de nye medier ¢ger public-
services institutiamafneﬁ behov for at understrege deres ‘an-
derledeshed’ - deres rolle som formidlere af sociale normer og
naticnal bevidsthed.

Organisationernes samfundsmassige rolle hviler pd to tilsyne-
ladende modstridende ideologier, som lkke desto mindre trives
side om side og som har kunnet anvendes alternerende i situa-
tioner med skiftende vydre politisk og gkonomisk pression til
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at beskvite institutionernes egne organisatoriske interesser.

P& den ene side er der forestillingen om at medierne blot skal
afspeijle det omgivende samfund "som det exr", pd den anden side
forestillingen om mediernes normative rolle i forhold til E.eks.
offentlig moral og i forhold til kvaliteten af det offentlige

informationsniveau,.

I forholé til kravet om ligestilling i medierne har denne dob-
beltideclogi spillet en serlig rolle og Gallagher pépeger at
institutionerne i denne sammenhang synes at have fortolket sig
i forhold til den normative ideclogl - ogsd fordi det er i o-
verensstemmelse med mediernes image af at vere meoderne og pro-
gressive og fplsomme overfor nyve ldeer og strgmninger i samfun-
det., Instituticnerne tog ligestilling p& programmet og forskel-
lige ligestillingsprogrammer sa dagens lys gennem 70-erne og
80—erne, hvilket fgrte til udbredte forestillinger om at der
skete andringer, og at kvinderne begyndte at ggre sig mere

geidende i mediebilledet og erobrede nye arbejdsomrdder i pro-
duktionen.

Margaret Gallaghers undersggelse, som blev foretaget i 1984

med stegtte fra EF-kommissionen indeholder oplysninger om legn-
og ansattelsesforhold m.v. for ansatte i alle public-service
Ty-organisationer i de dengang 9 medlemslande, punkterer pa
nesten alle omrdder disse nve myter. De sndringer og forbed-
ringer der er sket siden begyndelsen af 70-erne med hensyn
til kvindernes deltagelse 1 TV-produktionen er meget smi. Gal-
laghers undersggelse indeholder data om fordeling af mend og
kvinder i organisationerne, sammensatningen af forskellige
medarbeijdergrupper, rekruttering, videreuddannelse og foxr-
fremmelser af kvinder og maend, oplysninger om barselsordnin-
ger og bgrnepasningsfaciliteter, og pid ledelsesplan: indfly-
delse pad beslutninger og policy-udvikling.

Undersggelsen viser at der samlet €r ca. 30% kvinder ansat i
TV-institutionerne heraf er de 60% ansat 1 administrationen,
fortrinsvis i lavere kontorfunktioner, mens nasten alle admi~
nistrativt ansatte mend har lavere eller hgiesre ledelsesfunk~
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tionexr. P& tekniksiden er der meget £3 kvinder: 4%, og beskaf-

tiget i meget £a& funktioner, fortrinsvis billedmix, billedkon-
trol, og filmlaboratoriearbedjde. Pa verkstedsomridet er kvin-
derne ligeledes besk®ftiget I afgrensede funktioner indenfor
kogtume og make-up. Pa programsiden er der ca. 20% kvinder -
isar koncentreret i underwvisnings~ og bgrneprogramproduktion
(hvor de udggr hhv. 25% og 38%). P& nvheds- og aktualitetsom—
radet udggr kvinderne 14% og indenfor underholdning 16% af pro-
ducere og redaktgrer. I organisationernes ledelse sidder der i
gennemsnit 6% kvinder oy kvinderne befinder sig gennemgdends pé
det laveste af de tre gverste trin i hierakiet. Med hensyn til
lgnnen viser undersggelsen at der er en stark sammenhsng mellem
kgnssammensstningen i de enkelte faggrupper og 83 den lgnmassi~
ge placering af grupperne indbyrdes: I kvindedominerede fagom-
réder er lgnnen lavere end 1 tilsvarende mandlige fagomrédder:
kostumeomridet er generelt lavere aflgnnet end maler, snedker
oy scenearbejderjobs osv. Redlgeringsteknikere er l¢gnmessigt

péd niveau med producere i lande med overveijende mand i dette
job, mens lgnnen i lande med overvejende kvinder i dette job

er betydeligt lavere. Undersggelsen wviser, at der ikke er sket
markante stigninger 1 rekruttering af kvinder siden 1972 og at
der ikke er sket @ndringer i de jobs kvinder rekrutteres til
{(indenfor teknik fra 3 til 5% i paricden 1972-84; .

Mange af de ledere som blev interviewet i undersggelsen, hen-
viste til den turbulente mediesituation som een af forklarin-
gerne pd, at der ikke er sket mere pid ligestillingsomrédet, men
omvendt er ligestillingsprojektet pd Thames Television (GB) mar-—
kedsfgrt i organisationen med henvisning til behovet for at ud-
vikle institutionens indre ressourcer for bedre at kunne mod-

std konkurrencen fra de nye medier.

