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Preface 

This book presents the outcome of five case-studies carried out 
within Unesco's programme on the Contribution of the Media to 
Promoting Equality between Women and Men and Strengthening 
Women's Access to and Participation in Communication. More 
specifically, it forms part of an action centred on the Training, 
Recruitment and Advancement of Women in the Communication 
Professions. The case-studies on professional women in broad
casting deal with five countries located in both the developing and 
developed world: Canada, Egypt, Ecuador, India and Nigeria. 

One of the major preoccupations of Unesco's programme is to 
increase the access of women to decision-making positions. The 
obstacles to the movement of women into management and 
decision-making positions are particularly felt in the field of com
munication. A comparative analysis of the key issues, personnel 
policies and practices of five broadcasting organizations in different 
regions of the world not only furnishes a critique of current 
policies concerning women but offers proposals for action which 
could help to overcome barriers to women's access to high-level 
posts in the media. 

The book should be of interest to both the general public and 
media professionals. Scholars and planners concerned with the 
status of women should also be interested in this subject. Above 
all, it is hoped that media managers responsible for policy and 
government services concerned with broadcasting will take into 
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serious consideration the constructive proposals for improvement 
in a field which wields such vast influence over the minds of 
women and men. 

The authors are responsible for the choice and the presentation 
of the facts contained in this book and for the opinions expressed 
therein, which are not necessarily those of Unesco and do not 
commit the Organization. 
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Introduction 
Margaret Gallagher 

Just as long as newspapers and magazines 
are controlled by men . . . women's ideas 
and deepest convictions wilt never 
get before the public. 

Susan B. Anthony (1820-1906) 

In the century since American journalist and feminist Susan 
B. Anthony encapsulated the problematic relationship between 
women and the mass media, technological development has opened 
up vast new publics to the potential influence of communication 
messages. To the newspaper and the magazine have been added 
the electronic mass media—Alms, radio and television, which make 
their messages available around the world to both literate and 
non-literate alike. There are an estimated 1,000 million radio sets 
in the world, an average of one for every four persons on earth-
Even in the most remote regions of the globe there must now 
be few people unable to trace at least some piece of information 
they possess, or some opinion they hold, to a source in the 
media. 

Information, we have often been told, is power. The question 
today is, as it was a century ago: How can women ensure that 
the information, images and pictures of the world received via 
the mass media serve their needs and interests? Can it be assumed 
that such needs will be recognized, understood and given due 
priority in media output, given that—as in other social insti
tutions—few women are to be found near the centres of power 
and control in media organizations? Certainly, the evidence of 
research—and an enormous number of relevant studies have now 
been carried out in many parts of the world, particularly over 
the past decade—suggests not. 

« 
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Summarizing studies conducted worldwide up to 1980, Gallagher 
(1981, p. 71) concluded: 

On film, in the press and the broadcast media, women's activities and 
interests typically go no further than the confines of home and family. 
Characterized as essentially dependent and romantic, women are rarely 
portrayed as rational, active or decisive.... Prevalent news valuesjdefine 
most women, and most women's problems, as unnewsworthy. . . . As 
the 'bait' through which products are advertised, women are exploited 
in terms of their sexuality and physical appearance. 

A later up-date of that initial survey detected no fundamental 
change in media representations of women between 1980 and 1985. 

From the time of Susan B. Anthony until the present day the 
underlying assumption in the discussion of women and their 
relationship to the media has been that an increase in the number 
of women employed in media organizations will lead to change—and 
positive change—in media content. Anthony herself suggested no 
crude -correspondence between gender and output. She recog
nized that the simple presence of women—as journalists, producers 
and so on—was no guarantee that media content would be quali
tatively different. As long as men were in control, she argued, 
women working in the media would be constrained to reflect the 
priorities, ideas and values to which men attached importance. 
The challenge is thus not merely to ensure that the overall media 
workforce reflects an equitable balance of female and male 
employees. The ultimate goal should be equal representation of 

v women and men within each occupational category, including 
policy- and decision-making posts. 

In comparison with the volume of research into the portrayal 
of women in the mass media, there has been very little analysis of 
the extent and nature of women's participation in the media 
industries. One of the main reasons for this is undoubtedly the 
difficulty of gaining access to what most media organizations 
regard as confidential information. As a result of the lack of 
reliable data, however, there has been a tendency to resort to 
anecdote and to subjective assertion. Whether the perspectives on 
which these are based are negative ('Women don't get the same 
promotion opportunities as men'; 'Sexist attitudes mean that 
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women get channeled into female ghettos"), or positive (if women 
try hard enough any position in the organization is open to them'; 
'The number of women on our staff is increasing all the time*), 
the absence of verifiable facts means that such claims can rarely 
be substantiated. 

The studies included in this volume are therefore important in 
at least two ways. The basic statistical data which each contains 
provide a profile of the media workforce in Canada, Ecuador, 
Egypt, India and Nigeria. Even if incomplete, the picture which 
emerges is fascinating. It might have seemed natural to suppose 
that in these very different countries, whose media systems differ 
greatly in size and development, as well as in type of structure 
and in general objectives, there would have been important dif
ferences in the distribution of women and men across the various 
occupational categories. Differences are there, of course. But what 
comes through in a quite striking way are the similarities. The 
fact that, in every case, women are very much a minority presence 
in what several of the studies explicitly describe as the 'man's world' 
of the media; the almost complete absence of women in technical 
jobs and in senior media management, and their parallel presence 
in others, such as presentation and announcing; the segregation of 
programme-making areas, so that women tend to be given responsi
bility for educational and children's programmes but not, for 
example, for news and current affairs. These are some of the 
points that the five cases highlight, providing facts and figures 
which belie often unfounded but widespread impressions. S. R. Joshi 
commenting on the Indian findings, remarks that they illustrate 
how wide the gap between beliefs and reality can be. Most of the 
men working in senior positions in Indian television believed that 
women were well represented among their colleagues, and that 
the proportion of women being recruited and promoted to senior 
posts was steadily increasing. This impression was simply not, 
however, borne out by the data. 

If they had gone no further than establishing a more reliable 
factual base against which subjective opinion could be checked, 
the studies would already have achieved something useful. 
However, their contribution goes beyond this. An important 
aspect of all five is their analyses of male and female perceptions 
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of women's access to, and performance in, media management 
posts. Underlying these analyses is an attempt to understand why 
there are still so few women in the so-called decision-making 
posts in the media, the jobs whose occupants really do have an 
opportunity to influence policy and practice in relation to media 
content. 

