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5 The Organisational Case Study, 
the Individual Case Studies (caselets) 

and the Survey 
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Chapter 5.1 The OiganisaAonal Case Study 

5.1.1 Eirebank 

The three parts of the case study wiU be known as: 

(1) The Support Function; 

(2) The International Banking Division and 

(3) The Dealing Room. 

Tins orgamsational case study involves a major Irish financial services organisation,. 
. 

with headquarters m Ireland, winch we shall refer to as Eirebank. The author worked for 

this company, m the head office as well as m the centre concerned with international 

finance, which are both based m DubBn, for a period of approximately five years in the 

early 1990s. The functional areas included a head office support department, corporate 

banking, capital mask& and treasury. 

5.1.2 Particinant Observation 

FieldwoA was conducted, m three departments, over a five year period. The 

authorwassurprisedby theamountofinformation, bothconcerningtheirpersonalh 

and of a professional nature, that individuals chose to divulge. Some were quite 

by their lack of career development and one spoke of her lack of maturity as a recruit, 

straight from school, which meant that her eaiiy pafonn^~ce appraisals were very poor 

andshefeltthatshewasstillbeingjudgedbythem- 
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A number of the permanent part-time staff members seemed quite dissatisfied and 

believed that they woe being taken for granted and that there was a lack of equity m the 

treatment of them as opposed to the full-time staff. Minor complaints were allowed to 

escalate through inaction. 

To the author, the most interesting period was six month spent in the Dealing 

Room. Throughout the entire period the author was a student and discussed the research 

project with staff at all levels from the kitchens to members of the board of directors. 

5.1.3 Bankine famiIiq 

The paternalistic culture that the banks used to traditionally operate in (up until the 

late 1980s) meant that the whole family was considered part of the banking family. Eveay 

attempt was male to incorporate the entire famSy and it was not unusual for sons and 

daughters to follow their father (or mother) into the bank. The job for life, the pension and 

the home loan, a0 made up for the fact that one might be transferred 'down me country' for 

a few years. 

. . 
5.1.4 The case study oreamsation 

Eirebank employs between 10,000 to 15,000 people in over 600 offices worid-wide 

and is a major player in the Irish banking system. It operates in Britain, Europe, North 

America and Asia. During the period of this &&y, the oqphtional (grading) structure at 

Firebank was similar to other financial institutions. 
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Andflaly staff were employed by Eirebank - performing services that would have 

been contracted out in other organisations . . - including those doing the fratermg; porters 

who were responsible for an internal postal system as well as collection and, 

delivery by vans; and security who monitored and restricted access to all the bank 

buildings. The cleaning was contracted out as was the and ground maintenance. 

The bank offers personal banking services to all segments of the market Three 

particular areas that it in are fflorteagea (including direct mortgages), savings and 

ktments ,  and car finance. The latest innovation m the Irish financial services market is 

the Banking Shop which is a banking presence in a shopping mail. The banking space is 

occupisd by automated t e k  machines and statement printers as well as leaflet displays. 

Automated Teller Machines were introduced into Ireland m tfie late 1970s. The 

rner&an&q, has to be vbdly @&&g and the whole atrnqhm is m m  like a shop 

ton the traditional idea of a bank with plenty of glass and a clean modem look. The 

opening hours are consistent with the other retail outlets in the shopping m& 

Ebbank announced, in 1999, that it had come to an agreement W& the trade 

union representing bank staff so that certain branches, m strategic locations in the city' 

centres as well as satellite branches, which service commuters who do not arrive home until 

after seven m the evening, would stay open until late and at the weekends mehiding m 

some cases Sundays. The staff working these new hours would receive extra pay, extra 

leave and a once-off payment 
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Eirebank targets young children with the offer of a  free money box, teenagers with 

a  free wallet and phone card and university students with free mobile phones. Personal 

customers are offered the chance of a  relationship with their Personal Banker, Mortgage 

Advisor or Financial Planning Consultant. Face to face banking is supplemented with an 

electronic banking service as well as the, open all hours, automatic teller machines. The 

idea is to sell armchair banking or banking via your personal computer because these are 

more cost effective to operate than branches with staff m a  high street location. 

The telephone banking is available twenty four horn a  day, seven days a week all 

year round, and allm one to pay bills at the touch of a  button on a  phone. Internet 

banking facilitates on-line banking as well as providing a help desk for technical assistance 

twenty-four hours a  day. -On-line banking can still be quite a  slow process. The customer. 

response to internet banking proved to be less positive than predicted. 

The leaflets produced by Eirebank are cdourful and clear m appearance and show 

women m a  Vanety of roles including business executive, 'financial advisor, wife or partner 

and university graduate. In the area of mortgages, the back produces literature for the 

customer which coven every detail tfaat might be involved in buying a  first home, building 

a h = o r u m m .  f ie@mclearandoffer&onh* 

transactions with professionals such as surveyors, solicitors and estate agents. Tins material 

is comprehensive and treats the heterosexual couples portrayed as equals. 

None of the literature produced ia aimed at the 'pink market' i.e. hamosexual 

- 274 - 
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Techology mwhw the aclida of systems dwelqment and maintenance as well 

a w m a n d -  S m e o f W & m w o d d q * m * a h o t h a  

departmenfa w h  a Irtformatim T h 1 o - g  and Education and The two most 

aen& merubem of management, who w m  oid style bankers, delegated the technology m 

W t w o ~ r n m h o f ~ m e n t d o ~ t h e ~ W h l ~ a n ~ m & e  

mm. 
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q p e a d  comfortable h d h g  these. M&on was spre.ad hugh  the office 

grapevine. A number of minor mtemal issues were identified as problems such as the 

o ~ a d ~ o f t h e ~ e m o ~ o f ~ h w & m a ~ ~ a s w &  

as the issue of smoking m the departmeat. A number of the items found through the 

activity analysis were implemented. 

Hie staff in this department assisted with the case study and ten of them completed 

the survey questiomuOre as well as granting interviews and helping with the pilot. One 

assistant manager, three JBOs, five PPTs and one full-lime temporary official assisted with 

the research but it is fair to say that everyone co-operated with the author. 

5.1.5.3 f2) The International Bankme Division 

The discussion of tfaifl part of the organisational case study wffl focus on the issue of 

team working which was a highly effective anal tool. This department was 

organised into teams. 

5.1.5.4 Management and Staff 

There was a head of department (male) with a female personal assistant who 

operated voy much h a gatekeeper role (see Figure 8.5.3 in the Appendices). 

5.1.5.5 Cat Teams 

There were four teams. The first team consisted of a male manager, a female 

and two male managers and one female junior management staff member. The 
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second team had a senior male manager, a f d e  m t a r y y  m e  female manager and two 

dejmiormanagers. T h e W d m M a d e - e r , a f d e m y a d e  

m m - d a m a l e j e o r m m t * ~ .  T h e w - h a d a s e n i o r d  

manager, a female manager, a f d e  secretary and a male manager. 
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at 8.30 a m  and finkhed at K30 pm. was the nonu &er than the exception. 
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n e m & o f m f i * m m m t w .  Fouroftheseven 

de&wm & & o f d m - m e ~ o f ~ ~ o n e o f & m e o f h m d ~  

another with three. Ofthe fifty-e dealem oniy four were women. The four e x e d w s  . . 

w m d e m d t h e f o u r m & m f d e .  n e ~ d M n m k w a s w o m  

sixty and 1- than km were women. The women working m the depa&nent hduded one 

bar desk, two dedm, one trainee emnomkt and four secdes. A section, set 

h t h e h * f l w , e & h & d m e  cus to rnmre la ted~  bdanefemaIe 

dealer (see F@nx 8.5.4 m  the A p p a b s } ,  
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both those working under her and other wkgua m the h h g  Room. She did 

not work ex& horn a d  was o~~ able to delegate to the h on the desk. She 

w a s t h e m k o f W o  ~ ~ M h m d h ~ t h m h t o t h e o f f i w m ~ E ~ a s  

did some of h a  d e  wlleaguea. She was always wen pmmted but did not h an 

~ p w e r f h l ~ ~ e .  H e r m M e w a s & d a n d & e d w q = d &  

and m cmtml as well as being fedtine. 

~ d e ~ w m ~ o f a ~ ~ ~ t h q w e r e ~ ~ e c b m d h  

their thhiies or f d w .  The majoxity were married. Them was one case of a senior, 

&ed, e x e w o n e o f t h e - W M a n d ~  was, m o n h - e m  

d d &  ummdable.  The a&atant moxnist  was a small, blonde, f d e  m 

her late twenties. In total, the desks were populated by tbdy four hdiviw of whom:' 

thklyonewerede. A l l t h e b d m M w m f d e .  Allthesenior 

managers and all the exwutiva were d e .  
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an outside consultant psychologist from one of the leading mental health facilities in 

Ireland. It was not intended to be a deep psycho1ogical assessment but an attempt to 

provide the basic coping skills necessary for dealing with the everyday stress of this 

psychologically tough working environment. Each pardcipant was asked, m the fortnight 

leading up to the course, to keep a notebook or diary of any situations which they felt that 

they could have bandied better or that they had found difficult. 

The idea was that each Dealing Room team would go away for a two day 

residential course which was divided into four sessions of basic training. Each individual 

would be interviewed separately by the male psychologist on the second day. The course 

was centred around teaching blocks, discdons and practical exercises. The aim was to . g  

prepare the individual to deal with high pressure situations. A follow up day was scheduled 

for six weeks later. The general idea behind the course was to allow the dealer to feel more 

m control, in achieving workplace goals, and to develop the necessary skills to make this 

possiile. Stress is exacerbated by the constant use of the telephone and computer screens 

as well as the fact that decisions can involve way large amounts of money. Telephone 

calls, both incoming and outgoing, are recorded in case there are any misunderstandings. 

Dealers have bursts of frenetic activity and theae are interspersed with periods of inactivity 

which are spent lounging in their chairs watching die room. 

5.1.6.3 fbi Sexual Harassmeot 

Trading floors are notorious for being testosterone fueIled places in which to 

work. In the United States, and now m the United Kingdom, they have also become the 
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sites of sexual harassment law cases. The work environment is xnascufine, 1 

noisy and competitive and only a few survive, and thrive, m this environment for long. 

The trading flows are the place whwe laqge bonuses can be made and the time frame m 

which to make money before moving on is short. Bumout is commonplace. 

One particular dealer watched the young female staff membera avidly and liked to 

complement them on outfits that he thought were appealing. The female secretarial staff 

avoided him because he had a tendency to become over familiar. 

5.1.6.4 Human Resources) Management in Eirebank 

The human resource function operates a telephone help line which deals with ati 

enquiries during woriking hours. The main queries concern employment contracts, flexible 

working, terms and conditions, allowances and expenses, leave, benefits, counselling and, 

recruitment. The development of a database makes this job more efficient over time. It 

frees up other staff to work on identifying skills gaps, recruitment and training, coaching, 

a n d ~ o n ~  S - e w o r k o n m d o t h m m  employed 

to concentrate on one area of the human resource functim. 

The human resource function has been restructured m order free up more staff to 

be proactive. The necessity for staff to bandle staff queries meant that less time than 

necessary was spent on developing policies, change management and m implementing 

newer human resource practices such as 3W feedback. 
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A university lecturer joined Eirebank for a two year period m order to undertake a 

skills gap analysis with a newiy recruited team of twenty . The lecturer, an expert 

in the field of human resource management, reported to a senior executive who himself 

reported to the chief executive. 

The HR staff monitor monthly manpower mpkments through a standard 

manpower tracking system and if in need of additional routine clerical staff they have 

developed contacts with die secretarial schools and recn-dtment agencies. There is also a 

pool of new graduates wilHng to fin routine clerical positions as a means of getting work 

experience. It is not unheard of for a graduate to be offered teaming and a full time job g 

while woridng during university breaks or during work experience. University students m 

applied subjects, like mathematics or e-eoinmeree, are given work experience m the c 

technology areas such as credit card applications. 

The staff are covered by all employment legislation. Eirebank is conscious of 

health, safety and welfare at work regulations. They circulate guidelines on how to 

~ & h M m & w m ~ m o f a W U ( G h @ ~ d ) d @ &  

free eye tests for those who feel thai their eyesight may have been damaged by overuse. 

They circulate a desk aid which lists the warning signs related to R StrainIn&q 

(RSI). 

The terms and conditions of employment are favourable m regard to pay, 

allowances and expenses, leave, transfers, promorions, grievance and disciplinary 
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procedures and very favourable m relation to benefits such as profit sports and 

social ctub subacriptiw, health insurance, insurandassurance, pension and death benefits, 

holiday hmds and house, car and personal loans. Eirebank operate a staff suggestion 

scheme whereby good ideas which are implemented, and cost effective, may resuh m the 

employee recehing a reward of some kind such as a holiday voucher. 

5.1.6.5 Counselling 

Erebank has operated a staff counselling service for a number of years and it is 

ae<^ssed via a confidential free phone number by referral of either medical staff or by ., 

management or by means of seti-rcfeiral It is intended to help staff cope with 

bereavement; family, relationship, financial or work problems and addiction to alcohol, 

drugs or gambling. Employee Assistance Programmes @A&) are intended to remove 

problems that interfere with work performance. 

5.1.6.6 Oreamsational Culture Change 

Over the years, Erebank has launched a number of initiatives aimed at proniotmg 

oigaiaionalculture which attempt to instil new values. By launching new 
. . '  . 
initiatives at senior management and executive level it was hoped that they wffl trickle 

down. The core idea seems to be that the customer is number one and sales 

professionalkm is a key skfll m the new competitive, commercial environment. Each 

branch is serviced by a sales team, some of whom acne mobile. 
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5.1.6.7 Identity 

The branch banking system was updated and branches were into ctusters 

of ten or under. Eirebank has not witnessed the same degree of branch closures (yet), as 

other banks m Ireland and the United Kingdom, but the branches have had to undergo a 

irefocuaing of the energies of their staff. They are encouraged to develop their safes 

capabflities. More branches may c1086 if the newer t delivery channels such as 

in-store banking, telephone, mobile phone (WAP or Wireless Application Protocol or Short 

Messaging Service (SMS) Technology) and television and digital banking as well as the 

internet prow popular with customers. The uptake of these newer delivery systems has 

been slower than predicted. 

