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ABSTRACT 

The purpose of this study was to examine managers' and potential 

managers' perceptions of sex-role stereotypes and sex-characteristic 

stereotypes and determine if the two are separate factors, to examine 

perceptions of the "ideal manager" for reflection of masculine/feminine 

characteristics, and to examine any gender differences in perceptions of 

the "ideal manager," sex-role stereotypes, and sex-characteristic 

stereotypes. The Personal Inventory Survey, a questionnaire compiled by 

the investigator from four reliable and valid measures, and the Marlowe

Crowne Social Desirability Scale (Crowne & Marlowe, 1960) were adminis

tered to 195 subjects in M.B.A. and M.P.A. programs at Texas Tech 

University and to managers in selected organizations. Results of factor 

analysis indicated that sex-role stereotypes and sex-characteristic 

stereotypes are two separate factors. The "ideal manager" (a third 

factor) was perceived to possess more masculine characteristics than 

feminine. Results of ~-test analyses indicated that males and females 

differed in their perceptions of sex-roles, with males demonstrating a 

more traditional orientation. Social desirability was found to be 

significantly correlated with "ideal manager" and sex-characteristic 

factors, although correlations were low. 
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CHAPTER I 

INTRODUCTION 

What are little boys made of, made of? 
What are little boys made of? 
Frogs and snails 
And puppy dogs' tails, 
That's what little boys are made of. 

What are little girls made of, made of? 
lVhat are little girls made of? 
Sugar and spice 
And all things nice, 
That's what little girls are made of. (Briggs, 1966, p. 59) 

These simple nursery rhymes exemplify how society has commonly 

characterized males and females. Many people have learned to expect 

that boys play football, while girls play with dolls, boys do not cry, 

while girls are free to express their emotions, boys become doctors, 

lawyers, engineers, and businessmen, while girls become housewives, 

nurses, or secretaries. As Bernard (1971) suggests, one's gender is a 

"predecision-maker," a categorization to which certain "rules" apply and 

the criteria for which decisions regarding that classification are 

based. Often such classification places limitations on what is con-

sidered acceptable for females and males. However, recently, such 

expectations are being increasingly challenged, and a magnitude of 

research has attempted to determine what, if any, are the differences 

(or similarities) between men and women of the 1980's (Astin, 1975; 

Maccoby & Jacklin, 1974). 

1 
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Communication researchers have for decades cohsidered the gender 

variable important when examining communication among/between individ

uals. When interacting with people, gender becomes a primary indexing 

factor. A person's gender determines how others act and react to each 

other (Eakins & Eakins, 1978). A relatively recent orientation to the 

study of gender has been that of psychological gender orientation (Bern, 

1974). This construct places an emphasis on an individual's identifica

tion with both masculine and feminine sex-role characteristics instead 

of mere classification by anatomical sex. As Wheeless and Wheeless 

(1981) point out, "The tie between gender orientation and communication 

has been explained via sex-role norms/expectations and normative 

communication behaviors. Numerous research investigations report 

differences among gender variables (see Nimmo, 1980, for examples)" 

(p. 56). 

One perspective which helps explain communication differences 

according to gender is attribution theory (Heider, 1958; Kelley, 1967; 

Kelley, 1973). For several years, researchers in interpersonal communi

cation have utilized attribution theory as a conceptual framework for 

their investigations (Berger, 1973a, 1973b; Delia, 1974; Kaplan, 1976; 

Kaplan & Sharp, 1974). Attribution theory suggests that in analyzing 

the behavior of another person, individuals use explanations based on 

internal causes (inferred properties and characteristics of the 

individual) or external causes (properties of the situation) (Unger, 

1979). For example, Berger's ( 197 3a) concern was with studying the 

relationship between one's self-esteem and the degree of interpersonal 

attraction when the source's message contains favorable or unfavorable 

attributional information. Kaplan's (1976) study utilizes Kelley's 
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(1973) attribution model to investigate a receiver's evaluation of a 

message source's credibility. 

Research in attribution theory has provided support for the pre

diction that equivalent achievement by males and females is explained 

differently, such that attributions made fo'r males' achievement are much 

more favorable than attributions made for females (Deaux & Emswiller, 

1974; Feather & Simon, 1975; Feldman-Summers & Kiesler, 1974; Spence, 

1974). In these studies, the authors imply that sex-role attitudes and 

expectations serve a mediating function in the attribution process. 

Information about an individual's performance is interpreted and evalu

ated within the framework of the individual's beliefs about males and 

females. Different evaluations regarding success or failure are there

fore made to agree with expectations about whether the task involved is 

more appropriate for one gender than for the other, whether or not 

members of that gender have the required skills to succeed, and whether 

or not the consequences of the individual's success or failure coincide 

with the expectations (Deaux & Emswiller, 1974; Feather & Simon, 1975). 

Therefore, recent studies have begun to investigate this perceived 

relationship between sex-role attitudes and the attribution process 

(Garland & Price, 1977; Post, 1981). Although results have been some

what inconclusive, the indication is that attributions do vary as a 

function of sex-role attitudes. Obviously, attributions about the 

behaviors and characteristics of males and females are affected by our 

preconceptions (predecisions) about their attributes, or by our 

perceived sex-role/sex-characteristic attitudes. 
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Sex-Role Stereotyping 

According to early studies by Parsons & Bales (1955), sex-roles are 

differentiated on "instrumental-expressive" lines. These distinctions 

mean that the man takes the more instrumental role and the woman the 

expressive role. Parsons & Bales' reasoning is that the biological 

bearing and nursing of children establishes the woman as the expressive 

leader whose primary responsibility is the care and emotional support of 

the children. Because the man is exempt from such biological functions, 

his role becomes instrumental--that of functioning outside the home. 

This differentiation of sex-roles has traditionally been followed 

in American culture in that the man's role has been to work outside the 

home to provide financial security for the family, and the woman's role 

has traditionally been that of the domestic wife and mother. However, 

due to economic, social, psychological, and even governmental pressures, 

changes in the woman's "traditional" role have begun to occur. More and 

more women are seeking jobs/ careers, and according to the 1980 U.S. 

Bureau of Labor Statistics, women made up 42.4 percent of the total work 

force. 

Women are not only breaking tradition by expanding their role to 

include careers, but they are increasingly choosing professions that are 

male, "masculine," dominated. Powell (1980) cites the 1979 Employment 

and Training Report of the President, indicating that "the percentage of 

women managers and administrators was 15.9 percent in 1970, 18.5 percent 

in 1974, and 23.1 percent in 1978. Between 1970 and 1978, the total 

number of women in these positions rose 79 percent" (p. 22). In addi

tion, the U.S. Department of Labor (1976) reports that: 



Employment of women lawyers grew from less than 5,000 to more 
than 12,000 between 1960 and 1970 and women nearly doubled 
their proportion of all employed lawyers (2.4 to 4.7 percent). 
Similar gains in employment were made in the medical pro
fessions. The number of women physicians increased from about 
16,000 to nearly 26,000, and the proportion of doctors who 
were women rose from 7 to 9 percent .•.. Women in engineer
ing increased from about 7, 000 to about 19,600 between 1960 
and 1970, growing by more than 4~ times the rate for men (p. 
93) . 

5 

Despite these apparent increases, the 1980 statistics show that 

women still make up only 4 percent of the total engineers employed, only 

12.8 percent of all lawyers and judges, and only 13.4 percent of the 

medical and osteopathic physicians (U.S. Department of Labor, 1981) • 

And ·although women have made great gains in entry and middle-management 

positions, they continue to hold fewer than 1 percent of the top 

management positions (Powell, 1980). 

In attempts to ascertain why a division of labor by gender has been 

perpetuated, several reasons have been suggested. One theory of 

significance is the socialization process (Colwill, 1982; Epstein, 1970; 

Maccoby & Jacklin, 1974) whereby males and females are rewarded from 

childhood for exhibiting traditionally appropriate "masculine" and 

"feminine" behaviors. Another possible reason for the division of labor 

by gender may be that males and females have different educational 

training and educational aspirations (Barnett, 1975; Herzog, 1982; Peng 

& Jaffe, 1979) that lead to sex-typed occupations. Yet, other studies 

attempting to discover the reasons for the continual unequal distri-

bution of men and women in nontraditional occupations have often pointed 

to discrimination based on the presumed existence of sex-role stereo-

types (Cohen & Bunker, 1975; Rosen & Jerdee, 1974a, 1974b; Terborg & 
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Ilgen, 1975). Sex-role stereotyping seems to be evident in each of the 

reasons suggested. 

In a discussion of stereotypes as an explanation for job discrimi

nation, Terborg (1977) suggests that not one, but two types of stereo-

types may be differentially affecting employment practices: (I) sex-

role stereotypes, and (2) sex-characteristic stereotypes. Terborg 

(1977) provides the following operational definitions which distinguish 

the two: "Sex-role stereotypes refer to widely held beliefs concerning 

appropriate male and female behavior. • • • Sex-characteristic stereo-

types refer to widely held beliefs concerning sex differences on various 

personality traits" (p. 650). To simplify, the belief that a woman 

should be a secretary and the man the business executive represents a 

sex-role stereotype; the belief that women lack the leadership ability 

necessary to be a good manager is indicative of a sex-characteristic 

(trait) stereotype. 

A case in point, to illustrate how this differentiation applies, is 

a study conducted by Bass, Krusell, and Alexander (1971) which reports 

that managers do not believe that women make good supervisors, not 

because women are perceived as less capable than men (internal cause), 

but because managers feel employees would prefer male supervisors and 

that they themselves would be uncomfortable with a woman supervisor 

(external cause). It is possible that sex-characteristic stereotypes 

(attributions) were not in operation, but sex-role stereotypes 

(attributions) were. 
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Sex-Characteristic Stereotyping 

The fact that people continue to have very definite ideas of what 

is "masculine" and "feminine" has been well documented (Bardwick & 

Douvan, 1971; Rimmer & Loesch, 1980). Males are commonly thought to be, 

"independent, aggressive, competitive, task-oriented, outwardly orient-

ed, assertive, self-disciplined, stoic, objective, innovative, analytic-

minded, and unsentimental;" whereas females are thought to be 

"dependent, passive, fragile, nonaggressive, noncompetitive, inner-

oriented, interpersonally oriented, empathetic, sensitive, subjective, 

intuitive, and supportive" (Baird, 1976, p. 180). Research reveals an 

agreement among males and females that the stereotypical masculine 

characteristics are more socially desirable (Rosenkrantz, Vogel, Bee, 

Braverman, & Braverman, 1968) and are more characteristic of the healthy 

adult (Braverman, Braverman, Clarkson, Rosenkrantz, & Vogel, 1970; 

Wheeless & Dierks-Stewart, 1981) than the stereotypical feminine char-

acteristics. More importantly, as Eakins and Eakins (1978) point out: 

One of the most harmful beliefs we acquire through social 
programming is that female characteristics are not only 
different from male characteristics, but are opposite. That 
is, we have the idea that whatever is feminine is not mascu
line and vice versa. If one carries this reasoning further, 
suitable activities and work for men will include no women, 
and those appropriate for women will include no men. (p. 5) 

This reasoning seems to support Terborg' s ( 1977) contention that 

job discrimination may also be based on a separate factor--sex-

characteristic stereotyping--in addition to sex-role stereotyping. 