Again, there is perhaps a surprising degree of consistency 
across the studies. Although the media organizations that have 
been analysed subscribe, by and large, to the legislative require
ments of the various countries in relation to equal pay and equal 
treatment of women and men, this egalitarian gloss hides a whole 
battery of attitudes, beliefs and even organizational procedures, 
which amount to indirect discrimination against women. As the 
author of the Egyptian study, Fawzia Fahim puts it, this form of 
discrimination begins in men's minds. The belief that certain 
types of job are unsuitable for women; the view that women 
expect too many concessions at work, are unreliable and given to 
absenteeism; the opinion that women are ineffective when it comes 
to taking and implementing decisions; the feeling among men that 
it is easier, more 'comfortable', to work with other men; a lack of 
sensitivity to the physical and emotional burden on women who 
must reconcile professional and domestic responsibilities, in a world 
where little or no social support is provided for the care of children. 
All this adds up to a situation in which women 'must be twice 
as good, twice as tolerant, twice as'strong, and twice as clever 
to succeed' according to' the Ecuadorian study. This sentiment, 
in fact, is a thread that runs through each of the cases described. 

The picture which emerges from the five studies, taken as a 
whole, is not so much one of wilful misogyny on the part of men 
working in the media (indeed several of the cases show that 
women themselves are at times ambivalent towards the whole idea 
of women in power), but of a social and economic system which 
is firmly based on a clear division of professional and family 
roles. As the Nigerian study points out, so long as the fundamental 
assumption is that the man is the 'bread-winner', a female 
professional will not be perceived as being on the same footing—in 
terms of needs and justifiable rewards—as her male counterpart. 
Even if in many parts of the world (and Enoh Irukwu believes 
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it to be the case in Nigeria) there has recently been a slight shift 
away from this basic belief, as yet social structures and organiz
ational practices have rarely been devised to take account of new 
definitions. 

A further contemporary problem is that, perhaps partly in 
response to the public debate on the issue of women's status, 
which has taken place over the past ten years or so, discriminatory 
attitudes have, as Susan Crean of Canada puts it, 'gone under
ground'. She maintains that probably few of the sexist stereotypes 
expressed crudely in the mid-1970s, when the Canadian Broad
casting Corporation (CBC) carried out its first inquiry into the 
situation of its female employees, would be admitted openly 
today. This makes it even more difficijilt for women to know where 
and how they should be orienting their struggle for change. 

The studies that follow are quite different in scope and in the 
manner of their execution. S. R. Joshi has examined the situation 
of women throughout the Indian television system—a vast project 
which has relied primarily on questionnaires, backed up by a small 
number of face-to-face interviews. Nelly de Camargo, on the 
other hand, has concentrated exclusively on radio in Ecuador 
and has adopted a more qualitative approach based on interviews. 
Enoh Irukwu has also focused mainly on radio, which is still the 
major mass electronic medium in Nigeria, while Fawzia Fahim has 
covered both radio and television in Egypt. Susan Crean's 
analysis of the CBC's attempt to develop an equal opportunities 
programme for the organization as a whole is a self-contained 
case-study. It describes not simply the emergence of an organiz
ational response to the question of equal treatment, but the 
difficulties of pursuing a policy in this area where there are no 
means of ensuring that managers are held accountable for its 
implementation. 

The thread that runs through all five studies is that of 
'invisibility'. The barriers that face women aiming for jobs in 
media management are no longer, or very rarely, overt. There is 
little flagrant discrimination, in the sense of incgalitarian rules and 
regulations. What remains, howdver, are the invisible barriers—the 
attitudes, biases and presumptions which, curiously, even the 
women themselves often do not recognize as 'discrimination*, 
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though they clearly function in a discriminatory way. As the 
studies presented in this volume make clear, scaling these particular 
barriers will be a much more hazardous and' lengthy process 
than the removal of the visible obstacles to equality between 
women and men. 
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Invisible barriers: 
women at senior levels 
in Indian television 

S. R. Joshi 

Background to the study 

In India, in recent years, considerable attention has been focused 
on the issue of the portrayal of women in the media. Content 
analysis studies have criticized the stereotyped representations of 
women in media output—images that depict women as inferior, 
emphasize their sexuality, and so on. These studies have also 
provoked discussion about the ways in which media content 
could more accurately reflect reality—for example, by portraying 
women as multi-dimensional beings with a positive contribution 
to make to society, and also by highlighting some of the problems 
faced by women in all social categories. 

Very little attention, however, has been paid to the originators of 
media output. Who are these people? To what extent do their 
backgrounds, value systems and attitudes influence media content? 
In this context women's access to and participation in media work 
become crucial issues, which the present study takes up. The 
study is confined to one medium—television. It is no more than a 
beginning, for only continuous, detailed research in this area 
will help us understand the problem better. 

• 
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Television in India 

Television was introduced to India in 1959. It is government 
controlled and the sole transmitting authority—Doordarshan—is 
responsible to the Ministry of Information and Broadcasting. In 
the early days, production and transmission of programmes were 
limited to Delhi. However there are now eighteen production 
centres and a large number of transmitting centres throughout 
the country. In 1985, television coverage extended to 58 per cent 
of the country's population. 

Doordarshan's Directorate is located in Delhi, and is headed 
by a Director-General who reports to the Secretary for Information 
and Broadcasting. Each of the eighteen production centres is 
headed by a director, known as a Station Director. Broadly 
speaking, there are two categories of staff in Doordarshan. Some 
are government employees, known as gazetted officers (because 
their names are published in the Gazette of the Government of 
India). They tend to occupy senior posts in Doordarshan, and 
include the directors of the various departments, station directors, 
administrators, engineers and so on. Employees in the second 
category are known as staff artistes. They are initially appointed 
on a contract basis (though they may subsequently be admitted 
into regular government service), and include creative personnel 
such as producers, graphic artists, camera operators, announcers 
and presenters. 

Design of the study 

The study was concerned only with senior staff—primarily those 
responsible for policy development, administration and manage
ment, and decisions affecting programmes. Senior staff were 
defined as all those earning above a certain salary, and amounted 
to some 700 personnel in the Doordarshan Directorate and the 
eighteen production centres. When we use the term 'employees', 
therefore, we refer only to these senior-level staff and not to the 
whole of the Doordarshan staff. 

