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Because it is representative of other Southern Baptist 

seminaries and distinguished by a vigorous graduate program, 

Southwestern Baptist Theological Seminary (SWBTS) was chosen as 

the institution from which the population was taken. The study, 

conducted in 1984, collected data about women graduates of SWBTS 

for the years 1975, 1978, and 1981, with the following purposes: 

(1) to develop a profile of women who choose seminary education as 

an avenue of career preparation; (2) to determine the degree of 

influence of significant others --individuals in the family, school, 

peer group, and the church -- on women pursuing graduate education 

in order to prepare for ministry vocations. 

Among the findings of the study are these observations: 

1. Despite a consistently supportive role from church pastors 

about respondents' career choices before, during, and after 

seminary, few seminary graduates encountered clergywomen as role 

models, or received material support from their home churches, and 

many encountered gender bias and discrimination as they sought 

ministry-related careers throughout their educational careers and 

afterwards. 



2. The most desired career choices expressed by respondents 

include missionary, age group minister, counselor, minister of 

education, and college or seminary teacher. 

3. The least desired career choices of respondents include 

minister of music, graded choir director, church musician, minister 

of outreach, pastor, associate pastor, chaplain, and recreation 

specialist. 

4. Mothers, fathers, campus ministers, close friends, fellow 

seminary students, and missionaries and mission activities were 

cited, variously, as positively influencing seminary graduates at 

different stages of their careers. 

The study's conclusions include the further observation that 

despite disturbing discrimination against them, the women querried 

remained faithful to the Southern Baptist denomination, desired to 

serve, and wished for self improvement in their study and growth. 
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CHAPTER I 

INTRODUCTION 

For the past twenty years, both men and women involved in the 

feminist movement have pressed for changes in American society, 

changes which have helped to bring about and to ensure equal 

opportunities for women in the workplace. Current studies indicate 

that not only are more women employed outside the home than at 

any time in American history (Toughey 1974, 86-89), but 

occupations once dominated by males are increasingly open to 

females, as well. 

One of the few remaining institutions that is only now 

recognizing the concept of equal opportunity for women, however, is 

organized religion. Traditionally, American women in religion have 

served primarily in a variety of volunteer roles; however, the past 

fifteen years have seen increasing numbers of women pursuing paid 

careers in the ministry. The enrollment of women in seminary 

programs designed primarily to prepare them for ministries has 

increased, and in a few of these institutions, women now outnumber 

men (Association of Theological Schools 1983, 92-101). The 

number of professionally trained women graduates seeking positions 

in the church ministry is also rising. 

Despite recent advances regarding the status of women in 

organized religion in America, the Baptist denomination, 



particularly the Southern Baptist sector, has remained ambivalent , 

at best, in its att i tudes toward women's roles in the church. Whi le 

Southern Baptist women have been traditionally cal led upon to serve 

their churches in a variety of lay and volunteer capaci t ies , their 

involvement in the church has been confined to unpaid service-

or iented denominat iona l work, and to tradit ional ly female ministry 

positions such as organist, pianist, and church secretary. Therefore, 

although Southern Baptist women have joined the numbers of women 

seeking ministry positions through seminary educat ion, the 

significance of any increase in the number of Southern Baptist 

females seeking professional ministry positions can only be 

measured in terms of the successes these women actually encounter 

upon graduation from seminary. The career options, development, 

and achievements of Southern Baptist women seminary graduates, 

and the sociological inf luences affecting those career 

achievements , comprise the focus of this study. 

Background and Significance of the Study 

Seminar ies exist to prepare men and women for the ministry--

to help the students of religion acquire the skills and knowledge 

which will enab le them to carry out their ministr ies e f fec t ive ly . 

For those students seeking a Christian ministry, in part icular , 

higher educat ion in the field of Christian education is a prepartory 

final step to a career as a pastor. Historically, a seminary 

education has been the path to a career in Christian education, 

counseling, social work, publishing, music, or missions. 



Current research on the status of women in the United States 

increasingly supports the proposition that despite advances for the 

equality of women in society, women entering male-dominated 

professions stil l experience diff iculties in being admitted to school 

and in being placed in jobs upon graduation (Stromberg 1978, 86). 

Other literature further suggests that these problems are 

particularly prevalent for women within the religious community, 

as well (McBeth 1983, 18). 

Relatively little research exists, however, on the career 

development and subsequent placement of women who graduate from 

seminaries. Edward Lehman supports this position by stating that: 

While we have increasingly useful data on what men and women 
experience in medicine, law, higher education, and management, 
we have limited information about the pattern of placement 
among the clergy (1980b, 19). 

Further evidence suggests that fewer women enter the ministry 

than they do other male-dominated professions; the paucity of 

women in the field may account for the lack of research regarding 

their careers. In Women of the Cloth, a study of what he called the 

"parish ministry," Jackson Carroll describes the career development 

of women who enter the ministry. By citing data from 632 women 

in nine Protestant denominations, Carroll, Hargrove, and Lummis 

conclude 

that the number of women entering the clergy is smaller than 
the number of women entering other male-dominated 
professions. Women physicians increased 574 percent; women 
attorneys increased over 1986 percent; and clergywomen 



increased only 240 percent during the 50-year period from 1930 
to 1980 (1981, 3). 

Lehman identifies the dilemma involved in tracking the careers 

of women in the clergy when he states: "We have little systematic 

data on the experiences of women moving into the ministry, and one 

cannot easily predict what those experiences are likely to be" 

(1980b, 19). The lack of tracking of alumnae as they move into 

career positions is exemplified in the record keeping of the 

Association of Theological Schools (ATS), the accreditation agency 

for theological institutions. Marvin Taylor, Associate Director of 

the Association, indicates that ATS makes no effort to research the 

placement of graduates; the Association merely provides data 

regarding number of graduates (14 April 1983). 

Not only have few efforts been made to provide follow-up data 

on women in religious-oriented professions, but also few 

investigators have explored the factors that bring women to the 

seminary initially. Ian Robertson has made a start in that direction, 

suggesting that the socialization process of some women, a process 

involving the many influences on a woman throughout her life --

family, school, peers, and the church -- may be a primary factor 

influencing a woman's career development (1980, 17). However, the 

research of Robertson represents a mere beginning toward 

understanding what motivates women to become ministers in the 

first place. Barbara Wheeler concurs with Robertson's conclusions 

regarding influencing factors when she states that: 



their [women seminarians'] interest in ministry [has 
JU Probably encouraged by teachers, advisors, peers, 

and by most of their home ministers and parents (1981', 
384). ' 

Fortunately, the women's movement has given rise to an 

increased scrutiny in the past ten to fifteen years of women's 

progress through Christian ministry. This awareness has also 

caused many women, even those in the Southern Baptist church, to 

reevaluate their roles in churches and their professional choices in 

light of their attainment of career objectives. In 1978, Southern 

Baptist women formally convened for the first time to explore and 

evaluate their roles in church life. A number of studies have also 

investigated the position of women in the Southern Baptist church. 

Interestingly, while the numbers of Southern Baptist females in 

unpaid denominational work and in chaplaincy are increasing, the 

years between 1952 and 1984 saw a decrease from 14% to 1% in the 

numbers of women in leadership positions at Baptist conventions. 

From 1950 to 1981, the percentage of campus ministers in North 

Carolina dropped from 63% to 7%. In 1985, there were no female 

Southern Baptist college presidents, hospital administrators, 

directors of children's homes, and no Southern Baptist females as 

heads of Southern Baptist Convention (SBC) boards, SBC 

commissions or standing committees, or executive secretaries of 

State Conventions (Blevins 1987, 47). As Blevins points out, "in an 

era when the abilities of women are being used in virtually every 

area of business, society and government, Southern Baptists 

continue to limit themselves by restricting the activities of 



women (1987, 47). In the seminaries, some alumnae insist, a 

serious morale problem is thus created when Southern Baptist 

churches recommend women for admission to seminary, but will not 

employ them after graduation (McBeth 1983, 3). 

Despite these problems for Southern Baptist women in the 

church, McBeth indicates that women comprise nearly 20% of the 

enrollment in the six Southern Baptist seminaries in any year (1979, 

185). McBeth goes on to say that "It appears that an increasing 

number of Baptist women do want to be heard, not only in society, 

but also in the church" (1983, 3), and women continue to train for 

ministry positions in the Southern Baptist church. However, little 

research exists which examines whether the career aspirations of 

Southern Baptist women seminarians are readily fulfilled after 

seminary graduation. 

Indications are (1) that these women's career aspirations are 

not being fulfilled, (2) that women are encountering almost 

insurmountable obstacles as they attempt to enter into decision-

making positions in the church family, and (3) that while their 

seminary education may have prepared them academically for the 

role they wish to pursue, women have few assurances that societal 

acceptance in the ministry will allow them to fulfi l l their roles. 

Because almost no definitive follow-up studies are available which 

support these premises, however, follow-up data on placement as 

well as on sociological factors which encourage young women into 

the ministry must be compiled in order to evaluate what, if any, 



progress the Southern Baptist church in America has made toward 

equal treatment of its women seminarians and clergy women. 

This study was designed to collect data about women graduates 

of Southwestern Baptist Theological Seminary (SWBTS) for the 

years 1975, 1978, and 1981. These data include background 

information on career selection, the role and influence of 

significant others on women's career choices in the church, and 

information on job placement for these women graduates. 

The institution selected, Southwestern Baptist Theological 

Seminary, is one of six Southern Baptist seminaries. Its reputation 

and appeal are international. It has the largest enrollment of any 

Protestant theological seminary in the world; over 4000 students 

are enrolled each year. With the largest faculty and the largest 

theological library in the world, Southwestern offers a wide range 

of degrees, including the Master of Divinity, the Master of Religious 

Education, the Master of Church Music, and the Master of Music. In 

March, 1983, the name of the Master of Religious Education degree 

was changed to the Master of Arts in Religious Education. 

Admission to SWBTS's master's program requires a 

baccalaureate degree from an accredited four-year institution, a 

letter of endorsement from the applicant's church of present 

membership, and a statement of commitment to the ministry as a 

profession. These characteristics, combined with the fact that 

approximately 775 of its graduates, of which approximately 220 are 

women, receive master's degrees, indicate that Southwestern 

Baptist Theological Seminary is both typical of Southern Baptist 
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semimaries and is distinguished by its well-developed graduate 

program, therefore making it an ideal setting for a follow-up study 

of the career incentives and accomplishments of women in the 

Protestant ministry (Jeter Basden, interview, 1983). 

Statement of the Problem 

The problem addressed in this study is the career development 

and fulfillment of Southern Baptist women seminary graduates. 

Purposes of the Study 

The major purpose of the study is to examine the sociological 

factors associated with Southern Baptist women's career choice in 

the ministry. Other purposes of the study are: 

1. To develop a profile of women who choose seminary 
education as an avenue of career preparation. 

2. To determine the relationship between expectations 
and actual placement opportunities for seminary 
graduates by addressing seminary graduates' career 
expectations prior to admission, during matriculation, and 
after graduation from seminary. 

3. To determine the degree of influence of significant others, 
including individuals in the family, school, peer group, and 
the church, on women pursuing graduate education in order 
to prepare for ministry vocations. 

Research Questions 

The following research questions were designed to accomplish 

the stated purposes: 

1. How do women entering the seminary perceive the 
influences of significant others and role models from 
family, school, peer group, and/or the church upon their 



decision to enter seminary to prepare for ministry-
related positions? 

2. What are the influences of family, school, peer group, and 
the church on women and their career aspirations during 
matr iculat ion? 

3. What are the influences of family, school, peer group, and 
the church on women after graduation? 

4. What are the career expectations of women upon entering 
the seminary? 

5. What are the career expectations of women during their 
seminary matriculation? 

6. What are the career expectations of women following 
their graduation? 

7. To what extent are women seminary graduates placed in 
positions which require seminary degrees? 

8. What is the profile of women who prepare for 
ministry-related positions at the seminary? 

Definition of Terms 

The following terms are defined for the purposes of this study: 

M i n i s t e r - o n e who receives graduate seminary education in order to 

pursue a career in a paid position on a church staff or in another 

institution performing sacerdotal responsibil it ies. The role of 

minister is not limited to pastor or preacher, but rather 

encompasses a much broader concept of the clergy. 

Significant others—individuals who are influential and highly 

valued in a person's life. 

Seminary— an educational institution of the Southern Baptist 

Convention which prepares students to carry out careers in the 

Christ ian ministry. 
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Basic Assumptions 

It is assumed that th6 graduates in this population are similar 

in experience to women graduates from other Baptist seminaries, 

and that their perceptions are accurately reported. 

Limitations of the Study 

The investigation was limited to graduates of one seminary of 

the Southern Baptist Convention and to the self-reported responses 

of the subjects of the study. Because all graduates at SWBTS for 

the years 1975, 1978, and 1981 were subjects of this study, it 

cannot be assumed that the subjects represent a randomly selected 

sample. Further, the fact that this study examined seminary 

alumnae after the fact about their impressions of career 

expectation prior to matriculation may have affected the women's 

responses. Finally, this study does not attempt to discover the 

effects of time (i.e., length of time since graduation) on women 

seminary graduates' attitudes toward self and careers. 

Chapter Summary 

The significance of the study, the statement of the problem, 

the purposes of the study, definition of terms, and the research 

questions have been the subject of this chapter. Chapter Two 

summarizes the current literature on women in the ministry and the 

influences on women's ministry careers of socialization and career 

development theories. The third chapter details the process of 

constructing the final questionnaire, the selection of the population 
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studied, the method of data collection, and the method of analysis of 

the data. Chapter Four presents the findings of the study. This 

chapter is divided into four sections: characteristics of the 

respondents, career expectations, the influence of significant others 

on career choices, and a chapter summary. Chapter Five presents the 

major findings of the study, the conclusions, implications and 

recommendations for additional study. 



CHAPTER II 

RELATED LITERATURE 

Introduction 

An examination of career development theories and of the 

history of women in the Christian church can provide a context for 

understanding the career development of women in the ministry. 

This study, in attempting to clarify the sociological factors 

affecting career choices and the fulfil lment of career goals for 

Southern Baptist women seminary graduates, addresses a 

significant gap in the literature related to women in the ministry. 

Although few studies exist which directly concern the research 

questions of this study, certain career development theories and 

literature related to women in the ministry shed light on the 

concerns of this research. 

Career Development Theories 

Introduction 

Despite the dramatic increase in the number of American women 

working outside of the home in the twentieth century, existing 

literature rarely examines the sociological factors affecting 

women's career choices. A documentation of the history of women's 

employment in the United States and an examination of the facts 

concerning the career develpment of their employment can begin to 

12 



13 

address those sociological factors, however, by providing a context 

for them. This section of the chapter not only presents a historical 

overview of the employment of women from the Industrial 

Revolution to the present, but also reviews the classical theories of 

career development and discusses why traditional model patterns of 

men's careers inadequately explain the difficulties in the career 

development of women. 

