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Chapter I 

INTRODUCTION 

Women have always been an essential element of the United States 

apparel industry. In 1859, the United States Bureau of the Census 

reported that approximately 84 percent of wage earners in the clothing 

production industry were females (Richards, 1951, p. 5). By 1937 they 

had a three-to-one ratio to males (Richards, 1951, p. 28); and in 1975, 

women accounted for 81 percent of the total work force in garment manu

facturing (American Apparel Manufacturers Association, April, 1975). 

Their primary responsibility traditionally has been in sewing opera

tions. The United States Department of Labor reported in 1973 that 

891 ,000 women were employed as sewers and stitchers while the total 

number of men in that phase of production was too small for a reliable 

report (United States Department of Labor, 1975, p. 90). 

The first ready-to-wear garments produced in 1831 were trousers and 

shirts for sailors in New England (Richards, 1951). Mass production was 

accelerated by the Civil War, with the need for Army clothing and the 

introduction of standardized sizing for men. Ready-to-wear for women be

gan to be produced in 1860. Garment factories were built in Baltimore, -

Chicago, and Cleveland as well as New York, Boston and Philadelphia. They 

employed immigrants from Europe who were eager to work and who had know

ledge of traditional tailoring skills. By the end of the nineteenth 

century the women's clothing industry had grown three times as fast 

1 
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as other manufacturing industries, in terms of employees and value of 

output. 

The twentieth century brought a variety of products, mass produc

tion techniques, and continued growth to apparel manufacturing firms 

(Richards, 1951, p. 6). Copies of Paris originals were produced in the 

United States and, after World War I.designers began creating casual 

and comfortable clothes for women through mass production. In the 

1930's and 1940's size ranges were standardized for women. 

Prior to World War II, manufacturing facilities for all wearing 

apparel were concentrated in the Middle Atlantic and North Central 

states (Richards, 1951, p. 6). After the war they tended to relocate 

in the southeastern portion of the United States because of a lower 

wage structure, accessibility of land and labor, and close availability 

to the textile industry (Virginia Division of Industrial Development, 

January, 1976, p. 8). In April, 1975, seven of the states employing 

the largest number of people in the apparel industry were Alabama, 

Georgia, Illinois, Mississippi, North Carolina, South Carolina, and 

Virginia (American Apparel Manufacturers Association, April, 1975). 

The clothing production industry ranked second among Virginia 

manufacturers in 1973, accounting for nearly 10 percent of the total 

state manufacturing employment (Virginia Division of Industrial Develop

ment, 1975, p. 42). It was expected to be the largest employer in the 

state in 1975, compared with fifth place in 1950. 

Surveys about the size, type of products produced, and number of 

employees in the apparel industries have been conducted in other states 
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(Ekenes, 1969; Callis, 1969; Kuttruff, 1970; Mason, 1968). There are 

some data available about garment manufacturing in Virginia from sources 

such as the Commonwealth of Virginia Governor's Office, the Virginia 

Division of Industrial Development, the Virginia State Chamber of Com

merce, and the United States Bureau of the Census. The Industrial 

Manual of Virginia, published by the Virginia State Chamber of Com

merce, offers the most recent tabulation by known name, address, and 

type of garments produced by apparel firms in Virginia; it can be sup

plemented by a list of new establishments published yearly by the 

Governor's Office. However, none of these sources has a complete in

ventory of the garment manufacturers in the state, some addresses from 

these lists are incorrect, and some firms are no longer in existence. 

Even though females consistently have made up a large proportion 

of employees in the apparel industry, their responsibility generally 

has been in production work; few hold management positions. However, 

this characteristic is not unique to the apparel manufacturing indus

try: only about five percent of employed females held management or 

administrative jobs in 1974 (United States Department of Labor, 1975, 

p. 84). Through legislation, the women's movement, and changes in 

public opinion, they have continued to move intouppper level direc

tive positions previously held primarily by men (Business Week, Novem

ber 24·, 1975, p. 58). It is predicted that future positions for 

females, as for all employees, will demand advanced educational de

grees and a grasp of special subject fields. As Miller (1969, 

p~ 32) sa; d, "There are many gl owi ng opportuni ti es for women to 
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inspire them to use their brains, talents, and abilities in a techni

cal soc; ety • " 

Considering the past growth record and current position of the 

apparel manufacturing industry in Virginia, information ;s needed on 

its status and on the qualifications women must have for employment in 

managerial positions. Educational institutions could learn about 

requirements and experience needed by students interested in a career 

within this industry. Few women appear to hold management positions 

in garment production firms and this information could aid them in 

preparing for professional careers within these organizations. 

Statement of Purpose and Research Objectives 

Having stated the aforementioned problem, there is a need for 

research about the management positions available for women in the 

apparel manufacturing industries of Virginia. The purpose of this 

exploratory study was to examine selected garment production firms 

in the state. 

The major objectives were: 

1. To investigate the current status of apparel manufacturing 

industries in Virginia in relation to: 

A. Ownership of firm 

B. Size of firm 

C. Type of production 

D. Products produced 
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E. Incidence of women employed in the apparel industry 

F. Criteria for employment of management personnel in the 

apparel industry 

2. To develop suggestions about education and experience quali

fications needed by men and women for employment in managerial 

pOSitions in apparel manufacturing. 

Null Hypotheses 

Upon the investigation of the preceding objectives the following 

null hypotheses will be tested: 

1. There will be no significant difference between the type of 

garments produced and the proportion of female personnel in management 

positions in apparel manufacturing. 

2. There will be no significant difference between the gross 

sales of apparel producing organizations and the number of women em

ployees in management positions. 

3. There will be no significant difference between the number of 

men and women in managerial positions in apparel producing firms. 



Chapter II 

REVIEW OF LITERATURE 

This exploratory study is concerned with management positions 

available to women in the apparel manufacturing industries of Virginia. 

A few females have attained managerial status in some sectors of busi

ness and industry. Employment of women bank officers grew from 2,100 

in 1960 to 54,500 in 1970; female sales managers increased from less 

than 100 in 1960 to 8,700 in 1970 (United States Department of Labor, 

1975, p. 94). Sex labeling, population changes, and tradition probably 

have limited the demand for women managers. Perhaps these factors 

also have prevented them from having managerial responsibilities in 

garment production firms. Information is needed about the educational 

qualifications and experience which men and women should have when aspir

ing to these positions in apparel manufacturing. 

Apparel Manufacturers 

Apparel manufacturing in the United States tends to be dominated 

by small companies, although there are a few giants in the industry 

(Troxell~ 1976; Jarnow and Judelle~ 1974; Ekenes, 1969; Mason, 1968; 

Kuttruff, 1970). The reduced training and supervision required for 

personnel in small plants, as well as the presence of an ample labor 

force with sewing skills, have made the operation of small fi~lS away 

from New York City profitable (Troxell, 1976). 

6 
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Ownership 

Any business may be organized in a variety of forms. The most 

common are sole proprietorships, partnerships, limited partnerships, and 

corporations, which are either open or closed (Corley and Robert, 1975, 

p. 662). 

Sole proprietorships or individually owned businesses may be formed 

without the expense of formalities of organization (Votaw, 1969, p. 190). 

There are few legal restrictions to this type of establishment. The 

owner has full control of all business decisions and must assume the re

sponsibility for profits or losses. 

A partnership is an association of two or more persons to carryon 

as co-owners, a business for profit, as the result of an agreement 

(Corley and Robert, 1975, p. 663). The advantages of this business 

structure are easy formation, minimal costs, and each owner has an 

equal voice in management. The partnership, unlike the corporation, is 

not a taxable entity; it may operate in more than one state without 

being required to comply with many legal formalities; and it is gener

ally subject to less regulation and government supervision than other 

organizational forms. There are three primary disadvantages to the 

partnership: (1) only a limited number of people are allowed ownership 

of the bus'iness; (2) non-limited liability of the partners; and (3) the 

association may be dissolved by death or withdrawal of one of the 

partners. 

A limited partnership is formed by two or more persons having one 

or more general partners and one or more limited partners (Corley and 
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Robert, 1975, p. 663). The former generally have responsibility for 

managerial decisions and may have contributed the larger amount of capi

tal to the firm; the latter usually are restricted in their input to 

the operation of the business and have provided a smaller amount of 

financial resources to the firm. Limited partnerships are similar to 

partnerships because they are initiated by an agreement. Limited part

nerships are like a corporation in that they are authorized by statute; 

however, they di ffer from the corporati on in that one or more, but not 

all, of the partners have full liability. Advantages of this form are 

that it gives the investor limited liability, and the operators control 

the business. The fact that limited partners cannot participate in 

management decisions without a change of status to a general partnership 

is an obvious disadvantage. 

A corporation is a legal entity that comes into existence by an 

act of the state (Corley and Robert, 1975, p. 665). It is considered 

a separate person apart from the individuals operating it. The advan

tages of a corporation are its ability to raise substantial capital 

from a large number of investors who have limited liability and who may 

or may not be employees; the firm can have perpetual existence, and 

several tax laws are favorable to it. Major disadvantages to this 

structural form include: the cost of formation and maintenance; the 

requirement that it be qualified to do business in a specific state; 

and its subjection to federal government regulation. 

Corporations may be grouped into two categories: open or closed. 

An open corporation is defined as "one whose stock is available to the 
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general public" (Clark and Gottfried, 1957, p. 96). The closed corpora

tion is lI one in which all of the shares of ownership, or stock, are 

held by a relatively few persons, and are -not for sale to the public u 

(Clark and Gottfried, 1957, p. 96). 

Ekenes (1969) surveyed 12 Portland, Oregon, apparel producers 

through personal interviews with plant managers. Data revealed that 

seven of the firms were closed corporations with the remainder being 

individually owned, partnerships, or open corporations. 

In an exploratory study of Michigan garment manufacturers, Mason 

(1968) collected data through a questionnaire mailed to plant managers 

of 20 firms; United States Census reports offered additional informa

tion. A majority of the businesses were reported to be closed corpora

tions. 

Kuttruff (1970) investigated 22 apparel manufacturers in Southern 

Illinois by use of a mailed questionnaire sent to plant managers. Analy

sis of data revealed that 14 firms were closed corporations, 7 were open 

corporations, and 1 was individually owned. There has been limited re

search reported about the ownership of apparel manufacturing firms in 

Virginia. 

Size 

The size of an apparel firm may be determined by the number of em

ployees within the company, the sales volume, or the number of branch 

or subsidiary production plants. A branch is defined as "a subordinate 

unit or division of a business located at a different place from the 

principal operation" (Clark and Gottfried, 1957, p. 53). A subsidiary 
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;s lIa business which is wholly or partially owned and controlled by 

another company, usually through ownership of all or a majority of the 

outstanding stock of the subject company" (Clark and Gottfried, 1957, 

p. 343). 