Again, other results from the Bass et al. (1971) study illustrate the 

point. The researchers found that the managers perceived women as being 

less dependable than men. It is possible that in this instance 

sex-characteristic stereotypes were in operation, rather than sex-role 
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stereotypes. In reference again to Terborg's (1977) definitional 

distinction between sex-characteristic and sex-role stereotypes, perhaps 

there was a perceived sex difference regarding the personality trait 

"dependability." 

Following the recommendations of Terborg (1977), Mellon, Crano, and 

Schmitt ( 1982) developed an attitude measure with a Likert format "to 

assess beliefs concerning (1) requisite traits for a variety of 

occupations (job requisites); (2) the possession of these traits by 

women or men (traits); and (3) the suitability of women or men for those 

various occupations (roles)" (p. 536). Results indicated that gender of 

subject, as well as the type of sentence (job, role, or trait) con

tributed to overall occupational beliefs. With respect to the gender 

difference, women agreed less strongly than did men with the necessity 

of the various traits for the different occupations (job requisite 

statements); women agreed more strongly on the suitability of women for 

these occupations than did men; but there were no differences in male 

and female agreement patterns with regard to the trait statements. Role 

statements tended to reflect the greatest gender differences. The 

researchers' concluded that, "the role-trait approach may suggest the 

means for changing the basic components of sex-biased belief systems" 

(p. 540). 

It has been maintained that gender is an important communication 

cue to which people respond. Within the framework of attribution 

theory, perceived behaviors and characteristics of males and females may 

be further examined. As Terborg (1977) and Mellon et al. (1982) 

suggest, a reconceptualization of sex-stereotyping (preconceived attri

butions regarding appropriate male and female behaviors and 
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characteristics) may prove valuable to further research, especially 

empirical research attempting to explain occupational sex-bias. 

Statement of Purpose 

In view of the information presented, the purpose of this study is 

three-fold. First, managers and potential managers' perceptions of (1) 

sex-role stereotypes, and (2) sex-characteristic stereotypes will be 

examined to determine if the two are separate factors in describing 

women. Second, perceptions of the "ideal manager" will be examined for 

reflection of masculine and/or feminine characteristics. The third 

purpose of the study examines any gender differences in perceptions of 

the "ideal manager," sex-role stereotypes, and sex-characteristic 

stereotypes. 



CHAPTER II 

REVIEW OF LITERATURE 

Overview of Gender and Communication 

Consider the following example: 

Person A leaves for work wearing a gray suit and carrying 
a leather briefcase. It is already 9:30, but A decides to 
stop off for coffee and a newspaper. Arriving at the office, 
A notices that Person B has been working hard for some time. 
The two exchange greetings as A passes B' s desk, which is 
located at the front of the off ice. Sensing that A is in a 
disagreeable mood, B decides to wait to discuss a minor 
problem, asking instead if A would like some coffee. A 
mutters, "Not now," and continues on to the corner office at 
the back of the room. Shutting the door to the office, A sits 
down, leans back in the chair, and glances through the news
paper. Ten minutes later, A opens the door and shouts, "Well, 
B, I guess it's time we got started. What's on the agenda for 
today?" (Colwill, 1982, p. 113) 

Although verbal interaction between the two individuals is limited, 

much information is communicated. Person A is probably perceived to be 

of relatively high status due to type of dress, briefcase, lack of 

concern for prompt arrival, and having a private office. One might also 

conclude that Person A is an executive (high-status) and Person B is a 

secretary or receptionist (low-status). Although nothing in the example 

explicitly notes the gender of the individuals, one may also presume 

Person A to be male and Person B to be female, attributing to men the 

traditional instrumental role and women the submissive role. This 

example demonstrates not only our sex-stereotyping tendencies, but also, 

how important a variable gender becomes when examining communication 

between/among individuals. Thus, communication researchers have begun 

10 
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to explore the influence of gender cues on our communication processes. 

For example, in an experiment designed to obtain individual and panel 

impressions of 10 student applicants (5 described as male, 5 described 

as female) for a job position with ambiguous gender demands, the appli

cant's gender was a significant dimension underlying the individuals' 

and panels' judgments of the applicant's suitability (Jordan & 

McLaughlin, 1976). Thus, in impression formation situations where 

limited information concerning an individual is available, the person's 

gender may become a major identifying factor for the role. 

In a study of male-female differences in perceptions of interper

sonal communication behavior, subjects rated their own and their best

liked same- and opposite-sex friends' communication behavior. Results 

indicate that males and females hold relatively stereotypical views of 

their own communication behavior. Males perceive themselves as more 

controlling and detached; whereas, females view themselves as more 

nurturant and dependent. In rating same-sex friends, both males and 

females perceive them as being less nurturant and less dependent, and 

instead, demonstrating attention-seeking 

(exhibitionistic) communication behaviors. 

and 

However, 

self-dramatizing 

both males and 

females perceive their opposite-sex friends as exhibiting nurturant and 

dependent communication behaviors (Fitzpatrick & Bochner, 1981). 

Numerous other research studies have been conducted studying male 

and female differences in a variety of communication situations as Baird 

(1976) and Eakins and Eakins (1978) cover in their comprehensive reviews 

of relevant research on gender differences in communication. However, 

many of these studies have produced conflicting and inconclusive results 

about male/female differences. This has led communication researchers 
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to examine psychological gender orientation (masculine, feminine, 

androgynous, or undifferentiated) (Bern, 1974) and its impact on 

communication behaviors. 

According to Bern (1974), traits identified as "feminine" are 

associated with the feminine roles of expressiveness and sensitivity, 

and traits labeled "masculine" are associated with the masculine roles 

of control and dominance. These gender orientation constructs of 

masculine dominance and feminine submissiveness have been linked to 

Leary's (1957) interpersonal communication behavior dimensions, i.e., 

gender orientation is related to masculine/feminine sex-role norms, 

which in turn, are related to the norms for communication behavior. 

That communication norms correspond to sex-role norms has been 

demonstrated in an examination of the relationship between occupational 

choices, gender orientation, and peer group interaction (Brown, 1980). 

In the study, both males and females adopting more masculine attributes 

(as measured by the Bern Sex-Role Inventory) and interpersonal communi

cation assertiveness demonstrate more information-seeking about an 

occupation, are less flexible about occupational choices made, and value 

being competent and in control. In contrast, when the feminine sex-role 

and socio-communication norm is adopted, the importance of information 

about alternative occupations is decreased, yet the desire to remain 

flexible about occupational choice is increased. Femininity is also 

related to the need to be of service and wanting to fit in. Thus, 

dimensions of adolescent peer group interaction correspond to the 

sex-role dimensions so that masculinity is associated with an assertive 

interpersonal communication style while femininity is related to a 

deferential style of interaction (Brown, 1980). 
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Another examination of gender orientation and adaptability focused 

on communicative competence (wneeless & Duran, 1982). Subjects 

responded to the Bem Sex-Role Inventory (BSRI) (Bem, 1974) and the 

Social Management Scale (Duran & Wheeless, 1980) , a measure of self-

perceived communicative competence. Results confirmed the hypothesis 

that individuals who identify with various degrees of masculinity and 

femininity significantly differ on adaptability and rewarding impres

sions dimensions of communicative competence. Androgynous individuals 

demonstrate the highest levels on both communicative competence dimen

sions. 

Psychological gender orientation has also been linked to the type 

of nonverbal behavior displayed in various task situations (Putnam & 

McCallister, 1980). An analysis of the impact of biological sex, 

psychological gender, and task on ten nonverbal conversational dominance 

and listener attentiveness cues, reports that subjects, in general, use 

more warmth-attentiveness cues on tasks identified as feminine and use 

more conversational control cues on masculine tasks. Results show that: 

(1) androgynous males adapt their nonverbal cues to fit task demands, 

exhibiting more dominance when the task is masculine and more warmth

expressiveness when the task is feminine; (2) masculine males exhibit 

more dominance on the feminine task; (3) androgynous females remain 

consistent in frequency of dominance and warmth-expressiveness cues 

across task situations; and (4) feminine females demonstrate more 

warmth-attentiveness on the feminine task (Putnam & McCallister, 1980). 

In an organization research study, male and female managers com

pleted the Bem Sex-Role Inventory (BSRI) (Bem, 1974) to assess their 

perceivec gender orientation and compare male/female perceptions of 
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themselves as managers. Birdsall (1980) posited that if male and female 

managers operate from a similar managerial model, and if they demon

strate similar communication style, they might also express similar 

perceptions of themselves as managers, i.e., masculine perceptions. In 

addressing the question, "Do male and female managers demonstrate a 

significantly different communication style with subordinates in staff 

meetings?", the male and female manager subjects were recorded conduct

ing regular staff meetings, and the tapes were then content analyzed and 

the communication style determined by a pre-designated category system. 

Results of the study indicated similar communication styles between male 

and female managers. Moreover, the managers also indicated similar 

"masculine" perceptions of themselves. Thus, male and female managers 

identifying with the traditional role of manager-as-masculine demon

strate similar styles of communication. 

These studies are representative of the recent empirical research 

examining the relationship between psychological gender orientation, 

identification with sex-role characteristics, and various communication 

variables. Other such studies have investigated self-disclosure 

(Greenblatt, Hasenauer, & Friemuth, 1980), persuasibility (Montgomery & 

Burgoon, 1980), communication apprehension (Greenblatt et al., 1980), 

and relational communication (Fitzpatrick & Indvik, 1982). The evidence 

upholds that gender and identification with masculine and feminine 

characteristics are important factors relating to communication. These 

studies also exemplify the pervasiveness of gender stereotypes in our 

perception of others' behavior and characteristics. Therefore, a closer 

examination of sex-role stereotypes (gender appropriate behavior) and 
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sex-characteristic stereotypes (gender appropriate personality traits) 

seems warranted. 