With the arrival of the Industrial Revolution, men took over 

many of the jobs formerly held by women and transferred these jobs 

from the home to the factory. At the same time, the modern concept 

of the home as being divorced from work began to emerge. Although 

poor women took advantage of the opportunity to earn small 

amounts of money, a majority of middle-class women remained at 

home (HiIler 1947, 420). Having a well-dressed woman in a well-

kept house became, in fact, a mark of self esteem to men who 

worked away from home. Hiller states that the "idle" status of 

women was also reinforced by a revamped view of Christianity 

which was developed from the ethical part of the Biblical tradition 

which emphasized the dignity of women (Hiller 1947, 423). The 

Christian view stressed woman's angelic and unworldly nature, 

which was easily perverted into a perception of women's weakness 

and inability to do real work (Hiller I947, 428). 

With the advent of the Victorian era in the 1800s, women were 

further removed from the workday world, and were "enshrined" on a 

pedestal. Motherhood became more important as children, who were 

previously treated as little adults, were now allowed to be children. 



14 

The Victorian and the Edwardian periods produced in fact, a culture 

in which, as Sigmund Freud decreed, women were considered the 

inferior sex (Ruether 1974, 24-27). 

Since the turn of the century, scholars (Anderson 1983; Evans 

1985) have argued that the women's movement has had a significant 

impact upon society. The major manifestations of this movement 

are the shift of women away from the home and into the workplace, 

women's pursuit of male dominated professions, and changes within 

tradit ional marital and familial roles. 

During the last few decades in particular, women in the United 

States have undergone a revolution in their relationships to work, 

family, and the home. The U.S. Department of Labor indicates that 

the proportion of the labor force made up by women in I950 was 29% 

and 44% in I984, and projects a figure for I990 in excess of 70% 

(Masnick and Bane 1980, 123). Certainly, women currently face a 

far different set of role prescriptions than did those women during 

the Industrial Period or Victorian Era. The model pattern for today's 

American woman is that she is employed outside the home as well 

as married. Even women with children are expected to work. 

The notion of a woman developing her career is relatively 

recent and, as Nancy Evans states, "only in the last three decades 

has the topic of career development appeared in the literature" 

(Evans 1985, 9). Development of any kind was thought to end once a 

person reached adolescence. Evans even quotes Erickson, who did 

not believe that a woman's identity was formed until marriage, thus 

equating a woman's development in terms of her ability to reproduce 
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(Evans 1985, 12). Recent changes in society, though, have led to an 

increase in the career options (other than marriage and 

reproduction) available to women. The factors influencing women's 

career choices are not solely economical; they are complex and 

interrelated, being both personal and social. The educational and 

occupational choices made by young women (and men) are influenced 

by the support they receive from important people in their lives --

their parents, peers, teachers, and counselors. 

The Theories 

A recurrent problem in interpreting women's career 

development is the repeated exclusion of women from the critical 

theories that form the foundation of career development research. 

Women are either ignored altogether or accorded low status in 

almost all theories of classical career development. 

A possible explanation for this phenomenon is that existing 

theories were formulated primarily to explain the career 

development of men. Duane Brown et al. (1984, 311-336) found that 

not until 1975 did women's career development, as a lifelong 

process, begin to be studied extensively. Other scholars state that 

career development theorists do not fully explain the career 

development and choices for women (Osipow I968; Fitzgerald and 

Crites I980). Patterson (1973) suggests that current theories of 

career choice cannot adequately explain vocational behavior for 

women. Even Holland (1966) critiqued his own theory remarking 

that "it is based chiefly on studies of men and is probably less 
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useful for understanding the behavior of women" (13). However, 

Fitzerald and Crites have pointed out that the theories do provide 

some useful concepts for counseling women and they further state 

that "existing theories of career choice, although developed on men, 

have much to offer in understanding the careers of women (1980, 

44). 

Seven major theories of career development are briefly detailed 

below. When possible, an explanation as to their usefulness in 

detailing the career development of women is also presented. The 

seven theories of career development are (1) the Trait and Factor 

Theory; (2) Holland's Career Typology Theory of Vocational Behavior; 

(3) the Ginzberg, Ginsburg, Axlerad, and Herma Theory; (4) Roe's 

Personality Theory of Career Choice; (5) Super's Developmental Self 

Concept; (6) the Social Learning Approach: Krumboltz's Theory; and 

(7) the Sociological Perspective: Status Attainment Theory. 

Trait and Factor Theory 

What is generally regarded as the oldest theoretical approach to 

career development has been known by a variety of names, most 

commonly the trait-factor approach. At the turn of the twentieth 

century, Frank Parson's concern about the exploitation of workers 

led him to propose reforms in business to help workers choose jobs 

that matched their abilities and interests (Brown et al. 1984, 48). 

The theory assumes that a straightforward matching of an 

individual's abilities and interests with the world's vocational 
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opportunities can be accomplished, and once accomplished, solves 

the problems of vocational choice for that individual. 

The vocational testing movement grew from Trait and Factor 

Theory, with numerous aptitude tests and personality inventories 

constructed as an outgrowth. Interest inventories such as the 

Strong Vocational Influence Interest and Kruder Preference Record 

are based on the trait-factor thinking which poses the possibility of 

finding an inventory of likes and dislikes that would differentiate 

between men in one occupation and men in another (Super 1957, 

165). 

The methods used by the trait-and-factor career counselors 

reflect the rational, cognitive model of this theory. Interpretation 

procedures and uses of occupational information constitute a logical 

approach to the decision-making process of choosing a career. 

This theory's structural model of occupational choice is 

applicable to women. However, criticism suggests that interest 

inventories are constructed to relate women's scores to 

traditionally female careers and men's scores to traditionally male 

careers (Brown et al. 1984, 28). 

Holland's Career Tvpoloav Theory of Vocational Behavior 

John Holland's conception of career development assumes that 

"at the time of vocational choice the person is a product of the 

interaction of their particular heredity with a variety of cultural 

and personal forces including peers, parents, social class, and the 

physical environment" (1959, 35). Osipow quotes Holland as saying 
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that "most people view the vocational world in terms of 

occupational stereotypes" (1968, 39). Holland's theory further 

postulates that the individual builds, out of his or her experiental 

complex, a hierarchy of dispositions to deal with environmental 

tasks in certain ways (Holland 1961, 86). 

For Holland, the stated career choices represent an extension of 

personality with an attempt to implement broad personal behavioral 

styles (typologies) in the context of one's life work. The notion is 

broadened by the assumption that people project their views of 

themselves and the world through their occupational titles (Osipow 

1968, 40). The developmental hierarchy categorizes most persons 

as being one of six types: (1) realistic; (2) intellectual; (3) 

social; (4) conventional; (5) enterprising; or (6) artistic. Holland 

indicates that if one orientation is clearly dominant over the 

others, the individual will seek an occupational environment that 

corresponds to that dominant orientation (Brown et al. 1984, 67). 

In addition to Holland's six concepts, Itamar Gati and Elchanan I. 

Meir elaborate that: 

An ideal occupation is defined by the set of desirable 
attributes or aspects, unique for each career decision 
maker. Hence, an ideal occupation is a hypothetical 
occupation which is preferred to all other occupation 
alternatives, and assumes that the career decision maker 
has two types of information: First, that the career 
decision maker knows what aspects are relevant to 
him/her when making a career decision. Second, regarding 
each of the relevant aspects, the career decision maker 
can identify the ideal value or level. The response for each 
such occupation title is a function of the way it is 
perceived by the career decision maker (1982, 359). 
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Weinrach views Holland's theory as applicable to women (Brown 

et al. 1984, 69-74), yet he indicates an ongoing debate known as 

the sex bias controversy. Holland and Gottfredson (1975), in 

addressing this controversy, state that the evaluation of potential 

sex bias is complex and that the use of some interest and ability 

measures may be unfair to women because women have not had 

sufficient opportunity to develop certain interests and abilit ies 

measured by his theory. 

The Ginzherp- Ginshurq. Axelrad. and Herma Theory 

A collaborated effort by an economist, a psychiatrist, a 

sociologist, and a psychologist in 1951 concluded that a major 

satisfaction for men from their work is derived from a life-long 

decision-making process, occuring in reasonable, clearly marked 

periods (Osipow 1968, 70). The time periods are characterized by a 

series of compromises the individual makes between one's wishes 

and one's possibilities. The three major periods in the choice 

process are fantasy, tentative, and realistic. Brown et al. state 

three basic elements of the Ginzberg and others' theory in the 

following summation: 

1 Occupational choice is a developmental process made over a 
period of years with each step in a meaningful relationship 
to those which preceed and follow it. 

2. The process is largely irreversible in that time cannot be 
retrieved, and in that basic education and other exposures 
can be experienced only once; and 

3. The process ends in a compromise both internally and 
externally (1984, 176). 
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The Ginzberg and others' theory does not offer adaptation to 

career development of women. However, the designers of the theory 

found that the questionnaire utilized to study well-educated men 

was not applicable to equally well-educated women (Brown et al. 

1984, 42). In fact, the conclusion that emerges from the Ginzberg 

and others' theory suggests that most women [in the study] are 

marriage-oriented rather than interested in careers. Time factors 

are offered as explanations for this deduction (Ginzberg et al. 1951, 

164-165) 

1. First there is the question of whether or not [women] will 
get married. 

2. Next there is the uncertainty about the age at which they 
are likely to marry. 

3. The girls cannot have any clear picture of the type of life 
which they are likely to lead if they do marry, because it 
will depend in considerable measure on the economic status 
of the husband. 

4. The fourth factor is the question of when to have children 
and how many. 

5. Finally, these girls contemplate the possibility that their 
future husbands might object to their working. 

The majority of the cases cited in the Ginzberg and others' 

study indicate that future satisfaction for women will derive from 

marriage, rendering this theory essentially useless to anyone 

seeking insight into women's sense of fulfil lment from career 

developmet. 

Roe's Personality Theory of Career Choice 

Influenced by Abraham Maslow and by her own research 

findings, Anne Roe determined that the relationship between genetic 
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factors and early childhood experience is likely to be related to 

vocational choice (Roe 1957). Roe concludes that the theory has two 

levels: (1) that each individual's genetic background underlies one's 

abilities and interests, and (2) that the development of patterns and 

strengths of the basic needs are affected by childhood experiences 

(1954, 220). She cites as an example the fact that people with a 

high degree of human orientation are likely to be found in 

occupations demanding social interaction (Osipow 1968, 21). 

Roe's child development theory of occupational choice consists 

of eight occupational groups: (1) service; (2) business contact; 

(3) organization; (4) technology; (5) outdoor; (6) science; (7) general 

culture, and (8) arts and entertainment (Brown et al. 1984, 34-35). 

Roe notes that the occupational classification system falls short, 

however, where women are concerned, and even more so now than 

when the classification was developed in 1954 (Brown et al. 1984, 

41). 

Super's Developmental Self Concept 

Donald Super's theoretical writings have been extensive (1957, 

1964, 1981). Super appears to have been strongly influenced by two 

themes: (I) the self concept theory which states that behavior is a 

reflection of an individual's attempt to implement his self-

descriptive and self-evaluative thought, and (2) that life can be 

viewed as consisting of distinct stages (Osipow 1968, 117). 

The Developmental Self Concept theory states that an 

individual selects or rejects an occupation because of the belief 
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that the field is or is not consistent with a personal view of 

oneself, and commonly uses Q sorts and adjective checklists to 

determine career choices. According to the theory, the career 

development of an individual is built upon the framework of three 

life stages, including the growth, maintenance, and decline stages 

(Osipow 1968, 118). 

Super's research affirms that self-concepts and work roles tend 

to be related for both men and women (Whiteley and Resnikoff 1978, 

186). In later studies of career development, Super (1981) focuses 

on six differences between the situations of men and women and 

concludes that "there is in theory no difference -- both sexes appear 

to make decisions on the basis of their self-concepts and their 

concepts of the circumstances in which they live" (Brown et al. 

1984, 216). 

Social Learning Approach : Krumboltz's Theory 

The general social learning theory of behavior is most often 

associated with the work of Albert Bandura (I977). John Krumboltz 

summarizes Bandura's theory and suggests further refinements of 

the combination of interactions that produce the multitude of 

different career choices that individuals make (Brown et al. 1984, 

235). 

The social learning theory of career decision-making points out 

that both genetic characteristics and environmental conditions have 

considerable effects on the career decision-making of individuals. 

Krumboltz acknowledges that some ot the environmental influences 
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are clearly outside the control of the individual, whereas others 

may involve conscious choices by the individual (Vondracek, Lerner, 

and Schulenberg 1986, 8). The theory recognizes that humans are 

intelligent, problem-solving individuals who strive to control their 

environments to suit their own needs and purposes. 

Educational and occupational preference develops when an 

individual is (1) positively reinforced for engaging in activities 

associated with certain occupations or activities relevant to 

training for certain occupations, (2) positively reinforced by 

observing a valued model of occupational choice activities, and (3) 

positively reinforced by a valued person who advocates engaging in 

occupational choice activities (Krumboltz, Mitchell, and Jones 1976, 

76 - 77). 

The social learning theory of career decision-making states (1) 

that all individuals are born with certain inherited characteristics 

into a certain environment, (2) that they are exposed to various 

learning experiences, and (3) that this general process operates 

regardless of the individual's gender. Yet Krumboltz states that the 

effect of more appropriate models for females is unknown (Brown et 

al. 1984, 253-256). Krumboltz further acknowledges that the 

career choices of women have been influenced by cultural norms 

regarding the acceptability and unacceptability of women entering 

certain careers and that these environmental influences have had 

and will have a tremendous effect on whether women will be 

allowed the opportunity for the types of learning experiences that 
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lead to non-traditional career choices (Brown et al. 1984, 254). 

Sociological Perspective : Status Attainment Theory 

According to the status-attainment theory, the framework of 

career guidance explains how the status of parents and significant 

others tend to be transmitted to children. Lawrence Hotchkiss and 

Henry Borow state: 

att i tudes of character ist ics of di f ferent status levels are 
passed from parent to child, both immediately by parent 
contact with the child and less directly through the 
youth's contact with adults other than parents and with 
peers who come from similiar backgrounds. This process 
is termed significant other influence. Interpersonal 
relations with signif icant others help to shape the career 
plans of youth, and those plans affect career attainments 
(Brown 1984, 137-147) 

Other contributions to the status attainment theory are the 

educational and occupational aspirations as identified in the 

Wisconsin Model. The hypothesis is that parental status affects the 

occupational level of parental offspring. The effects take the 

fol lowing path of inf luence - from parents to signif icant other to 

career plans to schooling to occupational achievement. Social 

forces are measured by a composite index which groups the 

indicators of parental, peer, and teachers' influences together as 

significant other influence (Woelfel and Haller 1971). 

