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W ORKERS HAVE ACCOUNTED for the majority of the increase in
FEMALE
total workers since World War 11.' In 1947, the ratio of women in the
labor force was one to five' and approached two to five in 1970.3Today
women comprise 43 percent of the labor force.4 As a result of this
development, one of the more dramatic changes occurring recently has
been a rapid influx of female workers to nontraditional careers in
male-intensive professions.
In examining this development, investigative studies are being
conducted to analyze numerous factors influencing women in nontraditional careers. For example, studies investigating the impact of demographic factor^,^ self-worth,' family background,' personality,' and
socioeconomic factorsg have been conducted.
Women have been relatively successful at penetrating entry-level
business occupations traditionally dominated by men, but they have
experienced difficulties in moving into the upper levels of organizations." Social attitudes, seniority, and discrimination factors have contributed to this development and numerous studies are being conducted
to assess the impact and ramifications on the labor force.
This study examines personality characteristics of women in nontraditional careers, investigates the deviations over a decade, and com-
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pares personality profiles of the women to profiles of general adult men.
Four occupational groups were included in an original study conducted
in 1972: real estate, management, accounting, and university professors.11 Though one of the occupational areas currently has more women
than men-real estate-it is still included in the new study.
Related Studies
Accountants. Over the last few years, the number of women studying to be accountants increased by 35 percent and it is estimated that in
the next five to ten years, an equal number of men and women will be
studying accounting.12This development has attracted much attention
and numerous studies have been conducted in the process. Osman13
examined personality factors of male and female accounting clerks and
concluded that female clerks were more sensitive, lacking in selfassurance, and less relaxed than the male clerks. Fraser, Lytle, and
Stolle14 studied women accounting majors and found that they exhibited significantly higher needs for the Edwards Personal Preference
Schedule (EPPS) subscales of Achievement, Order, and Endurance relative to other college women. Knotts,15 using the EPPS, found that
women in accounting reflected significantly higher needs for the subscales Heterosexuality and Aggression than general adult women but
had significantly lower needs for Order, Affiliation, and Nurturance.
Attitudinal differences toward compensation, leisure time, and satisfying job tasks among male and female auditors were studied by Earnest
and Lampe." They found that females placed more value on leisure
time than their male colleagues. Conversely, another study" found little
difference between male and female accounting students in terms of
psychological characteristics. In spite of the increase in the number of
women in the accounting area, traditional views of their male
coworkers (and perhaps spouses) had to be dealt with in order to be
accepted in their profession. A sentiment representing this traditional
view follows: "Women don't seem to be suited for business. They may
study the same subjects, but they have different personalities.""
Professors. Though there are more women than men enrolled in
universities today,lg only 26 percent of the faculties are female, 16
percent of the administrators are female, and less than 5 percent of all
college and university presidents are female.20Of the female faculty
members, most are likely to be employed in the traditional female
disciplines,21whereas the female university presidents are likely to be
employed at women's colleges22and/or at colleges or universities with
less than 3000 students.23 Internationally, the underrepresentation of
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females within higher administration is comparable to the United
~tates.’~
Studies of males and females in higher education yield a variety of
results. A recent study by the Council of Graduate School’s Committee
on Women reported few job-related differences between male and
female deans, but did note that the male deans saw themselves as havin
more authority than female deans in six of the eight job duties listed.
Managers. If the increase of women in MBA programs is indicative
of impending change, the composition of top administration and management will possibly change. While 26 percent of MBAs today are
female there were only 3.5 percent a decade ago.26From 1973 to 1979the
number of master’s degree recipients in business management increased
from 13.1 percent of total graduates in 1973 to 30.7 percent in 1979.’’
Predictions of an even male to female ratio in schools of business will be
realized within another decade if current tendencies prevail.28
Unfortunately this trend is not reflected in the management arena.
Hendrick and Struggles, Inc., reported that the percentage of corporate
women chairpersons, vice-chairpersons, and presidents had fallen from
1.5 percent since 1977. Women group vice-presidents, second vicepresidents, and assistants had dropped from 8.0 percent to 7.8.” Newsweek reported the same tendency, and also emphasized that executive
women were clustered in the service and staff areas (such as public
relations, personnel, and media) rather than in production and operational areas.30 Other sources report innate problems for women in
old-line, Eastern industrial comm~nities,~’
basic manufacturing,
industries, utilities, and natural resource c~mpanies.~’
Sargent cited numerous studies concerning attitudes and comparative characteristics of men and women managers. Most of the studies
reviewed indicated that women were perceived to have fewer and weaker
managerial characteristics, likely to be more “feminine,” have less
power, be less likely to be listened to, and to be in an inferior position to
make decisions.33Her prescription for this dilemma was to promote
androgyny (having the characteristics of both sexes)among all managers, particularly the women managers. G~rnez-Mejia~~
suggested that
tenure on the job reduces the amount of attitudinal difference between
women and men managers for women, but had no bearing on the
change of attitudes among men.
Real Estate. The 1981 membership profile report prepared by the
National Association of Realtors revealed that the role of women in real
estate continues to grow.% In 1975, only 17.6 percent of brokers and 50
percent of full-time salespersons were female. By 1981, nearly three out
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of every ten brokers and nearly six out of every ten full-time salespersons
were female.
The changing phenomenon of women in real estate is consistent
with the labor force activity of women in general. Mature women have
the advantage of social contacts, influential sources, and a flexible work
schedule.36This description reflects findings of another study in which
real estate women showed significantly higher needs on the subscales of
Succorance, Change, and Heterosexuality, but lower needs on Deference, Order, Abasement, Nurturance, and Endurance than general adult
women. 31
Current Study