Sex-Role Stereotyping 

As noted earlier, sex-role stereotypes have frequently been con

sidered a major contributing factor to the strong division of labor by 

gender. As young children, perceptions of "appropriate" sex-typed 

occupations for males and females are prevalent, and children indicate 

they will select sex-stereotyped occupations for themselves, and recog

nize that certain occupations are typically filled by males or females 

(Gettys & Cann, 1981). Children at the age levels of 2~ to 8 years old 

make significant distinctions between occupations which, according to 

adult stereotypes or current practices, are dominated by one or the 

other gender. Education and age did not seem to change perceptions, 

since, as age increases, recognition of occupations being divided into 

those for males or females also increases (Gettys & Cann, 1981). Thus, 

by the time children enter the public school system, they apparently are 

quite adept in responding according to adult sex-role stereotypes. This 

traditional role behavior is reinforced by educators and educational 

material, and thus, a student's career aspirations conform to the 

sex-roles they have learned (Barnett, 1975; Herzog, 1982; Peng & Jaffe, 

1979). 

Men have, for centuries, known women in stereotypical roles of 

mother, housewife, secretary, and elementary teacher, but, with few 

exceptions until now, not as co-workers. As Bette Ann Stead (1979) put 

it, "In the traditional roles women have had in life, they may have done 

a splendid job. But to imagine them making business decisions or 
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performing professional tasks is simply impossible" (p. 15). It is not 

surprising that the organizational literature has placed a major focus 

on the impact sex-role stereotyping may have upon personnel decisions 

and subsequent performance (e.g., Dipboye, Fromkin, & Wiback, 1975; Hall 

& Hall, 1976; Rosen & Jerdee, 1974a, 1974b), and upon the attitudes of 

men toward women in traditionally male-dominated positions (e.g., Bass 

et al., 1971; Garland & Price, 1977; Terborg, Peters, Ilgen, & Smith, 

1977). 

Differential treatment of women regarding selection decisions has 

been empirically supported (Dipboye et al., 1975; Fidell, 1970; Shaw, 

1972). In the Rosen and Jerdee (1974a) study, subjects responded to job 

applications and job requirements, and then accepted or rejected the 

applicant according to a set of criteria. Results indicated that 

sex-role stereotypes influence evaluations of applicants and selection 

decisions. Equally qualified female applicants were selected for 

managerial positions significantly less often than males, and were 

evaluated less favorably on (1) general suitability, (2) technical 

potential, (3) potential for long service to the organization, and 

(4) potential for fitting in well. Furthermore, women applicants were 

selected fewer times when the job requirements were demanding and 

challenging, requiring aggressive interpersonal behavior and decisive 

managerial action. 

Personnel decisions based on gender occurs at initial stages of 

employee selection, but, may exist only when applicants apply for jobs 

traditionally incongruent with their gender, i.e., nontraditional 

occupations. Cohen and Bunker (1975) have investigated the effects 

sex-role stereotypes have on the hiring decisions of job recruiters. 
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Recruiters evaluated relevant employment materials on a hypothetical job 

applicant (male or female) for either a male-oriented (personnel 

technician) or female-oriented (editorial assistant) position. Results 

indicated that hiring decisions were influenced by the interaction of 

job by gender. Significantly more males than females were recommended 

for the personnel technician job. So, apparently in hiring practices 

sex-role stereotyping can occur. 

Other empirical literature centers on the perceived incongruity 

between the traditional feminine sex-role and a woman's behavior and 

performance in a nontraditional, masculine sex-typed occupation. For 

instance, in a laboratory setting using scenarios of various job situa

tions as stimulus materials, Rosen and Jerdee (1975) have found that 

women are perceived as "out-of-role" when they use a threatening 

approach in filing a job grievance; however, the female's aggressive, 

threatening appeal was received by managers with more favor than the 

polite appeal. These results can be explained by attribution theory, 

which stresses that behavior contrary to role expectations conveys 

greater information about the person than behavior governed by normative 

expectations. Therefore, the threatening appeal from the female perhaps 

provides a manager with some information about the intensity and 

seriousness of the female complainant. Rosen and Jerdee ( 1974b) also 

report that when male employees request a leave of absence due to family 

obligations, it is considered significantly less appropriate than the 

same request from a female. Thus, out-of-role behavior by both males 

and females is considered inappropriate and sometimes is not taken 

seriously. 
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For many male-dominated occupations, such as engineering or manage

ment, leadership behavior is considered central to job success. Tradi

tionally, the role of "leader" has belonged to men, so women placed in 

leadership situations may be viewed as exhibiting out-of-role behavior. 

Therefore, researchers have sought to investigate the effects sex-role 

stereotypes have upon the evaluation of one's leadership behavior 

(Bartol & Wortman, Jr., 1976; Day & Stogdill, 1972; Maier, 1970; 

Megargee, 1969; Osborn & Vicars, 1976; Powell & Butterfield, 1980). For 

example, Jacobson and Effertz (1974) asked men and women students to act 

as leaders on a task involving the reproduction of a pattern of 

dominoes. Followers would evaluate males more negatively than they 

would the females, presumably because they expected the male to excel in 

this role. Similarly, leaders would evaluate the females more criti

cally than the males in the "follower" role, presumably because they 

expect the female to excel in the submissive role of follower. In 1976, 

male and female business students responded to short paragraphs describ

ing behaviors of initiating structure, consideration, production 

emphasis, and tolerance for freedom (Bartol & Butterfield, 1976). Men 

were rated more effective as leaders than women in initiating structure 

condition, and women rated more effective leaders than men in the 

consideration condition. Generally, females, in the past, have been 

less inclined than males to accept a leadership role (Maier, 1970) even 

when they show high dominance personality characteristics (Megargee, 

1969). 

Despite these research findings, a considerable body of research 

exists which indicates that women in supervisory positions demonstrate 

similar leadership behaviors as men (Bartol & Wortman, Jr., 1976; 
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1976). 

Subordinates describe their male and female supervisors as equally 

effective and as exhibiting similar patterns of leader behavior (Day & 

Stogdill, 1972; Osborn & Vicars, 1976). Moreover, male and female 

supervisors rate themselves as exhibiting similar leader behaviors, 

reporting only a difference in that females perform more consideration 

and tolerance of uncertainty behaviors, and are more satisfied with 

co-workers than male supervisors (Bartol & Wortman, Jr., 1976). 

The above literature provides an example of research regarding 

sex-role stereotyping. However, several problems exist. In some 

research studies (e.g., Cohen & Bunker, 1975; Rosen & Jerdee, 1974a, 

1974b; Rosen & Jerdee, 1975) the existence of sex-role stereotypes and 

how they affect personnel decisions were primarily inferred in post hoc 

explanations--no actual measure of stereotypes was ever taken. For 

example, Rosen and Jerdee (1974b) attributed the finding that males 

would be promoted more rapidly than equally qualified females to the 

influence of sex-role stereotypes, when, in actuality no independent 

measure of stereotypes was utilized on which to base that conclusion, 

although the interpretation given is a plausible one. Also, the contra

dictory findings in the literature on leadership behavior may be due to 

how the data was collected. It appears that in laboratory studies 

(Bartol & Butterfield, 1976; Jacobson & Effertz, 1974; Rosen & Jerdee, 

1975) gender differences did exist; however, in field studies, the 

gender differences decrease and males and females are seen as displaying 

similar leadership behavior. This suggests that: (1) a more accurate 

means of assessing sex-role stereotyping is needed, ( 2) data collected 

from field studies may prove more reliable, and (3) since a majority of 
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the cited research was conducted during the 1970's, and female employ

ment has significantly changed since the turn of the decade, it is 

important to examine current sex-role perceptions. 

Sex-Characteristic Stereotyping 

A common distinction made between males and females is that males 

exhibit instrumental characteristics and females exhibit expressive 

characteristics (Parsons & Bales, 1955). Sex-characteristic stereotypes 

refer to the perceived gender differences in various personality traits. 

This dichotomy was made more meaningful when the characteristics 

associated with each role were identified. In an extension of Parsons 

and Bales' work, Brim (1958) categorized traits such as tenacity, 

aggressiveness, responsibleness, competitiveness, self-confidence, 

curiosity, originality, and ambition as those relating primarily to the 

instrumental role. Traits assigned with the expressive role were 

affectionateness, obedience, cheerfulness, kindness, and friendliness to 

others. Traditionally, these clusters of traits have been associated 

with masculinity (instrumental) and femininity (expressive). Being 

masculine has traditionally meant having an interest in things rather 

than people, being objective, analytical, goal-oriented, and in general, 

demonstrating a dominant personality type; whereas, the traditional 

feminine traits have reflected nurturance, submissiveness, interest in 

others, and skill in relating to others. The widespread and historical 

belief that males should demonstrate masculine personality traits and 

females should demonstrate feminine personality traits has perpetuated 

stereotyping along sex-characteristic lines. 
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During the 1970's, researchers began to question the unidimensional 

tie between gender and the prescribed characteristics, thus prompting 

the development of operational definitions designed to measure 

masculinity and femininity as separate dimensions (Bern, 1974; Berzins, 

Welling, & Wetter, 1978; Heilbrun, 1976). The most popular of these is 

the Bem Sex-Role Inventory (BSRI) (Bem, 1974) which contains 60 person

ality characteristics--20 of which males and females judged more desir

able for men than women (masculine), another 20 items judged more 

desirable for women than men (feminine), and a final 20 items considered 

neutral or socially desirable for both men and women. This instrument 

makes it possible to characterize a person as masculine, feminine, 

androgynous, or undifferentiated, based on the difference between one's 

identification with masculine and feminine personality characteristics. 

The important advancement in the use of this type of measure is the 

emphasis placed on the treatment of masculinity and femininity as two 

orthogonal dimensions of one's sex-characteristics. According to Bern 

(1974) masculinity demonstrated an instrumental type of personality, 

i.e., acts as a leader, aggressive, assertive, competitive, dominant, 

and femininity demonstrated an expressivity type, i.e., compassionate, 

eager to soothe hurt feelings, gentle, sensitive to needs of others, and 

understanding. However, all individuals identify with both types of sex 

characteristics, and as Wheeless and Wheeless (1981) indicated, 

individuals also perceive such characteristics in others and base their 

communication on such perceptions. 

Ironically, the investigation of differences between male and 

female sex characteristics has often provided more evidence of 

masculine/feminine similarities rather than dissimilarities. "Although 
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we tend to think of males as aggressive, females as submissive, males as 

independent and females as nurturant, there is obviously great overlap 

in the possession of these traits. Some women are more aggressive than 

some men; some men are more nurturant than most women; and a few men may 

even be more submissive than all women" (Lips & Colwill, 1978, p. 5). 