Ekenes' (1969) data showed that 33 percent of the 12 firms studied 

employed under 50 persons and had yearly wholesale volumes under 

$500,000. Another one third had over 50 employees and a wholesale 

volume greater than $5,000,000. Seven of the firms operated two pro

duction plants each; one firm operated six plants; and two firms oper

ated eight plants each. 

In the East Tennessee Economic Development District, Callis (1969) 

investigated the economic significance of 26 apparel manufacturers. 

Data were collected by a mailed questionnaire sent to plant managers. 

The average firm in the project hired 100 to 249 production employees. 

One half, of the plants were branches of a larger corporation with main 

offices in other parts of the country. 

Kuttruff (1970) found that 68 percent of the 22 apparel manufac

turers who responded to her questionnaire employed less than 200 pro

duction workers each. Eight of the establishments were branches, and 

six were subsidiaries of other companies. 

A majority of the Michigan apparel firms had less than 100 wage 

workers per establishment (Mason, 1968). Each of these firms operated 

only one plant. 

The United States Bureau of Census (1975) reported in 1975 that 

there were 248 garment manufacturers in Virginia, most of which had be

tween 100 to 249 employees. Only one had 1,000 to 2,499 wage earners. 
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Operation of Apparel Firms 

The apparel manufacturing industry is made up of three types of 

producers: manufacturers, jobbers, and contractors (Troxell, 1976; 

Jarnow and Judelle, 1974; Solinger, 1961). A plant may engage in or 

combine several types of production functions; therefore, it ;s not 

restricted to one segment of manufacturing. 

Type of Production 

A manufacturer handles all phases of garment production including 

purchasing the raw materials, cutting and sewing the apparel, and 

selling the finished goods to wholesalers or directly to retailers 

(Troxell, 1976; Jarnow and Judelle, 1974; Solinger, 1961). The true 

title of the finished product ;s held by the manufacturer until it is 

sold. A major advantage of this type of facility is that all stages 

of production are carried out by one management and quality control is 

relatively easy_ 

The jobber is responsible for purchasing the raw materials and 

sending them, in cut or uncut form, to the contractor (Troxell, 1976; 

Jarnow and Judelle, 1974; Solinger, 1961). When the garments are com

pleted they are returned to the jobber who maintains title to the mer

chandise throughout the entire process. By contracting the goods to 

be sewn and finished, the jobber is able to become a specialist in pro

curement of raw materials and selling finished garments. 

Contractors never hold title to the goods on which they are work

ing. Their expertise ;s in sewing the apparel from cut or uncut fabrics 
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provided by a jobber or manufacturer (Troxell, 1976; Jarnow and 

Judelle, 1974; Solinger, 1961). They usually have responsibility 

for sewing, finishing, inspecting, and returning the apparel to 

the jobber or manufacturer for shipment to retailers. 

Apparel manufacturing plants studied in Southern Illinois re

vealed that seven were manufacturers, nine were contractors, three 

combined the functions of manufacturer and jobber, and two combined 

the functi ons of manufacturer, jobber, and contractor (Kuttruff, 

1970). One firm could not be classified into any of these func-

tions. 

Ekenes' (1969) data revealed that of the 12 firms intervievJed, 

ten were manufacturers and two were combined jobbers and manufac

turers. No available data give information about the proportion 

of apparel firms in Virginia which are manufacturers, jobbers, or 

contractors. 

Products Produced 

Apparel produced in Virginia is listed by the Standard Indus

trial Classification System (SIC) in Sections 2311-2389 of the 

Industrial Manual of Virginia (Virginia State Chamber of Com

merce, 1975). 

~ Type of apparel made from fabrics and similar materials 

2311 Men's, youths', and boys I suits, coats and overcoats 
2321 Men's, youths', and boys' shirts (except workshirts) and 

nightwear 
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SIC Type of apparel made from fabrics and similar materials 

2322 Men's, youths', and boys' underwear 
2327 Men's, youths', and boys' separate trousers 
2328 Men's, youths', and boys' work clothing 
2329 Men's, youths', and boys' clothing, not elsewhere clas-

sified 

233 Women's, misses', and juniors' outerwear 
2331 Women's, misses', and juniors' blouses, waists and shirts 
2335 Women's, misses', and juniors' dresses 
2337 Women's, misses', and juniors' suits, skirts, and coats 
2339 vlomen's, misses I, and juniors' outerwear not elsewhere 

classified 

234 Women's, misses', children's, and infants' under garments 
2341 Women's, misses', children's, and infants' underwear and 

nightwear 

235 Hats, caps, and millinery 
2351 Hats and caps except millinery 

236 Girls', children's, and infants' outerwear 
2361 Girls', children's, and infants' dresses, blouses, waists 

and suits 
2369 Gi rl s I, chi 1 dren' s, and infants' outerwea r, not el sewhere 

classified 

238 Miscellaneous apparel and accessories 
2381 Dress and work gloves, except knit and all-leather 
2384 Robes and dressing gowns 
2385 Raincoats and other waterproof outer garments 
2387 Apparel belts 
2389 Apparel and accessories 

Since 1965, the majority of the apparel produced in Virginia 

seems to have been clothing for women and children (Virginia Divi

sion of Industrial Development, April 1975, p. 42). Perhaps a 

relationship exists between the type of apparel produced and the 

proportion of management positions open to or held by females. 
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Women in Industry 

The increasing number of employed women has caused a dramatic change 

in the labor force since World War II. Prior to the war, female workers 

were typically single, middle class, white collar employees (United 

States Department of labor, 1975, p. 10). After the war, women workers 

tended to be married and middle class, as a result of changes in tech

nological and business innovations, birth control, and educational levels. 

Before World War II, approximately 28.9 percent of the female population 

in the United States were in the labor force; but in April, 1974, more 

than 45 percent were employed. 

The capability of women to handle management positions has been re

inforced by the disproving of many myths about their intellectual and 

physical capabilities (General Electric, March 1972, p. 7; Burrow, 1976, 

p. 5). Perhaps the real reason females have failed to climb the corpor

ate ladder at the same rate as males is the result of cultural biases and 

discrimination in employment practices. 

In an attempt to overcome unfair recruitment and promotion practices 

many federal and state orders have been passed. Title VII of the Civil 

Rights Act of 1964 prohibits discrimination in employment based on sex, 

race, color, religion, or national origin (Volume 78, United States 

Statutes, p. 253). This law applies to employers of 15 or more employees 

except in federally owned corporations, Indian tribes, and federal agen

cies. The Equal Employment Opportunity Commission enforces this legis

lation and has published guidelines for implementing it. On April 26, 
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1971, President Nixon issued an Executive Order which strengthened the 

Civil Rights Act of 1964: 

To this end, I am now direct"ing that you take the follow
ing actions: 
---Develop and put into action a plan for attracting more quali

fied women to top appointive positions ... this plan 
should be submitted to me by May 15. 

--Develop and put into action by May 15 a plan for signifi
cantly increasing the number of women ... in mid-level 
positions .... This plan should directly involve your top 
personnel official. 

--Ensure that substantial numbers of vacancies on your Advisory 
Boards and Committees are filled with well-qualified women. 

---Designate an overall coordinator who will be held responsible 
for the success of this project. Please provide this name to 
me by May 15. (Womanpower Consultants, October 1, 1971, 
p. 3). 

In March, 1972, Title VII of the Civil Rights Act of 1964 was 

amended to give the Equal Employment Opportunity Commission enforcement 

responsibilities for the act, which included the right to sue (United 

States Department of Labor, 1975, p. 291). The bipartisan Equal Employ-

ment Commission is made up of five members who are appointed by the 

President. This legislation has enhanced the opportunities for women 

to move into management positions. 

On March 22, 1973, the United States Senate approved and submitted 

a ratification of a proposed Equal Rights Amendment to the United States 

Constitution as follows: 

Equality of rights under the law shall not be denied or 
abridged by the United States or by any State on account of 
sex. 

The Congress shall have the power to enforce, by appro
priate legislation, the provisions of this article. 

This amendment shall take effect two years after the date 
of ratification (United States Department of Labor, 1975, 
p. 361). 
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To become a part of the constitution, an amendment must be approved by 

three fourths of the states within seven years of its submission. The 

state of Virginia had not approved the Equal Rights Amendment in June, 

1977; but its ratification might aid women in further progressing into 

management positions. 

Number of ~lomen ; n the tl.ppare 1 Industry 

The United States Department of Labor classifies apparel produc

tion employees as operatives or semiskilled workers which includes blue 

collar workers such as sewers and stitchers, pressers, inspectors, and 

packers (United States Department of Labor, 1975, p. 90). Women repre

sented 95.5 percent of total employment in the United States for the job 

description of sewers and stitchers in 1975. They constituted a majority 

of sewing machine operators and a minority of cutting and shipping em

ployees, stock clerks, and sewing machine repairers. 

Ekenes (1969) reported that the greatest number of female employees 

in the 12 production facilities she studied were production workers. Of 

the 22 garment manufacturing plants surveyed by Kuttruff (1970), 90 per-

cent of the production workers were women. No figures are available 

concerning the number of women holding managerial positions in apparel 

manufacturing firms in Virginia, but it generally is believed that very 

few have these advanced positions. 

Criteria for Employment of Managerial Personnel 
in the Apparel Manufacturinq Industry 

A managerial position has the following responsibilities: planning, 

organizing, directing, and controlling. There are three management 
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levels in most business organizations: top, middle, and lower or super

visory (Tosi and Carroll, 1976, p. 13). The differences between them 

include the percentage of time spent in each function and the amount of 

competence the manager holds (Mahoney, Jerdee, and Carroll, February, 

1965, p. 109). 

Top management is made up of a small group of employees at the 

highest level of the organization (Tos; and Carroll, 1976, p. 14). This 

includes the board of directors, the president, and the immediate groups 

that plan the objectives of the organization. They analyze market con

ditions and translate them into action. 

Middle management personnel supervise lower managers and operatives 

(Tos; and Carroll, 1976, p. 14). Their main responsibility is the trans

lation of top management policies for implementation at the supervisory 

level. 

Lower or supervisory management has responsibility for operative 

employees (Tosi and Carroll, 1976, p. 13). This is the only level in 

which managers do not supervise other management personnel. 

In 1973, five percent of all employed women in the United States 

were managers or administrators (United States Department of Labor, 

1975, p. 100). However, management positions are expected to increase 

30 percent by 1985 because of changes in business size and organiza

tional structure (United States Department of Labor, 1975, p. 255). 