Gallagher pdpeger til slut at peclicy-udviklingen bevager sig
fra det nationale til det regionale = suropaiske niveau, og
ser muligheder i at EF-kommissionen er gdet aktivt ind i ud-
viklingen af mediepolitikken 1 almindelighed og i udvikling

af ligestilling p& dette omrdde. Hendes egen undersgdgelse er
et eksempel herpid og desuden har kommigsionen i feb. 1986 ned-
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sat en styringsgruppe om kvinder i TV bestiende af reprasentan-
ter fra topledelserne i medlemslandenes TV-organisationerx, og
kommissionen har desuden bevilliget ¢konomigk stgtte til lige-~
stillingsinitiativer. Dette sidste mener Gallagher kan blive

et vigtigt instrument i den nuvarende pressede situwation for
public~service TV-stationerne. Hun mener videre, at denne si-
tuation er velegnet til at winyvtte til offentlige kampagner ©g
lobbyvirksomhed fra kvindernes side og henviser til Channel 4's
tilblivelse i England cog til den sidste rapport om Kvinder 1
BBC (Sims, 1984) som udtrykker bekymring for at instituticonens
kvinder kan finde pd 'Greenham Common ~ lignende aktioner'® i
desperation over manglende muligheder for at fa indflydelse.
Kvinderne har, menexr Gallagher, reelle muligheder for at spole~
re institutionernes dyrebare myter om sig selv som neutrale, al-
sidige og 'f¢lsomme' overfor forandringer i samfundet netop i
en situation hvor de er trangte ude fra pd andre fronter ogsa.

The taken~for granted assumptions, criteria, procedures and
practices which make media coutput what it is are paralleled
in the context of media employment patterns. Both spring from
the same structures of power and centrol in soclety, and are
mutually reinforcing. Media organisations are reluctant to

guestion the implications of either.

Orvganisational consclenceg are clear: there is no discrimina-
tion against women 1 broadcasting. & women may apply for any
job. There is egual pay for egual work. If there are few women
in certain job categories, this is because women lack the ne-
cessary gqualifications -~ a fault of the educaticonal system as
a whole. If women do not rise to the top positions this is be~
cause they are less career-conscious than men -~ a legacy of

social and cultural conditioning.

Raeference to "circumstanges beyond our control" allows organisa-

tionsg to feel comfortable with manifest imbalances, to claim
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that change depends on self-generated momentum and rhythm, and
te circumscribe development within an organisational idaalaqy'
0f objectivity and of liberal professionalism whose norms and
values remain unguestioned,

Research data from television organisations in eleven Buropean
countries are used to demolish a number of myths about the gi-
tuation of women employees, and to question the commonplace
asgertion that this situation has been changing. Where policies
in this field exist, they tend to be based on the concept of
equal opportunities. Experience has already shown this to be
static, more notional than real. Positive action seems to of-
fer a more dynamic framework, but its political underpinnings
need to be acknowledged and critically examined.

Media Myths and Images

The countries of Western Europe are all sustained by various
naticnal myths. Nowhere is this more evident than in the na-
tional mass media systems which both embody and help to pro-
pagate national mythology. Concepts such as freedom, objecti-
vity, pragmatism and voluntariem all occupy prominent places
in both the national and the media mythologies of most of our
countries. These ideals, allied with other related notiong
such as professicnalism, quality, accountability, come to-
gether in the ethos of public service broadcasting which -
the contemporary argument goeg - is under attack, with the
introduction of ‘new media technology'.

- The overwhelming majority of broadcasting organisations in
Western Europe have public service obligations and duties
laid down in their charters and operating conditions, with
the classic model being the BBC, much of whose corporate
ethos can still be traced back of its early days under the
management of John Reith.
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"Fifty years ago the structure of British brosdeasting was established
in a mood compounded of earnestnese, the fear of ansrchy on the air
waves, a desire Lo ensure that "sound® values predominated. It was
both a2 conservative and Conservative prescription. But the curious
internal chemistry of society ensured that this regulatorv framework
became the climbing frame on which, and for-all its faults, the best
public service system in the world grew, one which scught to inform,
educate and entertain, which tried te achieve balance and cbiectivi-
ty, which respected minorities of all kinds and which believed in the
potentialities in all of us, our capacity to widen and deepen our in-
terests”. (Boggart, 1982, p. viii).