This study investigated personality variables of women in nontraditional careers to determine if and/or how these women have changed
over the decade. It replicated one study conducted in 1972,%updated
conclusions, and drew further conclusions from the original study.
Also, a new dimension was added to this study-a comparison of
personality characteristics of men and women.
Professional women in nontraditional careers studied in the 1972
study3’ expressed significantly different needs on eleven of the EPPS
subscales than general adult women. More specifically, the women
expressed higher needs for Achievement, Exhibition, Dominance, Heterosexuality, and Aggression-stereotypically male needs. Those needs
of women showing significantly lower needs were Deference, Order,
Affiliation, Succorance, Abasement, and Nurturance-stereotypically
female needs.
In 1975, Dehning4’ replicated the 1972 study but surveyed women
in two occupational areas (real estate and management). While women
in Dehning’s study were slightly younger, educational levels and marital status were comparable. The major difference of personality subscales was in the area of Autonomy. Women in Dehning’s study
indicated a higher need of autonomy (significant at the .01 level),
whereas women in the original study indicated a lower need, though not
significant. Other personality variable trends were comparable.
Another replication of the study in 1976 surveyed women MBA
students.41 Anderson compared scores of MBA women to normative
scores of average college women rather than normative scores of general
adult women and found the same basic personality trends as in the
original study. Of notable interest, however, was the gap between the
scores of MBA women and normative scores of average college women.
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LIBRARY TRENDS

Needs of Women in Male-Intensive Business
Differences between the test group and the normative group were
greater in Anderson’s study in the original study she replicated.
The Edwards Personal Preference Schedule, a standardized personality inventory reflecting fifteen “manifest needs,” was used in establishing profiles for the women surveyed. Normative scores were
designed for four adult groups (general adult women, general adult
men, average college women, and average college men) by profiling
4000 respondents from a cross section of people. To detect the possibility
of random guessing, the EPPS was constructed with a consistency score.
The manual recommends a minimum score4’ before considering a
profile invalid.
The EPPS was designed primarily as an instrument for research
and counseling to provide quick and convenient standards for a number
of relatively “independent normal variable^."^^ From 225 pairs of statements reflecting personality needs, the respondent selects the statement
most representative of herself, or in some instances, the ones least
distasteful to herself. Both statements may be equally desirable or
equally undesirable, but a choice between the two must be made.
Group means were compared statistically by testing null hypotheses of “no difference.” Z-values were computed using the large sample form:
R1 - B
Z=