Davies and Kandel report results from a model of interpersonal 

influence on adolescents' aspirations. The report found: (1) that 

parents' influences on their children's aspirations are much stronger 

than the influence of best friends; and (2) that the direct effects of 

parental aspirations are stronger than the effect of any other 
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variable. The authors further state that, in particular, parents' 

influences over their children's future career life plans increase 

over time (1981, 370, 381). As Sewell, Haller, and Portes state: 

Clearly, the variables we have called significant others' 
influence is an important factor. The present evidence appears 
to show that once formed, its effects are far-reaching (I969, 
89). 

Further, early sex role socialization practiced in families, 

schools, and society tend to set different priority roles for men and 

women. Farmer states that "to the extent that counselors endorse 

this difference they will fail to fully support women's career 

aspirations" (1978, 471). 

Hotchkiss and Borow offer research in the status-attainment 

model for women and conclude that women are concentrated heavily 

in a few occupations and consistently earn less than men. Gender 

segregation by occupation is pronounced and implies that labor 

market discrimination-induced occupational segregation equals, in 

fact, discrimination-related unemployment. However, the authors 

state that findings are diff icult to interpret and are not consistent 

among studies (Brown 1984, 151-152). 

Toward a Theory of Career Development for Women 

These theories of career development are based almost 

exclusively on studies of male subjects. Although a few theorists 

acknowledge that the career developmental process is different for 

men than for women, little research exists from which to formulate 

a theory of women's career development. 
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Barbara Gutek and Laurie Larwood (1987, 170-182) describe the 

important aspects of the careers of women that distinguish their 

careers from those of men: 

1. There are differential expectations for men and women 
regarding the appropriateness of jobs for each sex that in 
turn affect the kind of jobs young men and women prepare 
for and select. 

2. Husbands and wives are differentially will ing to 
accommodate themselves to one another's careers while 
wives generally are more willing to relocate or otherwise 
adapt to a husband's career needs than vice versa. 

3. The parent role is differentially defined for men and 
women; the mother role requires substantially more time 
and effort than the father role. 

4. Women are faced with more constraints in the workplace, 
including discrimination and various stereotypes 
detrimental to career advancement. 

The four major differences between the career aspects of men 

and women listed above provide important considerations to anyone 

attempting to construct a theory of career development for women. 

Other important considerations need to focus upon career 

preparation; the opportunities available in society to women; the 

influence of marriage; the influence of pregnancy and children; the 

influence of timing; and the effect of age (Gutek and Larwood 1987, 

13). Vondracek, Lerner, and Schulenberg also relate working outside 

the home to family responsibilit ies, another important 

consideration (1986, 127). 

Almquist and Angrist (1971) provide a broader view of the adult 

female than do other researchers by stating that women who aspire 

to a career for themselves do not substitute the work role for the 
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more tradit ional wife-rnother-homernaker role set, but rather 

choose an additional role. Almquist further states that vocational 

development for women has been concentrated in a dichotomous 

division between those who are, and those who are not career-

oriented, when in fact the career experiences of today's women are 

myriad and complex. In addition, a simple distinction between 

masculine and feminine career fields reflects differences among 

women in their vocational socialization experience (Almquist 1974, 

20) . 

Wilson, Weikel, and Rose (1982, 112) found that female college 

seniors designated as Innovative (i.e., who chose a career in a field 

comprised of less than 30% female) and Career-Oriented saw their 

parents as highly supportive of their careers, whereas Tradit ional 

female students (i.e., women who expected to marry, have children 

and subsume their career pursuits to the needs and desires of their 

husband and family) saw their parents as favoring a family and 

opposing a career. However, in I975, 57% of the women of working 

age in the labor force were also married (Crawford 1978, 129), thus 

indicating that despite parental influence to the contrary, marriage 

was no longer the only career track open to women. 

In spite of such advances, Crawford found that the topic of 

feminine career development had been ignored or given only cursory 

treatment in the literature (1978, 129). As Carol Gill igan (1982, 

6) states, "The penchant of development theories to project a 

masculine image goes back to Freud." Nancy Chodorow (1974) 
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further states "that in any given society, feminine personality 

comes to define itself in relation and connection to other people 

more than masculine personality does" (43-44), perhaps explaining 

in part, the complexity involved in formulating a theory of career 

development for women. The studies cited suggest that a theory of 

career development for women would need to consider at least the 

fol lowing factors: 

1. Societal facts, prejudices and trends exist which affect 
not only a woman's career choices but also her aspirations and 
attitudes toward men. 

2. The myriad roles women are called upon to make in our 
society, as homemakers, mothers, wives, volunteers and employees, 
complicate the timing of, energy for, and dedication to their career 
goals and accomplishments. 

3. Because women tend to define themselves in relation to 
others, the influences of a woman's "significant others" -- family, 
peer groups, and so on -- must be taken into account in formulating 
any theory of career development for women. 

I iterature Related to Women and the Ministry 

The Biblical Context for Women's Ministry Roles 

Women in Western culture have traditionally been subject to the 

patriarchial nature of the Judaic-Christian tradition. The role of 

women in the Old Testament, for example, is portrayed through the 

image of Eve, and augmented by a few heroines such as Sarah, 

Deborah, Ruth, and Esther. The Old Testament woman served as an 

adjunct of man, with the stigma that women were significant only 

in the context of man's activities. A case in point is the Genesis 

account of the creation of woman: 
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And the Lord God said, It is not good that the man 
should be alone; I will make him an help meet for 
him . . . but tor Adam there was not found an help 
meet for him. And the Lard God caused a deep 
sleep to fall upon Adam, and he slept; and he took 
one of his ribs, and closed up the flesh instead 
thereof; And the rib, which the Lord God had taken 
from man, made he a woman, and brought her unto 
man. And Adam said, This is now bone of my 
bones, and flesh of my flesh: she shall be called 
Woman, because she was taken out of Man (gen. 2. 
18-23). 

Rosemary Ruether (1974) states that, in fact, Old Testament law 

interpreted women only as dependents in a male-centered and male-

dominated society. Most Old Testament laws, she says, do not 

acknowledge woman's existence, let alone address her (56). 

Discussion of women in the New Testament revolves around 

Jesus' attitude toward women, the theology of Paul regarding 

women, and the regard of other New Testament writers for women. 

Scriptural passages from Paul's writ ings are most frequently cited 

to the detriment of women, although many scholars argue that few 

Pauline crit ics take into account the context of Paul's remarks when 

studying his statements about women. Nevertheless, as Reuther 

(1974) states, the Pauline epistles continue to be used as proof text 

against the l i turgical leadership by women (125). Part icularly 

damaging is the passage from I Cor. 14. 34-35: 

Let your women keep silence in the churches: 
for it is not permitted unto them to speak; 
but they are commanded to be under obedience, 
as also saith the law. And if they wil l learn 
anything, let them ask their husbands at home: 
for it is a shame for women to speak in the church. 
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Women's Ministry Roles in the Christian Tradit ion 

Throughout the history of the church, complex and confused 

theological arguments have addressed the practice of women's 

subordination in the church and society. During the church's history, 

women have been effectively removed from public influence in the 

church and precluded from receiving or ever developing fully 

responsible or equal roles in the church's spiri tual, theological, or 

inst i tut ional life (Ruether 1974, 147). It was not unti l the 

beginning of the 1800's that women began to press for ordination in 

the mainline Protestant denominations. Only after the 1950's were 

a substantial number of women granted ordination in the Protestant 

churches (McGuire 1987, 102). 

Modern Trends Concerning Women's Ministry Roles 

The low status of women's part ic ipat ion in social inst i tut ions 

is exempli f ied by the diff iculty that women have tended to 

encounter in seeking active roles in ministry. Denise Carmody 

states that in religious societies, women clearly hold a second-

class status and that they regularly have a small voice in decision 

making (1979, 280). Women have also had limited access to power 

and have held a station not among the learned and revered in the 

church; instead, many have been embodied in a "legitimate 

subordinate caste status for female" (McGuire 1987, 1 11). In these 

respects, the church has lagged behind all other principal social 

inst i tut ions in its fai lure to admit qual i f ied women to posi t ions of 

leadership on equal terms with men. Georgia Harkness (1972) 
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del ivered an address forty years ago at a nationwide Methodist 

gather ing in which she stated that "the church is the last stronghold 

of male dominance" (27). 

In Roman Catholic churches, men have held all the positions of 

rel igious authority (Anderson 1983, 235). However, in Protestant 

churches, as well , women rarely preach, serve as trustees, control 

funds, or make decisions about the pastor, church, or church 

programs. 

The restr ict ion of women to support posi t ions in the Protestant 

church and their exclusion from policy making has led women to 

organize in all major denominations. The organizat ion of women is 

part icularly true among the United Methodists. Of the 2,000 women 

ordained in Protestant churches between 1977 and 1981, the United 

Methodist Church alone accounted for 1,000 women clergy (Carroll , 

Hargrove, and Lummis 1981, 42-43). The issue of the ordination of 

women is one of the most controversial because it presents an 

image and def in i t ion of women that greatly chal lenges t radi t ional 

views of women in the church. 

The Relationship hetween Women and the Theological Seminaries 

Carrol l and others state that during the 1950's and 1960's some 

seminar ians al lowed women into the Bachelor of Divinity program 

(precursor to the M. Div.) with the expectat ion that they would teach 

or work alongside their missionary husbands. With this same 

expectat ion, women were attracted to rel igious educat ion. The 

women's movement in the late 1960's saw a proport ionate rise 
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(75%) in the number of women enrolling in the Master of Divinity 

program. Between 1972 and 1981, women's enrollment in all 

professional degree programs in the seminaries had increased 

340.8% (Carroll, Hargrove, and Lummis 1981, 76-77). 

A seminary education has long been considered a requirement 

for those considered to be educated clergy. Therefore, seminary 

education has presented women with another hurdle to make for 

recognit ion in posit ions as clergy, as well as involving another set 

of unique frustrat ions. 

Although women clergy consti tute a very small minority of the 

ordained clergy in most denominations, current seminary 

enrollments suggest that the next few years will see sudden and 

dramatic increases in the number of women entering ministry 

(Association of Theological Schools 1983, 8-9). In 1972, the first 

year figures were available on women seminarians, women made up 

only 4.7% of students, compared with 14.7% in 1980 (Carroll, 

Hargrove, and Lummis 1981, 5-7). 

Nancy Hardesty (1979, 122) theorizes that the relationship 

between women and the seminaries has evolved and is evolving 

through a process of progressive stages, with the relationship of 

women to seminaries in many mainline denominations well into the 

second stage of Hardesty's theory. 

In the first of Hardesty's stages, a few women are 
grateful for the opportunity to study in 
seminaries. They hope to find some form of 
ministry on the fr inges of the church to satisfy 
the inescapable call from God they feel in their 
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hearts. Mai© students, unthreatened, are friendly 
and patronizing; male faculty members are 
sol ic i tously paternal. 

In the second of Hardesty's stages, in which 
many mainline denominations find themselves, 
small groups of women gather in the seminary 
context and their consciousnesses are raised. 
They are in touch with the sexism of the churches 
and with their own anger. Many of these women 
are aware that the skirmishes that they fight in 
the seminary for equality are preliminary rounds 
for the the batt les they wil l f ight for the right to 
ful f i l l ministry roles in the churches. Their 
stance evokes hostility from their male peers and 
resistance from the seminary faculty (Hardesty 
1979, 122). 

Studies of Women's Seminary Education 

Before Entrance to Seminary 

The decision to enter seminary was made by 10% of Carroll, 

Hargrove, and Lummis' (1981) population before entrance to college, 

and 49% of the respondents decided to enter seminary after college 

graduation (64). Concomitant with the t iming of decision to attend 

seminary, 39% of the women entered seminary by age 22 and 26% 

entered seminary at age 29 or older (69). 

For those women who did not attend seminary directly fol lowing 

college graduation, Carroll, Hargrove, and Lummis (1981) present 

data that suggest that many of the clergy women did try other 

occupations before deciding to attend seminary. Some of these 

second-career women seminarians have had first careers as 

housewives and mothers while others have worked as professionals 
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or in the business world as teachers, nurses, social workers, 

librarians, and secretaries, and the like (70-71, 103). 

Carroll, Hargrove, and Lummis' study (1981) focuses on the 

factors which eventually lead women to attend seminary. Their 

research points to the importance of role models for the women 

prior to entering seminary. Twelve percent of women had clergy 

fathers (1981, 51). Father surrogates, acting as male role models, 

also played a pivotal role in the influence of future clergywomen 

(Carroll, Hargrove, and Lummis 1981, 50). Mothers, however, were 

less often mentioned than fathers as influential role models. Sixty-

nine percent of the clergywomen were ordained in the denomination 

in which they were reared (Carroll, Hargrove, and Lummis 1981, 

57), a fact attributed by the researchers to religious socialization 

by parents during childhood (1981, 57). 

Carroll, Hargrove, and Lummis (1981) concluded, however, that 

women face more negative and hostile reactions to enrollment in 

seminary than do men. Nonetheless, 63% of the women they studied 

felt supported by their families to enter seminary, despite an 

interesting finding that 11% reported that their families were 

antagonistic to their decision to enter seminary (66). Sixty-seven 

percent of the respondents' best friends had supported respondents' 

decisions to enter seminary which may, again, account for the sense 

of support the women felt despite the difficulties they encountered 

in seminary (Carroll, Hargrove, and Lummis 1981, 66). 



35 

Matriculation in Seminary 

Carroll, Hargrove, and Lummis (1981) and Bonita Eckhardt and 

Mack Goldsmith (1984) offer insight into the educational 

experiences of women theological students in the area of (1) degree 

programs, (2) motives for pursing the academic study of ministry, 

and (3) encouragement and discouragement during seminary 

education. Female respondents indicated three motives for 

attending seminary: 

1. Stimulating personal spiritual growth and faith 
development; 

2. Discovering in which ways to best serve Christ in the 
church and in the world; and 

3. Preparing to be a parish minister through enrolling in 
professional degree programs (Carroll, Hargrove, and 
Lummis 1981, 83-84). 

Eckhardt and Goldsmith attempt to construct a personality 

pattern and conclude that seminarians tend to be extroverted, 

environment-ordering, reflective, and nurturant-succorant. The 

authors further state that motivations of women seminary students 

are (1) to preach the Gospel, (2) to lead worship, and (3) to counsel 

those who are ill, in trouble, or grieving (Eckhardt and Goldsmith 

1984, 109, 111). 

Lehman's (1980a) research with American Baptist, Episcopal, 

and United Presbyterian women seminarians indicates that about 

20% from each denomination had been discouraged by faculty 

members to enter the ministry (318). Carroll, Hargrove, and Lummis 

concur that 16% of respondents from the nine Protestant 
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denominations had faculty members who tried to dissuade them 

from pursuing the ministry as a career (1981, 89). 