In a summary of research findings, Maccoby and Jacklin (1974) found no 

significant support for such beliefs as (1) girls are more "social" than 

boys, {2) girls have lower self-esteem, (3) boys are more "analytic," or 

that (4) girls lack achievement motivation; on traits such as competi

tiveness, dominance (leadership), and nurturance, research findings were 

inconclusive; however, evidence did support the belief that males tend 

to be more aggressive than females (Lips & Colwill, 1978; Maccoby & 

Jacklin, 1974). 

However, additional research has demonstrated that our perceptions 

of appropriate masculine and feminine personality traits for males and 

females respectively are distinctly different (Wheeless & Dierks

Stewart, 1981). A sample of 314 undergraduates indicated, on a scale of 

1 to 7, how desirable each of the 60 items of the Bem Sex-Role Inventory 

(BSRI) (Bern, 1974) were for a male, a female, and an adult. The results 

indicated that masculine items were perceived as more desirable for 

males than females, and feminine items were perceived as more desirable 

for females than males. Thus, one can conclude that, in general, 

perceptions of men are still linked to the masculine traits, and per

ceptions of women are still linked to feminine traits. 

In an examination of leadership style, Korabik (1982) showed that 

leadership style is more closely related to identification with sex

characteristics of masculinity and femininity than with biological sex. 
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Masculinity was significantly related to an "initiating structure" 

leadership style, whereas femininity was associated with a 

"consideration" leadership style, and androgyny was related to both 

styles. Masculinity exhibited a dominant style and femininity a submis-

' 
sive style, thus, confirming the definition of the two sex-

characteristic types. 

Despite the favorability of adopting an androgynous gender orien-

tation, which emphasizes both masculine and feminine characteristics, 

the socialization of males and females toward traditional masculinity/ 

femininity traits is very strong and persistent. In the United States, 

the acquisition of knowledge of gender-appropriate characteristics 

appears to be a general developmental process beginning before age 5 and 

extending beyond age 11 (Williams & Bennett, 1975; Williams & Best, 

1977). Using a modification of the Sex Stereotype Measure (SSM II), a 

picture-story technique based on male and female sex stereotypes as 

defined in other studies of young adults, Davis, Williams, and Best 

(1982) assessed the degree to which third-grade children used 

sex-stereotyped traits in their self- and peer-descriptions. Results 

indicated that both boy and girl subjects generally attributed male 

traits to boy peers and female traits to girl peers. On the 

self-description measure, girl subjects generally associated with female 

traits more than male traits, while boys identified equally with both. 

Thus, sex-characteristic stereotypes are fairly well established at an 

early age. 

Sex-characteristic stereotypes correspond to the instrumental/ 

expressive roles referred to previously, which in turn, eventually 

affect the most common occupations held by men and women. Thus, when a 
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male or female enters into an occupation, inferences about that indi

vidual's ability to perform in that role will often be made based on 

their personality characteristics deemed appropriate to the gender. If 

the job is perceived as traditionally incongruent with the person's 

gender, the personality traits associated with that gender may also be 

considered inappropriate for the role. If this reasoning follows, it is 

possible that past research has confounded sex-characteristic and 

sex-role stereotypes, especially in regard to job selection decisions 

and attitudes of men toward women in traditionally male-dominated 

occupations (e.g., Moore & Rickel, 1980; Rosen & Jerdee, 1974a, 1974b, 

1975; Schein, 1973, 1975). For example, Rosen and Jerdee (1974b) noted 

that sex-role stereotypes were attributed as the factor influencing 

supervisors' decisions to promote males more often than equally quali

fied females. However, no measure of sex-role stereotypes was adminis

tered upon which to base that interpretation. Another interpretation 

could be that the supervisors were basing their decisions on sex

characteristic stereotypes, i.e., attributing the characteristic of 

competence more to males than to females, thus the higher recommendation 

for promotion of male candidates. This suggests a need for closer 

examination of sex-characteristic and sex-role stereotypes according to 

Terborg's (1977) definitional distinction. 

Masculinity and femininity have been identified as the two types of 

sex-characteristics. Individuals' perceptions indicate males should 

demonstrate masculine personality traits and females should demonstrate 

feminine personality traits. Such sex-characteristic stereotyping may 

be a significant factor influencing the division of labor by gender. 
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Ideal Manager Traits 

Several researchers have be.en interested in what characteristics 

describe an ideal manager. When asked to rate a series of personal 

characteristics as requirements for upper management positions, a 

nationwide sample of male and female managers rated decisiveness, 

consistency and objectivity, emotional stability, analytical ability, 

perception and empathy, loyalty, interest in people, and creativity as 

the eight characteristics essential for upper management positions 

(Basil, 1972). Of these eight characteristics, both male and female 

responses indicated that women only possessed four of these characteris-

tics. The four characteristics typically associated with females--

perception and empathy, loyalty, creativity, and interest in people-

were ranked fifth or lower in the list of managerial requirements. Both 

male and female respondents rated decisiveness, consistency and objec

tivity, emotional stability, and analytical ability as characteristics 

more common to men than women. Thus, managerial characteristics are 

generally perceived to be more masculine than feminine. 

Schein (1973, 1975) also found support for the view that the ideal 

manager is perceived to possess personal characteristics more frequently 

attributed to men than to women. A survey of 300 middle-level managers 

from nine U.S. companies confirmed the hypothesis that managers are 

perceived to possess characteristics more commonly ascribed to men than 

to women. The same results were replicated in 1975 (Schein, 1975). 

Results of the 1980 Moore and Rickel investigation further 

confirmed such a conclusion. One-hundred-fifty-six female nurses 

(traditional group) and 147 women in business and industrial positions 

(nontraditional group) were asked to respond to a modified version (68 
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items) of Schein's (1973) Descriptive Index, a list of adjectives and 

descriptive terms which respondents rate according to a 5-point scale as 

not characteristic to characteristic of men, women, or managers. 

Results indicated that, in general, women in nontraditional and higher 

level positions were more achieving, emphasized production more, and 

described themselves as having characteristics more like managers and 

men. The nontraditional group considered the domestic role as less 

important, had fewer children, and fewer children living at home, than 

did the traditional group. The nontraditional career women also did not 

reject useful feminine behavior, but had redefined their role to include 

behaviors appropriate to both males and females. Thus, although some 

traits attributed to "femininity" (i.e., interest in people, perceptive, 

creative) are deemed important for managers, the "masculinity" traits 

are perceived as most valuable for a good manager. 

A "good manager" is perceived as having a masculine gender orien

tation rather than an androgynous gender orientation, which is described 

by both masculine and feminine characteristics. The Bem Sex-Role 

Inventory (BSRI) (Bem, 1974) in relation to both him/herself and a good 

manager was completed by 684 business students. The results failed to 

support the study's hypothesis that the "good manager" would be 

perceived as androgynous; instead, the good manager was described in 

masculine terms (Powell & Butterfield, 1979). 

The performance of male and female principals and teachers on a 

managerial aptitude indicator also shows a significant relationship with 

sex-role orientation (Evangelist, 1981). In the study, principals of 

both sexes performed significantly better than teachers of both sexes in 

regard to managerial aptitudes of leadership qualities and proper job 
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attitudes (masculine traits). Teachers performed better than principal·s 

on the human relations aspect of the managerial aptitude indicator 

(feminine trait). Principals of both sexes scored higher on the Bern 

Sex-Role Inventory (BSRI) (Bern, 1974) masculinity scale than teachers, 

indicating that female principals have adopted more masculine self

descriptors than teachers in general, who were more feminine and 

expressive. Males, as a whole, scored higher on the BSRI masculinity 

scale than females, and the total number of females scored higher on the 

BSRI femininity scale than males. Subjects categorized as having either 

masculine or androgynous gender orientation scored significantly higher 

on the managerial aptitudes, leadership qualities, and proper job 

attitudes, than did those with feminine gender orientation (Evangelist, 

1981). The possession of masculine characteristics appears necessary 

for satisfactory demonstration of managerial/leadership aptitudes. 

In summary, empirical research indicates that the ideal manager is 

perceived in predominantly masculine terms. Furthermore, females 

working in male-dominated occupations (i.e., management, school adminis

tration, business) appear to have adopted more of the traits associated 

with masculinity. Thus, males and females perceived as possessing 

masculine traits should also be perceived as possessing those traits 

valuable for a good manager. 

In view of the research evidence presented, sex-role stereotypes, 

sex-characteristics stereotypes, and perceptions of the ideal manager 

appear to be interrelated. The delineation of personality traits along 

male masculine/female feminine lines has perpetuated sex-characteristic 

stereotypes. These masculinity/femininity personality traits have, in 

turn, been identified as characteristics of instrumental/expressive 
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roles, thereby generating sex-role stereotypes for gender appropriate 

behavior. Organizational researchers have linked sex-characteristic and 

sex-role stereotypes as factors influencing perceptions of the ideal 

manager. The ideal manager is perceived as possessing more masculine 

than feminine traits, thus characterizing the role of manager as instru-

mental. 

Hypotheses 

Based on the literature reviewed, some basic conclusions can be 

drawn: (1) inconsistencies exist regarding sex-stereotype research. As 

Terborg (1977) suggested, there could be two possible distinctive 

stereotypes--sex-role stereotypes and sex-characteristic stereotypes--

differentially affecting employment practices. Thus designing a scale 

to measure these two possible factors would provide added specificity to 

stereotype research; (2) the ideal manager has consistently been per-

ceived by both males and females as possessing masculine characteris-

tics. Thus, the following hypotheses are proposed: 

= Sex-role 
types of 
factors. 

stereotypes and sex-characteristic 
males and females in business are 

stereo
separate 

= The "ideal manager" will possess characteristics 
generally ascribed to men rather than to women. 

Because the literature often focuses on the differences between male and 

female attitudes, the following research question is proposed: 

R = What are the differences between males and females in 
1 their responses to sex-role stereotype items, sex-

characteristic stereotype i terns, and perceptions of the 
ideal manager? 



CHAPTER III 

METHOD AND PROCEDURE 

Subjects 

Subjects were 195 individuals (138 males, 57 females); 91 were 

students enrolled at Texas Tech University in Master of Business Admin-

istration and Master of Public Administration courses, and 104 were 

managers/supervisors employed in selected organizations. Organizations 

used were public utilities, public services, educational institutions, 

and oil production and service companies. Student subjects were asked 

to complete the measures described below during regularly scheduled 

classes, and the managers/ supervisors were given surveys by a third 

party (i.e., personnel directors, supervisors, consultants) and asked to 

return the questionnaire by mail to the investigator. 