Existing documents and staff lists were used to compile 
statistics on the employment of women' and men. Wherever 
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possible, these were supplemented by additional data, supplied 
directly by the Doordarshan production centres. In order to 
identify perceptions and attitudes to women's employment, a 
comprehensive questionnaire was sent to all 700 senior-level 
staff. Responses were received from 119 employees. Finally 
seventeen staff were interviewed (ten in Delhi and seven in 
Bombay) as were two other people, in order to delve more 
deeply into the question than was possible through the mailed 
questionnaire. 

Employment of women in television 

A basic aim of the study was to establish the proportion of women 
employed in different categories and to determine whether there 
had been any change in the pattern of women's employment over 
the years. However, the information available was rather limited, 
especially on an all-India basis. Moreover, the data were sometimes 
of different time-frames and this made any comparison or 
detection of trends extremely difficult. 

Senior management categories 

Taking first the category of gazetted officers, among whom the 
most senior television staff are to be found, only two large 
centres—Delhi and Madras—provided the relevant data. Table 1 
shows the. number of women and men in the various positions in 
each centre in 1985. It is immediately obvious that women form 
only a small proportion of the total. 

The jobs are grouped roughly according to seniority, and 
there are no women at all in the top positions. The most senior 
woman in both centres is the Assistant Station Director. 

Across all eighteen production centres in Doordarshan only one 
of the station directors—who play" a crucial role in decision
making—is female. At higher levels, there were hardly any women 
at all in the organization. No woman has ever become Director-
General or Secretary for Information and Broadcasting. 
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TABLE 1. Distribution of women and men 
in gazetted staff posts: Delhi and Madras, 1985 

Delhi Madras 

Post Women Men - Women Men 

Director 
Chief News Editor 
Superintending Engineer 
Deputy Director 

(Programmes) 
Deputy Director 

(Administration) 
Station Engineer 
f>Jews Editor 
Assistant Station 

Director 
Assistant News Editor 
Assistant Station 

Engineer 
Audience Research 

Officer 
Assistant Engineer 
Hindi Officer 
Programme Executive 
Administrative Officer 

All posts 

Percentage 

0 
0 
0 

0 

0 
0 
0 

1 
1 

0 

0 
2 

o -
0 
0 

4 

5 

1 
1 
2 

1 

1 
5 
4 

4 
6 

16 

1 
26 

1 
10 
2 

81 

95 

0 
0 
0 

0 

0 
0 
0 

1 
1 

0 

1 
0 
0 
0 
0 

3 

9 ' 

1 
0 
3 

1 

0 
0 
1 

2 
0 

6 

0 
15 
0 
"> 
1 

32 

91 

Table 1 shows very few women among the engineering staff 
in Delhi and Madras. Additional data (Table 2) reveal an extremely 
lop-sided distribution among engineers in Doordarshan as a 
whole. 
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TABLE 2. Distribution of women and men 
among engineering staff 

Category Women Men Total 

Engineer-in-Chief 
Chief Engineer 
Superintending Engineer 
Station Engineer 
Assistant Station Engineer 

All categories 

Percentage 

0 
0 
1 
5 
2 

8 

1 

1 
12 
94 

300 
406 

813 

99 

1 
12 
95 

305 
408 

821 

100 

Production categories 

Turning to the staff artistes category, 1982 is the latest year for 
which comprehensive data are available. Table 3 shows the 
distribution of women and men among senior-level staff artistes. 

TABLE 3. Distribution of women and men among staff artistes: 
fifteen production centres, 1982 

Post 

Television News ' 
Correspondent 

Camera Operator (Grade I) 
Producer (Grade I) 
Producer (Grade II) 
News Presenter 
Presentation Announcer 
Graphics Supervisor 
Reference Officer 
Film Processing Officer 

Women 

0 
0 
7 

53 
3 
3 
1 
0 
0 

Men 

1 
17 
15 

139 
2 
2 
9 
3 
6 

Total 

1 
17 

192 
5 
5 

10 
3 
6 

All posts 67 194 261 

Percentage 26 74 100 
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It is worth noting that women account for a relatively high 
proportion of producers. Of the Grade I producers (i.e. the 
senior level), about a third are women: at Grade II level 28 per cent 
are female. This is important because, compared with the other 
staff artiste categories the producers play a leading role in 
determining the content and format of programmes and thus can 
influence the portrayal of women and related subjects. 

More recent data from Delhi and Madras enabled us to compare 
the number of staff artiste posts held by women in these two centres 
in 1982 and 1985. Table 4 shows that the proportion of female 
staff in Delhi was much lower in 1985 than it had been three 
years earlier. Apparently, many more men than women were 
recruited in the three-year period, primarily in the producer and 
camera-operator categories. 

TABLE 4. Distribution of women and men staff artistes: 
Delhi, 1982 and 1985 

Post 

Camera 
Operator I 

Producer I 
Producer II 
News Presenter 
Presentation 

Announcer 
Graphics 

Supervisor 
Reference 

Officer 
Film Processing 

Officer 

All posts 

Percentage 

1982 

Women 

0 
4 

10 
2 

1 

0 

0 

0 y 

17 

41 

Men 

2 
2 

17 
0 

0 

1 

1 

1 

24 

59 

Total 

2 
6 

27 
2 

41 

100 

1985 

Women 

0 
2 

14 
2 

1 

0 

0 

0 

19 

33 

Men 

6 
4 

25 
0 

0 

2 

1 

1 

39 

67 

Total 

6 
6 

39 
•̂  

1 

2 

1 

1 

53 

100 
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The Madras data showed a slight increase in the percentage of 
posts held by women (from 21 per cent in 19S2 to 25 per cent 
in 1985). However, the numbers involved here are very small. 

The overall statistical picture 

Certain facts stand out clearly. In some categories—for example, 
engineers or camera operators—there are hardly any women. 
Senior positions such as Station Director and other gazetted 
posts showed very little representation of women. 

It must, however, be stressed that about 28 per cent of 
producers are women. This is far from the 50 per cent ideal, 
but it is significant because the producer category' is very important 
in terms of decision-making about programme* content and 
presentation. 

These figures must also be viewed in the context of the overall 
social and educational status of women in India. Literacy among 
Indian women is under 25 per cent (1981 figures), and only 
23 per cent of the total work-force is female. In 1976, women 
accounted for just 3 per cent of central government employees, 
26 per cent of schoolteachers and 18 per cent of college teachers. 
It is also true that very few women choose certain areas of study 
such as engineering or cinematography. In the light of this, it 
must be said that women's 28 per cent share of producers' posts 
is relatively high. 