5.1.6.8 Management Monnation Systems 

One of the major challenges facing banking OTgamsations is how to gatfaer, and use, 

information about customera better. The development of marketing goes hand in 

hand with the advance of direct banking. The information already stored by the various 

bank computers has to more effectively converted into sales of services and products. The 

customer has to be encouraged to use cheaper methods of banking and 

discouraged from using staff for routine transactions thus up die staff to educate 

and sell more expensive products tike life assurance and pensions. The focus is to target 

market segments and seD to them- Eirebank theneedtoupdatethe 

Management Information Systems. The need to establish m relationships with 

clieotB, in order to retain them, was acknowledged in the late 1980s. 
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&bank keeps staff infarmed about the nature of their advertising strategy and 

ledlets am d i s t x i i d  mterdly exphhhg the c.amp&u mmsagea and media. Thew, staff 

p a c & m @ m a n d w t o a W e .  Smcetheeadyl99oa,they 

have bunched new brand identities m of their mart;&. 

Eirebank is, like many Irish orgamsations, taking part in the promotion of Emus as a 

town for the Information Age. It has a large population of young adults. It is espected that 

four-fifths of the population win be on-tine and can d of the services of electronic 

banking- Smart card technology was supposed to lead to a cashless society. Initial analysis L 

of the take up and continued usage of the 'electronic purse* has proved disappointing^ 

f indinaismhewilhtheresultsofs imilartriakmthe~nited~ined 

h an attempt to further motivate individuals, and promote the development of 

teams, Eirebank undertook a scheme to reward excellence in customer service. The panel 

behind this scheme was all male. Similar to the staff suggestion schemes, the rewards are 

hotiday vouchers and cash. 

5.1.6.9 Training and Educational Suoport 

Training can be classroom based or computer based. Both are used at Eircbank. 

Some fundamental training can be undertaken by technology based training (TBT) i e .  

word p& packages as wd aa skiDs training such as time management and holding a 

buSmes8 meeting. Video and CD-ROM based training packages are extensively utilised. 
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Theskfflsneededforthefutureen change management as well as 

advanced social skills such as communication and negotiation, 1 and teamwork. 

Eirebank provides extensive educational support and has tried to refocus their 

training. In the area of qualifications, younger bank staff are actively encouraged, and even 

pressurised m some cases, to study for the examinations 
. . of the Institute of Bankers. An 

added advantage of further education, at night, is that the bank staff get to socialise and 

network with non-bank staff. The problem Iies m the fact that too many people opt for 

quaKfications m certain areas, leaving a skffls deficit. The dep-ent in charge of 

education and training believe that there is only a narrow con-elation between the 

qualifications acquired and the subsequent career development of the individual 

The permanent part-time staff will now be Comadored for Certificate and Diploma 

level examinations but, atthough all business related courses will now be considered, the 

individual staff member wSl have to prove the relevance of any particular come to their 

linemanager. Abankerhastohavefiveyearsseraicebeforebeingconsideredfora 

. Oneofthosetakingpartintfaisstudygainedtwodegreesatnightandisnow 
studying at postgraduate level On the other hand, one individual (female) working m a 

support function was encouraged at each perfonu^nce review to start studying for the bank 

examinations and refused each time. 

The training facility at Eirebank has over forty Werent courses covering banking 

procedures, secretarial ddDs, management development and professional sales 
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They provide management development teaming as wen as performance, project 

and change management in addition to unite on time and personal skills 

development They even train the trainem. They nm induction courses for new entrants, 

courses for JBOs and SBOs, as wen as for newly appOmted managers. The main training 

cotfre handles over 3,000 eourae partieipts per year. B has a staff of around twenty and 

approximately half that number of training rooms - some facilitate technology based 

teaming with a teller teaming room for cashier training as wen as a recording studio for 

t h ~ e  staff who have to deal with the media on a regular basis. 

Managers and executives, once they have completed all die Institute examinations, 

are encouraged to study for degrees in business administration, financial services 

management or business and information technology. Specialised advanced technology 

and banking degrees are tnghh' regarded. 

5.1.7 Emolovee Communications 

Managers and executives are encouraged to discuss issues with staff and to keep 

them informed of developments because they should be made to feel part of the 

decision-making process and they need to know what is required of them. Teamwork is 

encouraged which is why regular scheduled briefings are recommended with an agenda 

andafixed1engtfa. ~themethodsofcammUmcationareusedtoinsfflthebasicvalues 

contained in die mission statement All staff ahoidd have grasped by now that the business 

isundergoingmajorchangesandthatiftheyaimtoremainwith&efront-runnersthey 

have to see off the competdion and further develop the technology to do so. 

N
at

io
na

l C
ol

le
ge

 o
f

   
   

   
 I

re
la

nd



5.1.7.1 Attitude Surveys 

The method used to identify the morale level of the staff is by means of Staff 

Attitude Surveys conducted every two years by an international research company based in 

London. A q u e s t i d  is distniuted to afl staff inchiding temporary officials and once 

completed it is posted back to the human resource research company. Anonymity is 

guaranteed, and results are m blocks, so that no individual can be identified. The 

questionnaire is designed to take less than half an hour to complete either individuaDy or 

a group completion session. Questions ask, indirectly, whether the employee trusts 

the company to treat them fairiy and if they think that the organisation operates a dosed 

connnunication system. 

The type of issues raised include levels and the size of individual 

workloads, the need for training m customer service and information technology, the 

fairness of systems of promotion, performance communication and consultation 

between employer / employee and the availability of counselling. The need to rely on 

temporary staff who are not fuDy up to speed in regard to banking procedures has been 

identified as a source of dissatisfaction by the full-time permanent staff. 

One survey of staff attitudes, which had an exceptionally high response rate, points 

to the fact that female staff are unhappy with die equal opportunity situation and all staff 

a r e ~ d ~ h ~ & - a ~ , G m o n ~ & o n a n d ~  

development, recognition for work wen done and physical working conditions. 
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Hie workloads are a source of discontent despite constant recruitment Upward 

communication, of staff with management as well as with executives, is 

considered to be a problem area. On a positive note, the staff at Eirebank report relatively 

high levels of job satisfaction and comniitaient They feel they are treated with respect and 

are confident the future of t h e  organisation. 

5.1.7.2 Staff Newsletter 

Another method of communication is through a monthly newsletter distniuted free 

to all branches and departments. A survey showed flat it was read by 75% of all staff but 

that staff thought that it should have more input from themselves. This newsletter was 

relaunched and renamed in the mid 1990s because it was over 25 years old I t  contains 

branch news, features on departments and new initialiws, i n f i o n  on products or . 

services as well as other bank news. 

5.1.7.3 Advertising. MaAetoW and Sponmdk 

The marketing department handles advertising, sponsorship, promotions and direct 

mail which they target at specific market segments. Hie marketing of financial services is a 

trighty sophisticated process involving the identification of the product, the @et, the 

media and the taget audience as well as costing. The buzz word is market segmentation. 

They use a combination of television, press, radio, the internet, Cmema, direct mail as W& 

a - m t h e d b d a s - d  shops. 

Erebank has a wide range of financial products and services to commumcate to 

- 2% - 
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customers m a highly competitive market place where national and global boundaries have 

broken down. New players have come into the market, of (he core business areas such as 

mortgages, offering highly- competitive rates so they have to be constanfly alert to new 

prospects / opportunities or areas of expansion. They .commisam research on consumer 

trends and lifestyle changes in order to stay ahead of the competition. 

Eirebank sponsors a wide variety of community schemes, home-grown art such as 

painting, sculpture, drama, music, photography as well as sporting and festival events. It 

sponsors television and radio programmes. A review of sponsorship activity was 

undertaken which showed dial it was disproportionately targeted at a male audience. ,. 

Eirebank intends to rectify this situation with female sponsorship activities. 

5.1.7.4 Orcanisatid Change 

Restructuring has involved changes m terms of and functions. The 

branches, as well as head office, have refocused business in line with the needs of the 

newer direct distribution channels. This has been reflected m the areas of recmitmeot, 

selection, training and retirement, 

The last tm years has seen a restructuring in terms of age. Like many 

in this competitive . . environment, staff over the age of fifty yeare have been offered 

attractive severance (early retirement) packages. This has meant that mdrviduals who were 

still valued but wanted to pursue new opportumties, such as start (heir own business, had to 

be allowed to leave as well as those that the organisalion feh were no longer as effective as 
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they had been. The result was that younger people were given a chance to operate at a 

higher level while dill m their forties. Other staff have been retrained and moved into 

positions requiring sales p r o f e s s i ~  communication and negotiation skills, as well as 

first rate customer service capabilities. 

Functions which are found be less cost effective when undertaken in-house have 

been oUtBOurced and this process win continue. This means that owretaffing aaY 

downturn or quiet period win impact cm the company with the contract rather than on 

Ekebank's bottom line. 

5.1.7.5 Recruitment and Selection 

Eirebank is constantly reeniiting both for branches and head office as well as on the 

intematianal side. Some of these new staff members win go into lending or i n f d o n  

technology. This follows on from the successful recruitment of temporaly staff who were 

made permanent The focus wffl be on sales and customer support. Eirebank has recurited 

consistently over the last ten years, for both fun-time and part-time staff, and now use their 

web site asa recnritment tool 

Permanent part-time staff are permitted to apply for the fall-dme positions as are 

temporary staff who have a certain number of months of continuous service. Full-time 

staff are made aware, during the appbiion process, that they are fully transferable 

anywhere withm the grow) throughout the Republic of Ireland. The salary scale has twelve 

points on it The top salary is the equivalent, if slightly less, of the starting salary of a 
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graduate recnrit. A fuIl-time w d  week exceeds 35 hours but is under 40 horn. 

Permanent part-time staff are recruited to ec h h  time opening &J W& as 

extended opening hours. The selection procedure includes an application, aptitude tests, an 

interview, a medical and a reference check, a panel, placement and a six month period of 

probation. Permanent part-time staff are recruited to meet both the needs of the 

organisation and also the requirements of certain individuals who wish for flexible but 

regular employment. The jobs are routine clerical and customer service. The type of work 

might inrotw being a secretary to a senior manager, working on the switchboard or on 

reception desk duty. 

The required educational level is five passes in the Leaving Certificate or 

equivalent. The average working hours for permanent part-time staff might be in the 

regionofZOto(under)30hoursaweek. Thetypeofhoursmightbe 10a.m. to4p.m. 

five days a week or 9 &m. to 5 p.m. four days a week. The idea behind these 

hours is that extended weekends suit women who have domestic or caring 

Thegraduaterecruitmentliteraturestillattemptstosellbankingasacareerrather 

than merely a job and mentions that an honours degree is necessary for a place on the 

graduate- . Part of the intake is cbmmellcd into the 

m f i o n  technology sector. The most recast recruitment literature, as well as the 

newspaper based advertising campaign, hag been colourful and innovative. The internet 

site contains recruitment advice. 

N
at

io
na

l C
ol

le
ge

 o
f

   
   

   
 I

re
la

nd



The application form for bank official ernplaymeat asks for a recent photograph to 

be affixed as well as for details of family association or connection with the bank. School 

~ ~ a r e ~ d ~ t o ~ m ~ h ~ d a n d ~  Fm 

subject passes are essential. Skffls acquired on commercial wvases such as typing and 

shorthand are requested. Hie applicant has to give an account of any work experience and 

state the reason for leaving a particular post One of the questions attempts to 

leadership qualities as well as the ability to mix socially. At the end of the form it states 

that FJrcbank is an equal opportunity empluyer. 

The applicants sit a selection test and if they pass they are called to an interview. 

Applicants are allowed to take the selection test twice. If selected they wiII be placed on an 

employment panel, and after placement, they have a probationary period of six months. 

During this time they wiB attend an mdietion wurse as well as undertake job related 

training. They undergo a career review m the fiftti year of employment 

The application fonn for permanent part-time work asks for dates of any previous 

applications or employment as wen as preferred working hours. Five passes m the Leaving 

Certificate are required for permanent part-time work as wen as temporary work, Eirebank 

u@uys disabled staff. 

Vacancies for the more Semor posiriam may be advertised externally if the internal 

skills pool is found lacking and more international experience is required. At the moment, 

k ~ m ~ ~ ~ ~ o , a n ~ o f y m ~ o , W t o g o ~ t o &  
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sufficient experience and monetary reward. The standard recruitment procedure M V O h  

subnrission of a curriculum vitae, a number of interviews and the offer of a contract after 

the checking of qualificabam and references as well as die results of a medical 

exammation. Graduatesrecruitedforapart)cdiarspecialityma)ha\'etoundergoan 

assessment of their technical skids. H" accepted they d be paid the m d e t  rate. They also 

attend an induction course and may have further job specific teaming. A career review will 

be held after two or three years. Eirebank receives a huge response to recnritEnent 

campaigns. 

AD staff must wear staff identity cards. Information is shared with co11eagues on a 

need to know basis awl m the centre concaned wUfa international finance a system of . -  

'Chinese Wallsw is in operation. All information must be regarded as sensitive and aD . , 

means of communication including electronic mail must be considered potentially insecure. 

5.1.7.6 Career Development 

Staff at most levels are evaluated by means of a Personal Review (PPR). 