Such an intensely romantic view of public service broadcasting
subscribes to the mythology, the self-created imagery of the

established media. In this vision the new media technologies
are cast as a major threat to the laudable status quo, which

is to be plundered and laid waste by commercial, economic and
political interests. Bathed in the glow of its subseguent ‘gol-
den years', the commercial and political origins of public ser—
vice broadcasting itself, and its role in the creation of the
soclial-industrial complex, are conveniently forgotten. Terms
such as 'objectivity', 'balance', 'professionalism', 'respon-—
sibility’, ‘'accountablity®, 'guality' ~ so widely used to de-
fine public service broadcasting - are in fact, and in them-
selves, highly abstract and pretty well indefinable. Behind
these have always lurked the privilege of a few controllers,
the occupational interests of a few thousand 'professionals'.
The power to decide what constitutes 'balance’ or 'accountabi-
lity' has always rested with a narrow range of indiviudals:
primarily white, middle-class males, of middling years, most-
ly resident in -~ or within commuting distance of - our natio-
nal capitals. One of the first of these, John Reith, was con-
vinced that 'few people know what they want, and very few what
they need' (Briggs, 1961, p. 238). To this day, the relation-
ship between broadcasters and the public remains both obscure
and ambiguous.

The affectionate nostaliga which allows Richard Hoggart to cha=-
racterise public service broadcasting as something 'which re-
spected minorities of all kinds and which believed in the po-
tentialities of all of us' i1s a superb testament to the gquite
phenomenal myth-making power of the media. Image-creation, which
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ig, of course, central to the raison d'stre of the mediaz indus-—

tries, 1is nowhere more important than within the media them—
selves, vis a vis their cwn media and public images. A3 the
hegemony of state broadcasting agencies is increasingly chal-
lenged by new media technologies, it is inevitable that ex-—
isting institutions emphasise their 'difference’ and unigueness
in terms of a traditional - though somewhat apocryphal - role
as guardian of standards, or keeper of the national conscien-

s -3

This is a situation of which pressure groups can take advanta-
ge, in a limited way. In the small space created by the media
organizations' need to re-establish their national and corpo-
rate identities, there is some possiblility for political
manoeuvre. To the extent that these new identities must be forg-
ed through a redefinition of the public service idea suited
te the late twentieth century, there is some scope for calling
the bluff of media management - for example, in relation to
definitions of 'accountablity' and ‘responsibility'. Women,

in particular, backed by the cutcrop of eguality legislation
enacted in most countries of western Europe in the past deca~
de, have a case to press.

Women and Media Mytholoagy

Public service broadcasting incorporates, and apparently suce
cessfully accommodates, two conflicting ideologies. On the
cne hand, there is the view that broadcasting is - and should
be - no more than a mirror of contemporary life. This clains
an essentially passive role, in which the media merely ‘re-
flect' society 'as it is'. But a gecond view sees public ser~
vice broadcasting as having an exemplary, even a normative
role to play - for example, in relation to the observance of
standards of public morals, or by increasing the amount and
the guality of information available to, and the level of
sophistication among, the public at large about social, aeco-
nomic and political issues and problems.
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These two apparently incompatible visions are contained side by
side within public broadcasting systems because, particularly

in relation to external economic and political shifts and pres-
sures, they can each be called on at the appropriate moment to
codify and ratlionalise courses of action which protect or ad-
vance organisational interests. These shifting ideclogical sands
have certainly been evident in the way in which broadcasting or-
ganisations have responded for the quasfmon& of what constitutes
aguality of opportunity for the women ﬁhay employ, and of how
equal opportunities policies should be implemented.

& few years back - for me it happened some time during 1%82 -
students of either the portrayal or the participation of women
in the media might have begun to become aware of some potential
change in the definitely bleak pattern of relationships estab-
lished by earlier research. One knew, for example, of the by
then well-sstablished equality projects in Sveriges Radio and
in the Canadian Broadcasting Corporation. More recently, Tha-
mes Television in the United Kingdom had launched its positive
action project. An emancipation prodect had been started in
the Dutch broadcasting system NOS. In Ireland the state broad-
casting organisation, RTE, had established an eguality liaison

committee to follow up the recommendations of its working par-
ty on women and television. The launch of Channel 4 in the
United Kingdom, with its stated and them visible commitment to
giving women a volce, was a source of immense excitement. But
apparently dlmportant initiatives had been taken too in France,
with the preparation of a report on women and television for
the Ministrv of Women's Rightes; and in Denmark, with the crea-
tion of an eguality committee in Danmarks Radio. It all secemed
tremendously encouraging.

Responding to various kinds of internal and external pressure,
the broadcasting organisations ssemed to be interpreting them-
selves in terms of their normative or exemplary responsibili-
ties. Also important, I think, was the somewhat amorphous but
nonetheless undeniable attention focussed on the issue of equa-
lity by the United Nations Decade for Women, and the introduc-
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tion of new legislation in most European countries. Insofar as
the media are keen to promote their image in terms of 'moderni-
ty', 'progressiveness', or 'being in touch with new ideas’',
equality was bound to become a suitable subject with which to
become involved. Significant, I believe, is the fact that, fol-~
lowing four years of persuasion, the European Broadcasting
Union agreed to hold a professional discussion on the guestion
of women and television, in April 1983. This discussion showed
that although many broadcasters felt uneasy with the subject,
there was a feeling of change being in the air: there was talk
of 'a new awareness', a ‘rapprochement', of the fact that women
had ‘arrived® in certain occupaticnal fields in television,
even of 'an amazing revolution over the last few vears' (excerpts
from the discussion are reported in Berg-Camponovo, 1983).