The presence of other women students on campus, however, 

provided positive influence and support for respondents in the 

Carroll, Hargrove, and Lummis study (1981,91). In the same study, 

the seminarians enjoyed the educational experience, found the 

education received to be valuable, and reported positive treatment 

by faculty (Carroll, Hargrove, and Lummis 1981, 107). 

Following Seminary Graduation 

The circumstances regarding the job market for clergywomen 

involve (1) placement with regard to the search committee (methods 

of deploying ministers, including resistance to clergywomen), and 

(2) the role of the pastor in accepting women into the church as 

ministers. Carroll, Hargrove, and Lummis list three formal methods 

utilized in securing ministry staff personnel (1981, 110-111). 

First, the open method of deployment gives primary emphasis to 

local congregational autonomy in selecting personnel. Second, the 

restricted open method is a variant of the open method in that it 

allows for considerable congregational voice in obtaining a minister 

while restricting at the same time the pool of persons who are 

eligible for consideration. Third, a closed method consists of a 

denominational body which has complete control of both the 

admission of candidates and their deployment in individual 

congregations. In reference to the various processes of placement, 
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Lehman (1980b) states that "women are likely to find placement if 

they employ the proper strategy of job placement" (38). 

Lehman (1980b) further identifies three patterns of resistance 

to women in ministry on the part of American Baptist laity in 

particular: 

1. Tendencies to define female ministers in traditionally 
female stereotypical terms; 

2. Preferences for having men perform ministerial 
functions; and 

3. Willingness to discriminate against women applying for 
positions in ministry in the local church. 

In addition, Lehman (1980b) surveyed search committee 

representatives who indicated that 77% would expect resistance 

from their church if the committee recommended a woman (37-38). 

Lehman's respondents further said that individuals within their 

congregations also indicated a desire to discriminate against 

clergywomen either on their own or in the name of majority rule 

(Lehman 1980a, 323). 

In the same study, Lehman acknowledges Protestant 

denominations in the United States that have supported the 

legitimacy of clergywomen in ministry. These denominations are 

the United Methodist Church of Christ, the American Lutheran 

Church, and the American Baptist Church. The denominations, 

Lehman reports, have recruited seminary graduates, male and 

female, on the basis of personal traits, extensive training, 

experiences in key aspects of denominational life, and personal 

charisma. Lehman readily admits, however, that the number of 
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clergywomen is still very small in comparison to the number of 

clergymen (1980a, 320). 

According to Lehman's study, the American Baptist Church 

placed more women as ministers of religious education than as 

pastors. About equal proportions of men and women were placed in 

positions of associate or assistant pastor. Completion of the 

Master of Divinity degree tended to lead to successful job 

placement more often than did the Master of Religious Education 

degree, indicating that the Master of Divinity degree is the 

preferred degree within the American Baptist denomination. 

Overall, Lehman's study indicates that women bring a higher level of 

academic performance and background to the job than do men, but 

"this cannot be translated into placement activities" (1980b, 22, 

25, 38). Lehman further states that in the American Baptist 

denomination, the seminaries do not yet have adequate structures to 

facilitate placement of women seeking clergy positions (1981, 

253). 

Interestingly, Lehman also states that parishioners who had 

heard their pastor comment negatively concerning clergywomen 

were either (1) likely to perceive such women stereotypically or (2) 

likely to prefer male clergy for most ministerial roles. The reverse 

is true of parishioners who heard favorable comments about 

clergywomen from their minister. In churches with more than one 

paid professional, Lehman discovered that staff members were 
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likely to be willing to discriminate against clergywomen (1980a, 

332, 334). 

Literature on Southern Baptist Clergywomen 

The most celebrated of the literature on Baptist women, 

authored by Southwestern Baptist Theological Seminary church 

historian, Leon McBeth (1979), is Women in Baptist Life . McBeth 

connects the material on women to the mainstream of recorded 

Southern Baptist history. As a church historian, McBeth traces the 

influence of early Baptist women from the English Reformation of 

the 1600's, to Baptist women in early America, to the first Southern 

Baptist woman ordained to the gospel ministry in a North Carolina 

church in 1964. In addition to McBeth's single volume on women in 

Baptist life, Carolyn Weatherford points to Women's Missionary 

Union (WMU) literature to track accomplishments and contributions 

of women (McBeth 1979, 15). 

The Women's Missionary Union was organized in 1888 (McBeth 

1987, 463) to distribute missionary information and to collect and 

raise money for missions. In 1907, as an adopted project of WMU, 

the Missionary Training School was formed in Louisville, Kentucky 

at Southern Baptist Theological Seminary (McBeth 1979, 107), 

McBeth further states: 

There were 35 young women attending the seminary. They could 
attend class but could not raise questions or participate in 
class discussions. They did not take examinations. Upon 
completion of the courses, they did not receive a degree from 
the Seminary but a certificate from the Training School (1979, 
109). 
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From the years 1929-1966, McBeth states, women gradually 

moved into "at least limited representation" in the Southern Baptist 

Convention in the areas of board and committee appointments (1979, 

121). McBeth quotes a study conducted by the Home Mission Board in 

1977 regarding Southern Baptist attitudes toward the Women of the 

Church and Society. The results of the sampler include: 

- -24 percent approved the ordination of women in the 
Chaplaincy. 

--34 percent approved of women deacons, 

- -75 percent approved of women being ordained for work 
in religious education, youth work, or social 
ministries, 

- -18 percent felt the Bible allows the possibility of 
women serving as pastors, 

--1 6 percent thought women would be effective pastors, 
and given the choice between a man and woman as 
their own pastor, only two persons said they would 
choose a woman (McBeth 1979, 175). 

In September 1978, 235 women and 60 men gathered in 

Nashville for the first consultation in women's church-related 

vocations. McBeth states the three objectives of the consultation: 

1. To define the present situtation in the SBC by regard to 
women in church-related vocations; 

2. To provide a platform for the presentation of a balanced 
variety of views on the topic; and 

3. To identify and explain the options now available for 
women and girls now considering church-related vocations. 
(1979, 184). 

Since 1979, the Southern Baptist Convention has experienced a 

political take-over by a fundamentalist-conservative faction which 

has been viewed as antagonistic toward women in ministry. In 
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1984, the Southern Baptist Convention approved a resolution that 

encourages the "service of women in all aspects of church life and 

work other that pastoral functions and leadership roles entailing 

ordination" (Southern Baptist Convention Annual 1984. 65). A copy 

of Resolution No. 3 is in Appendix A. 

Since the formation of the Southern Baptist Convention in 1845, 

there has been considerable turmoil concerning the role of women in 

religion. Blevins (1987) identifies three patterns in the 

relationship between Southern Baptist women and the ministry: (1) 

a pattern of diversity; (2) a pattern of opposition, and (3) a pattern 

of support. 

The professional ministries of Southern Baptist women have 

been diversified among four basic areas of work: missions, 

education, the denomination, and the local church. Some women have 

literally given full-time to these ministries without a salary. Often 

they have been life-time, non-salaried professionals. 

From the Southern Baptist Convention's earliest days, Baptist 

ministers, editors, laymen, and laywomen have expressed opposition 

to the public ministry of women. Some Baptists have insisted that 

it is not scriptural for women to lead men. There is also the notion 

that public ministry is not womanly. Many women are frustrated 

because church leaders have repeatedly told them to listen to and to 

answer God's call, yet they are told that they cannot minister in 

certain ways. Placement is therefore a major obstacle to women in 

ministry. Southern Baptists have further expected women to be 
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dedicated to their jobs which offer no pay, little pay, or 

discriminatory pay. 

In contrast to all of the opposition to women in the Baptist 

ministry, voices of support for women clergy have existed from the 

earliest days of the Southern Baptist Convention. W. H. Felix, a 

nineteenth-century Baptist preacher, insisted that women were 

qualified to do virtually anything a man could do. Another outspoken 

advocate of the full development of women's gifts was W. O. Carver. 

Ironically, Baptist distinctives encourage women. The priesthood of 

the believer, the layperson's right to interpret Scripture, and the 

stress on religious liberty are beliefs which encourgage individual 

responsibility and expression on the part of women (Blevins 1987, 

46). 

Chapter Summary 

This chapter has presented an overview of literature related to 

women's roles in the Judaic-Christian tradition, and, more 

specifically, to the roles of women in the ministry in the Southern 

Baptist denomination. The material reviewed here suggests that 

while a biblical and social propensity exists -- both in tradition and 

reality -- for discrimination against women pursuing careers in the 

ministry, many women nonetheless find support for their career 

aspirations not only in their families, peers, and churches, but in 

their faith, desire to serve, and aspirations for self-improvement. 



CHAPTER III 

PROCEDURES FOR THE COLLECTION AND ANALYSIS OF DATA 

The purpose of this study is to track the career development of 

women seminary graduates with specific emphasis on the 

sociological factors associated with their choice of a career in 

ministry and the fulfi l lment of their career goals after graduation. 

Several major steps were necessary for collecting and interpreting 

the data. These include: 

1. Construction of the initial questionnaire 

2. Selection of the panel of judges 

3. Validation and revision of the questionnaire 

4. Administration of a pilot study to determine the reliability 
of the questionnaire 

5. Selection of a population of women seminary graduates 
from graduating classes 

6. Administration of the questionnaire 

7. Analysis of the data. 

Rflfiis and Deve lopment of the Quest ionna i re 

An extensive review of the literature, including professional 

and religious publications as well as related studies on women's 

career patterns, preceded the development of the questionnaire. 

Additional information was gathered through interviews with 

numerous ministers, professors, and seminary graduates. 

43 
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The questionnaire is comprised of three sections. The first 

section elicits information regarding the graduates' career 

expectations before entrance to the seminary, during the 

educational experience, and following seminary graduation. The 

second section measures the degree of influence of the major 

socializaton agencies before entrance to the seminary, during the 

educational experience, and following seminary graduation. The 

third section focuses on the social origins of the graduates. A 

sample questionnaire appears in Appendix B. 

Selection of the Panel of Judges 

Following the construction of the init ial quest ionnaire, a panel 

of judges was selected to determine the content validity of the 

instrument. Criteria for the selection of the panel of judges 

include: 

1. That they represent a cross section of religious 
ministers/educators, sociologists, and research special ists, 

2. That they be recognized as outstanding professionals in 
each represented field; 

3. That they have an understanding of the career development 
of women in preparing for the ministry; and 

4. That they be engaged in research in the area of women's 
studies or rel igion, and be famil iar with the posit ion of women in 
their ins t i tu t ion. 

From the list of persons meeting these cri teria, five panel 

members were selected. The panel members consisted of (1) a 

professor (Ed.D.) from the seminary where the study was conducted; 

(2) a minister (Ph.D.) in the city in which the seminary is located 

who is also a member of the Board of Trustees at the seminary and a 
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published supporter of women in the ministry; (3) a sociologist 

(Ph.D.) at a Baptist college in the South who has published and 

speaks extensively on the role of women in today's Southern Baptist 

church; (4) a sociologist (Ph.D.) from a southwestern state 

university; and (5) a vice-president of research (Ed.D.) from the 

inst i tut ion studied. 

Validation and Construction of the Questionnaire 

A copy of the questionnaire, a cover study, and the research 

questions were mailed to each member of the panel of judges for 

validation and review. Each judge was asked to respond to the 

questionnaire by indicating whether or not each of the items would 

provide the researcher with the needed information, and whether the 

item was clearly stated. The judges were also asked to suggest 

addit ional items, and to comment on items that were poorly 

written, ambiguous, or excluded. Agreement by a majority of the 

panel was necessary for an item to be valid and to be retained in the 

questionnaire. 

The final questionnaire was constructed after responses had 

been received from the panel of judges. A majority of the judges 

agreed on the validity of all items of the quest ionnaire, all items 

were therefore retained for the final quest ionnaire. 

The final questionnaire also included the fol lowing addit ional 

questions suggested by the panel of judges: 

1. If married, did your husband also attend seminary? 

2. If married, is your husband in a bi-vocational posit ion? 
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3. Have you pursued additional study/degree since seminary 
graduation? 

4. In consideration of all the circumstances surrounding your 
exper iences-pre-seminary , during seminary, and after sem ina ry -
would you do it again? 

Also, in the degree of influence section, a credit for denominational 

worker was added. 

The Pilot Study 

The questionnaire, uti l izing a 5-point scale, was then submitted 

to a pilot group of 30 women graduates from the 1980 class at 

Southwestern Baptist Theological Seminary (SWBTS). The 1980 

class had 114 master's level graduates in the schools of music, 

theology, and religious education. A table of random numbers was 

used to select the participants. The respondents were asked to 

complete and return the instrument within a two-week period. At 

the end of two weeks, 23 questionnaires had been returned. 

Attempts were then made by telephone contact to ensure optimum 

returns. Five additional questionnaires were returned one week 

after the deadline, for a total of 28 responses. 

The second adminstration of the questionnaire was conducted 

three weeks after the first administrat ion. The 28 original 

respondents were asked to respond to the questionnaire a second 

time and to evaluate the instrument for readabil i ty and clari ty. At 

the end of two weeks, 14 questionnaires had been returned. 

A Spearman Rho test for correlation was used with data derived 

from the test/retest administrat ion of the instrument. The obtained 
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r 2 of .91 at the .05 level indicated the instrument 's rel iabi l i ty. 

Overall, the questionnaire was deemed appropriate and consistent, 

and no changes were made as a result of the pilot study. 

Population 

Because it is both representative of other Southern Baptist 

seminaries and yet distinguished by a particularly vigorous and 

well-represented graduate program, SWBTS was chosen as the 

institut ion from which the population was taken. The class of 1975 

had 79 women graduates; 1978 had 134 women graduates; and, in 

1981, 139 women graduated from SWBTS. The three-year intervals 

between graduation dates of the respondents ensured that at least 

some of the women queried, particularly those who had been out of 

seminary since 1975, would have had time to secure positions 

commensurate with their degrees or to make alternative career 

choices by the time the questionnaire was administered in 1984. 

Permission to conduct this study was obtained from the 

President's Office at SWBTS. A letter of support from the seminary 

president is included in Appendix C. 

Administrat ion of the Questionnaire 

The names and mailing addresses of the women who had 

graduated in 1975, 1978 and 1981, and the program completed by 

each, were obtained from the alumni office at the seminary. Copies 

of the survey instrument were mailed to the 353 graduates. The 

purpose of the study was explained in a cover letter (see Appendix 
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D), which accompanied the survey instrument. Those who received 

the questionnaire were given appropriate instructions and were 

assured that their responses would be confidential. The respondents 

were then asked to complete and return the questionnaire within 

two weeks. A follow-up post card (Appendix E) was mailed to those 

who had not responded by the deadline. Seventeen questionnaires 

were then returned, thus bringing the total number of respondents to 

182 or 51.7 percent. 