The main review is conducted anuuaBy but there are interim meetings, every three months, 

winch information about progress to date. These meeting! are more informal. The 

dates for these are fixed at the PPR The two parties to the appraisal - die appraiser and 

-bzvetoconcuronamutually ethetomeetanddieappraiseeh 

generally given a couple of weeks to fin in their part of the form. The staff at Eirebank 

realise the importance of dm process and it is prepared for in advance. The general idea is 

to fix objectives for the coming year which are both and achievable. The 

N
at

io
na

l C
ol

le
ge

 o
f

   
   

   
 I

re
la

nd



appraiser andappraiser bothhavetosign theformaswellasamanager, acopy ofwinchis 

retained by the manager and another goes to the head of department. 

Different appraisal forms are supplied to permanent part-time staff which are half 

the length, at one sheet printed on two sides. Factors that individuals are rated on mchide 

the standard of work, quality' and quantity, in perfoimmg their duties; their knowledge of 

and interest m Aeir job; whether or not they are responsive and pofite to customers, 

colleagues and superiors; if they have sufficiently developed team skills and how they 

handle customer service. The staff member is graded on lime keeping as well as flexibility 

in performing duties, attendance and sickness records. The organisation is quite strict m 

requiring explanations for any absences due to &ck.Ue?%. AB staff below the grade of 

manager, have to sign an attendance book daily. 

The genera! appearance of the individual is taken into considdon. Some women 

supplied with uniforms, or as Eirebank prefer to can them corporate wardrobes, have a 

tendency to let them become less than perfect because the fact (faat they are worn on a 

daily basis means that dry cleaning costs can be high. The latest corporate wardrobe is 

supplied to men and women. Women now have the option of wearing tailored trousers. 

The informetion collected, on the PPR form, includes aB qualifications mchiding 

language proficiency as well as banking examinations. The objectives which haw to be 

met during a twelve month period are outlined as weD as any areas that might need to be 

worked OIL ~irebank is keen to encowas,e further education. 
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The full-time staff are given a longer appraisal form, two pages (both sides), to 

complete and they are asked to supply their date of entry and the starting date of their 

currentappointmentaswellastheirmaritalstatusandagesofanychildren. Thislastdebit 

is probably required, because staff with school going children are entitled to take some of 

their a m i d  leave during school summer holidays and, in order to calculate death in service 

benefits to dependants of married staff. They are also asked about qualifications and 

language proficiency. 

Staff members are asked to make suggestions mat would improve the operating 

efficiency of their work unit or their own job. They are asked if they believe that they have 

met their agreed objectives for the past year and to make new ones. They are allowed to 

comment on their performance in the course of their own duties. The PPR is an attempt to 

make staff take personal responsibility for their own career development plan. 

5.1.7.7 WFeedback  

360Â feedback win be used at management level initially. This mufti-source, 

mutti-rater assessment system m an aid to personal development and consists of evaluation 

by peers, management and subordinates. It is not linked, at the moment, to perfhmimce 

reviews. 

It takes about two days and is repeated at intervals of eighteen months. It is 

confidential and the completed questionnaires are processed by an external company. This 

Personal Development Programme is a human resource initiative intended to bring about 
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Eirebauk attempts to operate m an environmentally friendly manner for example by 

and packaging and they source machinery with low (noise) poBution 

0111881008. 

5.1.8.9 Electronic B a n k  and e-busmess 

The Eirebank web ate provides a means of access to customers Ireland 

as well as abroad. It also serves a pubtic relations function m relation to clients, 

shareholders and a larger audience. Personal banking and business banking (B2B) are both 

tameted. 

Electronic banking or e-banking covers telephones, mobile phones, plastic cards 

and the internet. Electronic banking inchides three types of cods such as pay before 

(ATM), pay now (debit) and pay later (credit). The debit card gives the customer the 

option of getting cash back. The smart card (electronic cash) is still in the trial phase but 

will involve filling a card with electronic cash at a vending device much like a meter 

and can be exc for goods in retail outlets. Many universities, m the United 

Kingdom and the United States, operate smart card technology on campus. 

Hie benefits of a virtual branch, m die form of the Eirebank web site, are balanced 

bythethreatssuchasthesecurity-risksfromunauthorisedaccessbyhackera. Many 

~ e r a m ~ w ~ & ~ ~ o f ~ d o n m w d a d i e m ~ o f t h e  

transaction which is why so much research is being dome on encryption. The e - b u b  
. .. . 
nntiatrws in die areas of digital television and Wireless Application Protocol technology 
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have led to a recruitment drive for people who understand that die future of banking will 

be web based. 

The first part of chapter five has o&ed m detail the three parts of the 

organisational case study (die Support Function, the International Banking Division, the 

Dealing Room) as wefl as described die human resource management (HRM) practices and 

policies m operation m Eirebank. 

The next part of this chapter details the twenty individual case studies or caselets,. 

while the final part of chapter five contains the survey results. 
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5.2 The Individual Case Studies fcaselets) 

&h caselets bigM&& a number of cmer (and family) hues: 

(1) A High Achiever (Housekeeper) Laura 

Career Issues: Role models, netw- mentoring; dual-career (earner) couples; career 

plaining; tokenimi; career mobility. 

(2) A High Achiever (House Husband) Sarah 

Career Issues: Full-time employment spousal support career planning networidng;., 

mentoring; education. 

(3) A High Achiever (Chfldnrinder) Emfly 

Career Issues: Mentoring; career planning; professional qualifications; developmental 

assignments; networking. 

(4) A High Achiever (ChHdfree) Eruma 

Career Issues: Tokenkq Networkiqg Role models, Full-time employment. 

(5) A New Mum (Home Office) Shefla 

Career Issues: R o f k d  qualSdmq spe&aW role; change agent. 

(6) A New Mum (Job Share) GiSian 

Career bsues: Networking; career break; flexible employment. 
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(7) A New Mum (Creche) A d e  

Career Issues: Networking; rnentarns, workplace creche; parental leave. 

(8) A Family Gmr (Trailing (accompanying) Spouse) Lucy 

Career Issues: Part-time employme career mobility; older generation. 

(9) A F w m ( D i v o r c e e )  Rachel 

Career Issues: Part-time employment; older generation; short career ladders (secretarial 

work). 

(10) A Family Carer (Career Break) Kaiie 

Career Issues: Part-time employment; parental leave; FFWA / Employer flexlTriKty. 

(1 1) A Family Carer (Late Marriage and Widowhood) Jennifer 

Career Issues: Older generation. Part-time q l o y r n m  FFWA / Employer flexibility. 

(1 3) A Mobile Career Woman (The Political Mover) Isobel 

Career Issues: Career planning; career mobilily, organisational politics; education; 

networking; mentor& ViaTriKty. 
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(14) A Mobiie Career Woman (The New Recruit) EUen 

Career Issues: Career mobility, career planning; younger generation. 

(1 5 )  A Junior Management Woman (The Stalled Manager) Fiona 

Career Issues: Full-time employment developmental assignments; career plateau. 

(16) A Junior Management Woman (The Graduate Manager) Rebecca 

Career Issues: education; career planning; Full-time employment; networking, 

f 

(1 7) A Junior Management Woman (The Unstuck Manager) AHson 

Career Issues: Developmental assignments; education; professional @cations, . . 

"visibility. 

(18) A Thirty Something Woman (The Regressive Worker) Hannah 

Career Issues: Career mgesioq short career ladders (receptionist / switch operator). 

(19) A Thirty Something Wolnan (The Instrumentalist Worker) Elizabeth 

Career Issues: Career planning; professional quahficabons; networking. 

(20) A Thirty Something Woman (The New Assignment) Niwla 

Career Issues: Developmental assignments; education; Full-time employment; 

professional qualifications. 
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The careers of women are like patchwork quite m that no two are identical 

ahfaougfa some may be vaguely similar in &sip .  The twenty case studies show how 

different they can be depending on what each woman has prioritised as most important - 
career or family - over the life course. The women vary m age, m these individual case 

studies, from early twenties to early sixties. 

AD of the most successful women claimed to be very well organised, and indeed 

stated that they were, with plenty of energy and ambition. They are committed to farther 

career progress!on as well as the attainment of higher educational qualificarions for the sake 

of setf-=-on and, professional as well as personal, growth. 

This study provides a snapshot of where these women are now on the continuum' 

which was introduced at the beginning. It discusses the choices that they have made and- 

what they have identified as priorities. If you go back to some of these women in five or 

ten years you may see a different picture from the one portrayed here. 

A number of the women who participated in the research changed their priorities 

over the couree of the work. Two had been single bankers with between 10-15 years of 

work eXpenence m the banking on. They got engaged, married and pregnant 

within the space of three to five years. Both are currently on extended maternity leave. 

One intends to go back to w d  full-time after six months of maternity leave while the 

other, married a non-Irish national and, is living m mainland Europe. She is planning to 

job& when she retails to work. 
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Another woman who participated m the early stages of the research was in a senior 

role m a high profile specialist position. She worked for a number of companies before 

taking up the first of the two banking roles that she occupied. She is now running her own 

business from a home office which she had constructed for that purpose. The childminder 

arrives at nine m the morning and she heads into her work space. 

5.2.1 Thecontinuum 

The three women mentioned above changed their orientations from career priority 

to career and family prionly. Each can be placed at a different point on the continuum 

which is dependent on the choices that they have made now that a baby has arrived. The 

choices are all different - a new consultancy m a home office with a childminder coming 

to the house; back to work part-time, then M-time, after extended maternity leave with . 

die baby going to a childminder (her mother) until a creche place becomes available and 

finally, the last woman is intending to job-share, with another woman who has also recentfy 

given birth, when her extended maternity leave is over. Any gaps m child care coverage 

wiB be filled by her mother-in-law. 

One woman, who on a number of occasions, has seen rapid promotion 

from Senior Bank Official to a high profile post as Assistant Manager after being stuck for 
* .  mazy years m routine -on while another woman has seen her career stall at this 

point. Two &m have chosen to work m die United Kingdom to gain experience that 

they see as essential for progression to the highest grades m the organisation. One woman 

is just stalling to feel the benefits of a transfer to a new branch while another is doing work 
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that the organisation would rather pay a temporary, less expensive, official to do. 

Each of the women can be placed in (at least) one of six categories: 

The High Achievers, 

The New Mums; 

The Family C m ;  

The MoMe Career Women, 

The Junior Management Women and 

The Thirty Something Women. 

The woman who reached the highest level of all mentioned that it was important to 

make the rightchoices but that the best laid plans may have to be abandoned dependingm 

"What life Ihrows at youw (Laura). 

A Hiah Achiever (Houaekeroer) Laura 

Laura completed the survey questionnaire and agreed to an m-depth interview at 

her beautiful house 8urrounded by a large well-maintained garden wifli mature trees. 

Additional information about Lama was gleaned from newspaper cuttings, a conference 

speech and a chapter in a book on successful Irish businesswomen. She worked fun-time 

for over twenty-five years and now holds a number of non-executive director positions in 

companies m the financial services sector winch require a ' ent of three or four 

days a week. 
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Laura is in her eariy fifties and mained to a retired executive. She is elegant and 

calm Shewasandfiisawermer,emore,hherwmhwhd 

who was a director of a bank. She comes from a large rural family and all her siblings, 

brothers and sisters, have been successful in career terms. Her two sisters combine 

professional careers with motherhood. 

Her f&er and mother were both eduated to secondary l m l  and placed a high 

value on education which Laura shares. Her father was a fanner and her mother a 

housewife. Laura left school at seventeen and joined the civil service where she spent a . 

year as a secretary m an educational environment. After a year she moved into banking 

with one of the major clearing banks. She had to leave WO& due to the marriage bar even 

though it was five years before ahe had children. Her second foray into financial services is 

where she made her name. 

Laura achieved a number of firsts for Irish women as die firet female 

director of an Irish licensed bank and the first female executive director of a pub& 

company. She was in demand to serve on and chair, policy making and policy review, 

boards. The company that she joined m 1980 and left in 1994 had just over ten staff 

which increased to 800. It grew to be a multi-million pound company. It expanded 

drarnaticaIiy and core business was as a specialist financial services company. At one stage 

she was responsible for the operations m Scandinavia and Iberia. She was awarded the 

accolade of business person of the year. 
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The organidon underwent, in the d e r  years, rapid development with 

acquosifaonswhilelateryearsCIVOhredrestructuringandrationalisationaswellas 

redundancies. It had some union problems during the period of cost cutting and the need 

to refocus on the core business. Lama travelled frequently and was m demand as a 

conference speaker. She has no interest in entering politics although her high profile meant 

that she has been approached frequently over the yeare. She has helped the same c 

for many years and is still very active m the naming of tins body. 

Her two, university-educated, children are now grown up. She spent three and a: 

half years in total as a full-time housewife. She has been extremely fortunate in that she 

had one housekeeper for one year and the ascend one ever since. Laura used to drop her 

daughter to school in the morning and tried to get home to spend time with the children m ( 

the evening. 

She plays tennis and golf. She also walks and skis. She works out m the gym a 

couple of times a week. Laura and her husband are members of a number of exclusive 

(sports) clubs in Ireland. She mentioned that she should have taken up golf d e r  but did 

not have time when she was working fall-time and so she themanygolfmvitations 

down the Hue. 

Laura the importance of education for women (and now has a degree 

which is not work related and undertaken for pleasure), financial independence and 

self-identity. She did not engage m networking and had no mentors although she had one 
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really- good boss. She has acted as a mentor. Laura did no career planning. She took a 

career break she did not know how she would cope with motherhood. When she 

went back, she worked fun-time and did unpaid overtime. She dunks that the key to her 

success lies m her enagy leveIs and slarnma as well as her orgamsational capacity. 

In terms of domestic Orgamsation, the house cleaning is taken care of by a 

housekeeper while she and the housekeeper cook and do the food shopPmg. Her partner 

takes care of the garden. In relation to the household finances, she says that consumer 

products, investments such as art and a second home (which they have) as well as decisions' 

in regard to the house and insurances are joint while private shares are deah with by each 

partner. 