Behind the statistics: attitudes and perceptions 

Officially, there is no discrimination on the basis of sex in India. 
The constitution and the government's personnel policies guarantee 
equality of treatment. But the formal legal position does not rule 
out the possibility of subtle sex bias or the existence of 'invisible 
barriers' in various parts of the system. The questionnaire that 
was sent to all senior staff in Doordarshan was designed to bring 
to light any gaps between official policy and de facto obstacles 
to the career development of women in Indian television. 
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The questionnaire aimed to establish: (a) perceptions of women's 
access to and participation in employment in television; (b) atti
tudes towards women employees; (c) barriers to women's partici
pation arising from social/domestic, organizational, attitudinal 
and other factors; (d) proposals for increasing the number of 
women employed; and (e) biographical data of respondents. 

Of the 119 people who replied to the questionnaire just 19 
(16 per cent) were women. Although this is probably roughly in 
line with their proportion of senior-level posts, the fact that in 
numerical terms so few respondents were women is a serious 
limitation of the study. Table 5 shows the distribution of 
respondents according to area of work. 

TABLE 5. Distribution of questionnaire respondents by area of work 

Area of work Women Men Total 

Producers 14 51 
Engineers 0 34 
Administrators - 2~ 10 
Researchers 3 5 
All respondents 19 ' 100 

Percentage 16 / 84 

The biographical details supplied by respondents revealed some >' 
interesting differences between the women and the men. Although 
all the respondents were over 25 years old the women were, 
relatively speaking, somewhat younger a third were under 35, 
compared with a quarter of the men. Marital status was a more 
important differentiating factor: a third of the women were 
unmarried, compared with only a tenth of the men. And of those 
who were married, the women were much more likely to have 
small families: almost half of the married women had either no 
children or only one, against less than a third of the married 
men. Finally, the women were better educated: three-quarters 
had post-graduate qualifications, compared with just over one-

65 
34 
12 
8 

119 

100 
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third of the men. But most of the women (80 per cent) had 
confined their studies to the arts disciplines, while more than half 
of the men had followed courses in sciences, commerce or 
engineering. 

Work experience of women and men 

The first part of the questionnaire was primarily designed to 
investigate the individual work experience of senior-level television 
employees, and to highlight any important differences between 
women and men. The'vast majority (around 90 per cent) said 
that they regularly had to work beyond office hours. However, 
men reported more frequent after-hours work: three-quarters 
(compared with just under half the women) said this was 
necessary at least three days a week. On the other hand, women 
were much more likely to take work home (almost two-thirds, 
compared with 41 per cent of men), and to do so frequently: 
half (compared with 28 per cent of the" men) took work home 

* at least three days a week. This is a first indication of one of 
the most important differences between women and men: the 

> relative impact of domestic responsibilities on their professional 
lives., v 

The questionnaire presented twenty-eight statements, related 
to various aspects of work in Doordarshan, with which respon
dents were asked to 'agree* or 'disagree'. Table 6 lists these ' 
statements and shows the number of women'and men who agreed 
with each. Although the number of female respondents is small, 
percentages have been calculated and are listed to enable immediate 
comparison of the women's responses with those of the men. 

The responses indicate that in some respects there is a clear , 
difference between women and men. The most important of these 
is the fact that women considered social and domestic responsi
bilities difficult to reconcile with their careers. Attention is 
especially drawn to' statements 2, 3 and 17. Another difference 
relates to male and female employees' perceptions of the partici
pation of women in the organization (in particular, statements 25, 
26 and 28). More men thought that the proportion of women 
staff members had significantly increased, and believed that the 

< M 
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TABLE 6. Responses to statements relating to work experience 
(percentages in brackets) 

Agree 

Women' Men 
Statement (N =19) (N = 10 

1. My domestic responsibilities make any 
extra office work very difficult. 

2. My domestic responsibilities prevent me 
from taking certain jobs, e.g. shift 
duties in the evening. 

3. I am willing to go on transfer. 
4. I am willing to go on transfer only if it is 

on promotion. 
5. My spouse [wife/husband] will take 

strong objection if I am transferred. 
6. I will not accept promotion with transfer 

if my spouse objects. 
7. My family members will take strong 

objection if I am transferred. 
8. I do not like to be transferred mainly 

because of economic considerations. 
9. 1 like to work in a situation where I do 

my own work rather than supervise others. 
10. I like to work in a situation where I can 

get work done through others like an 
executive. j "•',._•' 

11. My views are quite easily accepted by my 
subordinates. ^ , 

12. My views are quite easily accepted by my 
superiors. 

13. My views are quite easily accepted by 
my colleagues. . 

14. I would like my work to be assessed by 
some other method than annual 
confidential reports. 

15. I will get faster promotion if merit is 
taken into account rather than seniority. 

16. I get adequate opportunities to express 
my views, suggestions, etc. 

8 (42) 

9(47) 
5(26) 

6 (32) 

8(42) 

6(32) 

8(42) 

10 (53) 

11(58), 

10 (53) 

18(95) 

14 (74) 

13 (68) 

18(95) 

17 (89) 

12 (63) 

39 

27 
46 

35 

36 

24 

42 

61 

59 

49 

87 

76 

91 

92 

94 

65 
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Statement 

in Indian television _ 

Agree 

Women ' Men 
<N=19) (N=100) 

17. I find it difficult to take up duties which 
require staying out, going out-station, etc. 9 (47) 29 

18. My views, suggestions, etc., are generally 
accepted within the organization. 17 (89) - 85 

- 19. I normally refrain from expressing my 
views because I feel they will not be 
accepted. 3 (16) 19 

20. I have found it easier to work under 
women officers. 1 (5) 18 

21. I have found women officers less 
considerate than men officers. 10 (53) 27 

22. There should be reservation of jobs for 
women. 4 (21) 21 

23. The present method of assigning jobs 
takes into account my likes and dislikes. 8 (42) 31 

24. The present method of assessing my work 
does proper justice to my abilities. 8 (42) 32 

25. Special efforts should be made to employ 
more women in Doordarshan. 8 (42) 30 

26. The proportion of women employees at 
decision-making level has increased 
significantly. , 5(26) 46 

27. There are less women employees in 
television because of discrimination • 
against them. 0 7 

28. There are less women employees in , 
television because very few-qualified 
women are available. 5 (26) 53 

comparatively small number of female employees was due to the 
fact that relatively few qualified women were available. More 
women wanted special efforts to increase the number of women 
employees. However, it is noteworthy that no woman and only 
seven men considered discrimination to be a reason for the lower 
proportion of women among staff members. 
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Not much difference was observed in perceptions of their own 
effectiveness, their job satisfaction, or their relationships with 
colleagues or subordinates. Statements 23 and 25 indicate greater 
satisfaction on the part of women as far as organizational 
procedures are concerned. However, a point of some significance 
is that while quite a large number of women considered women 
executives to be less considerate, more men said they found it easier 
to work under women officers (statements 20 and 21). 