It could be anticipated that women will represent a substantial propor

tion of this increase. 
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Women earned nearly 529,300 degrees from United States colleges 

and universities in 1972-1973 (United States Department of Labor, 1975, 

p. 203). Of these degrees, 78 percent were bachelors, 20 percent were 

masters, 1.1 percent were doctorates, and 0.8 percent were first pro

fessionals such as lawyers and medical doctors. The total number of 

bachelor degrees received by females in 1972-73 was 2.5 times more 

than were issued to women in 1962-63. Thus, colleges and universities 

are educating an increasing number of females who are prepared, at 

least theoretically, to participate in the labor force at the manage

rial level. Some of these women may be searching for challenging 

positions in industry; apparel manufacturing could be an area of em

ployment for them. 

Endicott (1974) investigated the policy and practice of employ

ment of college and university graduates and reported that 196 well 

known businesses and industries throughout the United States indicated 

that they had increased their hiring of women in the last decade. 

However, these females were not necessarily hired into managerial or 

administrative positions. In 1963, the number of women graduates with 

bachelor's degrees employed in industry and commerce was 7 percent of 

the total number of college men with similar education who were hired; 

in 1973, the total number of college women employed was 18 percent, 

~hich indicated an upward trend in the hiring of females. 

Ekenes (1969) reported that executive positions in the 12 apparel 

manufacturing establishments studied usually were held by men and re

quired a college education. Smaller finns, with no more than four 
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executive officers, employed women as often as men for these positions. 

Production manager status was held by females in only one third of the 

establishments and did not require a college education. Women also 

held either skilled or unskilled production jobs in most firms. 

The results of Callis's (1969) studY showed a wide range of edu

cational requirements were needed for management positions in the 

apparel manufacturing industry. Respondents reported that a background 

in business administration would be more helpful than one in clothing 

and textiles but an explanation for this preference was not given. The 

study did not investigate the possibility of employment for those with 

a background combining business administration with clothing and tex

tiles. 

Although there is some data about the increasing number of women 

in certain areas of the labor force and a limited amount of information 

concerning apparel manufacturing in Virginia, no study has investigated 

educational and work experience qualifications needed by females for 

employment in managerial positions in garment production industries. 

Therefore, exploratory research investigating management positions for 

women in apparel manufacturing industries of Virginia is deemed neces

sary. 



Chapter III 

PROCEDURE 

This exploratory study investigated criteria for management per

sonnel in apparel manufacturing plants of Virginia. Data for the study 

were provided by examining ownership and size of firm, type of produc

tion, products produced, incidence of women employed, and criteria for 

employment of management personnel. 

Sample 

The sample for this study was made up of management employees, 

primarily plant managers, in selected garment production firms in the 

state of Virginia. The entire population of apparel manufacturers in 

the following communities was investigated: 

Appomatox Floyd Narrows Richmond 

Charlottesville Fredericksburg Petersburg Roanoke 

Chilhowie Galax Powhatan Rural Retreat 

Christiansburg Lynchburg Pulaski Salem 

Dublin Marion Radford Wytheville 

The list of 52 potential respondents was obtained from the Industrial 

Manual of Virginia under Standard Industrial Classification numbers 

231-238. This source includes apparel manufacturers for men, youths, 

and boys; women, misses, and juniors; girls, children, and infants; 

and miscellaneous apparel and accessories. 

20 
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Initial contact with 52 prospective respondents was made in a 

letter (Appendix A) explaining the nature of the research and asking 

permission for an interview. The letter was followed by a telephone 

call requesting a time for an appointment which was mutually conveni

ent. 

Contact could not be made with 7 manufacturers on the original 

list because the plants had moved or gone out of business. Six others 

were branches of firms which had the same management personnel as those 

already interviewed; therefore they were not included. Six plant 

managers refused to participate in the study. The final sample con

sisted of 33 management employees in apparel manufacturing firms in 

selected communities in Virginia. Generalizations from this study can 

only be made to areas of comparable characteristics. 

Instrument 

The instrument (Appendix B) used for collection of data during the 

interviews was developed according to the objectives of the study. 

Fixed alternative questions were used to obtain some descriptive data. 

Responses to open ended questions were summarized for descriptions of 

the industry, and the background or experience which personnel needed 

to hold management positions. Questionnaires used to investigate ap

parel manufacturing plants in other states were reviewed for content. 

and types of questions to be included in the schedule (Ekenes, 1969; 

Mason. 1968; Kuttruff, 1970; Callis, 1969). 
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Part I of the interview schedule (Appendix B) requested information 

about the ownership, size, and type of production of each firm, as well 

as the items manufactured. Part II investigated the educational quali

fications and experience required of personnel in managerial positions. 

Information about the number of females having management status within 

the company was requested. These data were used to study relationships 

between the characteristics of the firm and proportion of women in 

managerial positions. 

Pretesting 

Prior to administration, the instrument was reviewed for clarity 

and appropriateness of questions by selected graduate students and 

faculty in the departments of Clothing, Textiles and Related Art; Busi

ness Administration; and Statistics of Virginia Polytechnic Institute 

and State University. Three managers of apparel manufacturing firms 

who met the same requirements as those who were in the sample pretested 

the instrument and were encouraged to make comments and criticisms 

which could improve it for collecting data. Slight changes in wording 

and order of questions were made as a result of the suggestions which 

were received. The pretesting also provided the researcher with experi

ence in the administering of the questionnaire. 

Collection of Data 

The personal interview method was used to acquire the information 

for this exploratory research. The management employees of apparel 

manufacturing plants were visited by the researcher for collection of 
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the data in March, 1977. Each participant was given a copy of the 

instrument to follow while the interviewer read each question as pre

sented on the schedule and recorded the responses. If the respondent 

did not understand a question it was repeated. Each interview required 

approximately 45 minutes. The interviewer was given a tour of several 

plants which provided additional information about garment production 

firms in Virginia. 

Analysis of Data 

Responses of 33 plant managers in the apparel manufacturing indus

tries of Virginia were analyzed according to frequency of reply and 

percentage of answers for each question. The hypotheses were tested 

by the Chi-square test for independence. Tables were included in the 

presentation of data to pennit a rapid visual review of the findings. 



CHAPTER IV 

RESULTS AND DISCUSSION 

Results and discussion of this exploratory study were based on data 

collected in March, 1977, through personal interviews with 33 management 

employees of selected Virginia apparel manufacturing plants. In this 

chapter, characteristics of the participants and the current status of 

garment production in the state will be discussed, followed by a descrip

tion of female management employees in the plants with suggestions for 

education and experience needed by men and women aspiring to managerial 

roles in the industry. A chi-square test of independence was used to 

examine the number of men in management positions, gross sales, and type 

of garments produced in relation to the number of females in managerial 

roles. Frequency tables showing the number and percentage of respondents 

in each category were used to evaluate other data. In some cases par

ticipants were unable to answer all items in the questionnaire. In all 

cases the percentage of respondents in each category are a function of 

the number of actual respondents, not of the total sample of 33. 

Characteristics of Respondents 

All of the 33 management employees who participated in the research 

were employed by an apparel manufacturing firm in the state of Virginia. 

Each respondent was asked detailed questions about his education, work 

experience, present position, and communication with other managerial 

personnel. 

24 
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The largest proportion of the participants (90.90%) were males 

(Table 1). Responses of the three females did not differ from those of 

the males. Approximately 30 percent were plant managers. Slightly over 

18 percent of those interviewed had the combined title and responsibili

ties of president and plant manager. If the plant manager or other top 

management personnel were not available~ employees such as the personnel 

director~ controller, director of manufacturing, or purchasing agent were 

interviewed. When asked their management level, approximately 48 percent 

of the respondents said that they were in top management. Almost as 

many (45.45%) stated that they had middle management positions. 

Education and Experience 

Education and experience of the participants were investigated to 

provide additional information about qualifications of management em

ployees in garment production firms. Approximately 36 percent were 

graduates of a four year college but about 30 percent had only a high 

school diploma or its equivalent (Table 2). 

Only 6 percent of the plant managers had participated in a company 

training program including one respondent who had been sent to a piece

rate school by his firm so that he would be able to develop time and 

motion studies (Table 2). The other had taken correspondence courses, 

paid for by his employer. 

Slightly over 30 percent of the management employees had been with 

the company for five to nine years (Table 2). However, nearly as many 

(27.27%) had worked for the firm 10 to 19 years. In addition, 
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Table 1 

Sex, Title, and Management Level of Respondents 

Sex: 

Male 
Female 

Variable 

Total 

Title: 

Plant manager 
President/Plant Manager 
President 
Personnel director 
General manager 
Other 

Total 

Manaoement level: 

Top management 
Middle management 
Supervisory personnel 

Total 

* Percentages may not total 100.00 due to rounding. 

Respondents 

No. 

30 
3 

33 

10 
6 
4-
4 
2 
7 

33 

16 
15 
2 

33 

% 

90.90 
9.09 

99.99 

30.30 
18.18 
12.12 
12. 12 
6.06 

21 .21 

99.99 

48.48 
45.45 
6.06 

99.99 

* 

* 

* 
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Table 2 

Education and Experience of Respondents 

Variable 

Education: 
Graduate degree 
Graduate of a four year college 
Less than two years of college, or junior 

college graduate 
High-school graduate, and/or trade school 

Total 

Participated in training program: 
Yes 
No 

Total 

Length of time employed by company: 
20 years or more 
10-19 years 
5-9 years 
0-4 years 

Total 

Length of time in present position: 
10-17 years 
2-9 years 
1 year or less 

Total 

Held other positions with company: 
Yes 
No 

Total 

No. 

2 
12 

9 
10 

33 

2 
31 

33 

6 
9 

10 
8 

33 

10 
17 

6 

33 

14 
19 

33 

Respondents 

% 

6.06 
36.36 

27.27 
30.30 
99.99* 

6.06 
93.94 

100.00 

18.18 
27.27 
30.30 
24.24 

99.99 

30.30 
51 .52 
18. 18 

100.00 

42.42 
57.58 

100.00 

* 
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Table 2 (Continued) 

Variable 

Ways work experience was helpful: 
Offered pertinent experience 
Broadened vision of company activities 
Necessary for promoti on 

Total 

Worked for other apparel manufacturers: 
Yes 
No 

Total 

Ways work experience was helpful: 
Gained knowledge of garment industry 
Offered pertinent experienc~ 
Aided in promotions 
Other 

Total 

* Percentages may not total 100.00 due to rounding. 

Respondents 

No. 