She says that the changes that the Irish feminist movement made were necessary 

and she recalled the arrival of the 'concontraceptive train' from Belfast. As an executive, she 

proi~oisd women and says that some had seIf-confidence while others did not. She also 

referred to the greater levels of self-confidence of American women. 

her opinion, men get tinugs together in career terms while m their twenties but 

for women this whentheyareinthBTdmties. Laurastatedthatshecornesinto 

contact with a number of successful women lawym and when the discussion turned to 

career progression she proposed the pipeline the&. She did not think tot the women 

would be discriminated . . .  againstintermsofdtherpayoropportunitiestoprogressto 

partnership M. 
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A New Mum (Home Office) Sheila 

Sheila is a former high achiever who has chosen to prioritise her family over 

corporate life. Shrila provided assistance at the early stages of the research as she worked 

for the case study company at the time. Newspaper articles and a conference address were 

also utilised. 

She is the most highly educated of all the women holding an advanced degree as 

well as a professional qualification at the highest level She held the position of president 

of her professional body. She worked for two large multinationals, m her specialist field, 

before joining the first of the two financial services oqgmkdons that she has worked for 

in-house. Her field has laige numbers of women in lower levels but the top positions tend c. 

to be occupied by men. 

She is attractive and vivacious and like most of these women is always well-turned 

out. Her jobs involved some media attention and she is m demand as a conference 

speaker. She once addressed a national conference and informed those present that having 

children was financial suicide. Her ocaqation, of the two banking roles, was during 

periods of major organisational transition. Her career started, like that of many women, m 

a secretarial role. She stayed in her first job, working her way up from the bottom, for ten 

years and her second, outside Dublin, for three. She seems to have found financial 

services to be too slow moving and not enougfa of an adrenaline rush. 

For many women life changes when they many and have children. This was 

- 319 - 
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indeed the case for Sheila who joined the ranks of women waiting to give birth until they 

approach the age of forty. She gave up her high profile career after the birth of her first 

child and has set up her own consultancy. She has a home office and once the childminder 

is installed, at nine m the morning, she retreats into this office which is attached to the 

house. She saves on commutoig time, time which can be devoted to her consultancy or to 

her SOIL 

Another woman, Jean, who worked in the same department as Shefla, and was at 

one stage her number two, started out in a specialist role but has changed to a different 

specialism from the one she did her un and postgraduate degrees in. She 

started as a graduate trainee and five years later married. She, like another of our cases, 

felt it necessary to get experience m the United Kingdom and was promoted to a Â¥wr high. 

specialist position. On her return to Ireland, she joined a mall, innovative company in her 

field. Jean is ten years younger than Sheila 

A New Mum fThe Job Share) Giffian 

Gillian worked for the case study orgardsation, although not in any of the 

departments studied. She assisted in the pihtog of the survey questi0nnan-e as well as 

agreeing to a later interview. Her case is interesting in that it shows how quickly a 

woman's Me can change. 

She is thirty-seven years of age and from the south of Ireland where her parents stffi 

live. She went into the bank after leaving school and w d e d  m a branch on the north side 
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of the city centre before being transferred to i south side branch. The first posAcm 

entailed connnuhg across the city and meant leaving her house early and resulted in her 

getting home quite late so she was delighted to be eventually transferred nearer to her 

home. She has five sisters and they all manage to combine motherhood with careers. 

Gfflian's years in the bank allowed her to buy her own home and a new car every few 

years. When she took part m the earlier part of the study she was single. 

Both her parents were educated to secondary level and her father is a banker while 

her mother takes care of the household fall-time. Gillian is educated to secondary level but. 

has completed most of her banking examinations. She now has a working knowledge of 

Gciman. In the year of the survey she had completed fifteen days of internal training at 

100% cost to the company. In the previous five years, she had undertaken computer 

training, specialist and technical training. She is a member of the bank union. The branch 

that she w d e d  in had a staff complement of twentyme. She played an active part m the 

social life attached to (he branch. 

One of the questions on the pilot survey asked if she was available to move 

internationally and she replied that she was absohitefy unavailable to do so winch makes 

her later move a0 the more surprising. Performance was evaluated by an annual review 

and she worked full-time at just under 40 hours a week. 

Three yeas ago, Giffian went to visit a fiiend who had moved to Germany where 

CiiUian met a German national. They continued the relationship after she returned hone 
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and visited each other every few months. GiDian had worked for the ease study 
' .  

organisation for sixteen years. When they got engaged she chose to take a five year career 

break from her employer because the bank did not have offices near to where she moved 

to in Germany, or across the border m nearby Luxembourg. This was at the end of 1998. 

Wilhin the year they were married and m February 2000, a baby giri arrived. She 

had no morning sickness and went to see the movie "American Beauty" the night before 

she went into labour which she mistook for backache. Gfllian worked up to eight weeks 

before the birth which was a swift, uncomplicated water birth. She tried breast feeding but 

was unsuccessful. The last interview was conducted by phone because her baby was only 

six weeks old and she had no plans to return to Ireland for another four or five months. 

Although she lives in Germany, she works in Luxembourg and the maternity leave 

entitlement is vny generous at (equivalent) IRÂ£1,20 per month. She intends to take a 

matemny leave of five or six months. Her husband has an annual leave entitlement of ten 

weeks a year and he took three of those after the birth. 

She says that she loves her work, both the job that she is doing as well as the 

mixture of nationalities that work with her winch include American, British, French, 

German and Irish. A female colleague, who has also given birth, spoke to her about 

approaching the company about a job-share arrangement. There are currently no such 

working practices in place but the organisation is allowing them to implement a trial. 
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A High Achiever fChildmindert Emily 

Emily works for the case study organisation m a specialist area. She completed the 

survey questionnaire as well as participating in a one hour in-depth interview. She has 

made interesting career decisions over the years and claims that her success is due to her 

highly dmloped 0 ~ 0 ~  &ill& 

She is m her e .  forties, married with two children aged ten and sixteen. Her. 

husband is an aeronautical engineer but she earns more money than he does. Her father is 

an engineer and her mother is a housewife. Both of her parents completed secondary 

education. She has two sistere who combine motherhood with successful careers. 

Emily herself has a primary degree in business, completed at night, and is planning 

to undertake an MB.A next year. Her husband has just finished a period of studying so 

die believes that it is her turn. The timing is right as the eldest child embarics on her final 

school examinations. She does not speak any continental languages fluently but her Irish is 

sufficient to help her youngest child with homework. 

In the year that she filled m the survey, she had completed two days of internal 

training which cost her WOO. She has a company car and drops the children 

off at school which is on the way. Her journey, which is not long m term of distance, 

takes between half an hour to forty minutes depending on die traffic. 

Ennty is not a member of the bank union which is not unusual as she is a senior 
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manager. She was a junior bank official for Ifaree years, a senior bank official for four, an 

officer for two and an assistant manager for four. Etnily has been a senior manager for 

twelve years. She W& as a senior project manager in the information technology area 

and her current field is emaging internet applications for retail banking. 

Emily engages in career planning and her proposed M.B.A. is intended to aid her 

further progression. Her employment spans twenty five years and she has always been 

based in Ireland. She has never taken a career break but took maternity leave on two 

occasions. She works fun-time from eight-thirty to &thirty and used to travel, more than 

she does now, both to America and to Britain. She prefers to work overtime, roughly five 

hours a week, than take work home. Like L i m a ,  Em3y stated that she has high energy 

levels. 

She site on a number of committees that report to the board of directors and has 

influence in the human resource management areas of selection, induction, evaluation, 

payment, career development, woric organisation but not in respect of downsizing. She 

earns between IRÂ£41,00 and IRÂ£60,00 per annum. The benefits that she receives 

mchide a company car and a preferential mortgage. 

She in networking at all levels of the OTgamsabon. Emily has never had a 

mentor herself but she is part of a formal mentoring programme for graduate recnats. 

They meet with her if they have problems during their first year or if they need a sounding 

board. She also pardc&ted m the inhdwbq trials of 360Â feedback which was later 
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adopted for all executives and senior management. 

Emfly tries to devote the entire weekend to her children. She and the eldest share a 

love of music which involves them m outside groups. The domestic activity is shared by 

herself and her husband The coolong and cleaning is undertaken jointfy as is the child 

care at weekends. Emily does the food shopping and the ironing while her husband takes 

care of the garden. All decisions m regard to household finances are joinfly taken. She 

IBM a cash card, a credit card, a debit card as well as cheques for her banking. She does 

not use the internet banking facffity despite being actively involved in the development of '. 

this service. 

Emily regrets, like Laura, that she did not feel that she had the time to take up gotf. 

earlier in her career because of the networking opportumties that it provides within the 

entire area of banking m Ireland The most interesting part of the formal interview, a 

breakfast meeting at the company headquarters, concerned her career choices. At school 

her best subject was biology' and she was fascinated by the medical field She had good 

Leaving Certificate examination results and also thought about primary education as a 

possible career area. After school, Emily did a one year secretarial course because she was 

young not having reached her eighteenth birthday. On completion of that course, in 1974, 

she applied to both of the main banks and joined die case study organisaaon. 

Shewassent toabranchmtheDublinareawhichwashitby staffingreductions 

due to tecimological change related to the savings side of the business. It was a case of last 
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in first out so she went to work m the newly established computer centre doing routine 

coding which she hated because of the repetitive nature of the work. A senior member of 

staff approached the department and asked if anyone was interested in training as a 

computer programmer so she put herself forward. The bank g m  her six months 

computer teaming and that is where her infonnalaon technology career started. 

Prior to this opportunity she had thought seriously about leaving the bank. The 

state auliiie had appointed a woman as a pilot and was recruiting. She sat a number of 

aptitude tests and was called for interview, along with a group of men, but she was 

unsuccessful. 

She moved to a new home a few years ago but before that the women who looked 

after her children lived across the road. A former nurse whose own children were older, 

she looked after the firet child for six years. The asp between the children was deliberate. 

At the time of the birth of the second child, the childmmder decided to look after her new 

granddaughter and was unwiKing to take responsibility for two new-born babies so Enafly 

looked for another child care worker. Her aim was to replicate the mothCrag role, as 

nearly as possible, which is why the children did not go to a &he. 

The children are now of an age when they do not need constant care and the eldest 

can baby-sit for short periods of time. Emily's husband wories shifts which means mat 

someone is at home more frequently than if they both wmted normal office hours. The 

children had no problem with the child care arrange men^ The family moved nearer to die 
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city centre a few years ago so that the children can get themselves home from school, or 

after school activities, if n 

Emily has not experienced sexual harassment or discrnmnati . . .  'on because she is a 

woman. She thinks that some woman may be slight& naive m regard to orgamsational 

politics. Her current role is as a senior project manager in the e-commerce field where the 

advances in banking are taking place. The pace is fast and (he pressure to develop 

products, before the competition, comes from the chief executive. Em@ puts her success 

down to being an extremely organised person which allows her to remain balanced with 

time for her wort, her f i d y  and her hobby. 

A New Mum (Crikhe) Aoife 

Aoife works for the case study mgmis&on and was m one of the departments that 

was included m the research. She is m her early thirties and married to a banker who was a 

work colleague. At the time of the survey, she was childless but this was to change. She is 

on a lower grade and lower salary than her partner, but he is five years older than she is so 

(his might be expected. 

Her father, who was educated to primary level, died quite a while ago. Her mother 

who was educated to secondary lewl, is a housewife. She has one younger sister. Aoife 

left school after her Leaving Certificate exammations and joined a travel agency where 

she spent a year and a half before applying for the bank. In the year that she filled m the 

survey she had taken up a new position m a different building and had undergone ten days 
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of internal training and three days external training at no cost to herself. 

She and her husband live near to work and travel m together in the car winch takes 

between 31-40 minutes twice a day. She is a member of the bank union and participated 

in the strike action winch was mendoned. She chose banking as a career because of the 

job security as well as the pay and conditions. She has spent eleven years m this 

orgamsation and has not achieved management grade yet. She normalty works fuD-time 

and frequently does between two and five hours overtime a week. 

She engages m networking and actively socialises within the organisation. She has 

both had a mentor and acted as a mentor. Performance and potential are evaluated by 

quarterly reviews whh agreed objectives and the benefits available to her mclude staff loans 

and profit sharing, 

In terms of domestic organisation, Acrife and her husband share the cooking, 

cleaning and food shopping while she does the ironing and he does the garden. Decisions 

in relation to finances arc aB jointly taken. 

When the research into the case study oi-ganisation began, Auife was single and 

childless. She got and then married, to a colleague with whom she had worked 

and socialised with over an right yea period. She is currenfly on extended maternity leave 

following the birtfa of her first child 
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I approached Aoife again near the end of the research and she agreed to have a 

look at the few pages that I had written about pregnancy and working prior to the birth; 

childbirth and the health implications such as post natal depression; motherhood and child 

care as well as work intentions after childbirth- We decided to conunÂ¥amcat by e-mail 

because we live at opposite sides of the city. She commented on the fact that after she 

read my piece, on motherhood and mothering, she nearly cried because it was so negative 

in tone and asked "Is there nothing positive at all in all those books that you read about 

working mothers?" 

She said that she has found that the most difficult thing about having a baby is 

finding child care and her friends also had similar problems to her. 

The way it is in Dublin at the moment there is a severe shortage of child-care 
places. It is at a stage that you need to book a place in a creche while you are still 
pregnant and even then you cannot be guaranteed that you win get a place where 
you want I booked a place for [name of baby] in a local creche last August but 
they contacted me in January to say they had given my place to a mother that 
already has a child in the c&he who is pregnant. This is not an unusual 
occinrence apparently. I am not exaggerating when I say that I have phoned over 
25 Creches and still haven't got a place for [name of baby]. 