s:/n

+

Research Design
Women were selected from four business-related occupations traditionally dominated by men, replicating the same four subgroups used in
the original study.44A sample size of 120 was utilized, with 30 being
selected from each area. The university professor subgroup consisted of
women at four-year institutions who taught subjects in business administration, excluding business education and clerical topics.
Women in three of the areas selected were represented by professional organizations, and the survey instruments were administered to
members of those organizations. Professors had no such organization;
thus, women instructors in business administration departments were
contacted individually. Approximately 300 respondents were profiled,
but only 30 responses with consistency scores of 11 or above from each
occupational area were randomly selected for tabulation.
The survey instrument used was the Edwards Personal Preference
Schedule, which measures fifteen personality characteristics reflecting
“manifest needs.”
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Analysis of Results
In reporting the results of the study, several questions were raised:
1. Are the sample results of 1982 significantly different from female
norms?
2. Are the sample results of 1982 significantly different from male
norms?
3. Have needs changed significantly over time?
4. Have the needs of women in nontraditional occupations become
more like those of the male norm over time?
The focal point was to discover how the needs of women in nontraditional occupations have changed over the past decade.
Complete results of the study are shown in table 1. The sexual
designations (M) for male and (F)for female indicate that, in normative
groups, the mean score of that sex was significantly greater (at the .01
level) than the mean of the other sex. The mean (x) is shown for the two
normative groups and for the 1982 test group. The 1972 data is shown
immediately below the 1982 data. The statistics shown are: (1) zm-the
z-value for the difference between the test group mean and the male
norm; (2) zt-the z-value for the difference between the test group mean
and the norm for women; and (3) zc-the z-value for the change in the
mean of that test group from 1972 and 1982.
In 1982, the sample of women in nontraditional occupations differed from the norm for females on several needs. First, women in the
sample exhibited higher needs in the subscales on Achievement, Exhibition, Autonomy, Dominance, Heterosexuality, and Aggression than the
female normative group. Over time, the difference between the sample
women and the normative women increased also. In other words, these
women became less like their normative peers over time. These women
also had lower needs in the subscales on Deference, Order, Affiliation,
Abasement, Succorance, and Nurturance than the normative women in
1982. Between 1972 and 1982, these same needs decreased with the
exception of the need for succorance, which actually increased during
the ten-year period.
In 1982, this sample of women in nontraditional occupations differed from the norm for men in several ways also. Generally speaking
these women had higher needs in the subscales on Achievement, Exhibition, Dominance, Change, and Heterosexuality than the general adult
male population. Compared to males, these women exhibited an
increase in these same needs over the ten-year period. Their need in the
subscales on Autonomy and Aggression also increased over time. How314
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TABLE 1
INTERTEMPORAL
COMPARISONS
OF EPPS SCORES
OF WOMENIN
NONTRADITIONAL
BUSINESS
C AREERS WITH THE NORMATIVE
GROUPS
OF ADULTMEN AND WOMEN
Normative Group
Men
Women

Total Test Group

x

x

X

z,

ZW

z,

Achievement (M)

14.79

13.58

14.19

14.72

Order (F)

14.67

15.59

Exhibition (M)

12.75

11.48

Autonomy (M)

14.02

12.10

Affiliation (F)

14.51

17.76

Intraception (F)

14.18

15.28

Succorance (F)

10.78

12.86

Dominance (M)

14.50

10.24

Abasement (F)

14.59

16.89

Nurturance (F)

15.67

18.48

Change (F)

13.87

15.99

Endurance (M)

16.97

16.50

Heterosexuality (M)

11.21

8.12

Aggression (M)