Instrumentation 

A thirty-five item survey questionnaire was used to measure sex-

role stereotypes, sex-characteristic stereotypes, and perceptions of the 

ideal manager (see Appendix B for complete questionnaire). The 

' questionnaire, called the Personal Opinion Survey, covered three major 

content areas: (1) sex-role stereotypes (items 2, 4, 11, 16, 20, 22, 

24, 26, 28, 31, 34), (2) sex-characteristic stereotypes (items 3, 5, 8, 

10, 12, 14, 18, 19, 29, 32), and (3) ideal manager traits (items 1, 6, 

7, 9, 13, 15, 17, 21, 23, 25, 27, 30, 33, 35). 

29 
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Sex-role items were extracted from the Sex-Role Orientation Scale 

(SRO) (Brogan & Kutner, 1976) in accordance with the criteria set by the 

operational definition that these statements refer to "traditionally" 

appropriate male and female behavior. Brogan and Kutner (1976) defined 

sex-role orientation as "normative conceptions of appropriate behavior 

for males and females" (p. 33). Statements were written to present men 

and women equally in traditional and nontraditional ways. This con

struction was also maintained in the selection of items for the present 

study. The SRO scale demonstrated a split-half reliability coefficient 

of .95 in the Brogan and Kutner (1976) study. The results of construct 

validation of the scale indicated that SRO scores and the demographic 

variables of sex, educational attainment, age, and religious affiliation 

corresponded with the predicted relationship based on previous research 

of factors related to sex-role attitudes. 

Sex-characteristic items were extracted from the Wheeless and 

Dierks-Stewart (1981) study. In their investigation of the Bem Sex-Role 

Inventory (BSRI) (Bem, 1974), Wheeless and Dierks-Stewart proposed, 

based on a series of factor analyses, a revision of the BSRI using only 

ten items each to measure masculinity and femininity. The adjectives 

used in assessing masculinity/femininity were descriptive of various 

personality traits. These adjectives fit the operational definition of 

sex-characteristic stereotypes as "widely held beliefs concerning sex 

differences on various personality traits" (Terborg, 1977, p. 650). 

Five of the ten adjectives loading high on the masculinity factor (has 

leadership ability, independent, competitive, aggressive, assertive) and 

five of the ten adjectives loading high on the femininity factor 

(helpful, eager to soothe hurt feelings, understanding, compassionate, 
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sensitive to needs of others) were incorporated into attitude statements 

for this study. Items were written following procedures for the con

struction of attitude scale items (Edwards, 1957). The attitude items 

were declarative statements phrased to present men and women in 

traditional and nontraditional ways, similar to the construction of the 

SRO scale items used, i.e., "Men are better leaders than women." 

The ideal manager items were constructed from data reported in 

empirical studies by Basil (1972) and Schein (1973, 1975). In Basil's 

(1972) study, male and female managers reported that the personal 

characteristics important for upper management were decisiveness, 

consistency, objectivity, emotional stability, analytical ability, 

perception and empathy, loyalty, interest in people, and creativity. 

Both men and women rated the first five characteristics as more common 

to men than women. The top four of these characteristics were incor

porated into attitude statements (items 9, 15, 23, 35) and three of the 

characteristics reported as more common to women were also used (items 

17, 30, 33). Male and female items were used in order to test their 

reflection of masculine and/or feminine characteristics. 

Schein (1973, 1975) conducted separate studies of male middle

managers and female middle-managers using the Descriptive Index. The 

items were adjectives and descriptive terms to which subjects responded 

to by rating each word or phrase in terms of how characteristic it was 

of either women in general (Form 1), men in general (Form 2), or suc

cessful middle managers (Form 3). Both surveys confirmed the hypothesis 

that successful middle managers are perceived to possess characteristics 

more commonly ascribed to men than to women. Five items were selected 

from the Schein studies and incorporated into attitude statements. 
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Three of these items (1, 7, 21) used characteristics reported as more 

similar to men than women (leadership ability, aggressive, self

confident), and the other two items (13, 27) used characteristics 

reported as more common to women (aware of feelings of others, helpful). 

The 33-item, forced-choice (true-false) test of social desirability 

(Crowne & Marlowe, 1960) was also included in this investigation. An 

increasing number of researchers feel that in the use of any question

naire, a social desirability response style may operate as a factor 

which lowers an instrument's reliability and validity (Arnold & Feldman, 

1981; Golembiewski & Munzenrider, 1975; Schriesheim, 1979; Stone, 

Ganster, Woodman, & Fusilier, 1979). In a study by Ganster, Hennessey, 

and Luthans (1983), three models were developed for testing the effects 

of social desirability on organizational behavior research results. 

They concluded that social desirability can influence research results 

by (1) producing spurious results, (2) suppressing/hiding the real 

results, or (3) moderating relationships. They also concluded that the 

variables most likely to be affected by social desirability are 

self-inventories (i.e., attitude scales). Based on this evidence and 

the fact that social desirability can be measured fairly reliably in 

less than ten minutes of a respondent's time, subjects in this 

investigation were also asked to complete the Marlowe-Crowne Social 

Desirability Scale which has previously demonstrated a reliability 

coefficient of .88 (Crowne & Marlowe, 1960). 

Statistical Procedures 

Correlations among the 35 Personal Inventory Survey items were 

factor analyzed via principal components followed by orthogonal 
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rotation. An eigenvalue cutoff of 1.0, the scree test, and the criteria 

that at least three items must have .60 or above loadings, were chosen 

to determine the number of factors to extract. A .40 loading was used 

to determine what items loaded on each factor. 

t-test analysis used gender as the grouping variable to test 

differences between males and females for sex-role stereotypes, sex

characteristic stereotypes, and perceptions of the ideal manager. 

Reliability estimates for all measures were determined using 

Nunnally's method (1967). 

Pearson Product Moment Correlation analysis was used to determine 

the relationship of social desirability to the ideal manager, sex-role 

stereotype, and sex-characteristic stereotype measure. Alpha was set at 

.05 for all analyses. 



CHAPTER IV 

RESULTS 

Table 1 (see Appendix A) shows the results of the principal campo-

nents factor analysis following varimax (orthogonal) rotation. The 

first factor was comprised of 12 items and the factor was labeled 

"sex-role stereotype." Of the 11 sex-role items projected in the 

instrumentation, only two of the items did not have a high enough 

loading to be included: item 26 ("The use of profane or obscene 

language by a woman is no more objectionable than the same usage by a 

man.") and item 22 ("A woman should refrain from being too competitive 

with men and keep her peace rather than show a man he is wrong."). 

Three of the items projected as sex-characteristic items loaded highly 

on the sex-role factor: item 3 ("Men are better leaders than women."), 

item 5 ("Women are equally independent as men."), and item 19 ("Women 

b . ") can e as aggress1ve as men. . Factor 1 accounted for 15 percent of 

the variance. 

The second factor was comprised of 9 items and was labeled "ideal 

manager." Of the 14 ideal manager items projected in the instrumenta-

tion, 5 of the items did not load highly on this factor: item 6 ("People 

in managerial positions are career-oriented."), item 13 ("Managers 

should display keen awareness of the feelings of others."), item 17 

("Successful managers are those who are interested in people."), item 25 

("Being successful in a career is more important to people in 

34 
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management."), and item 35 ("It is important for people in managerial 

positions to be objective."). Factor 2 accounted for 9 percent of the 

variance. 

The third factor was comprised of 7 items and was labeled "sex

characteristic stereotype." As noted above, three of the 10 projected 

sex-characteristic items loaded highly on the first factor (items 3, 5, 

and 19). Factor 3 accounted for 8 percent of the variance. 

Although Factor 2 did not meet the one criteria set forth by the 

investigator that a factor contain at least three items loading above 

. 60, the factor was retained for further analysis. Conceptually, the 

factor loading did closely correspond to the dimensions projected from 

earlier valid and reliable measures. Elimination of the factor would 

have greatly reduced the number of items (from 28 to 19), and the amount 

of valuable information to be gathered, and threatened conceptuali

zation. Thus, the investigator chose to retain 3 factors with items 

loading at • 40 or above and using the 1. 0 eigenvalue and scree test 

criteria. 

Reliability coefficient scores (Nunnally, 1967) for the three 

extracted factors were .78 for sex-roles, .61 for ideal managers, and 

• 64 for sex-characteristics. While the reliabilities of the factors 

were not as high as the investigator anticipated, this could have been 

due to the lack of high factor loadings for ideal manager items, i.e., 

only one item loaded above .60. 

Differences between male and female responses on the three dimen-

sions and social desirability were determined 

sex-role dimension, ~=8.4342, df=193, ~ <.0001. 

by t-tests. On the 

Thus, males and females 

differed in their perceptions of sex-roles, with males demonstrating a 
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more traditional orientation (male x=33.29, female x=22.19). There were 

no significant differences between male and female responses on the 

ideal manager dimension (male :-:=51.59, female x=51.56) nor on the 

sex-characteristic dimension (male x=24.41, female x=25.25). There were 

no significant differences between male and female responses on social 

desirability (male x=14.38, female x=14.51). 

To further examine the differences between male and female 

responses, separate .!_-tests analyses for each of the 12 items on the 

sex-role dimension were performed. Since twelve separate t-tests were 

performed, alpha was set at .01 for significance. Of the 12 sex-role 

stereotype items, only 3 reported no significant difference at the .01 

level (items 4, 19, and 28). Those items reporting significant 

differences indicated that males held a more traditional view of the 

role of women. For example, men did not feel it was acceptable for 

boys, as well as girls, to play with dolls, as much as women did. Male 

responses also indicated less agreement than female responses with the 

statement "Women are equally independent as men." Men also responded 

more favorably to having a man as head of a department composed of both 

men and women than women did. 

Of the 9 items loading highly on the "ideal manager" dimension, 6 

of the items (1, 7, 9, 15, 21, 23) contained characteristics more 

commonly ascribed to men than to women, and 3 of the items (27, 30, 33) 

contained characteristics as more common to women. According to these 

findings, respondents perceive the ideal manager to possess such 

"masculine" traits as leadership ability, aggressiveness, consistency, 

decisiveness, self-confidence, and being emotionally stable, as well as 
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"feminine" traits such as being helpful to others, perceptive, and 

creative. 