She went on to say that the traffic situation in Dubh means that if they were to put 

the baby in a Creche near to where they work it would necessitate spending two hours a day 

in a car with Ae baby. The Creches in the area where they Mvs do not open in time for 

them to drop the baby off before they leave for work. 
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She looked into getting a childminder in the local area with flexible hours such as 

7.45 a.m to 6.15 p.m. She says that the thought of leaving him m child care for that 

length of time each day is just killing her. The banking organipafion that she is employed 

by do not have a creche. She eventually agreed wftfa her employer to go back to work on a 

three day week for the first month while her mother looked after the baby on the other two 

days. She founda place at a newly opened creche five minutes from work which will 

allow her to visit her son at hmch time. She continues on this point: 

.... I really think that if child-care was better it would take 90% of the stress of 
relming to work for parents. It should be the case that parents have the 
opportunity to view a number of creches / interview chfldmmders and then choose 
the one that most suits thdn and their child's needs. However, in Dublin it is a 
case that parents haw no choice at all. If they are lucky enough to get a place they .. 
have no choice but to take it or else give up work. 

She believes that motherhood has made her less selfish. Her baby at this stage was 

only twelve weeks old. I asked whether she thought her attitude to work had changed since 

the arrival of the baby and she replied that: 

RegardingworkIdon'tthinkitwfflchangemy attitude and1 hope thatit wont 
affect my work. I am still ambitious and hope to get on m [name of company]. 
However, I am under no illusion that I will not be able to put in some of the hours 
that I have done in the past. One of us wffl have to collect [the baby] from either a 
&he or a ch f ldde r .  I suppose things that would've have stressed me out 
regarding w d  in the past wffl probably not wony me as much as I think Fve 
become a calmer person since [name of baby] came along. 

Aoife, like GflHan, experienced no problem with monring sickness but she was 

unwell during the last trimester. She said that the organisation was very good about time 
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off for doctors' appointments or to attend ante natal classes but fliat: 

Towards the end of my pregnancy I got high blood pressure and my ankles 
resembled balloons! I was getting towards the end of an important project m work 
and realty didn't want to take time off. However, the doctor soon set me straight 
and when I told my manager I had to take a week off he was veiy good about it 
He's not married and has no children so Tm hoping he will be as understanding 
when I get back to work. I know that I wasn't very tolerant of problems that 
mothers that worked with me had - Pve changed now! 

Her husband did not get paternity leave so he saved his holidays for that year and 

was able to take three weeks off. He does however qualify for parental leave and intends 

to use this entitlement when the baby is a bit older. The human resources department m, 

her organisation explained to her that this is fourteen weeks unpaid leave that either parent. 

may take up until the child is five years of age and that it does not have to be taken in a ~ * :  

lump. For instance, some staff are choosing to take a day a week for 70 weeks or two days '8 

a week for 35 weeks. 

Aoife was willing, like GiBian, to talk about die details of the birth and the health 

implications afterwards. Indeed, GiHian provided a rather graphic account of the water 

birtfa. Aoife experienced no complications either during or following the birth but she did 

have a few days of mild depression or the "baby blues". She says that: 

It started in the hospital I had no eXpenenee whatsoever with babies and Ijwtfett 
completely overwhelmed on about day 3. I was looking at [name of baby] thinking 
there was no way I would be able to look after him and cried for hours! I was also 
having problems with breast-feeding. [Name of baby] had no interest m it and I 
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realtywantedtodoit. Ihadmyself convinced that if I didn't breast-feed him he 
would die and spent another &t crying about that. (We did eventually manage it 
for six weeks!). Then I had a few nights of it after I came home. They were realty 
feeling sony for myself sessions! 

Aoife was not alone m feeling like W. The work implications of pregnancy 

- before, during and after - childbirth demand more attention than they receive in the 

cvirent literature on organisational psychology / sociology which tends to concentrate on 

child care solutions. 

.A High Achiever (House Husband) Sarah 

Sarah filled in the survey questionnaire and agreed to be interviewed. She is one of 

the most interesting of the cases because of the situation of role reversal in her household; 

Her husband, who is slightly her senior in age, has chosen to take care of the children and 

the home wide his wife takes on the role of breadwinner. He is a former officer m the 

Irish Army and had the opportunity to take e& retirement. They have two children under 

twelve and live in a large family h e .  

Her falher was an employee while her mother was a full-time housewife. She 

completed secondaiy school and speaks German fluentfy. Sarah is m her eariy forties and 

is the second highest achiever in career terms. In the survey questionnaire year, she had 
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received six days internal training and ten days external training all at the expense of die 

company. She has a company car and drives to work which takes 31-40 minutes twice a 

day 

She is not a member of the banking union She worked for a building society (now 

a bank) for just under a year before moving to one of the main banks where she has 

remained for over 25 years. She has been in management for twelve of those yeare and is 

currently an associate director of the investment banking arm. 

Sarah actively engages in career planning and networking. She has acted as a 

mentor as well as been mentored. She has taken maternity leave twice but has never taken 

a career break. She works full-time and puts in overtime, of more than five hours a week, 

on a regular basis. She has responsibility for selection, induction, evaluation, career 

development and work organisation but not payment or downsizing. She would rather not 

leave the Dublin area. Her salary is in the range of IRÂ£61,00 to IRÂ£8O,00 per mum. 

The p& available to her include stock options. 

Sarah works long hours at over 60 hours a week at work. She does die food 

shopping and die ironing while her partner is responsible for the houseclesnbg, 

and the child care. They share the cooking. They do not employ any outside help. 
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A High Achiever @Zhildfreel Enuna 

Emma is of interest because, like Laura, she achieved a firs! She was the first 

female manager of a branch of one of the main banks in Ireland. She is in her early sixties 

which makes her slighfly older than the other women. She has been retired for (he last 

seven years. She was included in the study because of her pioneering role. She never 

d e d  and does not have a partner. She remained childless. She is a keen golfer and 

plays an active role m the social life of both her local golf club as well as the golf society of 

her ex-employer. She has a large spacious house with a big garden. 

Both her parents, like herself, were educated to secondary level and her father was 

an executive while her mother was a fuD-time housewife. The journey to work took an 

hour each way and it was undertaken m a company car. She was not a member of (he 

banking union. Her career spanned thirty-four yeas and nineteen of those were at 

management level 

She never took a career break, w d e d  fuB-time and did more than five hours a 

week overtime. She actively engaged in networking but never had a mentor nor mentored 

anyone else. The benefits of the job included tow preference loans, a company car and a 

non-contributory pension. She used to WO& between 51 and 60 hours per week. Enima 

employs a cleaner but does all the other household chores herself. 

AFadyCarcr (A Tmihz (-1 SDOW) L.uq 

Lucy was also part of the oqgmidonal case study and completed the survey 
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questionnaire. Lucy made wry different choices m relation to family and work to Lam 

despite being of a similar generation and starting m banking at the tone. She chose to 

adopt the role of trailing spouse to an executive husband. She is currently working two 

days a week for five h o w  a day. 

Lucy and her husband spent many years in mainland Europe where she was a 

stay-at-home mother to her four children. Prior to retirement, they returned to Ireland and 

a few years later he took earty retirement in his fifties. Three of the four children were stifl 

at university and the fourth was living and working abroad. 

The cost of buying a house after years of renting m France, Switzeriand and Italy 

meant that returning to work would be a good idea. She applied for a job as a temporary; 

fun-time bank official on a special pay rate for ex-bank officials and five years later when- 

temporary officiate were offered the chance of permanent part-time work she chose to 

woA four days a week. 

Both her parents were educated to secondary level and her father was manager of 

the branch m the town where she grew up with her sister and a brother. Her mother died 

about fifteen years ago and her father lived alone for a number of years but became ffl and 

moved into a nursing home. He did not wish to leave his home town and Lucy and her 

husband would travel to ~ e e  hnn every second weekend. He died eariier this year. 

Lucy speaks fluent French and Italian but does not get a chance to use her language 
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skills m the routine job that she has done for the last five years. She drives into work and it 

takes around half an how each way because she avoids peak traffic periods. She is a 

member of the banking union and says that the main motivating factor for her choice of 

career was her father. She worked as a bank official for four years prior to marriage, and 

then after they moved back to Ireland, she was a temporary bank official for five years and 

has been a permanent part-time official for the last five years. 

She does not engage in career planning, has never taken a career break and does 

not actively engage in networking. She has never had a mentor and has never mentored. 

anyone else. Performance is evaluated by means of a six monthly review and there is no 

possibility of career progression as a permanent part-time official. 

She spends ten hours a week at work M e  her husband, who does some 

consultancy work, spends less than 40 hours a week. They share the domestic chores and 

both enjoy gardening while they devote less than ten hours per week to leisure activities. A 

large amount of time used to be spend travelling to and from the nursing home where her 

father lived. 

Lucy and her husband undertake all the household responsiies jointly as wen as 

all decisions relating to the household finances. 

AFamBvCarer career Break1 Katie 

Katie works for the case study- organisation and also completed the survey 
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questionnaire. Katie is the same age as Sarah but her career was interrupted by the arrival 

of a late baby when her other two children were of school age. She had taken maternity 

leave for the births of her first two children and then returned to M-time work but she 

chose to take a career break of three years when her third child anived. Her children are 

aged 6, 14 and 16. 

While she was on the career break, the bank introduced the grade of permanent 

part-time official which appealed to her as a way to combine child care and work. It also 

meant that she would get a severance package and a special pay rate when she returned. 

The only difference is that the PPT grade does not allow for career progression. She 

returned to the same department she had previously worked in and to exactly the same job 

function. She socialised with the same group as before and at this stage they were junior.' 

and senior management but this did not seem to cause any problems. 

Katie W& five days a week but leaves at half past two which meant that she could 

pick up the youngest child from the childnunder and the others from school. She 

employed a c h i l e &  near to her home. A worisplace creche would not have been 

much use because her husband used to take the family car, and he works in the opposite 

direction, and travelling on a train with a new baby would not haw been easy. 

Her mother was educated to primary level and became a fun-tune housewife while 

her father finished secondary school and became an entrepreneur. Katie did a secretarial 

w m a t a d d f f i h w l & ~ ~ ~ l m L  S h e n w h t o w e m  
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her husband drops her in, and this takes half an hour. She is a member of the banking 

union. She worked for six years as a ftiU-time bank official and has spent ten years as a 

permanent part-time bank official Katie does not engage in career planning. She does not 

generally put in any overtime. She might occasionally put in an hour to finish a task. She 

does not network, has never had a mentor and has not mentored anyone else. 

The houseclcaning and child care are joint activities while she does die cooking, 

food shopping, gardening and ironing herself. They do not employ any domestic help. 

A Mobile Career (The New Recnritl EHen 

EBen works for the case study organisation and also filled in the survey 

questionnaire. She is now based in a London branch. She is die youngest banker to take 

part in the survey. She is in her early twenties and Hves with her partner. They haw no 

children. She cams under S@20,000 per m u m  and her salary is lower than b.& salary. 

Both her parents were educated to seeondaiy level Her father is a banker and her mother 

is a fun-time housewife. 

She left school at seventeen and completed a one year secretarial course before 

joining the bank as a temporary full-time bank official. Her secretarial college placed her in 

the bank in a data input job. Her course did not entail a language component- When the 

temporary staff were offered permanent men applied and successfully 

completed the aptitude tests, interview and medical She worked in head office in Dublin 

for three yeare before moving to a London branch on a temporary transfer. In the year 
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that she completed the questionnaire, she had undertaken ten days internal training. It 

takes her between 16-30 minutes to get to work by public transport. 

She is a member of the banking union. She engages m career planning but does 

not actively netwoik. She has a mentor but has not acted as one. She W& full-time and 

does up to two hours overtime per week. to regard to human resource management she 

has an input m regard to payment, career development and work organisation. She is open 

to a move to a different location. Performance is measured by means of performance 

reviews and potential by continuous assessment. The benefits available include preferential 

loans, a pension scheme and profit sharing. 

AD the'domestic activity is shared although they have no child care / eldercare 

responsibilities. The decisions in relation to household finance are made jointly. 

AFamily Carer (TheDivorcee) Rachel 

Rachel works in the case study' organisation and filled m a copy of the survey 

questionnaire. She is m her eady fifties, a divorcee witfa Ihree grown up children. She 

fives alone although she has had a number of long term partners since separating from her 

husband Her father was educated to primary level and her mother to secondary. Both 

parents woriced outside the home. Her parents are also separated and her f&er Kves 

abroad and has done so for a decade. Her mother's health has been poor for a number of 

years. Rachel's ex-husband is a highly successful entrepreneur. Rachel is educated to 

secondary level She helped out m the office m the early days of the family business 
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while her children were young. In the year of the survey questionnaire, she had completed 

three days internal training. Since joining die bank, she has been acting as a secretary f 

personal assistant to various departmental managers. She walks to work because she lives 

adjacent to head office. 

She is a member of the banking union and applied for die bank because it offered 

job security. She has been m the bank for nine years. She has had eight different 

employers in twenty yean. She has taken a career break but not maternity leave. She 

currently works less than forty hours, part-lime, five days a week from 9.00 am. to 2.30;: 

pm. and does not do overtime. 

She earns under IRÂ£20,00 a year. Rachel does not actively network and has never 

had a mentor although she has functioned in the capacity of a mentor. Performance is . 

evaluated by a six monthly review and m reply to the question on benefits she put none. 

She takea xwpomim fm all the l t o ~ o l d  ta& and all the financial decision making. 