13.06

10.16

7.27"
1.86
-7.98"
-1.09
-6.12"
-3.31"
3.62"
-0.89
-1.76
-4.36"
-0.57
3.39"
1.91
4.20"
0.64
-0.69
5.91"
-3.O 1"
-9.35"
-2.69"
-6.29"
-2.1Sb
4.97"
6.39"
-1.54
-1.40
7.89
4.08'
-0.76
-4.78"

10.38"
4.88'
-9.46"
-2.4gb
-8.55'
-5.40"
7.53"
2.53b
3.62"
0.32
-8.96'
-5.22"
-0.72
1.64
-4.72"
-6.02"
15.53"
7.20"
14.76"
-7.21"
-12.33"
-8.72"
-0.07
1.55
-0.46
-0.36
13.96"
9.42"
5.94"
2.22b

3.78"

Deference (F)

17.63
15.54
11.32
13.78
12.33
13.21
13.93
12.42
13.39
12.23
14.29
15.79
14.78
15.98
11.03
10.51
17.13
13.24
10.59
13.22
12.73
14.73
15.96
16.67
16.30
16.34
15.30
1360
12.73
11.08

EPPS Variables

~

-4.79"
-1.53
3.10'
2.17b
-2.82"
-1.69
0.96
6.49
-4.O 1'
-3.19"
-1.19
-0.06
2.23b
2.79"

Notes: 1972 results are below 1982 results
(M) -A need significantly higher among normative males
(F) -A need significantly higher among normative females
"significant at the .01 level
b .
significant at the .05 level
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ever, the need for Change, while higher than that need in men, actually
decreased over time. Additionally, these women had lower needs in the
subscales on Deference, Order, Abasement, and Nurturance than the
norm for men. A decrease in the need for Affiliation and Intraception
also occurred over time when compared to the norm for men.
Between 1972 and 1982, women in nontraditional occupations
exhibited significantly increased needs in the subscales on Achievement, Exhibition, Autonomy, Dominance, Heterosexuality, and Agression. During that same period of time, these women’s needs for
Deference, Affiliation, Abasement, and Nurturance decreased. The
increase occurred in needs characterized as male-like while the decrease
occurred in needs traditionally considered to be female-like.
An overview of these results is illustrated in figure 1. In this figure,
the needs have been regrouped, with Panel A containing those needs for
which the normative males had significantly higher scores, while Panel
B contains the needs which were higher among women. The z-scores
from table 1 are shown for each variable, using 1982 data.
Conclusions
In terms of the 1982 data, women in the test group exhibited high
scores on male-like needs, while they had low scores on the female-like
needs. Over time, it appears that women in nontraditional occupations
also increased these needs significantly. It would appear then that
women start out exhibiting male-like subscales on Achievement, Exhibition, Autonomy, Dominance, Heterosexuality, and Aggression. As
they spend time in their nontraditional roles, these needs are heightened. As these needs are heightened, the corresponding female-like
needs are lessened.
Such a phenomenon could lead one to conclude that the characteristics identified by Edwards are mutually exclusive. That is, one cannot
become both more dominant and more nurturing at the same time. If
women in nontraditional occupations find themselves in maleintensive environments, their mentors and/or role models influence
their behavior to become more male-like. Additionally, the expectation
of the role influences behavior significantly. Such expectations require
women to be aggressive not deferent, dominant rather than succorant,
autonomous not affiliative, and achievement-oriented rather than
abasement-orien ted.
The findings of this study have definite implications for managerial policy. The fact that women in nontraditional careers have needs
similar to those of men indicates that there is no basis for thinking that a
316
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particular management style will be more effective with one sex than the
other. These results also indicate that, as decisions may be influenced by
the needs of the decision-maker, there is no reason to expect decisions to
vary with the sex of the decision-maker.
Any attempt to explain the reasons why women in nontraditional
careers have needs more like those of men is clearly beyond the scope of
this study. However, research into the reasons for these phenomena
could provide valuable insights into a better understanding of women
in nontraditional careers. One possible explanation is that women who
possess more male-like needs are the ones who tend to seek careers in
nontraditional areas. A second possibility is that women in traditionally male occupations attempt to emulate more male-like values in
order to become socialized within the system more quickly. Still another
closely related reason might be that the primary role models available to
women in the workplace are male. Another explanation that offers
considerable promise is that most of these needs are not the result of
gender but are determined by occupation.
It must be pointed out that men in the normative group were
selected from the general population. Considerable insight might be
gained through a study of the psychological needs of men and women in
similar positions within the same profession. Similarly, women in the
control group were from the general population of women and
included many who did not work outside the home. A comparison of
working women in traditionally female careers and traditionally male
careers could also offer additional insight into the psychological framework of working women.