_/ 

Attitudes to women executives 

Another set of statements investigated attitudes to women-1—as 
colleagues, and as employees in general; the statements also 
looked at the perceived effects of an increase in the number of 
women employed at Doordarshan. 

TABLE 7. Attitudes to women working in television 
(percentages in brackets) . . 

Statement 

Agree 

Women Men 
(N =19) (N =100) 

1. My work is facilitated when I work with 
subordinates of my own sex. 

2. My work style is the same with male 
and female subordinates. 

3. My work is hampered when working with 
female superiors. £ 

4. My job would have been easier if I had 
belonged to the opposite sex. 

5. I find it difficult to admonish or scold a 
subordinate belonging to the opposite sex. 

6. It becomes much more difficult for me 
to say 'no' to the boss if the boss 
belongs to the opposite sex. 

7. Subordinates of the opposite sex 
understand me better. 

8. When the boss is of the opposite sex, 
I am not properly understood. - , 

-3 (16) 

19(100) 

{2 01) 

4 (21) 

25 

87 

22 

16 

-

' \v~y-: 

• : - : ; -

1 (5) 47 

y • 

(11) 

(11) 

14 

23 

15 
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Agree 

Women Men 
Statement (N-19) (N =100) 

9. Work is better coordinated when I work 
with colleagues of my own sex. 

10. My work is increased when colleagues 
of the opposite sex work with me. 

11. Other things being equal I would employ 
a man rather than a woman. 

12. Female officers are more autocratic, 
dictatorial than male officers. 

13. Female officers' decisions are usually 
not their own. 

14. Female officers* decisions are less likely 
to be implemented. 

15. Female officers are slow at decision
making. 

16. Efficiency of the organization will 
suffer if there are more female officers. 

17. Programme quality will improve if more 
women producers are employed- " 

18. There will be more democratic functioning 
if more women are employed. 

19. The image of Doordarshan will improve 
if more women are employed. 

20. Unless special efforts are made the 
proportion of women employees at -
higher level will not improve. 

21. Male officers are better informed about 
rules, regulations, procedures, etc., than 
female officers. , .--.-V .'•'.;.'•..'•. p ^ '. 

22. Women often take advantage of man's 
soft corner, chivalry, etc. 

23. Women are generally exploited by men. 
24. Men are generally exploited by women. 
25. With a higher proportion of women in 

creative and decision-making positions, 
programmes will show a more balanced 
perspective than at present. 12 (63) 32 

3(16) 

2(11) 

5(26) 

,4(21) 

2(11) 

3(16) 

0 

1 (5) 

10 (53) 

9(47) 

5(26) 

10(53) 

8(42) 

7(37) 
7(37) 
2(11) 

41 

33 

44 . 

33 

42 

30 

42 

50 

18 

27 

20 

53 

56 

77 
30 
43 
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The responses in Table 7 show clear differences between women's 
and men's perceptions of the effectiveness of female executives. 
A large number of men considered women officers to be more 
autocratic, slow at reaching decisions, incapable of independent 
decision-making, and unlikely to have their decisions implemented; 
men also believed that organizational efficiency would suffer if 
there were more women executives (statements 12 to 16). Male 
officers were considered, particularly by men but also by a 
considerable number of women, to be more knowledgeable about 
rules and regulations (statement 21). On the other hand (state
ment 18) women tended to believe that an increase in the number 
of women employees would result in a more democratic system. 

A very large number of male employees felt that women take 
advantage of men's 'chivalry', and quite a few women also 
believed this. The same number of women said that female 
workers are generally exploited by men (and just under a third 
of the men agreed with this). But one of the most unexpected 
findings was the high proportion of men (43 per cent) who stated 
the opposite: that male workers are generally exploited by women. 
This view, however, was not shared by many of the female 
respondents (statements 22 to 24). 

In relation to programme content it is worth noting (state
ments 17 and 25) that a much larger number of women thought 
this would be affected by an increase in the proportion of female 
employees. Programme quality would improve, they believed, and 
a more balanced perspective would emerge from the overall 
programme output. 

Finally, responses to a number of statements (for example, 
2, 5, 9, 10 and 11) indicate that many men seem to prefer 
working with male colleagues. They say that this makes for better 
co-ordination, and that the amount of work they have to do 
increases when they are working with women. Apparently, some 
men are not comfortable in their professional relationships with 
women: they find it difficult to admonish or criticize junior female 
colleagues, and in some cases they are conscious of a change in 
working style. All things being equal, then, a high percentage 
of men (44 per cent) say they would employ a man rather than 
a woman. 
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Perceived obstacles, appropriate jobs 

A third set of statements concerned perceived obstacles to the 
appointment of women to managerial positions in'television. Nine 
obstacles were listed and the respondents were asked to select the 
four which they considered most important Again there were some 
significant differences in the perceptions of women and men 
(Table 8). 

TABLE 8. Perceived obstacles to appointment of women 
at senior levels (percentages in brackets) • 

Perceived 
importance 

Women. Men 

1 2 

' 2 3 
3 9 

; 4 ' . 5 

5 7 

." ' 
6 6 

' J . 
6 1 

8 7 
8 4 

v - • ' • ' 

Obstacle 

Social and domestic 
reasons 

Lack of trained women 
Selection committees 

consist mainly of men 
Not many women enter 

this profession in the 
first place. 

Men employees do . 
not take very kindly 
to it 

Women are not willing 
to take up jobs of 
this type" 

Women expect too 
many concessions, 
special treatment 
after they are 
employed 

It is a man's world 
Women take leave too 

Often 

Agree 

Women 
(N=19) 

-. 
17 (89) 
12 (63) 

11(58) 
-, 

10(52) 
; 

6(32) 

.' 
5(26) 

5(26) 
4(21) 

4(21) 

Men 
(N =100) 

75 
68 

5 
• 

52 

8 

29 r 

/ 

77 
8 

58 
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There was agreement about the importance of social and domestic 
factors, and both sexes regarded lack of training as a serious 
obstacle for women. But men considered the main problem 
to be women's expectation of concessions and special treatment 
(a view shared by very few women). On the other hand, women 
believed the predominantly male composition of selection com
mittees to be an important obstacle, though hardly any men 
singled this out. Women were also somewhat more inclined to 
believe that men did not take kindly to the appointment of 
women at senior levels. 