A Thirty Some&& Woman (Hie Regressive Career) Hhnnah 

Hannahworksforthecasestudyorgarnsationandalsocompletedthesurvey 

questionnaire. She is in her early thirties and has had a troubled career which can be 

described in terms of qpasion rather ton progression. She is single although she was 

engaged to be married. Her father is a retired bank manager of a small rural 

branch and her mother trained as a nurse but has not practised &ce marriage. She has a 

younger brother who lives with her while attending university m Dublin. 
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Hannah and her father have both completed the Diploma. She had twenty 

days internal training in the year of the survey questionnaire. She drives to work which 

takes an hour each way. She is not a member of the banking union. She her 

banking career as a bank porter after leaving secondaly school and has been a fun-time 

bank official for the last twelve years. She has never taken a career break. She works 

M-time and puts in between 2-5 hours overtime every week. She spent two yem doing 

relief work, in the south City Centre area, which she haled. 

Her first post was in a branch where she was trained as a waste operator which , 

entails encoding all the paper transactions of monetary value every day. When she was 

moved to a department m head office she was again assigned tins task because this , 

department operated as a branch. The problem was that a lot of the waste to be processed Â¥I ..:I.. 

in this department, large cheques from client companies, did not arrive until after five in the .- 

evening which meant that she was frequently required to work late so that the department 

could get 'same day value' on Ifaese. Hannah used to resent tins enforced overtime and 

made her views clear which annoyed management, 

She was eventually granted a transfer out of the department after a dispute 

mvOIving her refusal to ssfifi a personal progress review which mentioned her attitude to tine 

job of waste operator. The sensible route might have been to train someone else in to do 

the waste, and allow Hannah to move to a different task which did not mean that she had 

to stay late, but the decision was made to leave her where she was. Another point of 

disagreement was the need to take her banking exams. She hated the thought of 
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and every year when this was brought up, at review time, she lodged an objectioti. 

Hannah is current@ working as a receptionist at head office and as a switch 

operator on the main switchboard. Her co-workere are permanent part-time officials, some 

women returnere, and newly recruited bank officials for whom this is a first awigmneot 

One of the women who was m the same induction class as Hannah has been made an 

assistant manager. 

A Family Carer (Eldercare) Sophie 

Sophie works for the case study organisation and also completed the survey 

questionnaire. Sophie is, Hke Hannah, in her e .  thirties. She is married to a property 

developer and has no children. Her elderiy mother-in-law shares a large family size home 

with them. She attends hospital once or twice a week. Sophie earns the same amount of 

money as her husband at between IRÂ£20,000-IRÂ£40,0 per annum. 

Her father had a university degree while her mother is educated to secondary level 

Her mother, like most of the mothere of participants in this study, is a housewife. Sophie 

joined the bank after secondary school where she had an aptitude for languages. She 

speaks French and German fluently. 

In the year that she completed the survey, she had 40 days internal training and 23 

days external training paid for by the company which may be explained by the fact that her 

previous department was disbanded and she moved into a high profile public relations post 
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within head office. The post entafls daily contact with the executives at the top of the 

organisational hierarchy as well as contact with staff at all levels of the organisation within 

the Republic. The position became available because another participant in this study 

chose to move to a large branch m the London area. 

Her husband drops her off at work m the moming and she travels home on the bus 

if he is w o w  late. Thia journey takes between 45-60 minutes. Sophie is a member of 

the banking union. She became a banker because it offered job security. She has been 

with the same bank for thirteen years. 

She W& full-time and puts m between 2-5 hours overtime per week. Her job 

entails the orgarusatoon of and attendance at a number of evening functions. She does not. 

engage in career planning and has never taken a career break. She does not actively 

engage in networking although her job would mean that she would be wen known m the 

organisation at least at head office. She has never acted as a mentor although she has been 

mentored herself. 

They do not employ any additional help in the home. They jointly clean the house 

while he does the coolong, food shopping and and she does the ironing. N
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A Mobile Career Woman (The Political Mover) bobel 

bobel works for the case study company and fiDed in the survey questionnaire. 

She comes from a strong banking tradition. Her father and uncle as weO as her cousin and 

her brother are all bankem as is her father-in-law. She is m her mid-thirties, married to an 

accountant who is a few y e m  her junior. She is childless. She is cnrrenify working in a 

large London branch, which is something she deemed necessary, as part of her career 

development plan. 

She is one of the more interesting cases m that she is the most conscious, of all c 

those in the study, of the organisational politics of the bank and how career progression has 

to be planned and managed. She is taU and blonde and her well groomed physical 

appearance made her easily recognisable at head office. 

Both her parents completed secondary school and her father entered the bank while 

her mother, an air stewardess prior to marriage, became a fuD-time housewife. She has 

two brothers and a sister and all have completed university degrees with her youngest 

brother following her into the bank although he joined as a graduate trainee. 

Isobel went straight into banking after leaving school but since then has completed 

two undergraduate degrees at night, one in business studies and one m science, at 

university. She is currently undertaking a postgraduate degree in buSmesg studies. Hie 

bank pays for her to study. In the year that she completed the survey questionnaire she had 
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undertaken three days internal and one day external training paid for by the bank. 

She drives to work which takes about 15 minutes and she is fortunate that the 

branch has staff parking. She is not a member of the bank union. She has been employed 

for eleven years and became a banker because of the pay and conditions. She engages in 

career planning as well as networking and has been mentored but never acted as one. She 

wniks full-time and does more than five hours overtime per week. She has no 

responsibility within the branch for human resource matters. She accepted, m the past, a 

three year transfer from head office to a sales area which is housed m a subiafcan office ; 

park. 

Despite supporting her husband while he completed his accountancy training, she 

now earns less Ifaan he does. She is paid between St.gi20.000 and StgA40,000 per mum..  

Her salary' has a London weighting. She says that performance is evaluated by meritocracy 

but that potential is measured by gender. The benefits available to her include a home 

mortgage, profit sharing and life insurance. 

They spend an equal amount of time, at between 10 to 15 hours, a week on 

domestic activity and less than 10 hours each on leisure activity. When she was based m 

Dublin, she was a keen sailor and crewed with the bank team. She also attended the gym 

before w d  a few days a week. 

Her banking career started m a department at head office and she was moved out, 

- 345 - 
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on secondment, after choosing to work during a bank strike. She was promoted into a 

highly Â¥MMil public relations post in head office where her advanced social skills were 

utilised and then moved to another office for three years before accepting a transfer, 

requested by herself, to London which she thought would further aid her career 

pTogression- 

When asked to provide a breakdown of domestic activities, she indicated that the 

housecleaning and food shopping are joint undertakings while she takes care of the ironing 

and the gardening. Her husband does the cooking. They do not employ any domestic , 

help. 

A Junior Management Woman (The Graduate Manwed Rebecca 

Rebecca joined the case study organisation after university but only remained wilh 

them for two years-before moving to one of the other main Irish clearing banks. Rebecca 

if the same age as Isabel but she has been a manager for the last four and a half years. 

Instead of going into banking as a school leaver, Rebecca went in as a graduate which may 

account for her progression. She is single and recently purchased her first home, an 

apartment in the city centre of Dublin, which is convenient to W& 

Her father if a retired executive and her mother a fan-time housewife. Her father 

did an engineering degree at university while her mother is educated to secondary level 

Rebecca has had five days external training in the last year, prim to the questionnaire, 

which was paid for by her firm. She has a company car and now works fifteen minutes 
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away from her new home. She is not a member of the banking union. She has been in 

banking for twelve and a half years. 

Rebecca engages m career planning but does not actively network. She has never 

had a mentor and has not acted in that role to anyone else. She has not taken a career 

break. She works M-time and puts in more than five hours overtime a week. She is 

willing and able to move to a different location. Her income is in the DU20.000 to 

IRi40,000 bracket and the perks that she enjoys include a mortgage subsidy, subsidised . . 

loans and club subscriptions. She has m f l y  taken up golf and the club subscription fees 

are paid for by her firm. Performance is evaluated by achievable w e t s  set, which are 

weighted and graded, twice annually. 

Rebecca does the ironing h m I f  but shares the hornleaning, cooking and food;. 

shopping with a house mate. 

A Thirty Somethine Woman (The Instrumentalist) Elizabeth 

Eiizabeth assisted in the eady stages of the research and agreed to be interviewed. 

She is in her mid tnnties, lives with her long term partner and works for the msUrance arm 

of a British bank m Ireland She has worked for four companies m the last sixteen years. 

She has no children. 

Her partner works as a sales director of a large Irish food manufacture and 

distribution company m the North East of Ireland He has to travel long distances on a 
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daily basis. He leaves home at 6.30 am. and arrives home at 8.00 p.m. He often goes into 

work on a Saturday' morning. He earns more money than she does. Her father attended 

secondary school wlde her mother completed primaiy school. Her father is a taxi driver 

and her mother is a housewife with co-responsi"Mily for caring (cooking, cleaning and 

washing) for a widowed brother-in-law. Elizabeth has two, married, asters. One studied 

computer science at university. 

Elizabeth finished secondary school and did a one year secretarial course. She had 

no training m the year of the interview but her team leader is pressurising her into  further^ 

study. She travels to work on the train and it takes between 3 1-40 minutes a day. She is 

not a member of a bank union. 

The reasons that she works are purely financial. She and her partner bought a 

house five years ago and they have spent large sums of money on home improvements. 

Her career is interesting in that she admits thai she has been promoted "beyond her 

bag idon" .  After finishing the secretarial course, she got a job as a book keeper and 

receptionist with a large Irish garage chain. She says that the car in- in Ireland is very 

sexist She studied at night to become a certified accountant She joined a small trade 

association but found that the job was routine and repetitive. 

She left to work at an estate/property management company, which is owned by a 

large insurance company, but said that after the initial training period the breath of 

experience that she had been promised was not forthcoming and she left. It was then that 
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she moved to her present position when the company was in start up mode in Ireland. She 

said that she would be interested m the job immediately ahead of her but no higher. 

She would ideally Eke to work for another year and then start her own small 

business from home pmvidnig a book keepingfaccountancy sehce to small businesses in 

the local area. Her idea is to tap into a niche market such as the local restaurants. Her best 

friend recently started a small business from home and she has been helping her with the 

financial side. 

Her first boss, in her cmrent position, who recruited her, left without having time to 

train up her replacement She had failed to mention when she took the job that she was 

pregnant and hid the pregnancy under custom made suits. She had to leave due to a back 

injury sustained lifting a Laptop. She is not expected to return. Her replacement is male.. 

The start up team of five was small and the head of the firm, recruited as a figurehead and 

respected name, had to leave due to ffl health - a heart condition. The head of i n f d o n  

technology was fired for accessing pornographic internet sites. There is a company poticy 

of instant dismissal for such activity and computer / mtemet usage is closely monitored. 

Elizabeth does not engage in career planning and puts her present success down to 

hick. She said that her other jobs, before the present one, left her feeling generally 

u n h ~  or ed. She has had a bout of ffl health about two years and feels 

constantlystressed. Performanceissupposedtobe evsy year by means of 

appraisal but, with the change of boss, this has not taken place. She has requested and got 
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two meetings but no action has resulted from these. 

She has never had a mentor and has not acted as one. She says she does not 

network but she makes a point of going to the pub with her woA colleagues on a Friday 

after work between 5.30 p.m. and 8.30 pm. She has never taken a career break. She 

works fill!-time and puts m overtime near month end and at the end of the hndal year or 

if one of the membem of the small team of (now) sewn that she works with is ill. 

She does the housecleaning, cooking, food shopping, ironing and gardening herself. 

She employs no household help. Her partner washes his car at the weekend and he cuts - 
the grass. Her partner, it appears, has no aptitude for DIY so they have to employ 

someone to do any smail jobs that need to be done. She did employ a gardener, but she let 

him go because, he was deemed useless. 

A Thirty Somethim Woman fThe New Assignment) Nicola 

Nicola works for the case study organisation and is based m a City Centre branch 

She compieted the survey questionnaire as well as granted the author an interview. She m 

in her early thirties, single and childless. Smce moving to Dublin she has lived with an 

unmarried aunt then m rented accommodation with two girlfriends but she reeendy bought 

her first home. 

Her father has a university degree and her mother is educated to secondary level 

Her mother is a fun-time housewife. After leaving school, Nicola decided to train m 

N
at

io
na

l C
ol

le
ge

 o
f

   
   

   
 I

re
la

nd



Dublin as a primary school teacher and after qualifying she worked for a year before she 

decided that she wanted to do something else with her life. Nicola completed all her 

banlang exams as weIl as a degree in business studies at university, at night, which was paid 

for by the bank. She speaks Irish. She was in a department at head office for nine years 

before being granted a transfer to a branch. 

In the year of the survey, she had completed three days mtemal training paid for by 

the company which related to a new branch system. She travels to work by car and it takes 

nearly an hour twice a day. She is a member of the bank union. She has been in the bank. 

for eleven years. She has never taken a career break. 

Nicola W& fafl-he and puts in between 2 to 5 hours overtime per week. She, 

has responsibility for induction of new staff in her branch as well as evaluation but for no 

other human resource functions. She would accept a move to a new position or location. 

Her salary is approximately IRÂ£19,50 per annum. Other perks associated with working m 

the bank include profit sharing, reduced interest loans, 50% club subscription and a 

unifana. 

Performance is evaluated through means of an annual performance review with 

quarterly updates. Her fanrily live outade Dubfa and she often visits at the weekend She 

hasbrotilersandsisterswhoare considerably younger than herself who stffl five at home. 

% e ~ t h e h o m l ~ ~ k b ~ , d t h e ~ i s b e b y a @  

gardener, but she does the cooking, food shopPmg and ironing herself. 
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Her fAer  mended unbmity imd her mother is educated to wcondary 1mL Her 

mother is a Ml-time housewife. A f k m  completed all her banking exams imd also studied 

f m a & m a * t a c h w a @ d f o r b y t h e W .  S h e d m n o t @ w w  

a n d ~ n o ~ m ~ y m o f & e ~ q d ~ .  Shetmvdstowdbytxzb 

wEch takes 31-45 ~~. 