8 
4 
2 

14 

18 
15 

33 

8 
6 
2 
2 

18 

% 

57. 14 
28.57 
14.29 

100.00 

54.55 
45.45 

100.00 

44.44 
33.33 
11 . 11 
11 . 11 
99.99 * 
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approximately 24 percent of the plant managers in the study had been 

with their company for less than four years. 

A majority of the respondents (51.52%) had been in their present 

work position for two to nine years (Table 2). Nearly 18 percent had 

had their current job less than one year which suggests that management 

opportunities in garment manufacturing in Virginia have been increasing 

during the past decade or that "turnover" is reasonably fast. 

Approximately 42 percent of the 33 plant managers had held several 

other jobs with their present employer before assuming their present 

position (Table 2). They typically had started as a shipping clerk or 

some other low skilled job and~ gradually, had been promoted up to 

their current position; therefore, they had participated in nearly all 

types of plant work situations. All of the employees who had had pre

vious positions with the company felt that this experience had been 

helpful in obtaining their present management level position. Approxi

mately 57 percent stated that this background gave them pertinent ex

perience which they applied in supervising and helping their subordi

nates. In addition, nearly 14 percent of the plant managers indicated 

that this background was necessary for promotion. 

A majority (54.55%) of the management employees reported that they 

had worked for other apparel manufacturing companies prior to their 

current position (Table 2). All of the respondents stated that their 

previous work experiences had been helpful in obtaining their present 

position. In addition, approximately 44 percent reported that this 

had given them a general knowledge of the garment production industry. 
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Nearly 33 percent said that they had obtained valuable experience from 

their past jobs with apparel manufacturing firms, and slightly over 

11 percent reported that this work experience had aided in promotions. 

Approximately 42 percent of the plant managers had obtained their 

current position through promotions from their present employer (Table 

3). In addition, approximately 33 percent had originated the company 

with which they presently were affiliated. 

Almost 55 percent of the participants said that promotional oppor

tunities were available in the firm currently employing them but many 

could not name specific positions (Table 3). Approximately 44 percent 

stated that their advancement opportunities would be dependent upon the 

growth of the company. In addition, nearly 17 percent thought that 

all areas within the garment production industry offered sources for 

promotion. 

Responsibilities of Management Employees 

The respondents were given a list of eight management responsi

bilities and were asked to choose their three "most important" duties 

from it. Of the 29 participants who responded to this item, planning 

was ranked as the "most "important" task by approx"illlately 48 percent 

(Table 4). The "second most important" duty, coordinating, was selected 

by slightly over 24 percent of the plant managers. The largest propor

tion (31.03%) rated their "third most important" responsibility as 

supervising. 
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Table 3 

Method of Obtaining Position and Promotion Opportunity 

Variable 

Method of obtaining present position: 

Promotion 
Originated own company 
Company sought him 
Interviewed for position 
Relative owns company 

Total 

Promotional opportunity: 

Yes 
No 

Total 

Type of promotional opportunity: 

With company growth 
Opportunity in all areas 
Position of president 
Other 

Total 

* Percentages may not total 100.00 due to rounding. 

Respondents 

No. 

14 
11 
3 
3 
2 

33 

18 
15 
33 

8 
3 
2 
5 

18 

% 

42.42 
33.33 
9.09 
9.09 
6.06 

99.99* 

54.55 
45.45 

100.00 

44.44 
16.67 
11 . 11 
27.78 

100.00 



Table 4 

Priority of Responsibilities for 29 Respondents 

Second most Third most 
Most important important important 

Variable No. % No. % No. % 

Res~onsibilities: 

Planning 14 48.28 6 20.69 2 6.90 

Investigating 1 3.45 1 3.45 2 6.90 
w 
N 

Coordinating 2 6.90 7 24.14 3 10.34 

Evaluating 2 6.90 1 3.45 4 13.79 

SupervisinQ 4 13.79 5 17.24 9 31.03 

Staffing 2 6.90 5 17.24 7 24.14 

Negotiating 4 13.79 4 13.79 1 3.45 

Representing 0 0.00 0 0.00 1 3.45 

* Total 29 100.01 29 100.00 29 100.00 

* Percentages may not total 100.00 due to rounding. 
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Immediate Superior 

Approximately 30 percent of all levels of management employees 

acknowledged the president of the company as their immediate super

visor (Table 5). A similar proportion stated that they reported to 

no one because they, themselves, held the highest position in the or

ganization. Nearly 9 percent communicated directly with the owner of 

the firm. 

Communication by Middle and Lower Management 

The 17 middle and lower management level participants were asked 

questions concerning communication of information to and from top manage

ment personnel. Slightly over 41 percent of the respondents who were in 

middle or lower management positions said that the most predominant 

method of receiving information from top management was through per

sonal conferences (Table 6). In some cases the office of the plant 

manager was located next to the office of his superior which allowed 

them to have constant contact. Several respondents reported that top 

management visited the plant regularly to confer with managerial per

sonnel. In addition, personal conferences and written communication 

were used by nearly 18 percent of the sample. 

All of the 17 participants who were not classified as top manage

ment stated that they had made suggestions about the goals and objec

tives of the firm (Table 6). Approximately 29 percent said that they 

had made their recommendations to the president of the company. Others 

said their comments often were made to a variety of people depending on 



34 

Table 5 

Immediate Superior of Respondents 

Variable 

Report to: 

Presi dent 

Report to no one 

Owner 

Vice-president 

District manager 

Vice-president of manufacturing 

Other 

Total 

* Percentages may not total 100.00 due to rounding. 

Respondents 

No. % 

10 

10 

3 

3 

2 

2 

3 

33 

30.30 

30.30 

9.09 

9.09 

6.06 

6.06 

9.09 

99.99 * 
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Table 6 

Communication by Middle and Lower Management 

Variable 

Methods of receiving information 
from top management: 

Personal conferences 
Personal conferences and written communications 
Personal conferences and telephone communi-

cations 
Telephone communication 
Other 

Total 

Made sugqestions about goals and 
objectives of plant: 

Yes 
No 

Total 

To whom made suggestions: 
President 
Vice-president 
Owner 
Other 

Total 

Method of making suggestion: 
Personal conferences 
Personal conferences and written communications 
Personal conferences, written communications, 

and telephone communications 
Other 

Total 

* Percentages may not total 100.00 due to rounding. 

Respondents 

No. 

7 
3 

3 
2 
2 

17 

17 
o 

17 

5 
3 
3 
6 

17 

10 
2 

2 
3 

17 

% 

41 .18 
17.65 

17.65 
11.76 
11 .76 

100.00 

100.00 
0.00 

100.00 

29.41 
17.65 
17.65 
35.29 

100.00 

58.82 
11 .76 

11 .76 
17.65 

99.99 * 
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the nature of the suggestion. A majority of the management employees 

(58.82%) reported that they offered their opinions during personal 

conferences. 

Apparel Manufacturing in Virginia 

Factors such as ownership and size of plants, type of production, 

number of women employed, and criteria for employment of management 

personnel were investigated to provide information about the current 

status of apparel production firms in Virginia. 

Ownership and Location 

Almost 55 percent of the 33 garment manufacturing plants surveyed 

were closed corporations; therefore, they did not have stock for sale 

to the general public (Clark and Gottfried, 1957)(Table 7). Research 

about apparel producers in other states also had indicated that most 

firms were closed corporations (Ekenes, 1969; Mason, 1968; Kuttruff, 

1976). In addition, approximately 21 percent were open corporations 

or one in which stock was available to the general public. 

The corporate headquarters for a vast majority of the firms was 

located in Virginia (Table 7). Slightly over 12 percent reported that 

their corporate headquarters were in New York City, and an additional 

21 percent stated that their top management offices were in various 

other states. Approximately 45 percent of the plants had been in their 

present location for 10 to 19 years but nearly 6 percent had been at 

their present site for more than 50 years (Table 7). One firm had been 

operating in Virginia for less than six months. 
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Table 7 

Ownership, Location of Corporate Headquarters t 

and Tenure of Plant 

Respondents 

Variable 

Type of ownership: 
Closed corporation 
Open corporation 
Sole proprietorship 
Partnership 
Limited partnership 

Total 

Location of corporation headquarters: 
Richmond, Virginia 
Lynchburg, Virginia 
Roanoke, Virginia 
Appomatox, Virginia 
Other, in Virginia 
New York, New York 
Other 

Total 

Tenure in location: 
50 years or more 
30-49 years 
20-29 years 
10-19 years 
6-9 years 
0-5 years 

unknown by respondent 
Total 

* Percentages may not total 100.00 due to rounding. 

No. % 

18 54.55 
7 21 .21 
4 12.12 
2 6.06 
2 6.06 

33 100.00 

6 18. 18 
5 15. 15 
4 12. 12 
2 6.06 
5 15. 15 
4 12. 12 
7 21 .21 

33 99.99 

2 6.06 
4 12. 12 
0 0.00 

15 45.45 
3 9.09 
6 18.18 
3 9.09 

33 99.99 

* 

* 
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Firm Size 

Only 29 plants reported their total number of employees. A majority 

of them were small as was true of most apparel manufacturing companies 

throughout the United States (Troxell, 1976; Jarnow and Judelle, 1974). 

Approximately 24 percent employed between 100-199 people (Table 8). 

Almost 21 percent had 200-299 employees but a similar proportion of the 

firms had only 50-99 on their payroll. Only about 10 percent had 

2,000-3,000 employees. 

The 1976 gross sales of the firms were reported by only 22 respon

dents who stated that the figure represented an increase over the pre

vious year's production. Approximately 45 percent had grossed over 

five million dollars but the reporting firms indicated a total range of 

$350,000 to $70,000,000 which suggests that garment production is an 

increasingly important factor in Virginia's economy (Table 8). 

The largest proportion (51.52%) of all 33 firms had only one plant 

(Table 8). However, an additional 21 percent of the companies had three 

to eight production plants in various parts of the nation. 

The 16 firms which had more than one production site classified the 

additional ones as either a branch or subsidiary. Ninety-four percent 

of these 16 companies said the additional manufacturing facilities were 

a branch; slightly over 53 percent of them were located in a combination 

of Virginia and other states (Table 9). 

Production 

The largest proportion of the plants (54.55%) were manufacturers 

which meant that they carried out all functions required for producing 



Variable 

Number of employees: 
2,000-3,000 
1,000-1,999 

500-999 
400-499 
300-399 
200-299 
100-199 
50-99 
1-49 
Total 

Gross sa 1 es: 
$5,000,000 or more 
1,000,000-4,999,999 

250,000-999,999 
Total 

Number of production plants: 
9-12 
3-8 

2 
1 

Total 

* 

39 

Table 8 

Firm Size 

Percentages may not tota.l 100.00 due to rounding. 