Method of Analysis 

Responses for each item in the first section of the 

questionnaire dealt with the career expectations before entrance to 

the seminary, during the educational experience, and following 

seminary graduation. Twenty-five career positions were ranked 

from "Lowest Expectations" to "Highest Expectations" to determine 

those careers least desired and most desired by the respondents. 

Frequencies and percentages were arranged into a grid which 

contained three sections representing lowest and highest 

expectations and a middle section of neutral responses. These three 

sections represented collapsed or combined responses, that is, 

Lowest Expectations were those rated 1 and 2 on the questionnaire; 

Highest Expectations were rated 4 and 5; and a 3 response was 

reported as a Neutral Expectation. This format was followed for 

reporting respondents' career expectations before the entrance to 

the seminary, during the educational experience, and following 

seminary graduation. 
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The second scale of the questionnaire concerned identif ication 

of the influences of respondents' significant others on respondents' 

career objectives before the entrance to the seminary, during the 

educational experience, and following seminary graduation. This 

scale consisted of the four major social izat ion agents of family, 

school, peer group, and the church; each of the four categories 

listed its members. On a five-point Thurston Scale ranging from No 

Influence to Much Influence, respondents indicated to what degree 

each of the individuals listed influenced them to attend seminary 

and pursue ministry as a career. The categories were collapsed for 

analysis into No Influence (1 and 2), Neutral Response (3), and Much 

Influence (4 and 5). 

The non-scaled data is reported in percentages and frequencies 

of response. Additionally, the unranked data are arranged in figures 

and tabular form and incorporated into the text where approporiate. 

Chapter Summary 

The procedures for collecting and analyzing data are presented 

in this chapter, which also outlines the steps taken in construct ing 

the questionnaire as well as the precautions made to ensure the 

questionnaire's validity and reliabil i ty. The chapter also detai ls the 

procedures used to select the population and administer the 

questionnaire; further presented is the method used to analyze the 

study's data. 



CHAPTER IV 

PRESENTATION AND ANALYSIS OF DATA 

Introduct ion 

The purpose of this chapter is to present and interpret the 

results of this study's invest igat ion into the career expectat ions of 

masters- level female graduates of Southwestern Baptist 

Theological Seminary (SWBTS). The chapter also reports the 

inf luence on the respondents' decision to enter the ministry of 

highly valued individuals known as "signi f icant others," as well as 

the percept ions and att i tudes of the graduates themselves toward 

their career decisions and options. 

The f i rst sect ion of this chapter descr ibes col lect ive ly the 

respondents who graduated in 1975, 1978, and 1981. The second 

section presents the career expectat ions reported by the 

respondents, before, during, and after seminary. Answers given by 

these women regarding the inf luence of s igni f icant others in their 

decisions to attend the seminary appear in the third section. The 

non-scaled responses are reported with the companion questions. 

The chapter summary comprises the final section. 

Characterist ics of Respondents 

All of the 182 graduates who responded were women with a 

master 's degree in music, theology, or rel igious educat ion from 

50 
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Southwestern Baptist Theological Seminary. Table 1 summarizes 

the characteristics of the subjects. 

TABLE 1 

CHARACTERISTICS OF RESPONDENTS 

Timing of Decision to Attend Seminary 

Decision to Attend Percentage 

Before College 13 

During College 29 

After College 56 

Length of Time Between College Graduation 
and Entrance to Seminary 

Time Span Percentage 

0-6 Months 45 

7-12 Months 6 

13-24 Months 19 

25-36 Months 13 

Over 37 Months 17 
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TABLE 1 -- continued. 

Marital Status of Respondents Shown in Percentages 

Before 
Entrance 

to Seminary 

During 
the Educational 

Experience 

A f te r 
Graduation 

From Seminary 

Single 84 74 33 

Married 15 24 64 

Percentage of Husbands in Ministry 

Ful l - t ime minist ry 55 

Bi-vocat ional 12 

Denominational Aff i l iat ion Before Entrance to Seminary 

Percentage 

Southern Baptist 92.7 

Other 6.7 

As Table 1 shows, the majority of the subjects of this study entered 

the seminary as single women within six months of their graduation 

from college. For 98 of the respondents (56%), the decision to 

attend the seminary was made after graduation from college. 

Of the subjects who were married during their seminary 

attendance, 44 (24%) indicated that their husbands also were 

attending seminary at that t ime. Thirty-three (68%) of the 

respondents were single at graduation although the majority (64%) 

reported that they were currently married at the t ime the 
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questionnaire was administered. Sixty-seven percent of the 

married respondents were married to men working full-time or 

part-time in a ministry position. 

As Table 1 shows, an overwhelming percentage of the 

respondents reported their denominational affiliation as Southern 

Baptist both before and after graduation from seminary. Twenty-

four percent of the respondents reported that other family members 

had attended seminary; however, 84% stated that their fathers were 

not in the ministry. 

In an attempt to discover the relationship between paid 

employment before seminary and during seminary, the questionnaire 

asked graduates to list their ministry positions. The range of 

ministry positions reported is shown in Table 2. 

TABLE 2 

RANGE OF MINISTRY POSITIONS HELD BY RESPONDENTS PRIOR TO AND 
DURING THEIR SEMINARY YEARS 

Position Prior to Seminary During Seminary 

N % N % 

Church Secretary 4 2.2 3 1.7 

Pianist/Organist 8 4.5 13 7.3 

Ministry of Education 5 2.8 4 2.2 

Ministry of Youth 10 5.6 12 6.7 

Ministry of Music 12 6.7 4 2.2 

Ministry of Children 5 2.8 4 2.2 
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TABLE P-nnntinued. 

Ministry of Outreach 4 2.2 2 1.1 

No Ministry 134 73.0 140 76.0 

Total Ministry Positions48 26.0 42 23.0 

N=182 100.0 £1=182 100.0 

Based on the data in Table 2, the majority of respondents (73 

and 76%, respectively) did not occupy a paid ministry position 

before nor during seminary. Table 2 further reveals that several of 

the positions held by those subjects with ministry jobs before and 

during seminary are those traditionally considered to be appropriate 

for women (e.g., church secretary and pianist/organist). Although a 

few more respondents reported holding positions in the ministry 

before seminary than during seminary, the majority did not hold paid 

positions in the ministry before nor during seminary. 

Counseling and Support of Women Seminary Students 

To further understand the characteristics of respondents, the 

questionnaire asked the seminary graduates to respond to questions 

about the support they were offered by their endorsing churches. 

One hundred forty-eight (82.7%) of the respondents did not attend 

churches where women served as professional staff members. 

Twenty-two of the respondents (12%) attended church where one 

woman served in a professional role; four of the respondents (2%) 

encountered two women in a professional role; and five (2.9/o) cited 
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three to seven women as professional part-time staff members in 

their endorsing churches. A companion question asked how the 

endorsing churches encouraged the seminary students in their 

ministry pursuits. Figure 1 identifies the percentages of various 

kinds of encouragement which the women received. 

p 100 
E 
R 80 
c 
E 60 

I 
Supported Supported Participated Received Secured a Job No 

by by in Correspondence with Encouragement 
Prauer Moneu Vorshio Endorsing Church 

Fig. 1. Type of encouragement offered women seminary students by 
endorsing churches during seminary. 

As Figure 1 shows, prayer was the form of support provided by 

the majority of endorsing churches (57%). Only 5 percent of the 

seminary students received money and also participated in worship. 

Twenty-seven percent of the subjects received none of the kinds of 

encouragement listed by the questionnaire from the church that 

endorsed them to attend seminary. 

Only 24 percent of the respondents received pre-enrollment 

counseling with a seminary staff member, as indicated by the fact 

that 76% responded that they did not consult with a faculty or staff 
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member from the seminary prior to enrolling. Prior to admission, 

only 30 of the respondents (16%) were counseled about the 

placement opportunities for women in ministry, while 149 (83%) 

were not counseled regarding placement opportunities for women at 

all. Likewise, during matriculation, 134 (74%) were not counseled 

about the placement opportunities for women; only 19% were 

apprised of the difficulty of placement for women in ministry. In 

response to the open-ended questions, subjects who did receive 

counseling about placement during seminary responded most 

frequently that the opportunities indicated to them were usually in 

the areas of social work and childhood education. Many of these 

respondents said that they were encouraged to pursue ministry as a 

profession, hearing that the field was wide open with unlimited 

opportunities, but as one seminarian recalled: 

I was probably encouraged too much and not made 
aware of the difficulties and the many inequalities in the 
ministry for women. 

Another seminary graduate gave the following description of 

seminary professors: 

Seminary professors, especially in the theology 
school, addressed class as if the women were not there. 
This attitude rubbed off on many of my fellow male 
students. There seemed to be an attitude that we had to 
prove that God called us [women] to the ministry. Many 
male staff members have carried this attitude with them 
into the church. 
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Degrees Pursued 

Another characterist ic of the respondents reported by the 

quest ionnaire is their desire for educational opportunit ies while 

enrolled in the seminary and for additional educational 

opportunit ies fol lowing graduation from seminary. It appears that 

whether they were formally advised or not, the majority of the 

subjects sought a degree which would qualify them for a position in 

religious education, the f ield which offered the most opportunity 

for women. The Master of Religious Education degree was granted to 

141 (79%) of the respondents. Only 17 (10%) received the Master of 

Divinity degree; eight (5%) received the Master of Music; and 13 (7%) 

received the Master of Church Music degree. 

Sixty-seven of the respondents (37%) have pursued additional 

study and/or degrees. A chart in Appendix F indicates the areas 

studied and degrees obtained. 

Job Opportunities and Changes in Career Goals 

Respondents were also characterized on the questionnaire by 

their l imited opportunity upon graduation to interview for church-

related positions. Respondents' numbers of job interviews 

following graduation are presented in Figure 2. 
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Fig. 2. Number of interviews for ministry-related posit ions 
fol lowing seminary graduation. 

As Figure 2 shows, 48% of the respondents had from one to three job 

interviews following graduation, and only 18% of the respondents 

had four or more interviews. 

Changes in career goals following seminary graduation were 

also reported by the women respondents. For many of them, 114 

(67%), a change had occurred in their life goals and career 

expectations. Figure 3 indicates the types of changes that had 

occurred in the life goals and expectations of the women by the time 

they had completed seminary education. 
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Fig. 3. Changes in career goals after seminary graduation. 

Regarding career goals, 31 of the respondents (18%) 

indicated a complete shift in job choice; 18 respondents (11%) 

chose a combination position; 23 of the respondents (14%) 

opted for a more specialized job; and 41 of the respondents 

(24%) selected the "other" category. Some reasons given for 

selecting the "other" category, in addition to the 

complicat ions created by family responsibi l i t ies, include a 

more realistic sense of what was available to women, an 

inabil ity to find a church job, the perception that the degree 

was basically worthless, and the feeling that dreams had been 

shattered. One woman reported the discrepancy between 

expectation and reality is this way: 

I feel that it is unfair that women are so greatly 
encouraged to attend seminary, are so supported by 
professors and classmates while attending, and then 
dropped "like a leper" upon graduation. I think potential 
female students should be warned about how they will be 
treated. 
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Additionally, the women reported that their gender limited 

their job opportunities. Most responded that their being female had 

hindered them, primarily because of prejudice, in the general 

marketplace and in the church profession, against hiring women. 

One subject responded that "the churches that hire women do so 

because they can't hire a man for what they pay." Several noted, 

with an open expression of doubt, the pastor's ability to accept a 

woman as minister. Also noted was a limited range of possible 

career choices and a prevalence of sexual biases. One respondent 

summarized the overall attitude of the graduates who felt that 

being a woman was a hindrance in seeking a ministry position: 

Going past the obvious prejudice that women can't 
hold positions of authority, most of the handicaps grow 
out of the larger woman's issues: problems of adequate 
and affordable child care, finding a position in the same 
city as a husband's specialized skill, and strains on the 
marital relationship due to the twenty-four hour a day 
nature of ministerial positions. 

The number of respondents seeking employment after 

graduation is displayed in Figure 4. 
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Fig. 4. Respondents actively seeking ministry positions after 
graduation. 

Of the respondents who had not yet been placed in ministerial 

positions at the time the questionnaire was administered, 19 (12%) 

were actively seeking placement, and 33 of the respondents (32%) 

were not actively seeking a ministry position. 

In view of the difficulty that most women experienced in 

gaining employment in the specialization which they desired, it is 

not surprising that 97 of the respondents (56%) did not support the 

1984 Southern Baptist Messenger's Resolution opposed to the 

encouragement of women in Baptist ministry. However, a startling 

71 of the respondents (40%) agreed with the Statement. (A 

complete statement from the Southern Baptist Convention in 1984 

Annual may be found in Appendix A.) When asked whether the 
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church that endorsed them would indeed hire them, 40% of the 

respondents stated the belief that if the church that endorsed them 

had a vacancy on the church staff for which they were qualified, the 

church would employ them. Another 40% were not sure, however, 

and 19% stated that the endorsing church would not employ them. 

The career choices of the respondents following seminary 

graduation are displayed in Figure 5. 

50 

<n . _ 
• £ 4 0 CD 
TJ 
cz 
o 

8 30 
OL 

a> 
£ 20 
4> O k-a> Q-

A. Minister of Music F. Baptist Student Union Director 

B. Social Worker G. Minister's Wife 
C. Administrative Assistant H. Secretary 
D. Minister to Youth I. Minister of Education 
E. Minister to Preschool/Children J. Housewife/Mother 

K. Teacher 

Fig. 5. Types of full-time occupations sought following graduation 
from seminary. 

Of those respondents who were successful in obtaining paid 

employment in church-related postions since seminary graduation, 
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the greatest number gained positons as ministers of education, 

ministers to youth, and ministers to preschool/chi ldren. The 

greatest number of respondents working outside the ministry were 

employed as secretaries and teachers, with day care, preschool, 

elementary, secondary, and college teaching accounting for 47%. 

Other respondents (16%) identified housewife and mother as career 

posit ions fol lowing graduation. 

For those respondents who had not yet secured a professional 

posit ion of their choice, two major explanations recurred: (1) family 

responsibi l i t ies, and (2) prejudice and discrimination. Many of the 

women felt l imited by their husband's employment and inabil i ty to 

relocate; others married ministers and felt an expectation by the 

church and their husbands to be part of their husbands' ministry. 

Respondents with small children felt a commitment to them and 

therefore postponed careers in ministry, or in any other field. 

A combination of prejudice and discrimination was cited as the 

second major hindrance to the graduates in securing choice jobs. 