She has n e w  taken a cater b m k  and W& fdl-time with between 2-5 houm 

ovatimepweek. S h e - @ & m 2 O , W p m m & h e - M  

ofa-@m 
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She &area the h o m c c l ~  cooking and food shopping but d w  the ironing hemelf 

d m m e i s d d t o d e m o f t h e w  

A F ~ ~  Mmkge and W ~ k w h d )  J d e r  

J&erw&fmthewm-mand to an W e w .  Her case 

k m ~ m W & e h a s W a ~ ~ o f ~ ~ t i m & c h s h e b  

mbiued with part-time WO& Jemifer is m her mid Wtim and has four cM&m She waa 

w k i o w ~  ten years ago. She takes m of her ddedy mother who is m her nineties but still 

acfiw. 

Her W e r  was a banker and &e and her younger brother became bankers. One of 

her &u@m and one mm haw &some bankers. She is educated to secondary lml., 

She joined an American bank straight fiom school aad stayed with them for a nurnber of. 

y m  until they decided to pull out of Irehd. She then m o d  to one of the maiu clearing 

ba&. Her d e  boas was ten yeam her senior and he M with Itis widowed mother. 

n e y d e d & k m o k & e d m d m  J d e r w a s ~ f m w h e n t h e y  W a  

fimily. S h e s t a y e d & h m e a n d l m M ~ t h e c M ~ - W c M + a h y w  

break, andthenafourth. 

H e r h m b d W t o M b t o a h m m & m  n e y h @ t a b w o h &  

Dubh  When the G M ~  wxmdary school she would them to school h the 

~ a n d ~ d t h e ~ d h e r m k a n d t h e n m t h m h e .  Shedaidedtbta  

W-hejob-&&-. ~ e ~ a M m t c l ~ W t o t h e m e & e M  
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workedmpriortomambge, w m ~ t o & f o r a n w @ o f ~ e n t  

part-time bank offickd and ahe applied d W= awepml She W& &m 9-00 am. d 

2.30 pm. four dqE a week and &e has Fridays off which her a long weekend. 

Her hwband SUIT& a stroke and had a long reuney m hmpitd He died &or@ 

M & m & e k i M b m m h e r ~ b & n w b h e r m o t h e r .  Sheseesher 

mother most days and her mother spends the weekends at her house. The children, except 

the youngest child, have aII left school. One W& for the bank while the other two are at 

IIfhmity. 

Jderhaswdedfor&w-Aof thm- .  Shehasbeenapmmml 

part-time official for ten yeara. She is a member of the b i d  union She dms not work 

overhe andhas beenoff&&e chancetoreduce herhorn but has decidednotto do W. 

S&r&ab&@mmdherdmforw~kwherchilhwodd 

e M m & h & 8 e w e d t o h e r .  S h e p h b g h u p w o r k  

when her youngest 1- school *h means in the next year or two. She claim to have 

M a ~ M d ~ e m ~ b h w b d , ~ e ~ , d d t h e ~ c i a l  

W m a n d a h e ~ k m o f d ~ o f t h e h w a n d ~  N
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F i m w s t h e h d d m ~ e n ~ t e a m a n d M t o w d ~ ~ m m  

oher dcpartment~. She was also pat of the departmental mmagement team of four men 

and two women. She was the most senior woman m the dqmlment fbr at lea& ten y m ,  

and p& of the ent team dwhg that h e .  She was one of the t h e  members, 

d q d m ~ d m ~ e r a n d a M o f f i w ,  whom-%fix 

stafEng ~III-& a period of technological change. 
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private person and thus was unwilling to disclose very much detail. Each respondent is 

W a pseudonym. 

The sample is small (n = 14) but the women are believed by the &or to be 

representative of those working in the Irish financial services sector. It is acknowledged 

that the sample is too small to make any generalisations but the findings are interesting 

nevertheless. A copy of the questionnaire, the letter which accOmpamed it and a 

breakdown of the results may be found in the Appendices. A summary and discussion of 

die results of the questionnaire follows. 

5.3.1 Aee 

The breakdown of the sample by age indicates that there was one person m the age 

group 18-24; six in the 25-34 age bracket; two aged between 35-44; two aged between: 

45-54 and three between 55-64. There was no one in die age group sixty-five phis. 

Permanent part-time staff may work until normal retirement age but the male, and the few 

female, staff who reach senior management or executive level are offered eariy retirement 

packages at around fifty-five years of age. 

5.3.2 Sex and Marital Status 

The majority of the sample were female. The breakdown of the respondents by 

sex reveals one male and thirteen women. In terms of marital status, four were single, nine 

weremdedorlivingwithapartnerandonewasinIbs category ofwidowed/separated/ 

divorced. The male respondent was angle. 
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5.3.3 Children 

Of the six who replied m the affirmative to the question on children, three had two 

children and three had three. The three women witfa three children were all working ae 

permanent part-time staff. Three have grown up children aged 18+. One had cut short 

her banking career to act as the trailing spouse of an executive husband and the other was a 

full-time mother and later became a fun-tune single mother. They had been bankers before 

their marriages and returned as permanent part-time staff when the grade was introduced. 

The other woman was younger and had continued to work as a full-time bank 

official through two pregnancies. The third pregnancy, which o c c d  when the two 

other children were of primaiy school age, was unplanned. The permanent part-time grade 

was introduced at this time and was welcomed as a way to manage combining a family and 

continuing to do the same job but on reduced hours. 

This mother worked a five day week but finished m time each day to coflect her 

two older children from primary school and then the baby from a local childminder. A 

workplace creche would not have been of use to this woman became she had to commute 

to work by train and a train journey at rush hour in the morning would have been 

unpossiile with a baby in tow. 

Two of the women each had two children- Both of these women were very 

successful in career terms and had supportive husbands. One of these women had a 

partner who assumed the role of househusband and the other one emplayed a housekeeper. 
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Eight respondents had no children. None of the single women nor the man had 

any children. One older women had foregone marriage and a family and concentrated on 

her career. She was one of the firet women m the country to be appointed manager of a 

branch. She is a keen sportewoman and active m a predommantfy male game. 

Three of the respoadents are din-entty working m financial centres abroad - two m 

the City of London and one in the Far East AB three of these, two women and a man, are 

ambitious to advance m their careers and see their assignment abroad as necessary m terms 

of career progression 

The breakdown of the ages of the children show that there are none m the 0-2 

group; one between 3-5; 3 between 6-12; two between 13-15; one between 16-18 and - 
eight m the age categoiy of 18+. 

5.3.4 Occupation of -0artner 

In response to the question on the occupation of partner (five replied, four women 

and one man) that tins was not applicable. Of the others, three replied executive, another 

two professional / self employed, three were employees and one was classified as an 

entrepreneur and househusband 

As mentioned m the previous 8cctkq one of the senior women m our survey was 

married to a man who had chosen to become a househusband, to allow his wife to 

concentrate on her career. This man was shghtly older dun his wife and had already one 
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highly successful, stressful career behind him. She occupied a very demanding post and 

wded  long hours. He took care of their home. 

A comparison of earnings showed that four d d e r e d  the question was not 

applicable. Of the others, three said they earned more, two earned the same and five of the 

respondents had lower salaries than their partnere. 

5.3.5 Occupation and education of father 

The results of the 'occupation of the father" question shows that one listed 

executive; one entrepreneur, five were retired-, four were professional / self-employed3 

aid two were employees. One individual ticked off two boxes - both professional 

/ self-employed and employee. The educational levels achieved by these men were four. 

primaiy, seven secondary, two univeisity degree and one post-graduate. 

5.3.6 Occuoation and education of mother 

The answers to the question on the 'occupation of the mother' were unsurprising m 

that ten were confined to the household, three were unemployed and one was an 

employee. The woman was a nurse. None of the mothere had a 

post-graduate degree. One had a university degree while ten were educated to secondary 

level and three had only primary education. 

5.3.7 Education 

None of the respondents had only a primary education and seven of them were 
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Language proficiency is bnited. Tweh of the respondents had not aqubd 

fluency m my language other than wide me spoke fluent F m c h  and I t a b  and 

o h m  sjmke German and French. A number of the woman spoke kkh. 
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5.4 Uxtionrnmbed& 

W m r n m ~ w a s ~ ~ ~ & k ~ ~ t h o s e ~ o w m m a ~ m ( ~  

and those who W= not members of a union (8). The permanent part-time staff were aU m 

the union and had worked through the mm m t  dispute in their amjmy.  The unim 

was actively seelcing to m k t  workem m this gab, 

5.4.1 ChRWS 

In term of rnotbthg factors in fkk careers they -lied as folows: f i idy  

idiiion&es= 4/n0=4) ;  j o b ~ ( y m = ! ? / n 0 = 3 ) ;  payanduditions&es=lO/ 

no=O); i m ~ f a r m W & w = 2 / n o = 3 ) ,  T h m f m , i t m t o k t h e w h t j o b  

security, as well as pay aad mcliti~ may be motkathg ~~ in camer choice. 

The survey respondenb haw worked m banhg far between 6 and 34 years. W i  G q. ; 

h not reached a management @OIL h of these are pemment p a r t - h .  The 

four women who had a c l l i d  nmagemmt pmitions had been a h i s  level far b e e n  

2 ! 4 y ~ t o 1 9 y e a r s .  ~ e n d e d Z & ~ b ~ e d m - p ~ h  

replied yes and tjewen fep%ed no. 
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work& in financial services fm 8 y m .  Emily (R4) bas km a banker for 23 years. She 

@ 4 ) w a a B O f m 3  y q t h m S B O f m 4  y q a n m w f m %  m m t  

fm 4 and a Manager fm 10. 

Jams (R5)  w d & a a * k M a f m a  yearand a W m d b b a n  

investment banker for four and a W years. S m h  (R6) has b a banker fm 25 yem 

m d k n o w b t h e m W m t ~ m o f & e ~ e h  E m ( R q w a a W f o r  

34years. ~ m ( R l l ) b b a b & o f f i d f w 6 y e a r s .  L ~ ( R 1 2 ) h a ~ ~ a b a n k e r  

f a  17 yeam while Sophie (R13) has beea me for l l yeam. Karie (R14) been a banker 

fm 14 yeam. Ra~hei (R15) work& fm a variety of for p iods  of 3,4 and 2 

y m b e f m j ~ & e b a n k .  W @ l Q h a s w d & m b - f o r l o y m .  b u m  

(R19) had been a CM servant far a y m  Mm going in& hancial &m. 
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5.4.4 Potaial 

The m m  Wow h potential evduakd?n got a m m  mixed sele~ticm of answm. 

They i n c W  the fogowing: by gm&, quaztedy review against objdws; self and 

managw, job p d i i c e ;  P m  continuous aswment  and not evaluakd other than 

b u g h  m m  selection process b d  on assessment undertaken upon entq and updated 

e w y  five years; by mults. One rcaqwnw replied 'h? know' and another %irious'~ 

4.4.5 Perks arbenefib 

The wpmdents Wed a number of items e x q t  the thnx p m m m t  part-time 

offi& who did not list myth& The qIies m as follows: (l)  home mmtjpge, profit 

life mmance; (2) stafFlom, pfit sharing (3) campany car, rnortgge, 
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The r t q m b  h worked fix ktwm me and @t m n p d e a .  They haw 

between 6 and 34 years m qloymmt Ofthe two with the &whit qloyment l 

me cnteretibanhgas a schooll~md he other as a gmcbte. 
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functional level while three (the psrmanent part-time staff) said that they had no such 

responsibility and one said there was no existing committee. Regarding responsibility for 

the human resource function the respondents rcplied as follows: selection (yes = 6 / no = 

7); induction (yes = 6 / no = 7); evaluation (yes = 6 / no = 7); payment (yes = 4 / no = 

9); career development (yes = 6 / no = 8); downsizing (yes = 4 / no = 9); w d  

oqpkwtion (yes = 7 / no = 7). 

5.4.9 Income 

Five of the group earned under IRÂ£20,000 five earned between IRi20,W and 

IRÂ£40,00 while there was one person in each of the categories of IRI4l,OW-IRI60,WO, 

IRÂ£61,000-IRi80,OO and IRi81,000-IRilOO,000. One woman earned over 

IRÂ£100,00 and the respondent who said he earned StgÂ£81,OW-StgÂ£IOO has almost 

reached that level. However, interestingly, this man was by no means the most senior of ' 

the respondents in tenns of age, experience or organisational level 

The two second highest earners were mvestment bankers and the third highest 

earner worked in the information technology area of a bank. The highest earner bad been 

the managing director of a bank and now holds a number of non-execurive directorships. 

The survey was undertaken before the introduction of the Eum currency to Ireland 

5.5 Networking 

The survey question on networidng revealed that they were split m relation to 
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whether or not they engaged m this type of activity. Eight said that they did actively 

network while six said that they did not Two of the respondents were sportswomen, 

active members of a yacht chib and a golf club, winch brought them into frequent contact 

with the male executives m their bank which accorded high visibility to staff who had 

sports participation. 

5.5.1 Men* 

A similar split was found in the answers to the questions on mentoring. The 

question concerned firefly, whether the respondent had ever had a mentor and secondly, 

whether they had ever acted as a mentor. The split in the first case was six (yes) and sewn. 

(no) and in the second case, eight (yes) and six (no). 

5.5.2 Working hours 

Eleven worked fan-tune and three worked on a pail-time basis. Eleven said that 

they did overtime and three replied that they did not. The breakdown m terms of overtime 

is as follows: Less Ifaan one hour a week (1); 1-2 hours (1); 2-5 horn a week (3); more 

than 5 hours a week (7). 