Respondents 

No. 

3 
2 

° 3 
1 
6 
7 
6 
1 

29 

10 
9 
3 

22 

4 
7 
5 

17 

33 

% 

10.34 
6.90 
0.00 

10.34 
3.45 

20.69 
24.14 
20.69 
3.45 

100.00 

45.45 
40.90 
13.64 
99.99 

12. 12 
21 .21 
15. 15 
51.52 

100.00 

* 
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Table 9 

Type and Location of Production Plants 

Variable 

Type of production plant: 

Branch plant 
Subsidiary plant 

Total 

Location of branch plants: 

Virginia and other states 
Virginia 
Other states 
Virginia, other states, and U.S. territories 

Total 

* Percentages may not total 100.00 due to rounding. 

Respondents 

No. 

15 
1 

16 

8 
3 
3 
1 

15 

% 

93.75 
6.25 

100.00 

53.33 
20.00 
20.00 
6.66 

99.99 * 
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a garment (Troxell, 1976; Jarnow and Jude1le, 1974; Solinger, 1961) 

(Table 10). Approximately 18 percent of the plants were both manufac

turers and contractors, indicating that they performed sewing functions 

for another manufacturer or jobber in addition to their own production. 

Some of the manufacturers also had retail outlets, often located at the 

plant site, in which they sold apparel directly to consumers in addi

tion to their shipments to retailers. 

A little over 39 percent of the 33 firms made apparel for women, 

misses, and juniors (Table 10). However, a wide variety of other gar

ments were produced including: maternity wear, lingerie, dresses, 

men's suits and leisure slacks, and childrens' play clothes. 

The method of sales most prevalent was by the dozen (48.48%)(Table 

10). Almost as many (42.42%) sold their apparel by the unit. Firms 

selling garments by the unit generally had higher priced apparel than 

those selling by the dozen. In one company the apparel was sold by the 

lot which consisted of a specified quantity requested by the purchaser. 

Management Qualifications 

The person responsible for determining employment policies and 

qualifications for each level of management was ascertained. Education 

and experience needed for managerial employment were investigated for 

top, middle, and lower management or supervisory personnel positions. 

Employment Policies 

Top and middle management employment practices were most often 

(30.30%) determined by the president of the company (Table 11). 



Variable 

Type of production: 
Manufacturer 
Contractor 
Manufacturer and contractor 

Total 

Apparel manufactured: 
Women, misses, and juniors 
Men, youth, and boys 

42 

Table 10 

Producti on 

Women, misses, and juniors; and men, 
youth, and boys 

Other 
Total 

Method of sales: 
Dozen 
Unit 
Other 

Total 

* Percentages may not total 100.00 due to rounding. 

Respondents 

No. 

18 
9 
6 

33 

13 
9 

7 
4 

33 

16 
14 
3 

33 

% 

54.55 
27.27 
18.18 

100.00 

39.39 
27.27 

21 .21 
12.12 

99.99 

48.48 
42.42 
9.09 

99.99 

* 

* 
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Table 11 

Position Responsible for Determining Employee 

Qualifications and Policies 

Respondents 

Variable 

Responsible for top and middle management: 

President 
President/Plant manager 
Corporate headquarters personnel 
Owner 
Other 

Total 

Responsible for supervisory personnel: 
Plant manager 
President/Plant manager 
President 
President. vice-president, and plant manager 
Other 

Total 

* Percentages may not total 100.00 due to rounding. 

No. % 

10 30.30 
6 18.18 
6 18.18 
3 9.09 
8 24.24 

33 99.99 

9 27.27 
6 18. 18 
4 12. 12 
3 9.09 

11 33.33 

33 99.99 

* 

* 
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Approximately 18 percent of the respondents stated that personnel at 

corporate headquarters developed the hiring practices for new or addi

tional employees at that level. 

Supervisory personnel qualifications were set by the plant manager 

in nearly 27 percent of the firms (Table 11). Slightly over 12 percent 

indicated that the president was responsible for hiring all lower manage

ment employees. Few of the plants surveyed appeared to have personnel 

offices on the premises. It is generally believed that firms with 

more than 250 employees need one, and at least nine of the participating 

companies might have been expected to have one. 

Top Management 

A college degree was required for top management employees by 

slightly more than 15 percent of the firms (Table 12). Some said a 

degree in industrial engineering or business and textiles would be help

ful. However, almost 82 percent had no educational requirements. 

Approximately 24 percent of the participants stated that previous 

work experience in apparel manufacturing was required (Table 12). 

Slightly more than 9 percent reported that prior background in the same 

type of garment production was needed by prospective candidates. 

Middle Management 

Only about 9 percent said that their firms considered it essential 

for personnel responsible for supervision of lower level managers and 

the interpretation of company policies to have a college education 
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Table 12 

Education and Experience Needed by Top Management Employees 

Variable 

Education: 

College degree 
Required but not specified 
None requ; red 

Total 

Experience: 

Previous experience in apparel industry 
Previous experlence in same type of garment 

production 
Other 
Required but not specified 
None requ; red 

Total 

'* Percentages may not total 100.00 due to rounding. 

Respondents 

No. 

5 
1 

27 

33 

8 

3 
3 
4 

15 

33 

% 

15.15 
3.03 

81 .81 

99.99 

24.24 

9.09 
9.09 

12. 12 
45.45 

99.99 

'* 

'* 
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(Table 13). Approximately 33 percent stated that their companies con

sidered previous experience ;n the garment production industry neces

sary for middle management people. 

Lower Management or Supervisory Personnel 

A high school diploma was the highest educational level needed by 

lower management employees in slightly more than 9 percent of the 

firms (Table 14). About 24 percent required previous experience in the 

garment production industry for supervisors. Many plant managers se

lected their supervisory personnel from production workers who had 

demonstrated an above average work ability. 

Women Employed in Management Positions 

The number of men and women employed in managerial roles in garment 

production plants were investigated. These positions were classified 

into three levels and identified as follows: top management which makes 

and plans the objectives of the firm, and is the highest level in the 

organization; middle management supervises lower managers and translates 

policies into procedures; and lower management or supervisory personnel 

directs production workers (Mahoney, Jerdee, and Carroll, 1963). On 

the basis of these definitions, each respondent provided information 

about the employees in his firm. 

According to the chi-square test, there were statistically signifi

cant differences at the .05 level between the number of men and women 

who had management and non-management positions (Table 15). Females 

represented slightly over 88 percent of the total number of employees 
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Table 13 

Education and Experience Needed by Middle Management Employees 

Variable 

Education: 

Co 11 ege deg ree 
Two years of college 
Required but not specified 
None requ; red 

Total 

Experience: 

Previous experience in apparel industry 
Previous, experience in same type of garment 

production 
Other 
Required but not specified 
None requ; red 

Total 

* Percentages may not total 100.00 due to rounding. 

Respondents 

No. % 

3 9.09 
1 3.03 
2 6.06 

27 81 .81 

33 99.99 

11 33.33 

2 6.06 
2 6.06 
3 9.09 

15 45.45 

33 99.99 

* 

* 
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Table 14 

Education and Experience Needed by Lower Management 

or Supervisory Personnel 

Respondents 

Variable 

Education: 

High school diploma 
Required but not specified 
None requi red 

Total 

Experience: 

Previous experience in apparel industry 
Previous experience in supervisory capacity 
Previous production work experience 
Required but not specified 
None requi red 

Total 

* Percentages may not total 100.00 due to rounding. 

No. 

3 
3 

27 

33 

8 
4 
3 
3 

15 

33 

% 

9.09 
9.09 

81 .81 

99.99 

24.24 
12. 12 
9.09 
9.09 

45.45 

99.99 

* 

* 



Table 15 

Sex of All Employees in 33 Firms in Relation to Level of oyment 

Management Non-management Total 

Variable No. % No. % No. % 

Sex: 

Male 328 44.20 1303 10.03 1631 11 .88 

Fema1 e 414 55.80 11686 89.97 12100 88.12 

Total 742 100.00 12989 100.00 13731 100.00 

** Significant at .05 level. 

Chi 
Square 

2 ** x = 793.62 
d.f. = 1 

~ 
\0 
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in the apparel manufacturing companies surveyed, but only about 56 per

cent of the management personnel were women. Some plant managers 

volunteered additional information about female production workers 

employed in their firms such as: they generally were sewers, pressers, 

or inspectors; many of the sewers had a three to four months training 

program to enable them to learn the required skill; and some women re

fused a promotion to supervisor because more money could be earned as 

a sewer. Also, many of the female non-management employees often con

tributed the largest proportion of income to the family budget which 

supported several children. One manager said he was cooperating with 

the United States government by employing women who were on welfare. 

As a result, he was reimbursed for the cost of their training. 

Analysis of the sex of employees in relation to level of manage

ment position showed a chi-square score which was significant at the 

.05 level (Table 16). Although almost 56 percent of all management 

positions were filled by females, only about 7 percent were in the top 

level, often designated as secretary, treasurer, or designer. A few 

plant managers informally volunteered the information that some of these 

women were the wife of the president of the company. Slightly over 22 

percent of the middle management roles were filled by females; they 

were typically a designer, secretary, or plant manager. Women repre

sented a much larger proportion (79.19%) of lower management than was 

observed for men (20.81%); in many cases these females had been sewers 

who had demonstrated a high level of competence before being promoted 

to their current position as supervisor of approximately 10 to 15 sewers, 

pressers, or inspectors. 



Table 16 

Sex of Management Personnel in 33 Firms in Relation to Level of Management 

Top Middle Lower 
management management management Total 

Chi 
Variable No. % No. % No. % No. % Square 

~. 

Employees: 

Male 117 92.86 113 77.93 98 20.81 328 44.26 (J1 
-I 

Female 9 7.14 32 22.07 373 79.19 414 55.74 

x2 = 262.80 ** Total 126 100.00 145 100.00 471 100.00 742 100.00 
d.f. = 3 

** Significant at .05 level. 
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The incidence of women in management positions in relation to the 

type of apparel produced was investigated. Results, according to the 

chi-square test were significant at the .05 level (Table 17). Of females 

who had management positions, about 50 percent were employed by firms 

which manufactured apparel for women, misses, and juniors. 

Only 22 firms reported their gross sales for 1976. However, data 

concerning the total number of women having management positions in rela

tion to economic value of production showed a significant difference at 

the .05 level according to chi-square (Table 18). The largest proportion 

(80.27%) of females who had managerial responsibilities were employed 

with apparel producing companies which had grossed over $5,000,000. 