Few openings for women, pastors' insecurity about working with a 

woman competent in the same field, the inability to be ordained, and 

the lack of experience because of limited opportunit ies to women 

were chief reasons stated for unemployment. Interestingly, one 

respondent felt that unpaid experience is not viewed as valid in the 

f ield because it is voluntary: 

Most of the positions for which I've interviewed have 
given little value to volunteer experience; I have held no 
ful l t ime paid posit ion. This is a catch 22 situation. 
Churches place a higher priority on paid experience, no 
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matter how great a variety of lay leadership posit ions 
one has had. 

Relevance of Seminary Degree to Present Job 

The benefit of the seminary degree upon respondents' current 

career positions further characterized the sample group. The 

response categories are displayed in Figure 6. 
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Fig. 6. Benefit of the seminary degree. 

Eighty-two of the respondents (46%) stated that their seminary 

degree was beneficial to their current position. However, 35 of the 

respondents (20%) considered the seminary degree to be "not 

specifically related." Eighty-one respondents (49%) said that they 

would like to hold a posit ion in the future for which the seminary 

degree is necessary. One hundred thirty-seven (75%) of the 

respondents indicated that their motivation for attending seminary 
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was a call from God to a Christian vocation requiring specialized 

preparation from the seminary for necessary credentials. Other 

reasons for entering into a seminary degree program included the 

fact that the husband was attending, opportunity for Bible study, 

and self-improvement. Interestingly, despite the diff icult ies 

encountered by the respondents in securing positions in the 

ministry, 95% indicated that, given all the circumstances of their 

seminary experience, they would repeat it. To quote one graduate: 

I am grateful to the Southern Baptist Convention for 
my education, and I have never regretted entering the 
seminary; however, I struggle with the attitude and ack 
of acceptance of women in ministry. The abilities of 
women and opportunities are denied because of their 
gender. 

Profile of Graduates 

A composite profile of the group studied indicates that, at the 

time of their entrance into the seminary, the respondents were 

single, Southern Baptist women who attended seminary within six 

months after college graduation. They enrolled in the religious 

education program with relatively little previous paid ministry 

experience. In general, they did not consult with faculty or staff at 

the seminary regarding degree programs or placement opportunities 

for women prior to enrollment or during matriculation at the 

seminary. Moreover, they came from a church in which women did 

not serve as ministers. Finally, they received no material support 

from their home churches. 

At the time of responding to the questionnaire, they were likely 

to be married, and as their family responsibilities decreased, many 



66 

of the respondents desired to hold future positions for which a 

seminary education is necessary. Despite the fact that a significant 

number of respondents recognized that sexual discrimination 

restricts their abil ity to secure choice career posit ions, given the 

opportunity, an overwhelmingly large percentage of the respondents 

said that they would repeat their seminary experience. 

Career Expectations of Graduates 

Career expectations before entrance to the seminary, during the 

educational experience, and after graduation from the seminary 

form another focus of this study. This portion of the questionnaire 

consisted of 25 career positions, grouped according to the four 

degrees of ministry granted by Southwestern Baptist Theological 

Seminary. On a five-point Thurston scale ranging from Lowest 

Expectations to Highest Expectations, respondents indicated 

posit ions that descr ibed their expectat ions of ministry before 

entrance to the seminary, during the seminary experience, and after 

graduation from the seminary. The categories were collapsed for 

analysis in Lowest Expectations (1 & 2), Neutral Response (3), and 

Highest Expectations (4 & 5). 

The selection of these positions for the instrument was 

designated by the three schools granting degrees. The School of 

Music at SWBTS offers two master's level degrees -- Master of 

Music and Master of Church Music. The focus of these two degrees is 

to provide competent music leadership for churches, colleges, 
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seminary agencies, and mission fields. Career positions designated 

for the questionnaire from the School of Music, therefore, include 

minister of music, graded choir director, church musician, and 

college teaching in music. 

The School of Theology at SWBTS offers a basic theology degree 

with elective emphasis on Christian ethics, pastoral ministry, and 

pastoral counseling. The focus is the training of ministers to lead 

churches and denominational agencies in addressing ethical issues 

with Biblical principles, and to deal with the needs of individuals 

and families in the context of Christian faith. Career options 

selected for the questionnaire within the school of Theology include 

pastor, associate pastor, minister of outreach, home and foreign 

missionaries, chaplain, campus minister, and denominational 

workers. 

The School of Religious Education offers a general religious 

education degree with elective emphasis on age-group studies 

(adult, youth, childhood) and recreation. The focus of study in this 

school is to guide churches and denominational agencies in 

ministering to persons of all ages. The instrument's career options 

within the School of Religious Education are minister of 

education/administration, minister to adults, minister to youth, 

minister to preschool/children, communication specialist, 

writer/editor, and college/seminary teacher. 

The degree programs are not mutually exclusive in relation to 

the career options, of course. However, the course of study offered 
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in each specific school is related to career possibi l i t ies. Perhaps 

because of the numerous career possibil i t ies listed in the 

questionnaire, no one career choice was ranked highly by more than 

33% of the respondents. 

Highest Career Expectations 

The women were asked to respond to a list of career 

expectations before entrance to the seminary, during the seminary 

experience, and following seminary graduation. Because of the 

numerous career possibi l i t ies avail iable to seminary graduates, it 

was arbitrari ly decided that only those career expectat ions 

garnering a minimum of 25% of the responses would be highlighted 

for this study. As mentioned above, no single career choice was 

ranked highest by more than 33 percent of the respondents 

throughout the three time frames. The highest career expectations 

are displayed in Table 3. 

TABLE 3 

HIGHEST CAREER EXPECTATIONS OF WOMEN THEOLOGICAL GRADUATES 
BEFORE, DURING AND AFTER SEMINARY 

Before During A f te r 
Entrance the Education Graduation 

to Seminary Experience from Seminary 

N % N % N % 

Minister of Music 11 06 7 03 10 05 

Graded Choir 1 7 09 12 07 7 09 

Church Musician 25 1 4 23 13 23 13 
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TABLE 3--continued. 

College Teaching 
in Music 9 05 11 06 12 07 

Pastor 0 00 0 00 1 005 

Associate Pastor 4 02 6 03 9 05 

Minister of Outreach 5 03 5 03 7 04 

Home Mission 46 25 46 25 36 20 

Foreign Mission 49 27 53 29 33 18 

Chaplain 10 05 15 08 16 09 

Campus Minister 21 12 25 14 24 13 

Denominational Worker 51 28 56 31 55 30 

Minister of Education/ 
Administrat ion 41 23 46 25 41 23 

Minister to Adults 28 15 40 22 31 1 7 

Minister to Youth 51 28 38 21 29 16 

Minister to Preschool/ 
Children 60 33 60 33 55 30 

Social Worker 35 19 34 19 29 16 

Counselor 55 30 46 26 39 21 

Recreation 12 07 7 04 8 04 

Communication 
Specialist 13 07 11 06 14 08 

Wri ter /Edi tor 26 14 29 6 36 20 

College/Seminary 
Teacher 51 28 54 30 48 26 

Minister's Wife 12 07 33 18 47 26 
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Before seminary, the career expectations ranked highest by 25% or 

more of the respondents included home missionary, foreign 

missionary, denominational worker, minister to preschool/children, 

counselor, and college/seminary teacher. After graduation from 

seminary, the highest expectations for career were minister to 

preschool/children and college/seminary teacher. 

While the career expectations before seminary and during 

seminary were similar, the expectations of becoming a minister of 

education/ administration increased to 2 5 % during seminary. After 

seminary graduation, however, two other career choices, minister to 

preschool/children and college/seminary teacher, were ranked 

highest by 25% or more of the subjects. 

Lowest Career Expectations 

The career options ranked as the least desired in all three time 

frames by 75% or greater were also examined by the instrument. 

The number and percentages of the career choices for which the 

respondents had the lowest expectations before seminary entrance, 

during seminary education, and following seminary graduation are 

summarized in Table 4. 
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TABLE 4 

LOWEST CAREER EXPECTATIONS OF WOMEN THEOLOGICAL GRADUATES 
BEFORE, DURING AND AFTER SEMINARY 

Before During Af ter 

N % N % N % 

Minister of Music 57 86 56 86 156 86 

Graded Choir 141 77 146 80 148 81 

Church Musician 135 75 144 79 142 78 

College Teaching 
in Music 160 88 58 87 157 86 

Pastor 172 95 172 95 169 93 

Associate Pastor 164 90 161 88 162 89 

Minister of Outreach 151 83 144 79 154 85 

Home Mission 81 45 77 42 103 57 

Foreign Mission 94 52 82 45 113 62 

Chaplain 157 86 148 81 150 82 

Campus Minister 128 70 128 70 136 75 

Denominational Worker 84 46 84 46 90 49 

Minister of Education/ 
Administrat ion 107 59 105 58 110 60 

Minister to Adults 122 67 117 64 120 66 

Minister to Youth 101 55 114 63 116 64 

Minister to Preschool/ 
Children 88 48 98 54 101 55 

Social Worker 112 62 117 64 123 68 

Counselor 90 49 98 54 101 55 

Recreation 147 81 150 82 157 86 
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TABLE ^--continued. 

Communication 
Specialist 

Wri ter/Edi tor 

College/Seminary 
Teacher 

Minister's Wife 

154 85 154 85 151 83 

121 66 119 65 118 65 

99 54 91 50 104 57 

147 81 126 69 109 37 

The career options ranked lowest by 75% or more of the 

respondents before entrance to the seminary, during the seminary 

experience, and following graduation from seminary included 

minister of music, graded choir director, church musician, college 

teacher in music, pastor, associate pastor, minister of outreach, 

chaplain, recreation, and communication specialist. There is little 

variation in the careers ranked lowest in expectation before, during 

and after seminary graduation. As Table 4 indicates, the careers for 

which subjects had the lowest expectations remained almost the 

same during all three periods, with the exception of campus 

minister (ranked lowest following graduation) and minister s wife 

(ranked lowest before entrance to seminary). 

Inf luence of Signif icant Other (s ) 

Another purpose of this study was to determine the influence 

that others exerted over the respondents' career choices before 

entrance to seminary, during the educational experience, and 

following seminary graduation. The individuals likely to be highly 
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influential during the respondents' career development and 

socialization process were grouped into the categories of family, 

school, peer group, and church. The responses have been tallied 

according to frequency of responses and percentage of total 

responses. As indicated in Chapter III, responses of 1 or 2 were 

collapsed and labeled No Influence; a response of 3 was considered 

Neutral; and a response of 4 or 5 was interpreted as Much Influence. 

The following figures identify those significant others for whom a 

rating of 4 or 5 was ascribed. 

Influence of Family Members 

The impact of family members as significant others is ranked in 

Figure 7 as influential before entrance to seminary, during the 

educational experience, and after seminary graduation. 
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Fig. 7. Degree ot influence of family members before entrance to 
seminary, during seminary, and after seminary graduation. 

In the category of family, only the father and mother's influence 

were judged significant before seminary by 29% and 37% of the 

respondents, resepectively. In general, the mother was shown to 

have a slightly greater influence than the father on a respondent's 

decision to seek a career in the ministry. Other family members' 

influence was seen as negligible, as evidenced by the high 

percentage of low-end responses. During seminary, father and 
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mother remained the strongest influence (48% and 49%, 

respectively), with a moderate degree of influence (24%) attributed 

to spouses. 

The influence of father and mother, strong both before and 

during seminary, continued after graduation. Eighty-six (50%) of the 

respondents, in fact, cited parents as influential even after 

graduation. Twenty-five percent perceived the spouse as 

influential; other family members received low responses. 

Influence of Educational Personnel 

Little influence was attr ibuted to any significant other 

associated with the socialization agent of education before 

seminary, as shown in Figure 8. 

Before 

During 

l i l After 

Fig. 8. 

Teacher Counselor Campus Minister 

Degree of influence of education personnel. 

As Figure 8 shows, although the campus minister did exert some 

influence before enrollment, during the actual seminary experience, 
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a teacher, rather than a minister, was more likely to become a 

significant other, as reported by 39% of the respondents. The 

campus minister received a high response from only 4% of the 

respondents, while the response to counselors rose slightly during 

seminary. Teachers continued to provide the only significant 

influence after seminary, as reported by 36% of the respondents. 

Influence of Peer Group 

Figure 9 shows the degree of influence of various individuals 

comprising respondents' peer groups. 

g 50 • 
Before 

(o 45 • 
During 

30 1 

Social Academic Religious Seminary Roommate Close 
Group Group Group Student Classmate Friend 

Fig. 9. Degree of influence of peer groups. 

Results indicate that close friends and religious groups were highly 

influential in encouraging the graduate to attend seminary, with 



77 

other percentages of response before entrance to seminary largely 

grouped at the low end of the scale, indicating little or no influence. 

More influence was attributed to some members of the peer group 

than to others during seminary. For example, seminary students, 

classmates, and close friends were highly inf luential during 

seminary, with seminary students and close fr iends rated 4-5 by at 

least 50% of the respondents. 

Among members of the peer group, only close friends remained 

inf luential after seminary. Forty-f ive percent of the respondents 

gave a close friend a rating of 4-5. Individual seminary students 

and classmates, who received high ratings during seminary, dropped 

to 28% and 21%, respectively, after seminary. 

Influence of Individuals in the Church 

The influence of highly valued individuals in the church, before 

the seminary experience is portrayed in Figure 10; for the time 

during seminary education, the individuals who were highly 

inf luential are i l lustrated in Figure 11; and for the period fol lowing 

seminary graduation, Figure 12 delineates the individuals who were 

highly influential to the respondents. 
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A. Pastor F. Sunday School Teacher 
1 

B. Minister of Education G. Lay Leader 
C. Minister of Youth H. Mission Activity 
D. Minister of Children I. Denominational Worker 
E. Music Minister J. Minister's Wife 

K. Missionary 

Fig. 10. Degree of influence of the church members before entrance 
to seminary. 

Of the representatives of the church, only the pastor was reported 

to be of significant influence. Sixty-six (42%) of the respondents 

indicated that their pastor was influential in their decision to 

attend seminary. Missionaries and mission activities (23% and 27%, 

respectively) were also important in the socialization process that 

influenced the respondents' decision to attend seminary. 
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A. Pastor 
B. Minister of Education 
C. Minister of Youth 
D. Minister of Children 
E. Music Minister 

F. Sunday School Teacher 
G. Lay Leader 
H. Mission Activity 
I. Denominational Worker 
J. Minister's Wife 

K. Missionary 

Fig. 11. Degree of influence of the church members during the 
educational experience. 

Individuals in the church group were slightly more influential during 

seminary than before admission. Again, the most significant group 

was the church pastor, who was seen as influential by 59 (32%) of 

the respondents. Although other members of the church family 

received some ratings at the upper end of the scale, a strong 

influence by Sunday school teachers received a higher percentage 

during seminary, as shown in Figure 11, than before admission. 
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A. Pastor F. Sunday School Teacher 
B. Minister of Education G. Lay Leader 
C. Minister of Youth H. Mission Activity 
D. Minister of Children I. Denominational Worker 

E. Music Minister J. Minister's Wife 

K. Missionary 

Fig. 12. Degree of influence of the church members after seminary 
graduation. 