References
1 . Ginzberg, Eli. Manpower Agenda for America. New York: McGraw-Hill, 1968
and Rosenfeld, Carl, and Perrella, Vera C. “Why Women Start and Stop Working: A Study
in Mobility.” Monthly Labor Review 88(Sept. 1965):1077-82.
2. Perrella, Vera C. “Women and the Labor Force.”Monthly LaborReview 91(Feb.
1968):1- 12.
3. U S . Department of Labor. Wage and Labor Standards Administration. Women’s
Bureau. Expanding Opportunities for Girls: Their Special Counseling Needs. Washington, D.C.: USGPO, 1971; and Wood, Marion M., and Greenfeld, Susan T. “Meaning of
Success: A Comparison of Attitudes Among Women in Male-Dominated and FemaleDominated Occupations” (ED 172 124).
4. U.S. Department of Labor. Bureau of Labor Statistics. Employment and Unemployment: A Report of 1980. Washington, D.C.: USGPO, 1981.
5. Lewis, Morgan V. Non-Vocational Educational Programs for Women. Washington, D.C.: Office of Education, 1977; Savelle, Joel M. Male and Female Soldiers’ Beliefs
about the “Appropriateness” of Various Jobs for Women in the Army. Washington, D.C.:

318

LIBRARY TRENDS

Needs of Women in Male-Zntensive Business
U.S. Army Research Institute for the Behavioral and Social Sciences, Department of the
Army, 1979; and Weishaar, Marjorie. “Primary Influencers of Initial Vocational Choices
for College Women.” Journal of Vocational Behavior 18(Feb. 1981):67-78.
6. Moore, Kathryn, and Veres, Helen C. “Career Innovations and Non-Innovative
Women in the Two-Year College: Implications for Counseling” (Presented at the American Educational Research Association Convention, April 1975); and Scott, Robert A.
“The Evaluation of Roles and Aspirations: Burgeoning Choices for Females” (Paper
Presented at the Annual Forum of Indiana Health Careers, 20 March 1980).
7. Eko, Milverton, and Brown, Walter C. “Factors Influencing Women’s Occupational Choices.” Journal of Studies in Technical Careers 2(1981):241-49 Lewis, NonVocational Educational Programs for Women; Scott, “The Evaluation of Roles and
Aspirations”; and Wilson, Marian L. “Career and Familial Attitudes of College Women
Enrolled in Typical and Atypical Programs.” Career Education Quarterly 3(Spring
1978):36-43.
8. Marino, John A., and Villella, Edward F. “A Perspective on Women in Management, An Academic Approach.” Collegiate News and Views 35(Spring 1982):23-25;Swoboda, Marian Jean. “Profile of Enrollments by Instructional Program Areas: A Study of
Traditional and Non-Traditional Choices by Women” (Unpublished research project at
University of Wisconsin, 10 April 1980); Thomas, Hollie B. “Perceived Personal-Social