This is heady talk. Perhaps the stuff of which myths are made,
It was, however, in this mildly intoxicating climate that I
began to want fo find out for myself just how much, and in
what ways, the situation of women was changing within the
broadcasting organisations of Europe. With the backing of

the Commission of the FEurcpean Communities, which persuaded
me to restrict the project to television, I spent most of

1984 doing just that. It was an essentially deflating experi-
ence.

From Myth to Reality: the Research Study

The research study had two main components. I designed an In-
formation Schedule for the collection of the basic data, much
of which was guantitative, concerning distrubution of women

and men in the organisations; demcgraphic details of various
groups of staff; recruitment, promotion and training of women
and men; maternity and child-care provision; and management,
decision-making and policy development. This schedule was

sent to all television organisations operating under government
concession in the member states of the Buropean Economic Com-
munity. Thirty organisaticns provided information in some form
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or another, and I visited twenty-five of thesge, covering nine
countries and talking to some 150 individuals including members
of personnel departments, senior management, trades unionsg, pro-
fessional assoclations, women's groups and eguality committees.
These interviews formed the core of the project's second com-
ponent, which was toc make a more qualitative analysis of the
situation, particularly in organisations which had already
iaunched some equal opportunities or positive action initiative,
The research results derive from an exeptionally large data base
{see Gallagher, 1984, for the complete analysis). A sample, how-
ever well designed, would have made the findings vulnerable to
attack from those whom they displeased. Consequently, I decided
to include all employees in each of the participating organisa-
tions. This amounted to almost 75.000 people, of whom 22.600
were women,The overall pattern of the results is certainly more
striking than the small exceptions which it contains. This pat-
tern tends to over-ride differences in organisational structu—

re as well as national/cultural differences.

The Pattern of Reality

Women account for about 30% of the television workforce in most
countries, bul these women tend to be concentrated in a compa-
ratively narrow range of jobs, most of which are relatively
poorly paid. To take the administrative sector as an example,
60% ©f all women working in television are found here, but

just 2% of these women are in the top two tiers of the admini-
strative hierarchy. By contrast, although onlv 15% of all men
working in television are in administration, 20% of these men
are in the top two tiers. In the technical areal, only 4% of
posts are filled by women. The majority of these women are in
vision mixing and vision control, and in the film laboratories
- jobs which have a tradition of attracting women. Bven if

they are now beginning to break into the camera and sound areas,
there are still almost no women in technical maintenance or in
transmission control. Only two women were found in lighting
{both in 5FP, in Prance}. Women accounted for less than 1% of
technical staff in RAI (Italy) and in BRT (Belgium).
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In the crafts sector jobs are almost completely segregated on
the basis of gender. Two-thirds of all women in this sector are
in wardrobe and make-up, compared with just 6% of all men. On
the other hand, two-thirds of the men working in television
crafts are carpenters, painters, scene or studio assistants

and property assistants or buyers. All of these jobs combined
account for only 4% of women crafts workers, and almost all of
these are in props. Across all of the organisations I found only
three women scene-painters (one sach in EFP, France; RAI, Ita-
ly; and NOS (netherlands), and three women carpenters (one

each in Danmarks Radic; Westdeutscher Rundfunk, Germany; and
NO8). This segregation - which I found in practically all poou-
pational sectors in television -~ has a profound effect on the
earning power of women, a point to which I return below.

About a fifth of television producers and directors are women,
but they are concentrated in two main programme areas: educa-
tion, where they account for 25% of all producers and direc~
tors, and children's programmes where 38% of all producers and
directors are women. In fact 15% of all women producers and
directors are working on children's programmes, compared with
5% of all men. Conversely, women are under-represented in the
more prestigious departments such as news and current affairs
{14% of producers, directors and editors), light entertainment
and variety {16% of producers and directors) and sports {6% of
producers, directors and editors). '

The potential of women to influence policy or to direct change
in television is negligible, In the top three grades of genior
management, only €% of posts are held by women., Put more di-
rectly, out of every 25 men working in television, one is at
this senior managerial level, Only one out of every 150 women
is to be found here. Almost all of the women who are in senior
management are on the lowest of the top three steps.
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The Reality of Egual Pay for Egqual Work

Women's earnings in felevision amount to about 75% of men’'s.
The gap is not explained by an age differential or by length

of mervice. Part of the explanation lies in the fact that ad-
ministrative jobs -~ where the majority of women are to be
found - are among the most poorly paid, while technical Hobs

- whare theres are almost no women -~ %@%ﬁ to attract the high~
est salaries. To show how the r@iatlvaly poorly paid jobs tend
to be concentrated in a single occupational sector, I divided
the salary ranges of three corganisationsg - Baverischer Rund-
funk {(Germany}, RTE {Ireland} and the BBC {U.K.) -~ intce four
egual groups. As one would have expected, unspecialised servi-
ce jobs tend to be in the bottom group. However, rcoughly two-
thirds of all administrative jobs were also found in the bottom
guarter of the range, compared with about 15% of production and
crafts jobs {(in a single, combined category) and just 6% of
technical jobs.