As figure 12 shows, only the pastor remained influential in the 

women's lives after seminary, with high ratings given by 48% of the 

graduates. A comparison of the distribution of responses among the 

remaining members of the church group shows that the influence of 

these groups remained much the same for all three time periods. 
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P.hapter Summary 

Chapter Four presents the findings of the study of 182 female 

seminary graduates of the classes of 1975, 1978, and 1981. A 

summary of the major findings follows: 

1. The typical respondent is a single, Southern Baptist woman, 
enrolled in the religious education program with limited pre-
advisement counseling. 

2. Despite a consistently supportive role from church pastors 
about respondents' career choices before, during, and after 
seminary, few of these graduates encountered clergywomen as role 
models or received material support from their home churches, and 
many encountered gender bias and discrimination as they sought 
ministry-related careers throughout their educational experience 
and afterwards. 

3. Most of the respondents felt, despite career option 
difficulties, that their degrees were beneficial and necessary, and 
that the respondents would repeat their educational experience. 

4. The most desired career choices expressed by respondents 
include missionary, age group ministers, counselor, minister of 
education, and college or seminary teacher. 

5. The least desired career choices indicated by respondents 
include minister of music, graded choir director, church musician, 
minister of outreach, pastor, associate pastor, chaplain, and 
recreation specialist. 

6. Both mothers and fathers maintained a great deal of 
influence on respondents' career choices throughout the educational 
process and afterwards. 

7 The campus minister exerted a strong positive influence 
before seminary, and teachers provided encouragement during and 
after seminary. 
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8. Close friends and seminary students were rated as highly 
influential during the entire seminary experience. 

9. Missionaries and mission activities inspired the women to 
attend seminary. 



CHAPTER V 

DISCUSSION, CONCLUSIONS, IMPLICATIONS, AND 

RECOMMENDATIONS FOR FURTHER STUDY 

This study has undertaken to answer specific questions about 

the career development of women seminary graduates — more 

particularly, about those in Southern Baptist seminaries -- by 

looking at the sociological factors associated with women seminary 

graduates' choice of a career in the ministry and with the 

fulfillment of their career goals upon graduation. Toward this aim, 

a questionnaire was administered in 1984 to seminary graduates 

from a representative Southern Baptist theological seminary. 

Graduates from the years 1975, 1978, and 1981 were asked to 

respond to a questionnaire which addressed the following purposes 

of the study: 

1. To determine the degree of influence of significant others 
(family, school, peer, and church) on the career goals of women 
pursuing graduate education in order to prepare for ministry 
vocations. 

2. To determine the relationships between the career 
expectations and actual placement opportunities for seminary 
graduates by addressing their career expectations prior to 
admission, during matriculation, and after graduation from 
seminary. 

3. To develop a profile of women who choose Southern Baptist 
seminary education as an avenue of career preparation. 

83 
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Summary of the Findings 

The findings of the study of 182 female seminary graduates of 

the Southwestern Baptist Theological Seminary classes of 1975, 

1978, and 1981 are as follows: 

1. The typical respondent is a single, Southern Baptist 
woman, enrolled in the religious education program with limited 
pre-advisement counseling. 

2. Despite a consistently supportive role from church pastors 
about respondents' career choices before, during, and after 
seminary, few of these graduates encountered clergywomen as role 
models, or received material support from their home churches, and 
many encountered gender bias and discrimination as they sought 
ministry-related careers throughout their educational experience 
and afterwards. 

3. Most of the respondents felt, despite career option 
difficulties, that their degrees were beneficial and necessary, and 
that the respondents would repeat their educational experience. 

4. The most desired career choices expressed by respondents 
include missionary, age group minister, counselor, minister of 
education, and college or seminary teacher. 

5. The least desired career choices indicated by respondents 
include minister of music, graded choir director, church musician, 
minister of outreach, pastor, associate pastor, chaplain, and 
recreation specialist. 

6. Both mothers and fathers maintained a great deal of 
influence on respondents' career choices throughout the educational 
process and afterwards. 

7. The Campus ministers exerted a strong positive influence 
before seminary, and teachers provided encouragement during and 
after seminary. 
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8. Close friends and seminary students were rated as highly 
influential during the seminary experience. 

9. Missionaries and mission activities inspired the women to 
attend seminary. 

Discussion of the Findings 

The findings of this study suggest that many women Southern 

Baptist seminarians enter and complete seminary without the 

financial support of and the benefit of women role models from 

their endorsing churches. A significant number of respondents even 

expressed doubt that their endorsing churches would hire them upon 

graduation if a position became available within the church. Many 

respondents cited a lack of support from seminary pastors and 

fellow male seminarians, as well, a finding which supports 

Lehman's (1980) study. The prevalence of discrimination against 

women in the churches and seminaries noted by women in this study 

supports the findings of Carroll, Hargrove, and Lummis (1981) and of 

Lehman (1980b), whose study, like this one, focused on the 

particular discrimination problems for women in the Southern 

Baptist church. 

A number of respondents in this study also noted a disturbing 

lack of significant support for their endeavors from their spouses, 

while others cited familial responsibil it ies as reasons for 

postponing and/or altering career objectives. Many of the 

respondents, in fact, described a modification over time of their 

original career expectations, with most settl ing in reality for 
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careers traditionally associated with women, including roles as 

minister's spouses. Most women questioned, however, expressed a 

wish that more traditionally male career options were open to 

women seminary graduates. 

Despite the lack of support for and of ministry jobs available to 

women seminary graduates, many revealed a surprising tenacity in 

their pursuit of ministry careers, citing the positive support of 

parents, especially mothers (a finding which, interestingly differs 

from that of Carroll, Hargrove and Lummis [1981], who saw mothers' 

influence as negligible), and of close friends (a positive influence 

also cited by Carroll, Hargrove, and Lummis [1981]). Perhaps most 

noteworthy, respondents referred to their religious faith, desire to 

serve, and wish for self-improvement (also cited by Carroll et al. 

[1981] and Eckhardt and Goldsmith [1984]) as chief reasons for 

continued pursuit of ministry careers. Such interior convictions 

may account both for the persistence and flexibility exhibted by 

women attempting to develop ministry careers in a context still not 

entirely open to permitting women to hold influential positions 

within the church and its related fields. 

Conclusions 

1. There seems to be a disturbing tendency within the churches 
and seminaries to discriminate against women seeking influential 
positions within the church, particularly Southern Baptist churches. 

2. Despite apparent discrimination in pursuing ministry 
careers, the women of this study remain faithful to the Southern 
Baptist denomination, possess a desire to serve, and wish for self 
improvement in the areas of Bible study and Christian growth. 
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3. The women attribute their devotion to pursuing ministry as a 
career to the positive influence of their parents, especially 
mothers. 

4. The seminaries and churches committed to helping women 
find equal opportunities in ministry must also commit themselves 
to eliminating discrimination in the congregation, schools and 
workplace. 

5. The churches also need to provide positive women role 
models and to grant deserving women positions of influence in the 
church. 

6. There seems to be ambiguity about women's educational and 
career goals built into the Southern Baptist social structure as well 
as into Southern Baptist churches. 

7. Southern Baptist churches appear to be reluctant to ordain 
women thus perpetuating inequality for clergywomen. 

8. It may be that Southern Baptist Convention Cooperative 
Program money is being poorly used regarding women, as the 
primary purpose ofseminary education is to prepare students for 
ministry. 

Implications 

Based on the conclusions of this study, the following points 

suggest ways for churches and seminaries to improve the career 

guidance they offer to women seeking ministry careers: 

1. Traditional sex roles should be critically examined in the 
schools, churches and classroom; 

2. Women should receive help in developing a realistic 
understanding of earnings and occupational differences between the 
sexes; 

3. The planned use of successful feminine role models should 
be developed; 
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4. Outplacement counseling should be offered during and after 
graduation; 

5. Women graduates should be assisted in developing 
strategies to deal with discrimination in the marketplace; 

6. Women should be helped in finding coping strategies for 
special problems that arise for those who work with only male 
colleagues. 

Recommendat ions for Further Study 

1. A si miliar study might be undertaken to determine whether 
more recent graduates feel differently from those who have 
graduated in the farther past about their roles as women in the 
ministry. 

2. A comparison might be conducted between the career 
expectations of women just entering seminary and those who have 
been out of seminary for several years, to assess better in what 
ways the seminary experience affects women's career expectations. 

3. A survey of SBC church members by (1) age-group, and (2)sex 
group could be conducted to determine if any respective biases exist 
for and/or against clergywomen and women's ordination. Such a 
study might examine: (1) are laywomen as similarly biased as 
laymen? and (2) are there differences in generational biases? Are 
attitudes toward women likely to change, and in what ways, as new 
generations gain control of SBC churches' power structure? 

4. A study of seminary alumnae who have been graduated for 
more than ten years could be undertaken to determine whether their 
denominational loyalties have changed as a result of unsuccessful 
SBC ministry placement. 

5. A survey of SBC pastors by age-group populations could help 
determine if younger pastors are more likely than older pastors to 
receive women into ministry positions, or to accept the ordination 
of women by the church, indicating the direction the church might 
take in the discrimination issue as the young pastors gain more 
influence in the churches. 



APPENDIX A 

1984 SBC RESOLUTION ON ORDINATION AND THE 

ROLE OF WOMEN IN MINISTRY 

89 



90 

WHEREAS, We, the messengers to the Southern Baptist 

Convention meeting in Kansas City, June 12-14, 1984, recognize the 

authority of Scripture in all matters of faith and practice including 

the autonomy of the local church; and 

WHEREAS, The New Testament enjoins all Christians to 

proclaim the gospel; and 

WHEREAS, The New Testament churches as a community of 

faith recognized God's ordination and annointing of some believers 

for special ministries (e.g., I Timothy 2:7; Titus 1:15) and in 

consequence of their demonstrated loyalty to the gospel, conferred 

public blessing and engaged in public dedicatory prayer setting them 

apart for service; and 

WHEREAS, The New Testament does not mandate that all who 

are divinely called to ministry be ordained; and 

WHEREAS, In the New Testament, ordination symbolizes 

spiritual succession to the world task of proclaiming and extending 

the gospel of Christ, and not a sacramental transfer of unique divine 

grace that perpetuates apostolic authority; and 

WHEREAS, The New Testament emphasizes the equal dignity 

of men and women (Gal. 3:28) and that the Holy Spirit was at 

Pentecost divinely outpoured on men and women alike (Acts 2:17); 

and 

WHEREAS, Women as well as men prayed and prophesied in 

public worship services (I Cor. 11:2-16), and Priscilla joined her 

husband in teaching Apollos (Acts 18:26), and women fulfilled 
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special church service-ministries as exemplified by Phoebe whose 

work Paul tributes as that of a servant of the church (Rom. 16:1); 

and 

WHEREAS, The Scriptures attest to God's delegated order of 

authority (God the head of Christ, Christ the head of man, man the 

head of woman, man and woman dependent one upon the other to the 

glory of God) distinguishing the roles of men and women in public 

prayer and prophecy (I Cor. 11:2-5); and 

WHEREAS, The Scriptures teach that women are not in public 

worship to assume a role of authority over men lest confusion reign 

in the local church (I Cor. 14:33-36); and 

WHEREAS, While Paul commends women and men alike in 

other roles of ministry and service (Titus 2:1-10), he excludes 

women from pastoral leadership (I Tim. 2:12) to perserve a 

submission God requires because the man was the first creation and 

the woman was the first in the edenic fall (I Tim. 2:13ff); and 

WHEREAS, These Scriptures are not intended to stifle the 

creative contribution of men and women as co-workers in many 

roles of church service, both on distant mission fields and in 

domestic ministries, but imply that women and men are nonetheless 

divinely gifted for distinctive areas of evangelical engagement; and 

WHEREAS, Women are held in high honor for their unique and 

significant contribution to the advancement of Christ's kingdom, and 

the building of godly homes should be esteemed for its vital 

contribution to developing personal Christian character and 

Christlike concern for others. 
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Therefore, be it resolved, That we not decide concerns of 

Christian doctrine and practice by modern cultural, sociological, and 

ecclesiastical trends or by emotional factors; that we remind 

ourselves of the dearly bought Baptist principle of the final 

authority of Scripture in matters of faith and conduct; and that we 

encourage the service of women in all aspects of church life and 

work other than pastoral functions and leadership roles entailing 

ordination. 
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QUESTIONNAIRE 
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BEFORE SEMINARY 
QUESTIONNAIRE 

1 Prior to entering the seminary, please indicate your career 
exDectations, with "5" indicating your highest level of occupational 
expectations and "1" your lowest level of occupational expectations 
? X c h could bl no expectation). Please circle below and respond to 
each item. 

Lowest Highest 
Expectations Expectations 

Minister of Music 
Graded Choir 
Church Musician 
College Teacher in Music 
Pastor 
Associate Pastor 
Minister of Outreach 
Missions 

Home 
Foreign 

Chaplain 
Campus Minister 
Denominational Worker 
Minister of Education/ 

Administration 
Minister to Adults 
Minister to Youth 
Minister to Children/ 

Preschool 
Social Worker 
Counselor 
Recreation 
Communication 

Specialist 
Writer/Editor 
College/Seminary Teacher 
Had No Ministry Expectations 
Minister's Wife 
Other (please specify) 

2 
2 
2 
2 
2 
2 
2 

2 
2 
2 
2 
2 

2 
2 
2 

2 
2 
2 
2 

2 
2 
2 
2 
2 
2 

3 
3 
3 
3 
3 
3 
3 

3 
3 
3 
3 
3 

3 
3 
3 

3 
3 
3 
3 

3 
3 
3 
3 
3 
3 

4 
4 
4 
4 
4 
4 
4 

4 
4 
4 
4 
4 

4 
4 
4 

4 
4 
4 
4 

4 
4 
4 
4 
4 
4 

5 
5 
5 
5 
5 
5 
5 

5 
5 
5 
5 
5 

5 
5 
5 

5 
5 
5 
5 

5 
5 
5 
5 
5 
5 
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2 Prior to entering the seminary, please indicate to the best of 
your ability the degree of influence of the following individuals on 
your decision to attend the seminary, with "5" indicating the highest 
degree of influence and "1" the least amount of influence. Please 
circle below and respond to every item. 