Barriers to Entering Non-Traditional Occupations for Women: A Factor Analytic Study. ”
Journal of Vocational Education Research 5(Fall 198O):l-19;Wolfe, Lynda K., and Betz,
Nance E. “Traditionality of Choice and Sex-Role Identification as Moderators of the
Congruence of Occupational Choice in College Women.” Journal of Vocational Behavior 18(Feb. 1981):43-55;and Wood, and Greenfeld, “Meaning of Success.”
9. Thomas, “Perceived Personal-Social Barriers to Entering Non-Traditional
. “Barriers to Entry into Non-Traditional Careers
Occupations for Women” ;
and Training Programs Perceived by Women.” Journal of Industrial Teacher Education
18(Winter 1981):32-42;and Trigg, Linda J., and Perlman, Daniel. “Social Influences on
Women’s Pursuit of a Non-Traditional Career” (Paper presented at the 83d Annual
Convention of the American Psychological Assoc., 30 Aug.-2 Sept. 1975).
10. Allen, Frank. “Women Managers Get Paid Far Less Than Males, Despite Career
Gains.” Wall Street Journal, 7 Oct. 1980, sec. B, p. 35; Broverman, I.K., et al. “Sex Role
Stereotypes: A Current Appraisal.” Journal of Social Zssues 28(no. 2,1972):25-34; Chacko,
Thomas I. “Women and Equal Opportunity: Some Unintended Effects.” Journal of
Applied Psychology 67(Feb. 1982):119-23; Donnell, Susan M., and Hall, Jay. “Men and
Women as Managers: A Significant Case of No Significant Difference.” Organizational
Dynamics 8(Spring 1980):60-77; Heilman, Madeline E., and Guzzo, Richard A. “The
Perceived Cause of Work Success as a Mediator of Sex Discrimination in Organizations.”
Organizational Behavior and Human Performance 21(June 1978):346-57;“How Executives See Women in Management.” Business Week 28(June 1982):lO; Perry, Suzanne.
“Woman Administrators Say They Still Battle to Win Acceptance from Male Colleagues.”
Chronicle of Higher Education 26(30 March 1983):27,30; and “Women Administrators:
Recommended But not Accepted.” On Campus with Women 4(Fall 1984):l.
11. Knotts, Rose E. “Manifest Needs of Professional Female Workers in Business
Related Occupations.” Journal of Business Research 3(July 1975):267-76.
12. Horner, M.S. “Femininity and Successful Achievement: A Basic Inconsistency.”
In Feminine Personality and Conflict, edited by J.M. Bardewick et al. Belmont, Calif.:
Wadsworth, 1970.
13. Osman, A.C. “Personality Comparisons of Men and Women Students.” Accountant 169(22 Nov. 1973):696-97.
14. Fraser, A.M., et al. “Profile of Female Accounting Majors.” Woman CPA 40(0ct.
1978):18-21.
15. Knotts, “Manifest Needs of Professional Female Workers.”
16. Earnest, K.F., and Lampe, J.C. “Attitudinal Differences Between Male and
Female Auditors.” Woman CPA 44(July 1982):13-20.
FALL