As a generalisation it is true that when a job category is do-
minated by women, that job tends to be relatively poorly paid.
To take the crafts sector as an example, fjobs in wardrobe tend
to be less well-paid than scene-painting or upholstering, which
are mainly filled by men. The editing area gives som interes-
ting insights here. Film and vide¢ editors enjoy relatively
high status in Greece, Ireland the United Xingdom, where they
are paid at a level roughly equivalent to producers and direc-
tors, Across nine organisations in these countries, just 13%
of editors {including assistants}) are women. However, in Bel-~
gium, Denmark, France and Garmany, where editors are paid at
the level of Jjuniocr production staff, 70% across eleven orga-
nisations are women. In fact in the German companies, where

on average 90% of editors are women, editing is popularly
known as "the housewives' shift’.

However, even when doing the same job, women tend to earn less
than men. For example, among -journalists women's salaries are
approximately 75% of men's across a number of organisations ~

ranging, for instance, from 67% in TF 1 through to B7% in an-
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tenne 2 {both in France). I compared salary levels in Danmarks
Radio for six fjob categories which are not dominated by either
women or men. In all but one of these job categories, woren were
hetween ong and three salary steps behind men, the differen-
ce relating not to age but presumably to the specific tasks to
which they are assigned and the valuation given to these, through
additional payments and merit awards,

Another example from Danmarks Radio shows how assessment of
value affect overall salaries of women and men., Within the tech-
nical areal, there is a low level unskilled general assistant
occupation Known as ‘'driftsassistent'. There are some 150 such
jobs and about a third of them are paid at the lower og two
salary bands for the job category. There are few women driftg-
assistents (less than 10%) but three-quarters of them are in
the lower band, as against one-guarter of the men. This has
nothing to do with length of service or age, which are rough-
ly eguivalent for women and men. It dces appear to have some-
thing to do with placement. Almost all of the women are in
‘general' semi-technical areas, such as the video archive,
workshops or purchasing. The men are predominantly in the more
‘properliy’ technical areas - 0.B.s, laboratories, enginger-
ing, studios ~ which tend to be seen as specialised and may be
therefore more highly valued.

There is alsc the guestion of the relative rates at which wo-
men and men progress through the same salary range. To take
again the example of Danmarks Radio: there are in this orga-
nisation some 120 low-level technical assistants, known as
‘driftstekniker’'. More than half of these jobs {55%) are held
by women. The jobs gpan three salary bands, However, women ac-
count for S0% of those at the bottom, 57% of those at the middle,
and just 33% of those at the top levels. On the other hand, wo=-
men are - On average - two yvears older than men at the top.iﬁm
vel, five years older at the middle, and seven years older at
the bottom level. This suggests that, over time, a higher pro-
portion of women is left behind in the lower-level, lower~paid

qobs,
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The Myth of Progress

S0 much for the overall pattern, It probably holds few surpri-
ses. What may be more surprising is the fact that, contrary

to the assertion - commonly put to me in my interviews with
genior management, and also by many women working in the te-
ljevigsion corxganisations -~ that there had been a notable evolu-
tion in the situation of women emplovees in recent years, the
data show that development has actually been absclutely mini-
mal.

I traced the progress of cchorts of women and men who had been
recruited to nineteen of the television organisations approxi-
mately ten years ago. The first point worth making on the ha-
sis 0f these retrespective data is that women represent an
average of 46% of all recruits stretching back as far as 1972,
Women's share of recruitment to television now {(for example,
42% in 1983) is conseguently no higher than it was in the sar-
v 1970s. The sectoral distribution of women and men has not
changed noticeably over the ten vear period: most women recrults
to television a decade ago were appointed to low-level admini-
strative fjobsg, as they are now; and even at that time a small
percentage of technical vacancies was filled by women. Women
were recrulted to at least 3% of technical jobs as far back

as 1972, compared with 5% in 1%84. Such increase as there may
have been ls not, therefore, dramatic nor is it uniform. In
NOS (Netherlands), for example, 3% of technical vacanclies were
£illed by women in 1974 although no 1982 appointments to

the technical area were made among women.