As sales decreased so did the proportions of women managers. 

Approximately 24 percent of the respondents indicated that they 

felt the industry was unjustly accused of discriminating against women 

in management positions, which may have been true when the proportion 

of males versus females in all three levels of management were examined 

(Table 19). However, it appeared that many of the participants still 

believed the fallacies about women's inadequacies to have management 

responsibility. Almost 18 percent of the managers reported that women's 

place was in the home and, as a secondary breadwinner, they had not 

aspired to a career. A similar proportion said that females were not 

capable of having management responsibility and really did not want it. 

One respondent informally stated that "women belong at home because the 

Bible says SO.1i Many participants said that, in their opinion, a female 

cannot combine the roles of wife and mother with a career partly because 



Table 17 

Women in Management Positions in 33 Firms in Relation to Type of Apparel Manufactured 

Female employees 

Management Non-management Total 
Chi 

Variable No. % No. % No. % Square 

AEEarel manufactured: 

Women, misses, and 
juniors 205 49.52 5052 36.43 5257 36.81 

Men, youth and boys 76 18.36 3752 27.06 3828 26.80 U1 
w 

Women, misses, juniors 
and men, youth, and 
boys 26 6.28 2773 20.00 2799 19.60 

Other 107 25.85 2290 16.51 2397 16.78 

* * x2 = 89.43 ** Total 414 100.01 13867 100.00 14281 99.99 
d.f. = 3 

* Percentages may not total 100.00 due to rounding. 

** Significant at .05 level. 



Table 18 

Women in Management Positions in 22 Firms in Relation to Gross Sales 

Female Employees 

Management Non-management Total 

Variable No. % No. % No. % 

G ro s s Sal e s : 

$5,000,000 or over 293 80.27 9026 85.60 9319 85.42 

$1,000,000 to 
$4,999,999 61 16.71 1329 12.60 1390 12.74 

$999,999 to 
$250,000 11 3.01 189 1 .79 200 1.83 

* * * Total 365 99.99 10544 99.99 10909 99.99 

* Percentages may not total 100.00 due to rounding. 

** Significant at .05 level. 

Chi 
Square 

x2 = 8.72 
d.f. = 2 

** 

c.n 
~ 



55 

Table 19 

Reasons for Women Not Holding Management Positions 

Respondents 

Variable No. 

Reasons: 

Be 1 i eve not true 8 
Woman's place is in the home, and have been a 

secondary breadwinner 6 
Men think women are not capable, and do not want 

the responsibil ity 6 
Lack of exposure 4 
Discrimination 3 
Lack of experi ence 3 
Other 3 

Total 33 

* Percentages may not total 100.00 due to rounding. 

% 

24.24 

18.18 

18.18 

12. 12 

9.09 
9.09 
9.09 

99.99 * 
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they were not willing to work overtime and on weekends. In addition, a 

few said it was awkward for a woman to travel with a group of men on 

business trips. Some respondents explained their statements by saying 

females lacked the physical and mental skills needed in management posi

tions; were not able to make decisions; were jealous of women who had 

higher level responsibilities and thus lacked the ability to manage 

other females; were unable to stand fast moving pressure; and were not 

developed emotionally for these roles. 

When asked to name factors which would aid women in obtaining 

managerial roles in the apparel manufacturing industry, approximately 

39 percent said that outstanding experience in garment production firms 

would be most helpful (Table 20). About 18 percent reported that a 

female needed to be aggressive and reveal an active desire to work by 

displaying a high quality and quantity of performance as well as being 

willing to start at the bottom~ Slightly over 12 percent stated that a 

college education would increase the chances of a woman obtaining a 

management position. Several participants reported that an industrial 

engineering degree would be most helpful because it provided background 

in time and motion studies, an essential tool in the apparel industry. 

Approximately 12 percent said that an important factor was the ability 

to manage people including: a friendly personality, the recognition of 

simple methods of doing a task, the delegation of duties, the respect 

of fellow employees, and the capability of working with them. Some 

plant managers indicated that a female needed to be single or free of 

family obligations in order to obtain management positions. One 
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Table 20 

Factors Aiding Women in Obtaining Management Positions 

Variable 

Factors: 

Outstanding work experience 

Aggressiveness and desire 

College education 

Knowing how to manage people 

Other 

Total 

* Percentages may not total 100.00 due to rounding. 

Respondents 

No. % 

13 

6 

4 

4 

6 

33 

39.39 

18.18 

12.12 

12.12 

18.18 

99.99 * 
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respondent casually suggested that if a woman desired a managerial role 

she should "marry the boss. 1I 

Suggestions for Education and Experience Needed 
by Management Employees 

This research revealed that some educational achievement and prior 

work experience were helpful for employment of managerial personnel in 

the apparel manufacturing industry. Although only a few firms had any 

educational requirements) some managers thought a college education was 

necessary for top and middle management personnel. The respondents 

suggested that it was particularly important for females to have a col-

lege degree because they needed advanced preparation to progress into 

management positions previously held by men. A few managers indicated 

that an education with a combination of course work in industrial en-

, gineering, business administration, and textiles would be preferred. 

Lower management or supervisory personnel usually needed a high school 

diploma. Few companies had any type of training programs for their 

managerial employees; therefore, it appeared that the candidates were 

responsible for increasing their own knowledge and skills about the 

garment production industry_ 

Prior experience in apparel manufacturing was a requirement for all 

levels of management employees, according to 18 of the respondents; all 

the other participants agreed that it would be extremely desirable. 

Often the companies preferred the work experience to have been in the 

same type of garment production because it enabled them to understand 

the nature of the work and to be better prepared to help subordinates. 
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Many firms considered previous work experience more important than edu

cational achievement. A large proportion of the respondents had begun 

work in low level positions and gradually had been promoted to their 

present management position; therefore, production work experience 

seemed to play an important role in obtaining managerial responsibility. 

It appeared that women will be more likely to achieve upper level posi

tions if they continue to demonstrate outstanding work, aggressiveness, 

and a desire for responsibility. They must be willing to start at or 

near the bottom of the organizational structure; work more than an eight 

hour day; and not let family obligations conflict with career responsi

bilities. Perhaps their best opportunities will be with the larger 

firms, especially those manufacturing apparel for women, misses, and 

juniors. 

Rejection of Hypothesis 

The rej ect ; on of the hypotheses for thi s exp lora tory study "Jere based 

on the chi-square test of independence. Differences were considered 

statistically significant at the .05 level. 

Data support the rejection of each of the null hypotheses as follows: 

A. Number of women in management positions in relation to type 

of apparel manufactured. 

There was a significant difference between the total number of women 

employed in management positions and the type of garments produced in 

apparel manufacturing firms in Virginia. More fema1es had managerial 
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responsibilities in companies which manufactured apparel for women t 

misses, and juniors than those producing garments for any other group. 

B. Number of women in management positions in relation to 

the gross sales of the firm. 

There was a significant difference between the total number of women 

employed in management positions and the gross sales of the company for 

1976 in apparel manufacturing firms in Virginia. The largest proportion 

(80.27%) of females held managerial roles with firms which had gross 

sales over $5,000,000. 

C. Number of women in management positions in relation to 

the number of men in management positions. 

There was a significant difference between the total number of women 

employed in management positions and the total number of men employed 

in management positions in apparel manufacturing firms in Virginia. 

There also was a significant difference between the number of men 

compared to the number of women at the three levels of management. 

Females held a majority (79.19%) of the lower management or super

visory positions. However t males represented a greater proportion of 

top and middle management. 



Chapter V 

SUMMARY 

This exploratory study investigated management positions for women 

in the apparel manufacturing industry of Virginia. It was undertaken 

to examine the current status of the garment production industry in the 

state with regard to: ownership and size of firm, type of products 

produced, type of production, incidence of females employed in the indus

try, and criteria for employment of management personnel. Suggestions for 

education and experience needed by men and women in managerial roles were 

summarized .. Although there was some available data about apparel manu-

facturing in Virginia, previous research had not ascertained employment 

opportunities for females in the clothing manufacturing industry. The 

literature had shown that the garment production industry in the state 

was a major employer among manufacturing industries, and had a female 

intensive labor force but no available sources offered information about 

the proportion of women in management positions. 

The null hypotheses of this research were: (1) there will be no 

significant difference between the type of garments produced and the 

proportion of female personnel in management positions in apparel manu

facturing; (2) there will be no significant difference between the gross 

sales of apparel producing organizations and the number of women em

ployees in management positions; and (3) there will be no significant 

difference between the number of men and women ;n managerial positions 

61 
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in apparel producing firms. Each hypothesis was tested for statisti

cal significance at the .05 level according to the chi-square test. 

A questionnaire was designed to collect data through personal inter

views with management employees in 33 clothing production firms in 

Virginia. 

questions. 

It had a combination of fixed alternative and open ended 

The instrument was pretested with three plant managers of 

garment manufacturing companies in the state, and with faculty and 

graduate students at Virginia Polytechnic Institute and State Univer

sity. The interviews were conducted in March, 1977, and each took about 

45 minutes. Data were reported by means of frequency counts and per

centages. 

Major Findings 

1. Apparel manufacturing firms in Virginia tended to be closed 

corporations with their central headquarters located in the state; 

employed less than 300 employees; had gross annual sales over $1 ,000,000; 

and had only one production plant. A large proportion of the plants 

were classified as manufacturers, and made apparel for women, misses, 

and juniors. 

2. A vast majority (88.12%) of the total number of employees in 

the garment production firms were females. However, men held a larger 

proportion of the top and middle management level positions than women. 

Females had a majority of the lower management or supervisory personnel 

and production worker jobs. Women tended to have more managerial respon

sibilities in firms which manufactured apparel for women, misses, and 

juniors, and had gross sales over $5,000,000. 
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3. Although it was not a universal requirement, some respondents 

recommended that individuals aspiring to top and middle management 

positions have prior experience in apparel manufacturing; fewer sug

gested a college education. Many firms preferred employees to have 

previous work experience in the same type of garment production. It 

appeared that lower management or supervisory personnel needed to have 

a high school diploma or its equivalent, and previous production ex

perience. 

4. A majority of the plant managers seemed to believe the fallacies 

about females in management such as: their place was in the home; they 

lacked the physical and mental strengths needed to fulfill "managerial 

positions; they could not combine the roles of wife and mother with a 

career; and they did not want to assume the responsibilities of manage

ment. 

5. There was a statistically significant difference, according to 

the chi-square test at the .05 level between the number of women in 

management positions in relation to the gross sales of the firm, the 

apparel manufactured, the number of men who had management responsi

bilities, and the total number of men and women who had managerial 

positions at all three levels. 