The respondents were asked about the time they spent at work as well as the time 

that their partner spent in paid activity. Five said that they spent less than 40 houra; five 

between 41-50; four between 51-60 whfle one spent in excess of 60 hours per week at 

W& Those women who had a partner said that he worked less lhan 40 hours m two 

cages; between 41-50 h o w  in five cases and between 5 1-60 in only one case. None of 
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them worked in excess of 60 hours. 

5.5.3 Domestic activity 

An examination of the number of hours spent on domestic activity indicates that 

eleven respondents and seven of ACT partners spent less than ten hows on domestic 

activity wfafle three of the women and one of the male partners spent between 10-15 hours. 

The one househusband spent between 16-20 hours per week on domestic activity while no 

one spent more than 20 horn a week. 

The amount of time to oneself was quite low for both groups. When asked this 

question they replied as follows: less than 10 hours (respondent = 4 / partner = 5); 

10-15 (respondent = 5 1 partner = 2); 16-20 (respondent = 1 1 partner = 1) and more than 

20 (respondent = 4 / partner = 1). 

A more detailed analysis was made possible when the respondents were asked who 

took care of individual household tasks such as housccleaning, cooking meals, food 

shopping, gardening, ironing, child care and eldercare. Veiy few of the respondents were 

responsible for child care / eldcrcarc. 

Three of the women had adult children. Two of these women had eldedy parents 

who were stffl active. They did not five with them but visited them on a regular basis. One 

respondent worked on a permanent part-time basis and said that she was responsible for 

child care. One child went to a childminder while the others were in primary school One 
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woman w d e d  long hours and her partner, a househusband, was the primaly carer. Two 

other women said that they shared r e s p o n s i i  jhtly.  

5.5.4 Housecleaning 

Two of the senior women employed a housekeeper and her role was mainly 

house cl^ cooking meals as weD as food shopping. In one case the meal that the 

housekeeper cooked was tea for the children when they came home from school A 

grandmother, occasionafly, also cooked the tea for the children. In the case of 

housecleaning, the survey respondents said that they did it (4), their partner (the 

househusband) did it (l), they did it jointly (7) or a third party did it (3). 

5.5.5 Cookiwmeals 

The cooking of meals seems to be more of a joint effort (5) while seven did the 

cooking and in two cases the partner cooked the meals. hi two cases a third party, the 

housekeeper, was called upon to do so. This was not the evening meal for the adults m the 

family. It was also mentioned that a cooked lunch was available at the worikplace at a 

rate. The three individuals working abroad, two m a couple and one single 

person, mentioned that they ate out a tot. 

5.5.6 Food Shoppine 

The majority of respondente did their own food shopping (9) while some did it 

jointly (4) and one partner (the househusband) did it. The housekeeper did die shopping m 

two cases. 
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5.5.7 Gardening 

Gardening was widely distnTuted between the respondent 0, the partner (4) and 

jointly (3). Two of the respondents did not have a garden because they lived in 

apartments. 

5.5.8 hn&q 

Surpriangty none of the respondents relied on an ironing company. Eleven of the 

respondents did the ironing while three said ftcy did this task jointly. In one case the 

housekeeper did the ironing. Of all the tasks, it was this one that seemed to be reserved for 

the women (respondent or housekeeper). 

5.5.9 Finances 

When asked what kind of financial mstrumenfs they used, all fourteen had cash 

cards, chequebooks and credit cards but only eight used a debit card and one said she used 

mtemet banking. 

The answeis to the questions on who makes the purchase decisions regarding a 

number of items revealed that these were made either by the respondent or jointly. The 

partner was said to make the -decision in only one case which was m connection with the 

purebase of consumer products. The items fisted ineluded investment producte, house 

purchase and personal insurance. 
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5.6 Sex Roles. Stereotypes and Oraanisational . . Culture 

One set of questions (Q. 34) was intended to elicit views on sex roles, stereotypes 

and organisational . . 
culture. The questions were prefaced with the statement: "On the basis 

of your professional experience, please express your views regarding the following 

statements on sex roles and stereotypes regarding woriang women". The respondent was 

requested to tick the box "true" or "not true". The first question regarding whether the 

career of a woman tends to be negative& influenced by her family role resulted m an 

almost equal split between true (8) and not true (6). 

The second question on whether a rising number of women realise that it is difficult . . 'f 

to return to work after a career break saw nine agreeing that this was true and five saying : 

that it was not true. The third question on whether having a career is considered essential 

for educated women was again split almost evenly- with six saying true and eight saying not 

true. 

The next set of questions concerned whether working women haw difficulty 

relating to male colleagues (peers) at the same level in the organisational hierarchy and two 

respondents thought that this was true wide twelve said it was not. On the question of 

whether working women have difficulty relating to male colleagues at a higher level m the 
. . organisational hierarchy, the split was three far "true" and eleven for "not true" but the last 

part, of tins question was the most surprising, of whether working women have difficulty 

relating to male colleagues at a lower level m the organisational hierarchy. All the 

respondents said that this was not true. 
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The issue of whether women have greater difficulty networking at work resulted m 

an even split of seven saying true and seven saying not true, as did the item on whether 

women have to assume male attitudes and values at work. Seven said Ibis was true and six 

said not true. The majority of respondents (12) thought that women possess different 

leadership styles than men wink only two agreed that this was not the case. 

5.6.1 Parity 

The final item on the survey posed the question of whether the respondent thought 

that women had achieved parity m positions, perceived competency and pay. The majority 

said no (12) and two said yes. 

5.7 Concl udineremarks 

Chapter five consisted of the organisational case study (Eirebank), the twenty 

individual caselets and the prehminiB'y survey. An analysis of the twenty individual caselets 

indicates that women make individual (multiple) choices depending on what life throws at 

them (multiple responsibilities). The survey documents the lack of paid domestic support 

but indicates a reasonable level of spousal (or equivalent) support. 

Chapter six contains the main results and analysis. N
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6 Main Results and Analysis 
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Chapter 6: Main Results and An&& 

6.1 Introduction 

Men are not the strong ones, women are not the weak ones, and motherhood is 
not what makes women valuable. We need truthful particular ways to describe 
human diversity. 

(O'Faolain, 1996)l 

Almost thirty years after the removal of the marriage bar, women are still pursuing 

different careers m financial services than men. They are being recruited to work m the 

lower grades such as permanent part-time official or to the bank official grade. The top 

executives are stiD overwhelmingly male and it is the exceptional women - those who place 

a high priority on educational attainment and career success and who have the ability to 

organise every aspect of their lives - who progress to the executive suite or to the 

boardroom. These women may possess the 'A Factorn (Shulman and Bowen, 2001).~ 

The Irish financial services sector has been revolutionised m the last thirty years 

(Kennedy, Mac- and Teeling, 1988).3 Women have been woridng in banking in 

Ireland since 1918 but up until 1973 they were expected to retire upon marriage (White, 

l ~ 8 ) . ~  Some women have achieved a remarkable degree of success m the financial 

services sector (outside Ireland) and have written about the oiganisalional cultures that they 

have encountered (Davies, 1994;~ D- 1997;6 Endiich, 1 9 9 9 ) ~ ~  One woman wrote 

about the power of networking and homosexual reproduction (of male managers) in the 

City of London (Rowe, 1997).8 The City is changing due to technology and most of the 
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trading, that is carried on today, is screen based. The days of the open cry systems are 

numbered (Rowe, 1997).9 

Men woridng in high finance areas such as broking and dealing have written about 

the pressures that they have encountered (Leeson, 1996).1Â An oral history project, 'City 

Lives' - The National Story Collection, is aiming to capture the occupational experiences 

of early waskera in the City of London and it supplies us with a feeling of how male 

dominated the City was in the past (Courtney and Thompson, 19%). l 

A book on the organisational cutoire of Wall Street in the 1990s showed how .- 

nifliless a place it could be and what it took to survive for any length of time (Partnoy, 

1997). 12 The company had to employ an expert on sexual harassment to train the people 

who were conducting recruitment interviews because the finn received complaints about 

sexual harassment (Partnay, 1997). (3  

One woman who has succeeded, in this male worid, is Nicola Hoifck. She has 

generated a considerable amount of media coverage over the yem partly over a dispute 

with her former employers who thought she was planning to move her team and poach 

clients. This woman takes to the extreme. She plans Christmas m October and 

says that the Sunday opening of shops is a godsend to working mothers. She finds the 

time to make her own Christmas cake as well as organise the festivities m her town and 

country homes. 
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Horiick plans her maternity leaves to coincide with holiday periods. She has five 

children. One c a d  died of leukaemia and she became pregnant again. She had no 

epidurals during labour and worked through all her pregnancies. She claims that her nanny 

was essential to the smooth functioning of her home. Her long standing nanny left under 

difficult circumstances resulting m a legal dispute. She says that working women have to 

look either smart or very smart and need a husband who can be comfortable as part of a 

team. Her husband is an investment banker. She does not drink. Her autobiography is 

dedicated to her father who was an important role model (Horiick, 1997). l4 

The three three research questions of this thesis were: 

(1)  What do the career paths of women in Ae Irish financial services sector look like? 

(caselets) 

(2) Have there been any changes m career patterns of women in the Irish financial 

services sector over a thirty year period? 

(casclets) 

(3) What factors, if any, aid the career progression of women m the financial 

services sector? 

(caselets and 

6.3 Methodology (caselete) 

The way that the above aims were met was by means of twenty individual caselets 

of women who have been working in financial services dining the ten year period under 
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study. They have aU made choices m regard to career and family and have achieved 

Mixing degree8 of wce88 m both areas. Lama, whose &ny is told m one of the cadets, 

believes that it may be a case of dealing with "What life throws at youn. The women could 

not haw predicted permanent singlehood, divorce, widowhood or even how much having a 

baby, as Aoife says, changes everything. 

6.4 Patterns 

The metaphor of the patchwork quflt is an appropriate one to describe the 

combinations of paid and unpaid work done by women and the way that they construct a 

career as well as a life. The glass ceiling is a power divide - an exclusionary device to 

keep women out of leadership positions. How women cope when faced with the gIaaa 

ceiling depends on four factors by Laura which are: 

(1) Education (social factor); 

(2) Financial Independence (economic factor); 

(3) Self-Identity (emotional factor) and 

(4) Choices (social, economic and emotional factors). 

If the results of this research had to be described in one word it would be 

'choices'. The author of a guide to repot writing warns of the dangers of imposing "forced 

categories' on data (Barnes, 1996)15 wUe Bateson speaks of 'forced choices' (Bateson, 

1990).16 Hakim (1996)" gives us three employment profiles (continuous, homemaker and 

discontinuous); Potuchek (1997)18 outlines right (employed homemalcer, co--er, 

h e w ,  supplementary provider, reluctant provider, reluctant traditional, family centred and 
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committed worker) wtrile Maiy Dean Lee (1994)lP has seven career models along Ifaree 

dimeiifflons which arc the timing of children and the level of involvement in each role 

- career or family - over time. 

h e l o w ,  Ultfejohn and Griffiths (2000),20 in a study of female hospital 

consultants, found three types of orientation which they called career-dominant, segregated 

and accommodating. As in the present study, Potuchek (1997)2l and Marshall ( 1 9 9 5 ) ~ ~  

also chose to give the women they profiled names. 

The twenty women in the individual caselets have been consigned to one of six 

categories (which are not mutually exclusive): 

(1) The High Achievers (n = 4); 

(2) The New Mum (n = 3); 

(3) The Family Carers (n = 5); 

(4) The Mobile Career Women (n = 2); 

(5) The Junior Management Women (n = 3) and 

(6)  The Thirty Something Women (n = 3). 

6.5 The Career and Famflv Priority Conlinuum 

The Career and Family Priority Continuum (as mentioned before in Chapter 1) is 

my method of placing women on a scale in relation to the priority that they place on paid 

employment over caring and domestic concerns. 
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The Career and F& Priority Continuum 

a * a 

Career Career Family 
Priority and Family Priority 
Women Priority Women 

: Women 

If one examines the career of a woman over her fife course, one can see what 

choices she has made in terms of her orientation to career and family. At age 25,35,45 . 

and 55 the woman may be placed at a different point on the continuum. This work 

provides a preliminary snapshot. 

The High Achievers each found a solution to the problems attached to dying to 

combine a career with a family. Laura employed a housekeeper to look after the home and 

children while Emma, who also employs a housekeeper, opted to remain angle and chfld 

free. The younger genaaiim of high adtievxm, Endy and S a d ,  both found md d c d  

"Mr R@." The importance of spousal support has been emphasised m the literature 

(Mahon, 1991p3 

Emily has the assistance of a paid childminder with a husband who works shifts 

wide Sarah B free to put in long hours wink her partner executes the role of N
at

io
na

l C
ol

le
ge

 o
f 

Ir
el

an
d



househusband. Mahon (l!%l),̂ in her study of women working in the Irish Civfl Service, 

also found men who were willing to share the parenting. 

Feminist economists concern themselves with examining the relationships 

surrounding breadwimring, caring and gender (Gardiner, 1997;B Kuiper and Sap, 1 9 9 5 ; ~ ~  

Potuchek, 1~97).~O The high achievers earn large sums of money and this may explain 

how they can redefine the gender roles. 

The New Mum had all given birth in the previous six months and were adapting to 

new circumstances. The most successful m career terms, and the oldest, Sheila, was able 

to set up a home office, as well as a new business, with a childminder who came to the 

house five days a week. The other two new mothers opted for extended maternity leave 

with Gillian returning to a job-share and Aoife initially working part-time while her new. 

baby goes to a childminder (her mother) until the creche place becomes available. 

Under the Programme for Prosperity and Fairness, the Department for Justice, 

Equality and Law Reform has examined the progress (a comparison of provision wiflrin the 

countries of the European Union) made m regard to maternity,31 ~ a t e n r i t y ~ ~  and parental 

leave.33 N
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