A second point is that, across all of the organisations stu-
died, the average women was at a disadvantage compared with
the average man right from the date of recruitment., She was
appointed to a lower-level dob, in a lower salary band. Over
time, this difference was maintained or even increased in all
but three of the organisations {(8¥FP, France; RTE, Ireland; NOS,
Netherlands), where women 4did manage to ¢lose the salary or
grade gap a little, However, in two of even these three orga-
nigations {(RTE and NOS) the biggest individual increases ware
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made by men. It was generally true that although women, on
average, made modest progress in their careers over the time
pericd, none {(out of a total of over 700) actually ‘broke
through' to the very top jobs in the way that the men did.

The third point to emerge from this retrospective analysis is
that the tightest structural brake on women's career develop-
ment in television is their concentration in the administrati-
ve sector. Even including the low-~level clerical and secreta-
rial functions, administration accounts for a smaller propor-
tion of jobs (27% across 24 organisations) than the technical
{32%) or the production and craft areas (30%). So in terms of
sheer numbers alone, there are fewer opporunities in admini-
stration. And when it comes to top jobs, in the majority of or-
ganisations the administrative sector furnishes a much smaller
percentage of senior management staff than either the techni-
cal or -~ particularly - the production fields. The data also
showed that, although only a minority of men are recruited in-
to low level administrative jobs, they are rather more likely
than women to move out of these, generally into assistant tech=
nical functions from which careers can more easily be made.

Finally, there is little indication of progress in the area of
senior management, As I have pointed out, only 6% of top mana-
gement posts are held by women - across 22 organisations. Four
organisations {one in Belgium and three in Germany} did not
have a single woman at this level. And there is no real sign
that a younger generation of women is making its way into top
management., Fifteen organisations were able to provide infor-
mation on the age distribution of their top management staff,
and eight 0f these had senior managers under the age of 35.
However, only three organisations - the BBC, 8T and TS8W: all
in the U, K. - had any top women managers in this age category.
Moving higher up the age spectrum, every organisation had se-
nior managers aged under 45. But only six had women managers
in this catedory. In RTE (Ireland), the only women in seniox
management were over 55 years of age, although 80% of men in

RTE's top management grades were in vounger age bands.
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Myths about Women Working in Television

The mild state of intoxication which had infected the esarly
stages of my work on this project could clearly not survive

the evidence of the guantitative data which the research was
inexorably producing. Perhaps even more sobering was the rea-
lisation, which came through the interviews, that trite and
traditional assumptions and stereotypes about women still per-
sist - and are indeed voiced ~ in perscnnel and other key de-
partments within many of EBurope's telﬁﬁision organisations.

The notions that women are not career conscious, have high ra-
tes of absenteeism, are not worth investing in because they

are likely to leave their jobs {(to get married, to have babies,
to relocate if their husband changes jobs), are simply just not
suited to certain kinds of work: these were all put to me in
various guises, som more honest than others. On the other hand,
the data illustrated the lack of sclid foundation on which such
preconceptions are basged.

Pirstly, this study showed that staff ' wastage' is not strik-
ingly dreater amondg women than among men. 0f women recrulted
to 17 crganisations between 1972 and 1980, 49%% remained by
1484, This compares with 62% of men regruited over the same
period. In four of the five French organisations studied, and
in RAI {Italy), wastage was greater among men than among wo-
men. In only two cases - Danmarks Radio and Granada (U.X.} -
was 1t possible to analvse the job categories of those who

left the organisations. Both cases suggest that women who leave
Are likely to have been recruited to low-level clerical posts
or to service jobs, and that among professional recruits women

may be more likely than men teo stay with the organisation.

For example, 22 (32%) of the women recruited to Danmarks Radio
in 1973 had left the company by 1%84; 18 og these were general
office assistants, and the other four were canteen staff. 0f
men recrulted to Danmarks Radio in 1973, 15 {25%) had left by
1984. But of these five were journalists, four were technici-
ang, and four were middle~level administrative executives. The
remaining two were general office asgssistants - the onlyv men re-
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cruited to such posts in 7973. In other words, although re-
crultment of women is often regarded as a poor investment, it
seems Jquite possible that - looked at more carefully - the op-
posite may be true.

The belief that absenteeism ig much higher among female than
amoryy male employees was commonly expressed to me during this
study, when management staff tried to explain why the careers
of women in their organisations did not prosper as fully as
thoge of men. In fact, this belief wag not ampirically con-
firmed. Across 14 organisations able to provide comparable in-
formation for the vear 1983, women lost an average of 11.1 days
through sick leave, compared with 8.9 days for men: a differen-
ce of only 2.2. days on average. This is hardly the substanti-
al differential which is generally believed to exist. In no
organisation did the difference between women and men amount

to more than seven days, and in most it was less than four. It
was particularly small in the German and British organisations.
in one case - Westdeutscher Rundfunk - men had a higher average
rate of absenteeism than women.