Limitations of the Study 

The present exploratory study had several limitations. A major re

striction of the research was the small size of the management employee 

sample and the select group of firms which were not chosen randomly. 

The companies surveyed were all in the state of Virginia; therefore, 
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some of their characteristics may reflect regional differences. The 

interview method also restricted the number of questions which could 

be asked in the time available. It would have been desirable for all 

of the respondents to have had the same position within the firms sur

veyed. Another limiting factor was that too few female management em

ployees were interviewed to offer comparison between their comments 

and those of the male participants. Analysis between manufacturing and 

contracting plants were also prohibited because of the limited sample. 

Recommendations for Further Research 

Some suggestions for further studies have resulted from this re

search. A broader, more detailed study of the apparel manufacturing 

industry in the southeastern United States should be undertaken because 

it would give a more complete analysis of the management positions 

available to women in garment production firms, and would be relevant 

to educational, business, and industrial personnel. An investigation 

of the characteristics of females who have managerial positions in the 

clothing manufacturing industry is needed. More information about their 

education, experience, and succession of jobs would improve the under

standing of the role women may have and characteristics required in 

upper level positions. Comparisons of data about females who have 

top and middle managerial responsibility in other industries would reveal 

common characteristics of women who have successfully obtained manage

ment positions and might support the disproval of many fallacies about 

females' lack of ability to carry out managerial responsibilities. 
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Research about the women in non-management positions in apparel 

manufacturing firms would provide a description of the production workers 

and their jobs, and their opinions about the capabilities of females to 

have managerial roles. A comparison of the factors which men and women 

believe have been barriers to females desiring upper level positions 

would offer women the opportunity to refute or support the myths about 

their inability to have top and middle management level responsibilities. 

An investigation ;s needed to ascertain the aspirations of college 

women in regard to a career in the apparel manufacturing industry. 

The influence of current and future legislation in relation to garment 

production ;n the United States and equal opportunities for women would 

provide data arout the future environment of management positions. 

Investigations about automation in the apparel industry and its 

relationship to employment practices of the firms might reveal informa

tion about the type of education and training management employees may 

need in the future in garment production companies. Research about the 

influence of unions on the number of females in management positions 

would be relevant if labor organizations continue to grow and expand 

in Virginia and across the United States. 

Revisiuns of the questionnaire and data collection technique used 

for this study could aid other researchers in providing more data in 

future investigations. Such changes in the instrument might include: 

subject matter, type of questions, length of interview, and management 

level of participants, as well as the method used in obtaining the in

formation. ~tter methods of establishing communication between 
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researchers and business organizations are needed to improve knowledge 

about apparel manufacturing and employment opportunities. 



REFERENCES 

67 



68 

REFERENCES 

American Apparel Manufacturers Association. Apparel industry fact sheet. 
Arlington, Va.: April, 1975. 

Black, Henry Campbell. Black's law dictionary. St. Paul, Minn.: West 
Publishing Company, 1968. 

Burrow, Martha G. Women a worldwide view of their management development
needs. New York: A Special Report to American Management Associates, 
1976. 

Callis, Carolyn. A study of the apparel industry in Tennessee with em
phasis on the East Tennessee Economic Development District. Unpub
lished M.S Thesis, University of Tennessee, Knoxville, Tenn., 
1969. 

Chambers, Bernice G.Fashion fundamentals. New York: Prentice-Hall, 
Inc., 1947. 

Clark, Donald T. and Gottfried, Bert A. University dictionary of busi
ness and finance. New York: Thomas Y. Crowell Co., 1967. 

Corley, Robert N. and Robert, William J. Principles of business law. 
Englewood Cliffs, N.J.: Prentice-Hall, Inc., 1975. 

Dawkins, Lola Beasley. vJomen executives in business, industry, and the 
professions. Unpublished Ph.D. Dissertation, The University ot Texas, 
Austin, Texas, 1962. 

Ekenes, Joanne Bertha. A survey of the Portland apparel market through 
an investigation of selected apparel manufacturers. Unpublished 
M.S. Thesis, Michigan State University, East Lansing, Mich., 1969. 

Encyclopedia dict;onar{ of business law. Englewood Cliffs, N.J.: 
Prentice-Hal', 196 . 

Endicott, Frank S. Trends in the employment of college and university 
graduates in business and industry. 28th Annual Report, Northwestern 
University, 1974. 

Excerpted from: Affirmative action programs for women: Requirements and 
recommendations. Berkeley, Calif.: Womanpower Consultants, October 
1,1971,3. 

General Electric. Women and business agenda for the 70's. Business 
Environment Studies. March, 1972. 



69 

Jarnow, Jeanette, A. and Judel1e, Beatrice. Inside the fashion busi
ness. New York: John Wiley and Sons, Inc., 1974. 

Kuttruff, Jenna Tedrick. A survey of apparel manufacturing in Southern 
Illinois. Unpublished M.S. Thesls, Southern I111no;s Un1vers1ty, 
Carbondale, Ill., 1970. 

Mahoney, Thomas A., Jerdee, Thomas H., and Carroll, Stephen J. The 
job(s) of management. Industrial Relations, February, 1965, 97-110. 

Mason, Mary Martell. A survey of the present status of the Michigan 
apparel industry. Unpubl1shed M.S. Thes1s, Mlchlgan State Unlver
s;ty, East Lansing, Mich., 1968. 

Mi 11 e r, Ruth. 
the myths. 

Emergi ng opportuni ti es for qual i fi ed women. 
United States Department of Labor, 1969. 

Exploding 

Richards, Florence S. The ready to wear industry 1900-1950. New York: 
Fairchild Publications, Inc., 1951. 

Solinger, Jacob. Apparel manufacturing analysis. New York: Textile 
Book Publishers, Inc., 1961. 

Tosi, H. L. and Carroll, S. J. Management: Contingencies, structure, 
and process. Chicago, Ill.: St. Clalr Press, 1976. 

Troxell, Mary D. Fashion merchandising. New York: McGraw-Hill Book 
Canpany, 1976. 

United States Bureau of the Census. 1975 Census of manufacturers. 
Washington, D.C.: United States Government Printlng Offlce, 1975. 

United States Department of Labor. 1975 Handbook on women workers. 
Washington, D.C.: United States Government Prlntlng Offlce, 1975. 

United States Statutes at Large. Washington, D.C.: United States 
Government Printing Office, Volume 78, Part 1,1964. 

Up the corporate ladder. Business Week, November 24, 1975, 58-68. 

Virginia Division of Industrial Development. Manufacturing in Virginia. 
Richmond, Va.: Commonwealth of Virginia Governor's Office, 1975. 

Virginia Division of Industrial Development. The Virginia economic 
review. Richmond, Va.: Virginia Governor's Offlce, January, 1976. 

Virginia Division of Industrial Development. Virginia facts and figures 
1976. Richmond, Va.: Virginia Governor's Offlce, 1976. 



70 

Virginia Polytechnic Institute and State University. Growth potential 
of Southwest Virginia. Blacksburg, Va.: VPI & SU, March, 1966. 

Virginia State Chamber of Commerce. Industrial Manual of Virginia. 
Richmond, Va.: Virginia Chamber of Commerce, 1975. 

Votaw, Dow. Legal aspects of business administration. Englewood 
Cliffs, N.J.: Prentice-Hall t 1969. 



APPENDICES 

71 



72 

APPENDIX A 

LETTER TO RESPONDENTS 
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COLLl,(;E OF IIOME FCOSOMIC'S 

VIRGINIA POLYTECHNIC INSTITUTE ANI> STATE UNIVERSITY 

Dear Plant Manager: 

Will you share your knowledge of apparel manufacturing in Vir
ginia? I am doing research about garment production firms in the 
state, and hope to use this information in a thesis for IllY masterls 
degree at Virginia Polytechnic Institute and State University. Your 
knowledge about this industry is very valuable to students, educa
tors, and professionals. 

Would you please let me meet with you for 10 or 15 minutes to 
talk about your company·s manufacturing practices? The information 
you give me will be confidential. and you and your firm will remain 
anonymous. It wi 11 be summar; zed with data from over 50 apparel 
manufacturers in Virginia. 

I will be calling you in a few days and hope to arrange an ap
pointment that will be convenient for both of us. I look forward 
to meeting you and learning from your experience. 

Sincerely, 

Rosalind M. Grenfell 
Graduate Student 
Clothing, Textiles and Related Art 

Enid F. Tozier. Ph.D. 
Associate Professor 
Clothing. Textiles and Related Art 
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APPENDIX 8 

QUESTIONNAIRE 
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APPAREL MANUFACTURING INDUSTRY INTERVIEW 

Instructions to Interviewer 

I. Prior to the Interview 

1. Read through the entire questionnaire several times. 

2. Note additional instructions for the interviewer accompanying 
some questions. 

II. During the Interview 

1. Assure the respondent that he and his company will remain 
confidential. 

2. Clarify any questions respondent has about the purpose of 
the interview. 

3. Offer respondent a copy of the questionnaire to follow 
during the interview. 

4. Read the questions slowly and clearly. 

5. If a respondent appears reluctant to answer a question, go 
to the next one. If possible, return to it later when an 
answer may be obtained. 

6. If a respondent appears confused about a question, repeat it 
while the respondent follows along on a copy of the question
naire. 

7. Be polite and friendly at all times, and thank the respondent 
for his cooperation. 

8. Record responses during interview but avoid extensive 
writing periods. Additional information may be recorded 
immediately after leaving the respondent, while the inter
view is fresh in your mind. 
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APPAREL MANUFACTURING INDUSTRY INTERVIEW 

DATE ------------------------
INTERVIEWER'S NAME ---------
RESPONDENT NO. -----------------

Your experience and knowledge of apparel manufacturing is important 
to students and educators. They need to know about garment produc
tion in Virginia, and its employnlent opportunities and requirements. 
Please share your information by answering every question. There are 

, 'no right or wrong answers. 

PART I. Please tell me about this plant. 

(Interviewer: record respondent's answer by writing information 
in the blanks provided.) 

1. What is the title of your position with this company? 

2. Based on the definitions on this card how would you classify 
your position? (Interviewer: give respondent Card ,.) 

__ , e top management 

2. middle management --
3. supervisory personnel --

3. To whom do you report? 

(Interviewer: if respondent classified himself in top manage
ment omit questions 4, 5, 6, and 7.) 

'4. How do you obtain information from top management? 
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5. Have you ever made suggestions about this plant's goals and 
objectives? 

__ 1. yes 

2. no --
If yes, briefly explain how and to whom you made a suggestion. 