No 
Influence 

Much 
Influence 

FAMILY 
Father 
Mother 
Brother 
Sister 
Spouse 
Grandparent 
Other (please specify) 

SCHOOL 
Teacher 
Counselor 
Campus Minister 
Other (please specify) 

PEER GROUP 
Student Organization 

Social 
Academic 
Religious 

Individual 
Seminary Student 
Roommate 
Classmate 
Close Friend 

Other (please specify) 

CHURCH 
Pastor 
Minister to Education 
Minister to Youth 
Minister to Children 
Music Minister 
Sunday School Teacher 
Lay Leader 
Mission Activity 
Denominational Worker 
Minister's Wife 
Other (please specify) 

2 
2 
2 
2 
2 
2 
2 

2 
2 
2 
2 

2 
2 
2 

2 
2 
2 
2 
2 

2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 

3 
3 
3 
3 
3 
3 
3 

3 
3 
3 
3 

3 
3 
3 

3 
3 
3 
3 
3 

3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 

4 
4 
4 
4 
4 
4 
4 

4 
4 
4 
4 

4 
4 
4 

4 
4 
4 
4 
4 

4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 

5 
5 
5 
5 
5 
5 
5 

5 
5 
5 
5 

5 
5 
5 

5 
5 
5 
5 
5 

5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
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3. At what age did you decide to attend seminary? 
years 

4. At what age did you enter seminary? 
years 

5. What was your marital status when you entered 
seminary? Please check 

single married divorced separated 
widowed 

6. If married, did your husband also attend seminary? 
yes no 

7. Indicate the number of children in your family. 

8. What was your denominational background prior to 
attending seminary? 

9. Was your father in a ministry position at the time you 
decided to attend seminary? yes no 

10. Did any other family member attend seminary? 
yes no 

11. If yes, indicate their relationship to you. 

12. How soon after college graduation did you enroll in 
seminary? Please check 

0-6 months 
6-12 months 
1 -2 years 
2-3 years 
over 3 years 

13. Were you in a paid ministry position prior to entering 
seminary? Please check yes no 

14. If yes, please list the position(s) 
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15. How many professional staff members from the church 
that endorsed you to attend seminary were women? 
Please specify. 

None Fulltime Parttime 

16 Did you consult with a faculty or staff member from the 
seminary prior to attending seminary regarding the 
program of your choice and career opportunities for 
women? 

yes no 

17. Did anyone counsel you about placement opportunities 
for women in ministry? yes no 

18. If yes, what were you told? 

II. DURING SEMINARY 

19. During seminary, please indicate your career expectations, 
with "5" indicating your highest level of occupational expectations, 
and "1" your lowest level of occupational expectations (which could 
be no expectation). Please circle below and respond to each item. 

Lowest Highest 
Expectations Expectations 

Minister of Music 
Graded Choir 
Church Musician 
College Teacher in Music 
Pastor 
Associate Pastor 
Minister of Outreach 
Missions 

Home 
Foreign 

Chaplain 
Campus Minister 
Denominational Worker 
Minister of Education/ 

Administration 
Minister to Adults 
Minister to Youth 

2 
2 
2 
2 
2 
2 
2 

2 
2 
2 
2 
2 

2 
2 
2 

3 
3 
3 
3 
3 
3 
3 

3 
3 
3 
3 
3 

3 
3 
3 

4 
4 
4 
4 
4 
4 
4 

4 
4 
4 
4 
4 

4 
4 
4 

5 
5 
5 
5 
5 
5 
5 

5 
5 
5 
5 
5 

5 
5 
5 
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Minister to Children/ 
Preschool 

Social Worker 
Counselor 
Recreation 
Communication 

Specialist 
Writer/Editor 
College/Seminary Teacher 
Had No Ministry Expectations 
Minister's Wife 
Other (please specify) 

2 
2 
2 
2 

2 
2 
2 
2 
2 
2 

3 
3 
3 
3 

3 
3 
3 
3 
3 
3 

4 
4 
4 
4 

4 
4 
4 
4 
4 
4 

5 
5 
5 
5 

5 
5 
5 
5 
5 
5 

20 Prior to entering the seminary, please indicate to the best of 
your ability the degree of influence of the following individuals on 
your decision to attend the seminary, with "5" indicating the highest 
degree of influence and "1" the least amount of influence. Please 
circle below and respond to every item. 

No 
Influence 

Much 
Influence 

FAMILY 
Father 
Mother 
Brother 
Sister 
Spouse 
Grandparent 
Other (please specify) 

SCHOOL 
Teacher 
Counselor 
Campus Minister 
Other (please specify) 

PEER GROUP 
Student Organization 

Social 
Academic 
Religious 

Individual 
Seminary Student 
Roommate 
Classmate 
Close Friend 

Other (please specify) 

2 
2 
2 
2 
2 
2 
2 

2 
2 
2 
2 

2 
2 
2 

2 
2 
2 
2 
2 

3 
3 
3 
3 
3 
3 
3 

3 
3 
3 
3 

3 
3 
3 

3 
3 
3 
3 
3 

4 
4 
4 
4 
4 
4 
4 

4 
4 
4 
4 

4 
4 
4 

4 
4 
4 
4 
4 

5 
5 
5 
5 
5 
5 
5 

5 
5 
5 
5 

5 
5 
5 

5 
5 
5 
5 
5 
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CHURCH 
Pastor 
Minister to Education 
Minister to Youth 
Minister to Children 
Music Minister 
Sunday School Teacher 
Lay Leader 
Mission Activity 
Denominational Worker 
Minister's Wife 
Other (please specify) 

2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 

3 
3 
3 
3 
3 
3 
3-
3 
3 
3 
3 

4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 

5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 

21. At what age were you enrolled in the seminary? 
years 

22. What was your marital status while you were in 
seminary? Please check 

single married divorced separated 
widowed 

23. If married, did your husband attend seminary 
concurrently? 

yes no 

24. .number of children during seminary. 

25. While in seminary were you in a paid ministerial 
position? 

yes no 

26. In what way did the church that endorsed you to attend 
seminary encourage you while attending seminary? 

27. While you were attending seminary, did anyone counsel 
you about placement opportunities for women? 

yes no 

28. If yes, briefly indicate the advice given. 
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29. Did anyone counsel you regarding the difficulty of 
placement for women in ministry? yes no 

30. If yes, briefly indicate the advice given. 

31. During the last semester of seminary, how many job 
interviews did you have? Please indicate the number. 

32. For what reason did you attend seminary? 

III. AFTER SEMINARY GRADUATION 

34. After your graduation from seminary, please indicate your 
career expectations, with "5" indicating your highest level of 
occupational expectations, and "1" your lowest level of occupational 
expectations (which could be no expectation). Please circle below 
and respond to each item. 

Minister of Music 
Graded Choir 
Church Musician 
College Teacher in Music 
Pastor 
Associate Pastor 
Minister of Outreach 
Missions 

Home 
Foreign 

Chaplain 
Campus Minister 
Denominational Worker 
Minister of Education/ 

Administration 
Minister to Adults 
Minister to Youth 

Lowest 
Expectations 

2 3 
2 3 
2 3 
2 3 
2 3 
2 3 
2 3 

2 3 
2 3 
2 3 
2 3 
2 3 

2 3 
2 3 
2 3 

Highest 
Expectations 

4 
4 
4 
4 
4 
4 
4 

4 
4 
4 
4 
4 

4 
4 
4 

5 
5 
5 
5 
5 
5 
5 

5 
5 
5 
5 
5 

5 
5 
5 
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Minister to Children/ 
Preschool 

Social Worker 
Counselor 
Recreation 
Communication 

Specialist 
Writer/Editor 
College/Seminary Teacher 
Had No Ministry Expectations 
Minister's Wife 
Other (please specify) 

2 
2 
2 
2 

2 
2 
2 
2 
2 
2 

3 
3 
3 
3 

3 
3 
3 
3 
3 
3 

4 
4 
4 
4 

4 
4 
4 
4 
4 
4 

5 
5 
5 
5 

5 
5 
5 
5 
5 
5 

35. After seminary graduation, please indicate to the best of 
your ability the degree of influence of the following individuals on 
your decision to pursue ministry as an occupation, with "5" 
indicating the highest degree of influence and "1" the least amount 
of influence. Please circle below and respond to every item. 

No 
Influence 

Much 
Influence 

FAMILY 
Father 
Mother 
Brother 
Sister 
Spouse 
Grandparent 
Other (please specify) 

SCHOOL 
Teacher 
Counselor 
Campus Minister 
Other (please specify) 

PEER GROUP 
Student Organization 

Social 
Academic 
Religious 

Individual 
Seminary Student 
Roommate 
Classmate 
Close Friend 

Other (please specify) 

2 
2 
2 
2 
2 
2 
2 

2 
2 
2 
2 

2 
2 
2 

2 
2 
2 
2 
2 

3 
3 
3 
3 
3 
3 
3 

3 
3 
3 
3 

3 
3 
3 

3 
3 
3 
3 
3 

4 
4 
4 
4 
4 
4 
4 

4 
4 
4 
4 

4 
4 
4 

4 
4 
4 
4 
4 

5 
5 
5 
5 
5 
5 
5 

5 
5 
5 
5 

5 
5 
5 

5 
5 
5 
5 
5 
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CHURCH 
Pastor 
Minister to Education 
Minister to Youth 
Minister to Children 
Music Minister 
Sunday School Teacher 
Lay Leader 
Mission Activity 
Denominational Worker 
Minister's Wife 
Other (please specify) 

2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 

3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 

4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 

5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 

36. How old were you when you graduated from seminary? 
years 

37. Please check the year of graduation and degree obtained. 
1975 Spring Master of Divinity 
1978 Summer Master of Religious 
1981 Fall Education 

Master of Music 
Master of Church Music 

38. In which of the above degree programs did you initially 
enroll? 

Master of Divinity 
Master of Music 
Master of Religious Education 
Master of Church Music 

39. What was your marital status upon graduation from 
seminary? 

married _single divorced separated 

40. 

41. 

.widowed 

.number of children at graduation from seminary, 

.number of children at present. 

42. What is your marital status now? 
married single divorced 
widowed 

.separated 

43. If married, is your husband in a paid fulltime ministry 
position? 

yes no 
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44. If married, is your husband in a bivocational position? 
yes no 

45. What is your denominational affiliation at present? 

46. Approximately how many job intrviews did you have 
after graduation? 

47. Before your first vocational ministry position, how 
many job interviews did you have after graduation? 

48. Did you perceive that a change occurred in your life 
goals/expectations by the time you completed seminary 
education? 

yes no 

49. If yes, what kind of a change took place? 
a complete shift in job choice 
a combination position 
other (please specify) 

50. What was the length of time after seminary graduation 
before you were placed in a position corresponding to 
your degree? Please indicate months years 

not yet placed 

51. If you answered "not yet placed" are you still actively 
seeking a position? yes no 

52. List all the positions you have held since seminary 
graduation 

length of employment 

53. What is your present position? 
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54. Is this a position for which you feel seminary degree is 
necessary 
beneficial 
not specifically related 
necessary and beneficial 

55. Would you like to hold a position in the future which 
would make better use of your seminary training? 

yes no 

56. Has the fact that you are a woman had an impact on your 
ability to obtain the job of your choice? 

helped hindered no impact not sure 

57. Please explain in what way. 

58. If you have not secured a professional position of your 
first choice, what reasons account for the situation? 

59. If the church that endorsed you for admission to 
seminary had a vacancy on church staff for which you 
were qualified, would that church employ you? 

yes no not sure 

60. Please explain you answer in item #59. 

61. Taking in consideration all the circumstances 
surrounding your experiences pre-seminary, during 
seminary, and post-seminary -- would you do it again? 

yes no 

62. Please comment about any aspect of your experience in 
preparing and entering the ministry. 
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APPENDIX C 

LETTER FROM SEMINARY PRESIDENT GRANTING 

PERMISSION TO CONDUCT STUDY 
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Southwestern Baptist Theological Seminary 
Russell H. Dilday, Jr. President 

September 22, 1983 

Ms. Cheryl Kimberling 
6616 Amando 
Fort Worth, TX 76133 

Dear Cheryl: 

It will be our pleasure to help you on the project you 
described. We will certainly make available those records 
which you need and which we are able to provide. 

Just let me know specifically what you want and when you 
want it. I will get you in touch with the right people. 

Cordially, 

Russell Dilday 

RHDrsr 
1 

P. O. Box 22000. Fort Worth. Texas 76122.817-923-1921 
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APPENDIX D 

COVER LETTER TO 1975, 1978, 1981 RESPONDENTS 
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Dear Seminarian, 

You and I share a common background in that we both are 
Southwestern Seminary graduates. I am presently a doctoral 
candidate at North Texas State University researching the career 
development of selected Southwestern women graduates. The 
factors that bring women to the seminary initially and the 
experiences of women moving into the ministry lack systematic 
documentation. 

Your help in recalling your seminary experiences would be greatly 
appreciated not only by me, but also by those who counsel, train, and 
place women. The alumni office has provided me your name and 
address along with others in selected graduating classes. 

I am enclosing a 62 item questionnaire that deals with your 
preparation for ministry in three phases: before seminary, during 
seminary, and after seminary graduation. Each phase deals with 
your expectations for a ministry, individuals who influenced you to 
pursue seminary as an avenue for ministry, individuals who 
influenced you to pursue seminary as an avenue for ministry, and a 
wide range of questions designed for more in-depth responses. 
While the questionnaire appears lengthy, much of it requires only a 
checklist type response, and I hope that completion of the entire 
instrument will not take more than 30 minutes of your time. 

Hopefully, the results of this study will be beneficial to women 
entering our seminaries in preparation for vocational ministry. 
Thank you for your input into this project. The number on the 
questionnaire is for purposes of follow-up. There will be no 
identification of the individual in the analysis. 

I would appreciate your returning the questionnaire to me by 
November 21, 1984. 

Gratefully, 

Cheryl Gray Kimberling 
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APPENDIX E 

FOLLOW-UP CARD MAILED TO GRADUATES SEEKING A RETURN OF THE 

QUESTIONNAIRE 
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December 7, 1984 

Dear Seminarian: 

Several days ago you received a letter and questionnaire concerning 
your seminary experiences and your subsequent career opportunities 
in a ministry-related field. The holiday mail was delayed to many 
people and some questionnaires arrived late. 

If you have not had an opportunity to sit down and complete this 
questionnaire, I hope you will do so even though our tentative 
deadline has passed. Your responses are very important to me and to 
the success of this research project. 

Gratefully, 

Cheryl Kimberling 
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APPENDIX F 

ADDITIONAL STUDY OF DEGREES OBTAINED BY RESPONDENTS 
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Category N 

Master of Arts 1 
Master of Divinity 3 
Master of Education 3 
Master of Music 2 
Master of Religious Education 3 
Master of Science in Social Work 4 

Educational Specialist 2 
Graduate Specialist in Religious Education 3 

Doctor of Education 4 
Doctor of Ministry 1 
Doctor of Musical Arts 2 
Doctor of Philosophy 3 

Teaching Certification 8 
Counseling Certification 5 
Nursing 1 

Clinical Pastoral Education 4 

Study, but no degree sought 19 
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