Perceptions, primarily among women, of the selection process 
as an obstacle—in terms of both mechanical (i.e. composition) 

x and attitudinal (i.e. men not 'taking kindly") factors—relate to 
another group of questionnaire responses. Fifteen television jobs 
were listed and respondents were asked to indicate those which 

TABLE 9. Suitability of jobs for women in television 
(percentages in brackets) 

Job 

Camera Operator 
Shift Engineer 
Agriculture Programme Producer 
Director General. Doordarshan 
Producer (News) 
Secretary, Information and 

Broadcasting 
Station Director 
In-Charge of Commercials 
Controller of Programmes 
Producer (Plays) 
Programme Executive 
Women's Programme Producer 
Production Assistant 
News-reader 
Programme Announcer 

Considered unsuitable 

Women 
( N - 1 9 ) 

9(47) 
9(47) 
2(11) 
0 
3(16) 

2(11) 
1 (5) 
3(16) 
0 
1 (5) 
0 
0 
0 
0 
0 

Men 
(N =100) 

76 
59 
54 
38 
32 

30 
27 
17 
17 
13 
10 
5 
4 
3 
2 
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they considered particularly unsuitable for women. Table 9 
shows the responses, in ascending order of suitability as perceived 
by men. In other words Camera Operator was the job that most 
men considered unsuitable for women, while Programme Announcer 
was considered unsuitable by the fewest men. 

In the view of both sexes the 'least suitable' jobs for women were 
the technical ones—Camera Operator and Shift Engineer—although * 
relatively fewer women than men considered these unsuitable. 
Similarly, women were less likely than men to regard certain 
production specialisms—agriculture and news—as unsuitable. 

'•'. However, attention is specially drawn to higher management • 
t positions such as Controller of Programmes. Station Director, X. 

Director-General and Secretary for Information and Broad- --:~'-
casting. Hardly any women considered these 'unsuitable' jobs, 
but quite a few men obviously found it difficult to accept the J 
idea of women in such posts. 

, Advantages and disadvantages of women as television employees 

The questionnaire also gave people an opportunity to state freely • 
(that is, without having to choose between pre-set responses) their 
views about the advantages and disadvantages of employing 
women in television. Again, the opinions expressed reveal some 
important differences in the attitudes of women and men. 

Taking first the 'benefits' side, female respondents tended to stress 
. the fact that women were more conscientious, hard-working,' ' 

honest and responsible. These points were also made by many of 
the male respondents. However, men also emphasized that women 
employees were systematic, disciplined and obedient or polite in 
their approach to work, and that this would result in better 

' ._ „ working relationships. While some of the women did mention the 
more systematic and^ disciplined work approach of their sex, it 
was not specifically set in the context of 'obedience' or absence , 

^ of 'insubordination'. Many, men said that women could bring a 
different perspective to programme-making, especially in-relation 
to women's and children's programmes (an area not stressed by V 
the female respondents). Women did talk about women having a 

. more developed aesthetic sense! more creativity and being better 
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at public relations, and one or two said that women brought 
glamour to the organization. 

However, it tended to be the men who emphasized 'glamour' as 
one of the advantages of employing women. Of the ten male 
administrators, one referred to women employees as 'window 
decorations' and another said that good-looking ̂ people were 
always welcome. But it was the engineers (of whom there were 
thirty-four) who made some of the most revealing comments. For 
example, 'men employees will work overtime and put in more 
work' when there is a 'screen beauty' around; and 'men feel 
elated to be working with selected beauties', although this may 
lead to the 'exploitation of male officers', and so on. 

Turning to the 'disadvantages' of employing women, the most 
frequently mentioned problem—by both women and men—was 
the impact of social or domestic responsibilities. These were said, 
by both sexes, to make it difficult for women to do shift work or to 
accept a job with unpredictable hours, to go out-of-station for any 
length of time, to accept transfers and so on. Other problems 
emphasized by women were their unsuitability for physically 
strenuous work (also stressed by almost all of the—exclusively 
male—engineers), and the prejudices of men. One woman men
tioned health problems and one referred to the 'buttering, flut
tering nature' of women. Men, on the other hand, stressed the 
view that women were too often on leave, expected special treat
ment, were unable to initiate independent projects, and could not 
take decisions, especially harsh decisions. Some men also said that 
if more women were employed, groupism and favouritism would 
increase. 

By and large, these views reflect the points which emerged from 
the earlier sections of the questionnaire. They were further reinforced 
by the in-depth personal interviews. These were carried out with 
seventeen Doordarshan staff, ten in Bombay and seven in Delhi. 
In each case, the Head of the Centre (Station Manager) was 
interviewed. Both of these were men. Five Deputy Directors (of 
whom two were women) and ten producers (six female, four male) 
were also interviewed. Thus altogether eight of the Doordarshan 
interviewees were women, and nine were men. In addition, two 
interviews were conducted with women not on the staff of 
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Doordarshan. One was a free-lancer, with, experience of working 
for Doordarshan; the other was a feminist activist 

There was almost unanimous agreement that women are more 
hard-working and serious, that they are more creative and sensi
tive, and indeed that they prefer creative jobs to administration, 
which is seen as involving more tension and responsibility. The 
administrative path in television is also likely to require transfer, 
which creates special difficulties for women. Almost all felt that 
certain types of programme—for example, cultural magazines, 
women's and children's programmes—are more suited to women 
producers, who will handle them with a greater sense of responsi
bility. One person said that 'women are more down-to-earth and 
have a humane approach', which.was seen as an advantage. ' 

Many mentioned the impact of social and domestic duties on 
women's career development. For example, it was pointed out 
that a woman's chance of promotion will be less if she is unable 
to accept a transfer. The social structure was also cited as a reason 
for the relatively few women in this field, since women lack . 
professional training, are encouraged into early marriage and so 
on. However, there was a general feeling that in the coming few 
years there would be a substantial increase in women's employ
ment. Many pointed out that in higher-level administrative posts, 
the people now employed were those who had already gained 
considerable professional experience and had years of service. 
Since not many women had been recruited, say twenty years ago, 
this explained thev relatively small number of women employees 
currently at top' levels: It was only in the last ten years that many ,1; 
women had entered this field as productive participants, so an 

( increase of women in the top jobs would be seen only in the future. 
One interviewee-said that what was involved was very basic social 
change, which would not happen overnight: it was going to be a 
slow process. . \ 

On the negative side, one female interviewee said that although 
professional media women were very conscientious, women working 
at lower levels had no professional ethics. Another response was 
that most women in television came from upper-middle-class back
grounds and therefore had no commitment to work, either at 
community or at national level. 