Pearson Product Moment Correlation analysis was used to determine 

the relationship between the variables sex-role stereotypes, sex

characteristic stereotypes, and ideal manager traits (see Table 3, 

Appendix A). The ideal manager traits dimension was negatively cor

related with the sex-characteristic stereotype dimension at -.17 

(p_ <.OS), which is a low correlation with the two variables sharing 3 

percent variance. The sex-role stereotype dimension and sex

characteristic stereotypes dimension were also significantly correlated 

(r=.22, .E.< .OS), again demonstrating a low correlation with the two 

variables sharing only S percent variance. The sex-role stereotypes 

dimension was not significantly correlated with the ideal manager traits 

dimension (~ = -.07, .E. >.OS). 

To determine the relationship of social desirability to the ideal 

manager, sex-role stereotype, and sex-characteristic stereotype dimen

sions, Pearson Product Moment Correlation coefficients were computed 

(see Table 3, Appendix A). Social desirability was significantly 

correlated with the ideal manager traits dimension at .18 (.£.<.OS), 

which is a low correlation with the two variables sharing only 3 percent 

variance. Social desirability was negatively correlated with the 

sex-characteristic stereotypes dimension at -.19 (.£.<.OS), which is also 

a low correlation with the two variables sharing only 4 percent vari-

ance. Social desirability was not significantly correlated with the 

sex-role stereotypes dimension (r = .02, .E. >.OS). 

To determine the effect of demographic variables on the factors, 

correlation coefficients were computed for the three factors and the 
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demographic variables "age" and "education" (see Table 4, Appendix A). 

The education variable significantly correlated with the sex-role 

stereotype dimension with an E.. = • 24 (.£. <. 05), which is a low corre

lation with the two variables sharing only 6 percent variance. No other 

significant correlations were noted. 

Since the subjects used in this study came from two different 

populations, students and managers, differences between responses of the 

two groups on the three dimensions of sex-role stereotypes, sex

characteristic stereotypes, and ideal manager traits, plus social 

desirability were determined by t-tests. On each of the four measures 

there were no significant differences between students and nonstudents 

(sex-role: student x = 29.47, nonstudent x = 30.55; ideal manager: 

student x = 51.84, nonstudent i = 51.36; sex-characteristic: 

x = 24.93, nonstudent x = 24.41; social desirability: 

x = 14.00, nonstudent x = 14.80). 

student 

student 

To determine any differences in responses among levels of manage-

ment, an analysis of variance (ANOVA) was performed using four levels of 

management for each dimension, i.e., (1) not a supervisor, (2) entry

level position, (3) mid-management position, or (4) upper-management 

position. For the sex-role dimension F = .20, df = 3/177, .E. ).05, thus 

there was no significant difference for the sex-role dimension among 

management levels. For the sex-characteristic dimension F = .37, 

df = 3/177, .E.>. OS, thus there was no significant difference for the 

sex-characteristic dimension among management levels. For the ideal 

manager dimension F = 1. 44, df = 3/177, .£. >· 05, thus there '\~as no 

significant difference for the ideal manager dimension among management 

levels. For social desirability F = • 58, df = 3/177, .£. >. 05, thus, 
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there was no significant difference for social desirability among 

management levels. Thus, level of management had no significant effect 

on the responses of the individuals. 



CHAPTER V 

CONCLUSIONS 

The purpose of this chapter was to formulate conclusions based on 

the results of this investigation. Also included was a discussion and 

recommendations for future research and identification of limitations of 

the study. 

Results of the study confirmed the first hypothesis that sex-role 

stereotypes and sex-characteristic stereotypes of males and females in 

business are separate factors. The two factors, labeled sex-role 

stereotypes and sex-characteristic stereotypes, did separate in factor 

analysis, with the sex-role stereotype dimension demonstrating a higher 

reliability than the sex-characteristic stereotype dimension. While 

sex-role stereotypes and sex-characteristic stereotypes dimensions were 

significantly correlated, the correlation was low (see Appendix A, Table 

3), thus confirming the assumption that people can behave toward others 

based on either or both stereotypes. These results provided support for 

Terborg's (1977) contention that sex-role stereotypes and sex-

characteristic stereotypes were two distinct forms of stereotyping. The 

study's results also added clarification for the findings of previous 

research. For example, the study by Bass, Krusell, and Alexander (1971) 

found that male managers did not feel that women would make good super

visors, even though they did not perceive women to be any less capable 

than men. However, the male managers did perceive women to lack 

40 
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dependability, which influenced their negative perception of women 

supervisors. Based on the results of the present investigation, and the 

Bass et al. (1971) study, it can be concluded that there exists per

ceptions of men and women according to both sex-role and sex

characteristic stereotypes. 

Support was also found for the second hypothesis of this investi

gation. The "ideal manager" was perceived to possess more masculine 

characteristics than feminine characteristics; however, three feminine 

personality traits (helpful, perceptive, and creative) loaded signifi

cantly in the factor analysis for factor inclusion. These results 

confirmed previous research findings that the ideal manager is perceived 

to possess a predominance of masculine/dominant characteristics (Basil, 

1972; Evangelist, 1981; Moore & Rickel, 1980; Powell & Butterfield, 

1979; Schein, 1973, 1975). Ideal manager traits were significantly 

correlated with sex-characteristic stereotypes, although the correlation 

was low. Thus, individuals who were managers or potential managers 

perceived the "ideal manager" to be aggressive, consistent, decisive, 

self-confident, helpful, perceptive, creative, and as having leadership 

ability; therefore, in describing the "ideal manager," all indicated a 

preference for dominant and aggressive characteristics while not giving 

up some empathic qualities in being other oriented. This perception 

confirmed the lack of support for the preference toward the androgynous 

manager (Powell & Butterfield, 1979), but did not completely ignore the 

positive contribution of the sensitive nature of feminine character

istics. 

Regarding the research question proposed for this study, male and 

female responses differed only on the sex-role stereotype dimension. 
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Male responses on these items demonstrated a more traditional orien

tation than female responses. Men agreed more than women with such 

statements as: (1) "It is generally better to have a man as head of a 

department composed of both men and women employees"; ( 2) "Men are 

better leaders than women"; (3) "A woman's place is in the home"; (4) "A 

male student and a female student are equally qualified for a certain 

scholarship; it should be awarded to the male student on the grounds 

that he has greater 'career potential'"; (5) "The husband should take 

primary responsibility for major family decisions, such as the purchase 

of a home or car." Some statements which men disagreed with more than 

women were: (1) "Women are equally independent as men"; (2) "A married 

woman who chooses not to have children because she prefers to pursue her 

career should not feel guilty"; and (3) "It is certainly acceptable for 

boys, as well as girls, to play with dolls." These sex-role stereotype 

items, taken from Brogan and Kutner's (1976) Sex-Role Orientation (SRO) 

scale which demonstrated a split-half reliability coefficient of . 95, 

proved in this study to be a reliable (~ = .78) measure of individuals' 

perceptions of appropriate sex-roles. Furthermore, in the present 

study, the sex-role stereotype measure was not contaminated by social 

desirability. No gender differences in responses were found for either 

the sex-characteristic stereotype or ideal manager dimensions. These 

results were similar to those reported by Mellon, Crano, and Schmitt 

(1982), who found no gender differences in response to trait statements, 

but they did find that male and female subjects differed in their 

responses to role statements. Both of these findings parallel the 

results of the present investigation regarding subjects responses to 

sex-characteristic stereotype items and sex-role stereotype items 
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respectively. Thus, both studies found role statements to reflect the 

greatest gender differences. Although the present study found no gender 

differences in response to "ideal manager" traits, the Mellon et al. 

(1982) study did find gender differences in response to job requisites 

statements. Perhaps this dissimilarity in findings was due in part to 

their use of statements involving a variety of occupations and the 

traits associated with each, rather than the use of statements involving 

a single occupation (i.e., manager) and the traits associated with it. 

Other interesting analyses dealt with an examination of the demo

graphic variables of age, education, student or nonstudent, and respon-

dent's level of management. Respondents' ages ranged from 21 to 7 4, 

with the average mean being 35 years of age. Age was not found to be 

significantly correlated with any of the three factors. Although age 

has received little or no attention in relation to these dimensions, it 

seemed reasonable to expect that age would be related to the sex-role 

stereotype measure, since the general belief is that older persons are 

more traditional in their attitudes toward sex-role stereotypes than 

younger persons. For example, Brogan and Kutner (1976) found that for 

both males and females, younger persons were most nontraditional in 

Sex-Role Orientation (SRO) 

traditional in SRO scores. 

scores and older persons were most 

Such findings were not confirmed in the 

present study; age was not a contaminating factor. 

The education level of respondents ranged from "some high school" 

to "more than one graduate degree," with the educational mean indicating 

the attainment of an undergraduate college degree. Education level was 

negatively correlated with sex-role stereotypes, indicating that those 
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with less education responded with a more traditional sex-role orien-

tation. In past sex-role research, education was an important variable 

in influencing sex-role Drientation (Dreyer, Woods, & James, 1981; Mason 

& Bumpass, 1975); however, in this investigation, education demonstrated 

only a low correlation (-.24) with the sex-role stereotype dimension. 

Subjects used in this study came from two different populations, 

i.e., students enrolled in Master of Business Administration and Master 

of Public Administration courses at Texas Tech University and managers/ 

supervisors employed in selected organizations. No significant differ-

ences were found between the student and manager responses on sex-role 

stereotypes, sex-characteristic stereotypes, ideal manager traits, or 

social desirability. Therefore, in this particular study, responses 

from the laboratory setting (students) and the field setting (managers) 

demonstrated no significant differences; nor were there differences 

between individuals in managerial positions and those seeking such 

positions. 

The management status of respondents ranged from "not a supervisor" 

to "upper-management position." The average management level held by 

respondents appeared to be an entry-level or mid-management level 

position. An analysis of variance revealed no differences in responses 

among levels of management for the sex-role stereotypes, sex-

characteristic stereotypes, and ideal manager traits dimensions, or for 
• 

social desirability. Thus, level of management had no significant 

effect on individual responses. 

Past research (Ganster et al., 1983) has demonstrated that social 

desirability has contaminated operationalized measures in organizational 

research, and that social desirability can jeapordize a study's 
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validity. Therefore, the Marlowe-Crowne Social Desirability Scale 

(Crowne & Marlowe, 1960) was included in the present investigation. The 

only factor in this study which was not correlated with social desir-

ability was sex-role stereotypes. Social desirability was correlated 

with ideal manager traits; however, the correlation was low. Social 

desirability was negatively correlated with sex-characteristic stereo-

types; but, again, the correlation was low. Therefore, it can be 

concluded that social desirability did not play a significant part in 

subjects' responses to sex-role stereotypes, sex-characteristic stereo

types, or ideal manager traits dimensions as measured in the Personal 

Opinion Survey. This finding was important because of the assumed 

favorable response bias of business and industry managers/ supervisors. 