Absenteeism in general is considerably more prevalent in the
lower~level jobs, and of course it is here that a much higher
proportion to women than men is to be found., It was difficult,
in the context of this study, to establish comparative rates

of absenteeism for women and men in top management, partly bhe-
cause there are so few women at the top, and partly because in
a number of organisations no record is kept of sick leave taken
by very senior staff., However ten organisations were able to
provide the relevant data and in three of these women in senior
management lost less time from work through illness than senior
men., In four others, the differential between women and men at
the top was smaller than that applicable to female and male
employees in the organisation as a whole.

The data also showed that, although occupational folklore and
working conditions still generally ignore the fact, children
are the offspring of men as well as of women., Across the 6 or-—
ganisations able to provide information on the number of male
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employees taking paid paternity leave in 1983, 4% of all men
took advantage of this. Exactly the sanme percentage of women
working in television took maternity leave - elther paid or
unpaid - across 19 organisaticns for which the data were avail-
able. Most of these women (85%) took only the statutory provi-
silon of paid leave. Very few women - less than 1% on average -
apparently resign on the birth of a child. In fact, the study
showed that the average woman working in television is much less
likely to be married than the average man; and that the average
married woman is more likely to be childless than the average
married man.

Issues concerning the conflicting demands of family and work
gtill command very little attention in most of the organisa-
tions covered by this project. Among them are the issues of
flexibility of working time and the provision of family leave;
the return to work after maternity or a career break; the ste-
reotyping of career paths and promotion ages; facilities and fi-~
nance for child care. Most of the management staff to whom I
spoke during the research saw the family-career dilemma as pri-
marily a problem which women themselves must solve. The provi-
sion of creche facilities, for example, is generally dismissed
- sometimes after a dutiful investigation of costs ~ as a luxu-
ry which would b@n@fi£ only & "minority'. Bubsidised sports fa-
clilities, private dining rooms and bars come into a different
category when it comes to meeting staff n@éds* Fundamentally,
child~care is still regarded as a private, rather than an or-
ganisational matter. As such, it ranks very low in managements’®
scales of priority.

Separating Myth from Reality

The impression that the relationship between women and the
media was undergoing - indeed, in some interpretations, had al-
ready undergone -~ truly important change was certainly challen-
ged by the findings of this research. Yet it would be unjust to
reach the final conclusion that there has been no movement of
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any kind, that the proclamation of equal opportunities policies
cxr the establishment of eguality committees have been nothing
more than what the American historian Daniel Boorstin would
have called ‘pseudo-events' (Boorstin, 1963, pp. 19-54): media-
created 'stories’ which reconcile ideclogical drives {(to seek
out the new, the original) with bureaucratic needs {for pre-
dictability and continuity},

It was, however, evident that - in the minds of many senior
managers - the guarantee of eguality of opportunity was a
kind of ‘event' which somehow or other 'happened! with a po-
licy statement or the establishment of a committee, rather
than a long-term process which depended on the implementation
of special measures, attitude change in literally thousands
of decision-makers and line managers, and the commitment of
financial and human resources. In this sense, media people
seem to working within the ideoclogical framework which encom-
passes the notion of ‘responsibility' in a good deal of pro-
gramme-making: important issues must be aired so that 'some-
thing' can be done about them, without necessarily defining
what should be done, oxr who should do it. The broadcaster,
therefore, ‘'deals’' with problems and issues by the mere fact
of recognising their existence. This easily breeds the mis-
conception that the recognition and the solution of a problem

are one and the same thing.

It was striking too how often media managers fell back on

the other, 'mirror of society', strand of ideology which un-
derpins public service broadcasting in order to explain their
inability to take positive action to improve the situation of
women workers. According to this view, it is not the job of
any broadcasting organisation to attempt to set the pace for
soclety as a whole., This perspective is usually bolstered by
references to the recalcitrance of the trades unions, and the
sconomic situation. A further factor here is the notion of
‘professionalism’, which plays such a powerful part in defi-
ning the environment of media institutions. Although almost

impossible to define, its strength is such that it makes many
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media people extremely nervous of anything which even hints at
‘special treatment', or 'making allowances', and which might

therefore result in a substandard or 'unprofessional’ product.

Many women, and indeed a number of men, whom I interviewed du-
ring the research felt stronly that there was a distinct lack
of will, in the senior echelons of the television organisa-~
tions, to act. Management were maid %%,be ‘dragying their hels?
over decisgicons on the impiementaéimn of proposals, even
to ke 'hiding behind' a formally stated commitment to an equal
opportunities policy. Of course, perceptions of change very
anormously depending on the organisational location of the
individual. Many senior staff did apparently genuinely feel
that the general attitudinal and organisational ¢limate had
changed to the advantage of women, and that it would be just

a matter of time before this change brought visible results.
However, assessing the de facto situation in mid-1%84, and
bearing in mind that discussions about eguality have been in
progress in a number of these organisations for well over ten
vears, it 1s hardly surprising that the sentimenit most fre-
gquently expressed by the feminist activists I met was pure