ATTENTION: The Singapore Copyright Act applies to the use of this document. Nanyang Technological University Library



36 

Women and media decision-making 

Some said that because women are not the sole contributors to 
the family budget, they do not take their work seriously. However, 
this was not a commonly held view, and many stated that women 
were very committed to their work. In fact, three out of the six 
women interviewed in Bombay said that women had to work*twice 
as hard as men to prove their mettle, and so had to set higher 
standards. This point was also made by both of the interviewees 
who were outside the Doordarshan structure. To compete with 
men, they said, women have to be more than equal. A position 
which would be filled by any man of average ability would go to 
a woman only if she was extraordinarily able. 

Overall, then, the interview data confirmed many of the findings 
of the questionnaires. Most of the women inteniewed preferred i:-: 
to develop their careers within the creative field rather than to 
move into administration. Women talked of .some of the social 
and domestic responsibilities that they invariably have to carry. 
And while women were, on the whole, quite contented with their 
work, some did mention lack of sensitivity to their problems. Some 
also said that women have to work much harder to prove that 
they are equal. One point which emerged quite clearly was that 
women thought that the organization type-cast them; and indeed 
the men did seem to believe that women actually preferred to work 
only in certain areas. Although most men did not suggest that 
women employees were a liability, they did regard women as 
'suitable' for only certain types of work. 

Attitudes and invisible barriers 

Finally, what conclusions can be drawn on the basis of these 
attitudes, beliefs and opinions which have been expressed by the 
women and men working in Indian television? The question to be 
asked in relation to attitudes and opinions is not so much whether 
they reflect 'reality', whatever that may be. The important question 
is what effect these attitudes and perceptions—in the present case, 
concerning the strengths and weaknesses of male and female 
employees—will have on the behaviour of the men and women 
concerned. 

For example, some significant points emerged from responses 
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to the attitude statements listed in Tables 6 and 7. Although 
neither women nor men considered 'discrimination' an important 
reason for the low proportion of women among television 
employees, almost half of the female respondents felt that special 
efforts should be made to increase the participation of women. 
But almost half of the men believed that women's share of television 
jobs had already increased. Men considered women to be not only 
more autocratic but incapable of independent decision-making and 
of implementing their decisions. A large number of men considered 
women to be taking advantage of men's chivalry. Men felt that 
their work-load increased while working with women. And many 
men would rather employ a man than a woman, other things being 
equal. 

Now, if these are the "views men hold about women, how could 
they not operate as 'invisible barriers'? Moreover, if men believe 
that the main obstacle in the way of women's career development"; 
is their tendency to expect special treatment (Table 8), could not 
this belief in itself be an invisible obstacle? And if men regard 
certain senior management jobs as 'unsuitable' for women (Table 9), 
how could this not be another invisible hurdle? Similarly, if women 
consider women executives to be less considerate, or if they see the 
composition of selection committees as an important obstacle, or ^ 
feel that social and domestic responsibilities are fundamental 
barriers how can these factors be ignored? Again, the truth or 
reality behind these beliefs is a separate question. That such views . 
exist is a fact to be reckoned with and to be taken into account 
in any future plans. 

• . •• ' ' ' 

Breaking down barriers: 
the future for women in television « 

More than half of both the women and men who returned the 
questionnaire agreed that, unless special efforts were made, the 
proportion of women employed at senior levels in Indian tele
vision would not increase (Table 7). Somewhat paradoxically, • 
however, less than half of both men and women agreed that special 

ATTENTION: The Singapore Copyright Act applies to the use of this document. Nanyang Technological University Library



38 

Women and media decision-making 

efforts should be made to employ more women (Table 6). In 
particular, it seems, there is agreement that in the recruitment 
process no 'favours' should be done to women applicants: four-
fifths of both the women and the men were opposed to the idea 
of 'reserving' jobs for women (Table 6). What, then, can be done 
to increase women's share of senior jobs? Various suggestions 
were made by the questionnaire respondents. 

Efforts to increase the proportion of women employees 

Apart from the need to improve and extend the training available 
to women, few concrete proposals were made by the male respon
dents. Training in media skills and office administration, reser
vation of places in training institutes, and improvement of 
the general education system were the most frequent measures 
suggested. Less tangible suggestions were that men should avoid 
male-chauvinist attitudes when selecting staff, that women should 
take the initiative in improving sex equality, that more oppor
tunities and encouragement should be given to female staff. One 
or two mentioned additional financial support and the provision 
of accommodation in cases of transfer. Several of the men 
recommended reserving jobs for women. Two specific suggestions 
were that more women should be included in selection com
mittees, and that a committee be appointed to study the entire 
problem. 

Many of the women emphasized the need for training, as did the 
men; but the women also called for retraining when women's 
careers are interrupted due to domestic responsibilities. Women 
included in their suggestions the establishment of broadly conceived 
educational programmes. These should be intended, on the one 
hand, for women, to help allay their fears about working in ne» 
areas, and to make them aware of various job opportunities, and. 
on the other hand, for men, to encourage them to treat women ac 

equals in the home, and to educate employers to avoid type 
casting of women. Another area for effort, according to the 
women, is that of child-care: facilities such as creches should be 
provided, and other measures pertaining to women's role a 
mothers should be improved. Equal representation of women or 
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selection committees was a further suggestion. Reservation of jobs 
for women, and making jobs for women non-transferable were also 
proposed, though in each case only by one woman. 

Recommendations arising from the study 

In the light of these proposals, and of the findings of the study as 
a whole, a number of recommendations can be put forward. 
These are not presented as panaceas but as starting points, clues 
to which were provided in the research data. The recommendations 
cover long-term proposals, relating to broader aspects of the 
problem; and short-term measures aimed at solving specific 
difficulties. 