6. How: --------------------------------------------------

7. To whom: -----------------------------------------------
(Interviewer: record answers to questions 8 and 9 on table 
be low. ) 

8. Based on the definitions on this card which of the following 
responsibilities do you have? (Interviewer: give respondent 
Card 2, and check (I) responsibilities named.) 

9. In order of priority, which are the three most important 
responsibilities? (Interviewer: l-most important, 2-second 
most important, 3-third most important.) 

Check Priority of 
Responsibilities (I) #8 Importance #9 

Planning 

Investigating 

Coordinating 

Evaluating 

Supervising 

Negotiating 

Representing 
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10. What is your highest educational level? 

1. attended high school but did not graduate --
2. high school graduate, and/or post-high school -- training or trade school 

3. less than 2 years of college, or junior college -- graduate 

4. graduate of a 4 year college --
5. advanced college degree --
6. other (explain) ---- ---------------------------------

11. Approximately how long have you been employed by this company 
at any location? 

____ yrs. 

12. Approximately how long have you been employed in this position? 

__ yrs. 

13. How did you obtain your present position? 

14. Did you go through a training program in this company in 
preparation for your present position? 

1. yes --
2. no --

15. If yes, briefly describe it. 
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16. Have you held other positions with this company? 

1. yes --
2. no --

17. If yes, what was the position(s) and approximately how long did 
you hold each? Please give a title and brief description of 
responsibilities. Start with your most recent position and 
proceed in chronological order. (Interviewer: list most 
recent position first.) 

!ritle Description of Responsibilities Time 

18. Do you feel this (these) work experience(s) was (were) helpful 
in obtaining your present position? 

1. yes --
__ 2. no 

19. If yes, briefly describe how. 
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20. Have you worked for other apparel manufacturing firms? 

1. yes --
2. no --

21. If yes, what was the position(s) and approximately how long 
did you hold each? Please give a title and brief description 
of responsibilities. Start with your most recent position 
and proceed in chronological order. (Interviewer: list 
most recent position first.) 

Title Description of Responsibilities 

22. Do you feel this (these) work experience(s) was (were) helpful 
in obtaining your present position? 

1. yes --
2. no --

23. If yes, briefly describe how. 
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24. Are there opportunities with this company for you to be pro
moted? 

1. yes --
2. no --

25. If yes t briefly explain. 

26. Where are the corporate headquarters of this company located? 

27. Based on the definitions on this card how would you classify 
the ownership of this plant? (Interviewer: give respondent 
Card 3.) --

1 • sole proprietorship 

2. partnership 

3. limited partnership 

4. open corporation 

5. closed corporation 

28. How long has this plant been at this location? 

__ yrs. 

29. Based on the definitions on this card how would you classify 
this plant's type of operation? (Interviewer: give respondent 
Card 4.) 

1. manufacturer --
2. jobber --
3. contractor --



(Interviewer: record answers to questions 30, 31, and 32 on table below.) 

30. What items of apparel does this plant manufacture? (Interviewer: check (/) kind 
of apparel and write in type of garment.) 

31. What is the approximate wholesale price range of the garments? 

32. In what quantities are they sold? For example unit, dozen, or other . 

Check Garment . Price range Unit 
Kind of apparel (I) #30 type #30 #31 #32 

men's, youths', boys' 

w6men'st misses r
, juniors' 

[girl's, children's, infants' 

I 

I 

other (describe) 
-" , - - J 

co 
N 
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33. What was this company's approximate gross sales for all goods in 
1976? 

1. $5,000,000 or over --
_--....;2. $1 ,000,000 - $4,999 t999 
__ 3. $500,000 - $999,999 
______ 4. $250,000 - $499,999 

5. $100,000 - $249,999 --
6. under $99,999 --

34. Was this an increase or decrease compared to 1975 sales? 

1. increase --
2. decrease 

---....; 

3. do not know --
35. Is this the only manufacturing location of this company? 

1. yes --
2. no --
3. do not know --

(Interviewer: if answer to question 35 was YES, move directly to PART II, 
page 9. If answer was NO, continue the questions in this section.) 

36. How many production plants does this company operate? 

37. Based on the definition on this card how many of these are branch 
plants? "(Interviewer: give respondent Card 6.) 

38. Branch locations 

1. in Virginia --
2. "in other states --
3. in other United States territories --
4. in other countries --
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39. Based on the definitions on this card how many subsidiary plants 
does this company operate? (Interviewer: give respondent Card 5.) 

40. Subsidiary locations 

1. in Vi rginia --
2. in other states --
3. in other United States territories --
4. in other countries --

PART II. Please tell me about your employees. 

(Interviewer: remind respondent there are no right or wrong answers, and 
all information ;s confidential.) --

41. What is the largest number of employees this plant had in 1976? 

42. What is the smallest number of employees this plant had in 1976? 

43. 

44. 

45. 

46. 

t~hen you answer the next several questions refer to this card. 
(Interviewer: give respondent Card 6.) 

Based on the definitions on this card approximately how many men 
and women do you have in the following positions in this company? 

Positions Men Women 

top management 

middle management 

supervi so ry pe rsonne 1 

production workers 
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47. Does this company have educational qualifications for its manage
ment employees? 
__ 1. yes 
__ 2. no 

If yes, based on the definitions on this card what education does 
this company prefer for perspective employees in the following 
positions? 

48. top management -----------------------------------------

50. supervisory personnel -----------------------------------
51. Does this company have experience or background qualifications for 

its management employees? 
1. yes --
2. no --

If yes, based on the definitions on this card what other type of 
experience or background does this company prefer for perspective 
management employees? 

52. top management -----------------------------------------
53. middle management ---------------------------------------

54. supervisory personnel -----------------------------------
Who determines management employee qualifications and policies? 

55. top and middle management: 

56. supervisor.v personnel: 
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57. It appears that few women hold management positions in the apparel 
manufacturing industry: why do you think this is so? 

58. What factors do you think increase a woman's chances of advancing 
in the apparel manufacturing industry? 

59. Does this company have a goal in regard to the number of women it 
hopes to have in management positions in the future? 

1. yes --
2. no --

60. If yes, what is it? 

61. (Interviewer: record whether you talked with a male or female.) 

1. male --
2. female --

62. (Interviewer: if others were present record by title.) 

Thank you for your time and cooperation. 
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Cards Used with Questionnaire 

Card 1 

MANAGEMENT POSITIONS 

These definitions are to aid you in .choosing the best answer. 

TOP MANAGEMENT: makes and plans objectives of the firm; highest 
level in the organization, including board of 
directors, president, and vice-president. 

MIDDLE MANAGEMENT: supervises lower managers and translates manage
ment policies into procedures for lower manage
ment. 

SUPERVISORY PERSONNEL: supervises production workers and implements 
procedures. 

Card 2 

RESPONSIBILITIES 

These definitions are to aid you in choosing the best answer. 
PLANNING: determine goals, policies, and course of action. 
INVESTIGATING: collect and prepare information for records, reports, 

and accounts. 
COORDINATING: exchange information with people in the firm. 
EVALUATING: assemble and appraise organizational proposals and em-

ployee performance. 
SUPERVISING: direct, lead, and develop subordinates. 
STAFFING: maintain work force. 
NEGOTIATING: purchase, sell, and contract for goods and services. 
REPRESENTING: promote organizational interests outside firm through 

speeches, consulting, and contacts. 
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Card 3 

OWNERSHIP FORMS 

These definitions are to aid you in choosing the best answer. 

SOLE PROPRIETORSHIP: individually owned business. 

PARTNERSHIP: two or more persons who agree to carryon as co-owners 
of the business. 

LIMITED PARTNERSHIP: two or more people who agree managerial respon
sibility depends on amount of investment in 
the firm. 

OPEN CORPORATION: stock is available to the general public. 

CLOSED CORPORATION: ownership of stock is held by relatively few 
persons and not for sale to the public. 

Card 4 

TYPE OF PRODUCTION 

These definitions are to aid you in choosing the best answer. 

MANUFACTURER: cuts, sews, and finishes the garment. 

JOBBER: purchases fabric and sends it in cut or uncut form to con
tractor. 

CONTRACTOR: sews garments for a jobber or manufacturer. 
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Card 5 

PRODUCTION PLANTS 

These definitions are to aid you in choosing the best answer. 

BRANCH PLANT: a division located at a different place from the main 
plant. . 

SUBSIDIARY PLANT: a division of another company owned and operated 
by the parent company. 

Card 6 

MANAGEMENT POSITIONS 

These definitions are to aid you in choosing the best answer. 

TOP MANAGEMENT: makes and plans objectives of the firm; highest 
level in the organization, including board of 
directors, president, and vice-president. 

MIDDLE MANAGEMENT: supervises lower managers and translates manage
ment policies into procedures for lower manage
ment. 

SUPERVISORY PERSONNEL: supervises production workers and implements 
procedures. 
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WOMEN IN MANAGEMENT POSITIONS IN THE APPAREL 

MANUFACTURING INDUSTRY OF VIRGINIA 

by 

Rosalind McDaniel Grenfell 

(ABSTRACT) 

This study investigated management positions for women in the 

apparel manufacturing industry of Virginia in regard to ownership and 

size of firm, type of production, products produced, incidence of fe

males employed, and criteria for employment of managerial personnel. 

The sample consisted of 33 management employees from different garment 

production plants in the state. The questionnaire, developed for col

lection of data through personal interviews, was pretested with three 

plant managers and with faculty and graduate students. Interviews were 

completed in March, 1977. 

The chi-square test of independence tested possible relationships 

between the total number of females in management positions in relation 

to gross sales of firms, type of apparel manufactured, and total number 

of men having managerial responsibilities. There was a significant dif

ference at the .05 level, between the number of women in management 

positions in relation to gross sales of the plants surveyed and type of 

garments produced; more females had managerial responsibilities in firms 

with annual sales over $5,000,000; and manufactured apparel for women, 

misses, and juniors. There also was a significant difference between 



the total number of females in relation to the total nurnber of males in 

management positions. Men held a larger proportion of the top and middle 

level positions than women; females had a majority of the lower manage

ment and production worker jobs. A large proportion of managers who 

responded seemed to believe the fallacies about females in management 

which suggested that this may b~ one reason why few women held upper 

level roles. 

Garment production firms in Virginia tended to be closed corpora

tions; employed less than 300 people; had gross annual sales over 

$1 ,000,000; had only one production plant; and were classified as manu

facturers. Some respondents recommended that individuals aspiring to 

top and middle management positions have a college education and that 

supervisory personnel have a high school diploma. Many firms preferred 

that all employees have previous work experience in the same type of 

garment production. 