1985

319

KNOTTS

&

DANIELSON

&

REPLOCLE

17. Cumpstone, E.A., et al. “Female and Male Accounting Students.” Woman CPA
44( 19 April 1982):8-11.
18. Pfeifer, P., and Shapiro, S.J. “Male and Female MBA Candidates: Are There
Personality Differences?” Business Quarterly 43(Spring 1978):78.
19. Scott, “The Evaluation of Roles and Aspirations.”
20. “Fostering Education Equality: A New Challenge for the States.” On Campus
With Women 11(Summer 1981):3.
21. “More Women are College Presidents than Ever Before.” On Campus With
Women 14(Summer 1984):l.
22. “Fostering Education Equality: A New Challenge for the States.”
23. “More Women are College Presidents than Ever Before.”
24. “Australian Academic Women: Underrepresented at the Top.” On Campus With
Women 14(Fall 1984):9; “British Universities: Men Still at the Top.” On Campus With
Women 12(Winter 1983):8;and “Male Applicants Preferred at Japanese University.” On
Campus With Women 14(Summer 1984):lO.
25. “Are There Job Differences Between Male and Female Deans?” On Campus With
Women 14(Fall 1984):l.
26. “Women and the Executive Suite.” Newsweek 98(14 Sept. 1981):65-66,68.
27. “Proportion of Degrees Awarded to Women.” Chronicle of Higher Education
22(15 June 1981):15.
28. Crocker, Elizabeth, and Henry, Ann R. “Factors Affecting Women’s Increased
Enrollment in Colleges and Business Administration.” Arkansas Business and Economic
Reuiew 14(Fall 1981):6-10.
29. Allen, “Women Managers Get Paid Far Less,” p. 35.
30. “Women and the Executive Suite.”
31. Hymowitz, Carol. “Women Executives Have a Rough Time in Pittsburgh’s
Old-Line Industrial Firms.” Wall Street Journal, 6 May 1982, sec. 2, pp. 33, 46.
32. “How Executives See Women in Management.”
33. Sargent, Alice G. The Androgynous Manager. New York: AMACOM, 1983.
34. Gomez-Mejia, Luis R. “Sex Differences During Occupational Socialization.”
Academy of Management Journal 26(Sept. 1983):492-99.
35. National Association of Realtors. Membership Profile, 1981. Chicago: NAR,
Economics and Research Division, 1981.
36. Goulet, C.J. “Women in Real Estate.” Real Estate Reuzew lO(Fal1 1980):35-42.
37. Knotts, “Manifest Needs of Professional Female Workers.”
38. Ibid.
39. Ibid.
40. Dehning, Dee Dee. “Women in Non-Traditional Careers: A Replication Study.”
Master’s thesis, Arizona State University, 1975.
41. Anderson, Beverlee. “The Corporate Woman of Tomorrow: Personality and
Attitudes” (Paper presented at the Pioneers for Century I11 Conference, Bi-Centennial
Conference, 1976).
42. Crocker, and Henry, “Factors Affecting Women’s Increased Enrollment.”
43. Edwards, Allen L. Edwards Personal Preference Schedule, rev. manual. New
York: The Psychological Corporation, 1959.
44. Knotts, “Manifest Needs of Professional Female Workers.”

Additional References
Farnsworth, J. “A Comparison of Male and Female Managers.” Master’s thesis,
University of Wisconsin, 1983.
Garland, H., and Price, Kenneth. “Attitudes Toward Women in Management and Attri-

320

LIBRARY TRENDS

Needs of Women in Male-Zntensive Business
butions for Their Success and Failure in a Managerial Position.” Journal of Applied
Psychology 62(Feb. 1977):29-33.
“Labor Letter.” Wall Street Journal, 21 Oct. 1980, sect. A, p. 1.
Lemkau, Jeanne Parr. “Personality and Background Characteristics of Women in MaleDominated Occupations: A Review.” Psychology of Women Quarterly 4(Winter
1979)1221-39.
Lirtzman, S., and Wahba, M. “Determinants of Coalition Behavior of Men and Women:
Sex Role of Situational Requirements.” Journal of Applied Psychology 56(Aug.
1974):406-11.
Melcher, T.K., and Welker, R.B. “Women in the Profession: An Appraisal. Woman
CPA 42(0ct. 1980):18-23.
Moore, Loretta M., and Rickle, Annette U. “Characteristics of Women in Traditional and
Non-Traditional Managerial Roles.” Personnel Psychology 4(Summer 1979):317-32.
Rosen, Benson, and Jerdee, Thomas H. “Influence of Sex Role Stereotypes on Personnel
Decisions.” Journal of Applied Psychology 59(Feb. 1974):9-14.
Spence, J.T., and Helmreich, R. Masculinity andFemznznity. Austin: University of Texas
Press, 1976.
Stevens, George E., and DeNisi, Angelos S. “Women as Managers: Attitudes and Attributions for Performance by Men and Women.” Academy of Management Journal
23(June 1980):355-61.
“A Study in Mobility.” Monthly Labor Reuzew 88(Sept. 1965):1077-82.

FALL

1985

32 1

This Page Intentionally Left Blank