and simple exhaustion,

New Realities, New Myths

In a technological sense broadecasting is at a crossroads. New
myths are already in the process of creation. Utopian predic-
tions and doom-laden prophecies compete with one another for
dominance in the marketplace of ideas and opinions. The in-
creased number and type of media outlets means that new po-
litical and economic actors have been able to seek, and in
gome cases dgain a footheold., In western Europe governments

are encouraging, or participating in, cable and satellite
developments primarily for industrial and commerclal reasons,
to engure that their countries enjov the assumed bhenefits of
the communications revolution as economies make the transition

from manufacturing-based to service- and information - orienta-
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ted activities, Deregulation may mean less state control, but
it will certainly mean more commercial control., Already deve-
lopments in France, Italy, Germany and the United Hingdom have
shown that it is the advertising and press giants - Havas,
Berlusconi, Springer, Murdoch - who have established themzel-
ves most guickly.

If they are to have any influence on the corganisational and
substantive arrangements now being set in place, women cannot
afford to wait. Lobbying at all levels - of the type which

did bring some success when the fourth television channel was
being allocated in the United Xingdom -~ is essential. To back
this up we need solid research which is capable of challenging
the generally complacent assertions of the potential new ac-
tors on the media scene, and of cutting through the mythology
of pluralism which they are in the process of creating.

The new media developments present a severe test for public
broadcasting organisations whose rationale now has to be re-
affirmed. Inevitably, broadcast management freguently cite
this turbulent environment as one of the cbstacles to any fun-
damental reconsideration of policy and practice in the employ=-
ment of women, just as they refer often to the economic reces-
sion and its impact on the scope for change. However, as I
have suggested, these conditions can also be uszed to challen-
ge the c¢laim that - however much they would like things to
alter - the broadcasting institutions are constrained by this
or that external or internal circumstance. For example, the
argument that it is in the economic Iinterests of an organisa-
tion to cultivate and use all of the latent talent represen-
ted in its staff, isg a difficult cne to resist - particularly
s0 at a time of financial restraint. It is significant, I
think, that the positive action project in Thames Television
Was 'markeged’ within the company in just these terms -~ human
resource development and good management practice.

A further potential challenge to the status guo lies in the
fact that the site of policy development is increasingly mov-
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ing from a national to a reglonal, Buropean level - agailn, in
response to the new technology debate which has made clear the
neaed for various kinds of collaboration and for Buropean-wide
ventures - and that the Commissicn of the European Communities
has now prepared a draft directive concerned with regulation of
the new media., Although this is likely to be vigorously opposed
by many of the member states, and may never actually be adopted,
the interventionist stance which the Commission has taken has
made the broadcasting organisations nervous, and anxious to de%
monstrate that their preference for self-regulation is founded
on good practice and good faith.

In this already jittery climate the Commissicn of the European
Communities has very recently established a Steering Committee
on Women and Television, composed of senior management repre-
sentatives of the television organisations of the twelve mem-
ber states, The Committee met for the first time in February

of this year, and will be meeting again in November. ITts main
purpose is to see that equality of opportunity is actively pur-
suaed within the television companies. The Commission will pro-
vide a certain amount of financial support for positive action
projects., In the contemporary technological, economic and poli-
tical environment which I have described this is, I think, a
potentially infiu@nt%ai initiative.

The contemporary vulnerabllity of public service broadcasting
is, I think, admirably illustrated in the final sentences of a
recent internal BBC report which looked at the absence of wo-

men in top jobs in the Corporation:

"If women do not achieve the responsibility they deserve,
the more militant will decide to take matters into their
own hands. Frustrations can lead to 'Greenham Common® type
activities and younger BBC women are not prepared to ‘wait
te be noticed’'. The BBC has a potent resource in its women
staff who are ready to focus attention on their perceived
lack of oppeortunities. Sensitive action by management could
channel this vitality into support for the organisation and
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would reassure those women members of staff who are such eof-
fective advocates for the flourishing survival of public ser-
vice broadcasting”. {8ims, 1984, p. 37).

Three sources of anxiety are obvious here. The first is the wo-
mens's movement per se. Women's organised power, and their suc-
cess in public campaigning, are clearly seen as threatening in
themselves. However, they are particularly threatening in terms
of their potential to damage the organisation's image as a 'sen-
gitive' institution: and this is the second source of anxiety.

The third is the 'crisis' in public service broadcasting: wo-
men's potential to damage the image puts the organisation in an
egpecially vulnerable position at this particular time, when

the ‘survival of public service broadcasting' is in question.

These overlapping anxieties, I suggest, come together at this
moment -~ this historical, political, technological moment - in
a way which opens a space. This particular space will, of cour-
se, «close as the circumstances which have created it change.
Others will open up. But I think that there are ways of using
this one, and that we should be pursuing them.
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