Long-term proposals 
1. The problem of women's employment in television should be 

seen as part of the larger issue of the status of women. Energy 
should be directed towards improving the social, educational 
and economic status of women in general. This will also help 
improve the situation of women in broadcasting organizations. 

2. Efforts should be made to increase the social awareness—of 
both men and women—of the issue of sex equality. The impli
cations of inequalities in the media—in terms of content and 
employment—should be spelt out. 

3. A lobby or pressure group of media personnel should be 
created. The initiative for this has to come from women 
employees. 

4. Facilities for training, refresher courses, and orientation pro
grammes for women should be improved. 

5. Structural changes in the organization to take account of the 
special needs of women are necessary. Efforts should be made 
to find out what changes are required. Brainstorming, dis
cussions, seminars, expert committees, and dialogue with 
different groups are among the possible methods of approach. 

6. Orientation of employees is necessary so as to develop healthy 
attitudes towards women and the issue of sex equality.. 
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Short-term measures 
1. Lack of trained women is a genuine problem. The reasons for 

this should be determined and women should be encouraged 
to train and take up employment in diversified fields. This will 
also help to break down stereotypes. 

2. There should be refresher courses for women whose careers 
are interrupted by social/domestic responsibilities. 

3. Special training/orientation for women in administrative mat-
v ters—rules, regulations, procedures—may be required. 

4. Women should be represented on selection/promotion com- j 
mittees. Selection and promotion should not only be fair, they 
should also be seen to. be fair. \ 

5. Maternity leave is not a favour, it is a woman's right. It should 
not be a barrier to her professional growth, either directly or 
indirectly. 

6. If child-care is assumed to be the responsibility of women, 
adequate facilities such as creches, child-care centres, and so 
on, should be provided by the organizations. 

7. Many men believe that women are suited to, or that they 
prefer, certain jobs, while many women believe that the organ- , 
ization type-casts them. The issue should be studied in depth 
and corrective measures taken accordingly. 

. 8. For social and domestic reasons women find themselves in a 
predicament when promotion is linked with transfers. Either ' 
they cannot take the promotion or they tend to take only those 
jobs which do not involve transfers thus restricting their scope. 
The organization has to show enough imagination and flexi
bility to take this into account, in such a way that women are 
not penalized. 

9. A common belief among men is that women take leave too 
often. Women have denied this. They maintain that they take 
leave to care for children or because of other domestic 
responsibilities; they declare themselves to be honest, serious, 
hard-working and not given to absenteeism. Men concede the 
latter points but the first point is still held against women. The 
issue should be studied in depth and the facts should be 
determined. Men need to be made aware of women's dual 
role. 

\ 
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10. A committee should be appointed to study the entire issue of 
women in broadcasting. It should examine the problem in its 
totality and suggest detailed guidelines to improve the status 
of women. 

Lessons from the research -

The extent to which impressions may diverge from facts was one 
of the most telling lessons learned from the research. Most male 
respondents had the impression that the proportion of women in 
senior television jobs was already quite high. In any case, they 
were convinced that it had increased considerably over the years. 
The facts available did not support this impression. There were very 
few women in higher managerial positions. Only in certain cat
egories such as production assistants and producers were women, 
relatively speaking, well represented. Other categories, including 
engineers and camera operators, had practically no women at all. 
So much for impressions. .,' 

False impressions could be corrected by facts. But that was 
only a beginning. The reasons for the unequal distribution of 
women and men had to be determined. Even more important was 
to understand what' people meant when they talked about the 
absence of—and need for—a 'women's dimension* in television. 
Was the presence of women important only in a symbolic sense, to 
fulfil some inherent desire for an equitable distribution of women 
and men in all spheres of activity? Was it, therefore, simply a 
matter of insisting that women had a right to more jobs, or was it 
a belief that more women in higher jobs could introduce a new' 
perspectiveZ.1 think it was the latter. I think the issue was that 
sensitivity and perceptiveness were found to be lacking. And that 
the presence of more women would begin to change this. 

Ltack of trained women is a genuine problem which has to be 
faced. But more trained women alone will not be sufficient. One 
of the most important invisible barriers observed was the stereo
typing or type-casting of women in terms of the jobs they could 
and could not do. Both women and men held these stereotyped 

- views. Moreover women did not appear to" be discontented with 
their present organizational lot. The fact that a very small number 
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of women responded to the questionnaire, in a study which was 
of primary interest to them, was in itself revealing. Women did 
not seem to be concerned over the issue. Apathy on the part of 
women and lack of enlightenment on the part of men were serious 
problems. 

It became clear, of course, that the obstacles lay not in rules 
but somewhere else. There was no rule which discriminated on the 
basis of sex. But this was not to say that the rules favoured both 
sexes equally. For example, the rules did not take into account the 
special needs or problems of women. Maternity leave is recognized 
as a right. Looking after children was assumed to be a woman's 
responsibility. That a woman's social and domestic responsibilities 
were greater than those of a man was a fact accepted without 
question. But rules, organizational work-styles and individual 
personalities lacked the imagination, flexibility and predisposition 
necessary to respond to these conditions. Taken together they 
all—consciously or unconsciously—worked against women. It was 
this invisible barrier that was the most crucial of all. 

The issue of women in television cannot be isolated from the 
larger issue of the socio-economic status of women in general. 
Many of the problems are not specific to the field of broadcasting, 
nor are they confined to any particular country or part of the 
world. In a study involving thirty organizations in nine European 
countries, Gallagher (1984) found that women accounted for less 
than a third (30 per cent) of the television workforce. In programme 
production, most of the women were carrying out junior, pro
duction-assistant type work, whereas the majority of men were in 
the higher-level jobs of Producer or Director. Many of the occu
pational patterns and attitudes described in the Indian situation 
are identical to those found in this earlier European study. 

Looking at the problem from another angle, it must be empha
sized that in India only 25 per cent of women are literate (compared 
with^ male literacy rate of 47 per cent) and that women constitute 
only 23 per cent of the nation's paid labour force. Women arc 
in a minority in almost all the professions. Some of the figures havt 
already been quoted. To these we could add that in 1976 onl) 
10 per cent of science-and-technology employees were female. 
Such figures indicate that inequality exists in many other area; 
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V 
and is a broader, more general problem than that of discrimination 
against women in a specific area such as broadcasting. This is not, 
to suggest that a start could not be made to tackle the problem in 
broadcasting or indeed in any other individual field. It is, however, 
meant to emphasize that the issue cannot be looked at in isolation. 
It must be examined, understood and attacked in its totality. 
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