These results supported the use of the investigation's measures as valid 

means of assessing personal perceptions without the contaminating social 

desirability bias. 

In the 1980's it would seem that male subjects would have responded 

to the sex-role stereotype items with a less traditional orientation, 

due to current societal changes brought about by such elements as .the 

women's movement, increased number of women in the labor market, company 

workshops on women in management, and the much more publicized concept 

of androgyny. However, the present study confirmed, as have other 

studies (e.g., Der-Karabetian & Smith, 1977; Gilbert, Deutsch, & 

Strahan, 1978), that traditional sex-role stereotypes continue to be 

predominant. This study suggested, too, that although males still hold 

traditional perceptions of sex-role stereotypes, the attitudes of 

American women about appropriate roles for women may be changing. This 

poses a question for future research, that as women's roles in the work 
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arena change, will individuals' perceptions of appropriate behavior and 

associated characteristics also change? Further, how will such changes, 

or lack of, affect employment decisions? 

Since sex-role stereotypes and sex-characteristic stereotypes were 

found to be two distinct factors, further research should be designed to 

examine the effects of each stereotype on organizational personnel 

decisions. The measures could feasibly be utilized to measure the 

sex-role/ sex-characteristic perceptions of personnel employment inter

viewers to assess their degree of traditional or nontraditional orien

tation. Distinguishing between sex-role and sex-characteristic stereo

types may be a valuable approach to the investigation of gender-biased 

occupational attitudes. 

With respect to sex-characteristic stereotype items, no gender 

differences were found. Terborg (1977) noted that the effects of 

sex-characteristic stereotypes may be highly situational; therefore, a 

possible explanation for the lack of gender differences in response to 

the sex-characteristic items may have been due to over-generalized trait 

statements and not being associated with any specific situation or 

context. For example, the statement, "Men are as helpful as women," 

might generate more meaning, and perhaps influence differences in 

male/female responses, if linked to a situational context, such as "On 

the job, men are as helpful as women." In the Mellon et al. ( 1982) 

study, when the trait statements were linked to a specific job in the 

job requisite statements, there were corresponding gender differences in 

responses, with males agreeing more often than females about the neces-

sity of certain traits for the various occupational roles. These 
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findings supported the results of gender differences on sex-role stereo

types found in this investigation. 

In regard to the ideal manager items, the present study reconfirmed 

previous studies that the ideal manager is perceived in more masculine 

terms than feminine (Basil, 1972; Evangelist, 1981; Moore & Rickel, 

1980; Powell & Butterfield, 1979; 

surprising that the ideal manager 

Schein, 

items 

1973, 1975). It was not 

and the sex-characteristic 

stereotype items were correlated, since the sex-characteristic stereo

type measure contained items identified as masculine. From the perspec

tive of attribution theory, results indicated that when making attribu

tions about others, respondents relied on the perceived characteristics 

of the individual (internal cause). In other words, when attributing 

traits of the ideal manager, respondents conceptualized the managerial 

role as one dominated by males, thus attributing personality charac

teristics deemed appropriate for males, i.e., masculine characteristics. 

Further research utilizing the ideal manager measure is needed, so that 

any changes toward a more androgynous view of the ideal manager can be 

monitored. With the increased emphasis on participative management 

(Nelton, 1983, p. 56; Williams, 1976) and development of human relation 

skills in management (Berkman, 1974; Blake & Mouton, 1978; Maccoby, 

1980) (all areas traditionally associated with feminine personality 

characteristics), the preference for the androgynous manager may be soon 

realized. If it is not, then perhaps premature difficulties in 

organizational operations can be avoided. 

The examination of individuals' perceptions of sex-role stereo

types, sex-characteristic stereotypes, and ideal manager traits has 

illustrated the importance gender plays in perceptions of others. Since 
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the way we perceive others affects our communication with them, gender 

has also become an important factor when examining communication 

between/among individuals (Eakins & Eakins, 1978). Thus, our inter

action with others has been found to correspond with the traditional 

norms of appropriate behavior and characteristics for males and females. 

Traditionally, males have been attributed with assuming the instrumental 

role and demonstrating masculine personality characteristics such as 

leadership ability, aggressiveness, and assertiveness, whereas females 

have been attributed with assuming the expressive role and demonstrating 

feminine personality characteristics such as understanding, gentle, and 

compassionate. These perceptions have influenced our beliefs about 

appropriate occupational roles for men and women. The role of manager 

has predominantly been held by men and has become associated with 

masculine characteristics, as the results of this study show. So, if we 

attribute males as having leadership ability (sex-characteristic stereo

type), we would probably perceive males as performing better than 

females in leadership roles, such as manager (sex-role stereotype). 

Thus, perceived sex-characteristic stereotypes and sex-role stereotypes 

have influenced the perpetuation of occupational sex-bias. 

While this investigation has provided the above information and 

suggestions for future research, no study is without its limitations. 

In this study the identification of two other items would have benefited 

the information collected for data analysis. First, the question, "Have 

you ever worked for a female manager or supervisor?", should have been 

included in the preliminary information obtained. It is possible that 

individuals who have had female managers/supervisors might be less 

likely to hold traditional viewpoints regarding the roles and 
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characteristics appropriate for women. This would have provided valu-

able information toward the interpretation of results. Second, the 

inclusion of the revised Bern Sex-Role Inventory (Wheeless & Dierks

Stewart, 1981) would have allowed the investigator to gather data 

regarding respondents' psychological gender orientation and to draw 

conclusions on how an individual's own identification with masculinity 

and femininity affects their perceptions of sex-role stereotypes, 

sex-characteristic stereotypes, and ideal manager trait dimensions. 

Previous work by Wheeless and Wheeless (1983) has demonstrated an 

interaction effect between self and other gender orientation on communi

cation expectancies and inclusion of examination of this variable would 

have helped further our understanding of such relationships. 

Another limitation to any self-report, paper-and-pencil test, is 

that the focus is only on the respondents' perceptions, not on assessing 

the actual behaviors. Therefore, no conclusions could be drawn about 

the effects of sex-role and sex-characteristic stereotyping; the 

evidence to support that research question would have to be in the form 

of observed behavior of the respondents, not the perceptions of the 

respondents as to what they considered to be appropriate roles and 

characteristics for males and females. This study has, however, 

at tempted to improve on previous research and provide a steppingstone 

for ftirther research focused on the measurement of behavior. 

Sunnnary 

This investigation has focused on (1) the examination of managers' 

and potential managers' perceptions of sex-role stereotypes and sex

characteristic stereotypes, (2) the examination of perceptions of the 
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"ideal manager" for reflection of masculine/feminine characteristics, 

and (3) the examination of gender differences in perceptions of the 

"ideal manager," sex-role stereotypes, and sex-characteristic stereo

types. The results have indicated that sex-role stereotypes and sex

characteristic stereotypes are two separate factors, with the sex-role 

measure demonstrating a higher reliability than the sex-characteristic 

measure. The "ideal manager" (a third factor) was perceived to possess 

more masculine traits than feminine. Males and females differed only in 

their perception of sex-role stereotypes, with males demonstrating a 

more traditional orientation. 
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TABLE 1 

Orthogonal Rotation Factor Analysis of Sex-Role Stereotypes, 
Sex-Characteristic Stereotypes and Ideal Manager Traits 

Item 

1. People in managerial positions 
must be able to assume leader-

Factor 1 
(Sex-role 
stereotype) 

ship abilities. -.02895 

2. It is generally better to have 
a man as head of a department 
composed of both men and women 

Factor 2 
(Ideal 
Manager 
traits) 

.57167* 

employees. .77245* .12753 

3. Men are better leaders than women. .71862* 

4. Women should be able to compete 
with men for jobs that have 
traditionally belonged to men, 
such as telephone lineman. -.56749* 

5. Women are equally independent 
as men. 

6. People in managerial positions 
are career-oriented. 

-.41921* 

-.06314 

.11186 

.13334 

.03987 

.33801 

Factor 3 
(Sex-charac
teristic 
stereotype) 

.02292 

.10777 

.09469 

.04457 

-.24885 

-.01870 

7. People in management should 
be aggressive. .15037 .55346* -.13353 

8. Men are as helpful to others 
as women. 

9. Managers should demonstrate 
consistency in handling of 
employees. 

10. Women are as competitive as 
men in seeking professional 
positions. 

11. Men should be able to compete 
with women for jobs that have 
traditionally belonged to 
women, such as secretary. 

.05917 

-.02050 

-.02692 

-.61211* 

.32247 -.57080* 

.45328* -.04991 

.20812 -.43882* 

.17691 -.07510 
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TABLE 1 - Continued 

Item 

12. Women are more eager to soothe 
others' hurt feelings than 
are men. 

13. Managers should display keen 
awareness of the feelings of 
others. 

14. Women are, by nature, more 
understanding than men. 

15. Managers should be decisive. 

16. A married woman who chooses not 
to have children because she 
prefers to pursue her career 
should not feel guilty. 

17. Successful managers are those 
who are interested in people. 

18. Men are as compassionate as 
women. 

19. Women can be as aggressive 
as men. 

20. "A woman's place is in the 
home." Agree or Disagree. 

21. Self-confidence is character
istic of people in management. 

22. A woman should refrain from 
being too competitive with men 
and keep her peace rather than 
show a man he is wrong. 

23. Emotional stability is 
necessary for people in 
managerial positions. 

Factor 1 
(Sex-role 
stereotype) 

.03627 

-.20417 

.01241 

Factor 2 
(Ideal 
Manager 
traits) 

.14866 

.25607 

-.08822 

Factor 3 
(Sex-charac
teristic 
stereotype) 

.77512* 

-.09087 

.64222* 

-.11365 .57064* -.09126 

-.46924* .18465 -.03483 

-.30760 .21928 .21830 

-.16631 .12020 -.59448* 

-.53753* .22528 -.20842 

.48454* .10016 .15028 

.01916 .55056* -.03411 

.31808 -.05924 .10392 

-.05523 .61029* .00139 



TABLE 1 - Continued 

Item 

24. A male student and a female 
student are equally qualified 
for a certain scholarship; it 
should be awarded to the male 
student on the grounds that he 
has greater "career potential." 

25. Being successful in a career is 
more important to people in 
management • 

26. The use of profane or obscene 
language by a woman is no more 
objectionable than the same 
usage by a man. 

27. People in managerial positions 
should be helpful to others. 

28. The relative amounts of time 
and energy devoted to a career 
on the one hand and to home and 
family on the other hand, should 
be determined by one's personal 
desires and interest rather than 
by one's sex. 

29. Men are more assertive than 
women. 

30. Successful managers are very 
perceptive individuals. 

31. It is certainly acceptable for 
boys, as well as girls, to play 
with dolls. 

32. Women are more sensitive to the 
needs of others than are men. 

33. Creativity is vital to a 
managers effectiveness. 

Factor 1 
(Sex-role 
stereotype) 

.60796* 

.12432 

-.29180 

-.14412 

-.48542* 

.15238 

-.00188 

-.49386* 

.06298 

.07336 

Factor 2 
(Ideal 
Manager 
traits) 

-.18481 

-.01944 

-.09990 

.46761* 

.09325 

-.02824 

.40374* 

-.08361 

.04209 

.44080* 
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Factor 3 
(Sex-charac
teristic 
stereotype) 

-.07443 

.16015 

-.34537 

-.08235 

.12294 

.50140* 

.04615 

-.17224 

.73247* 

-.10571 
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35. 

TABLE 1 - Continued 

Item 

The husband should take primary 
responsibility for major family 
decisions, such as the purchase 
of a home or car. 

. 
It is important for people in 
managerial 
objective. 

Eigenvalues 
Variance 

positions to be 

Total Variance 

Factor 1 
(Sex-role 
stereotype) 

.72039* 

-.18162 

5.19076 
15% 

Factor 2 
(Ideal 
Manager 
traits) 

.11278 

.39114 

3.10942 
9% 

32% 
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Factor 3 
(Sex-charac
teristic 
stereotype) 

.10699 

.08302 

2.70236 
8% 



TABLE 2 

t-Tests Between Male and Female Responses to Sex-Role Items 

Item 

2. It is generally better to have 
a man as head of a department 
composed of both men and women 
employees. 

3. Men are better leaders than 
women. 

4. Women should be able to compete 
with men for jobs that have 
traditionally belonged to men, 
such as telephone lineman. 

5. Women are equally independent 
as men. 

11. Men should be able to compete 
with women for jobs that have 
traditionally belonged to 
women, such as secretary. 

16. A married woman who chooses 
not to have children because 
she prefers to pursue her 
career should not feel guilty. 

19. Women can be as aggressive as 
men. 

20. "A woman's place is in the 
home." Agree or Disagree. 

24. A male student and a female 
student are equally qualified 
for a certain scholarship; it 
should be awarded to the male 
student on the grounds that 
he has greater "career 
potential." 

Male x Female x 

3.82 1.89 

3.53 1.61 

5.49 5.93 

5.03 5.68 

5.55 6.16 

5.77 6.51 

5.97 6.28 

2.55 1.67 

2.22 1.60 

t 

8.9873 

9.6457 

-1.9069 

-2.6804 

-3.4010 

-3.9972 

-2.2885 

4.7546 

2.8792 
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.0001 

.0001 

.0597 

.0085 

.0009 

.0001 

.0237 

.0001 

.0049 



TABLE 2 - Continued 

Item 

28. The relative amounts of time 
and energy devoted to a care~r 
on the one hand and to home and 
family on the other hand, should 
be determined by one's personal 
desires and interest rather than 
by one's sex. 

31. It is certainly acceptable for 
boys, as well as girls, to play 
with dolls. 

34. The husband should take primary 
responsibility for major family 
decisions, such as the purchase 
of a home or car. 

n = 195 

Male x Female x 

5.97 6.39 

4.36 5.44 

3.30 1.81 

65 

t 

-2.0540 .0426 

-4.1312 .0001 

7.4516 .0001 



TABLE 3 

Correlations Among Sex-Role Stereotypes, Ideal 
Manager Traits, Sex-Characteristic Stereotypes, 

and Social Desirability 

66 

Variables Sex-Role 
Stereotypes 

Ideal Manager 
Traits 

Sex-Characteristic 
Stereotypes 

Ideal Manager 
Traits 

Sex-Characteristic 
Stereotypes 

Social Desirability 

.E.. <.05 
n = 195 

-.07 

.22* - .17* 

-.02 .18* -.19* 



TABLE 4 

Correlations Among Sex-Role Stereotypes, Ideal 
Manager Traits, Sex-Characteristic 

Stereotypes, Age, and Education 

Variables 

Sex-Role Stereotypes 

Ideal Manager Traits 

Sex-Characteristic Stereotypes 

.E.< .05 
n = 195 

Age 

.08 

-.10 

-.10 
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Education 

-.24* 

-.06 

.01 
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PERSONAL OPINION SURVEY 

Thank you for your assistance with this survey. Please respond to all 
questions. It is not necessary to sign this form and no attempt will be 
made to link you personally with your response. Please complete the 
following by filling in the blanks with the requested information or 
placing a checkmark in the blank next to the answer that correctly 
identifies you. 

What is your age? 

Are you • • ? . . Male Female --- ---
What is the last level of your formal education? (Mark only 1.) 

--- Some high school -- Undergraduate college degree 

___ Completed high school -- Some graduate, professional, etc. 

Business school, --- Graduate degree --
technical school or 
some college More than one graduate degree --

What is your occupational field? (i.e., Law, Engineering, 
Business, .•• ) 

Current management status: 

--- Not a supervisor 

--- Entry-level position 

Mid-management position ---

--- Upper-management position 

Number of years in current position: 

less than 1 year 10 to 15 years 

1 to 2 years 15 to 20 years 

3 to 5 years ---
21 or more years 

___ 5 to 10 years 

* * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * 



70 

Instructions: Using the rating scale of 1 to 7, please indicate your 
feelings about each of the following statements. Place the number (1 to 
7) in the blank to the left of each statement. Remember, there are no 
right or wrong answers, only opinions. Give your personal opinion 
according to the degree to which you agree or disagree with each item. 
Please respond to all items. 

1 = 
2 = 
3 = 

RATING SCALE 

Strongly Disagree 5 = Slightly Agree 
Disagree 4 = Neither Disagree nor Agree 6 = Agree 
Slightly Disagree 7 = Strongly Agree 

1. People in managerial positions must be able to assume 
leadership abilities. 

2. It is generally better to have a man as head of a department 
composed of both men and women employees. 

3. Men are better leaders than women. 

4. Women should be able to compete with men for jobs that have 
traditionally belonged to men, such as telephone lineman. 

5. Women are equally independent as men. 

6. People in managerial positions are career-oriented. 

7. People in management should be aggressive. 

8. Men are as helpful to others as women. 

9. Managers should demonstrate consistency in handling of 
employees. 

10. Women are as competitive as men in seeking professional 
positions. 

11. Men should be able to compete with women for jobs that have 
traditionally belonged to women, such as secretary. 

12. Women are more eager to soothe others' hurt feelings than are 
men. 

13. Managers should display keen awareness of the feelings of 
others. 

14. Women are, by nature, more understanding than men. 

15. Managers should be decisive. 
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RATING SCALE - Continued 

1 = Strongly Disagree 5 = Slightly Agree 
2 = Disagree 4 = Neither Disagree nor Agree 6 = Agree 
3 = 

--

Slightly Disagree 7 = Strongly Agree 

16. A married woman who chooses not to have children because she 
prefers to pursue her career should not feel guilty. 

17. Successful managers are those who are interested in people. 

18. Men are as compassionate as women. 

19. Women can be as aggressive as men. 

20. "A woman's place is in the home." Agree or Disagree. 

21. Self-confidence is characteristic of people in management. 

22. A woman should refrain from being too competitive with men and 
keep her peace rather than show a man he is wrong. 

23. Emotional stability is necessary for people in managerial 
positions. 

24. A male student and a female student are equally qualified for 
a certain scholarship; it should be awarded to the male 
student on the grounds that he has greater "career.potential." 

25. Being successful in a career is more important to people in 
management. 

26. The use of profane or obscene language by a woman is no more 
objectionable than the same usage by a man. 

27. People in managerial positions should be helpful to others. 

28. The relative amounts of time and energy devoted to a career on 
---- the one hand, and to home and family on the other hand, should 

be determined by one's personal desires and interests rather 
than by one's sex. 

--
29. Men are more assertive than women. 

30. Successful managers are very perceptive individuals. 

31. It is certainly acceptable for boys, as well as girls, to play 
with dolls. 

32. Women are more sensitive to the needs of others than are men. 



RATING SCALE - Continued 

1 = Strongly Disagree 
2 = Disagree 4 = Neither Disagree nor Agree 
3 = Slightly Disagree 
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5 = Slightly Agree 
6 = Agree 
7 = Strongly Agree 

-- 33. Creativity is vital to a managers effectiveness. 

34. The husband should take primary responsibility for major 
family decisions, such as the purchase of a home or car. 

__ 35. It is important for people in managerial positions to be 
objective. 
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Listed below are a number of statements concerning personal 
attitudes and traits. Read each item and decide whether the statement 
is true or false as it pertains to you personally. Circle T for true 
and F for false. 

T F 36. Before voting I thoroughly investigate the qualifications of 
all the candidates. 

T F 37. I never hesitate to go out of my way to help someone in 
trouble. 

T F 38. It is sometimes hard for me to go on with my work if I am not 
encouraged. 

T F 39. I have never intensely disliked anyone. 

T F 40. On occasion I have doubts about my ability to succeed in life. 

T F 41. I sometimes feel resentful when I don't get my own way. 

T F 42. I am always careful about my manner of dress. 

T F 43. My table manners at home are as good as when I eat out in a 
restaurant. 

T F 44. If I could get into a movie without paying for it and be sure 
I was not seen, I would probably do it. 

T F 45. On a few occasions, I have given up doing something because I 
thought too little of my ability. 

T F 46. I like to gossip at times. 

T F 47. There have been times when I felt like rebelling against 
people in authority even though I knew they were right. 

T F 48. No matter who I am talking to, I'm always a good listener. 

T F 49. I can remember "playing sick" to get out of something. 

T F SO. There have been occasions when I took advantage of someone. 

T F 51. I'm always willing to admit it when I make a mistake. 

T F 52. I always try to practice what I preach. 

T F 53. I don't find it particularly difficult to get along with loud 
mouthed, obnoxious people. 

T F 54. I sometimes try to get even, rather than forgive and forget. 



74 

T F 55. When I don't know something I don't at all mind admitting it. 

T F 56. I am always courteous, even to people who are disagreeable. 

T F 57. At times I have really insisted on having things my own way. 
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