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MANAGERIAL GENDER COMMUNICATION: A META-ANALYSIS

The study of gender in organizational communication has
become extremely popular in the past 15 years. As women migrated
to top level management positions, research studies seeking %o
idertify differences and similarities betwveen male and female
managers abounded in the 1970s. Currently, "Gender or sex
differences comprise oae of the most frequently studied topics in
complex human organizations today " (Krayer, 1985, p. 1).

This study attempts to provide conclusions about the male
and female managers, and address some methodclogical issues
through a meta-analysis of the primary research of managerial
gender communication. THe study addressed four critical issues:
1) The inconsistent findings in managerial gender communication
research; 2) the potential influence of male and female
stereotypes on research methodology and outcomes; 3) the
potential influence of expectancy bias and experimenter effect on
primary research studies, and; 4) the effect of time on
managerial gender communication research outcomes.

Findings of Manaderial Gender Communication Researcr.

Overall, findings from managerial gender communication
research have not provided consistent or distinct conclusions
about the managerial behaviors of men and women (Brown, 1979; Day
& Stogdill, 1972; McDonald, 1981; Osborn & Vicars, 1976).

Writers have suggested that significant differences exist in the
communication behaviors of male and female managers (e.g., Baird
& Bradley, 1979; Berryman-Fink, 1982; camden & witt, 1983;
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Donnell & Hall, 1980; Krayer, 1984; Staley & Shockley-Zalabak,

1986; Weimann, 198%; Wiley & Eskilson, 1982), while oth=rs have
argued there are no significant differences in the managerial
communication behaviors of the two sexes (e.g., Birdsall, 1980;
Chapman, 1975; Day & Stogdill, 1972; Deaux, 1979; Kipnis, 1983;
Scheirer & bartol, 1980; Szilagyi, 1980; Wexley & Hunt, 1974).
In a comparative review of male and female ranagement studies,
Brown called the available literature on managerial gender
communication "inconclusive" (1979, p. 597). Therefore, scholars
are unable to draw specific conclusions about the similarities
and differences between male and female managerial communication
behaviors.

Furthermore, since researchers often examine variables other
than actual communication behavior of managers, it becomes mo>e
difficult to obtain a clear view of managerial gender
communication. Studies examine such diverse topics as "subjects'
perceptions of behavior of male and female managers (e.g., Adanms,
Rice, & Instone, 1984; Chusmir, 1985; Haccoun, Sallay & Haccoun,
1978; Massengill & DiMarco, 1979; Powell & Butterfield, 1979;
Schein, 1973; Schein, 1975), the behavior of subordinates toward
male and female managers (e.g., Adams, Rice % Instone, 1984;
Andres, 1985; Renwick, 1977):; or the values of managers (e.q.,
Ryan, 1981; watson & Ryan, 1979), or the evaluat.on/perception of
female managers without comparison to male managers (e.c., Ezell,
Odewahn & Sherman, 1981; Garland & Price, 1977; Moocre & Rickel,

1980; Peters, Terborg & Taynor, 1974; Powell & Butterfield, 1980;




Sashkin & Maier, 1971; Stevenc & DeNisi, 1980; Terborg, Peters,
Ilgen & S.°’ith, 1977; Yerby, 1975). Citing such studies in the
managerial gender communication behavior literature magnifies the
inconsistencies and confusion towards management behavior.

A systematic meta-analysis is needed to evaluate and resolve
inconsistencies in the current research on managerial gender
communication. Rogers (1981b) contended that, ". . . many
research fields need a synthesis of their progress to date more
urgently thar they need a 50th or 100th, or 1000th primary
research. Under these conditions one more primary research will
be less valuable than a meta-research" (p. 7). To begin the
process of analysis, it was critical to compile and analyze the
differences and similarities in the communication behaviors of
male and female managers. Thus the following resezrch questions
will be exémined.

RQl: Do male and female managers communicate differently?

RQ2: Are the differences in managerial gender communication

small or large when the most frequently tested
communication behaviors are analyzed?

The Confounding Effect of Gender Stereotype

An important factor contributing to discrepant research
findings may have been the effect of stereotypes. while males
are stereotypically considered docminant, aggressive, demanding,
and unemotional, the established stereotypical descriptions of
females include submissive, passive, emotional, compassionate,

empathetic, and supportive (Berryman-Fink, 1982). According to
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White, DeSanctis and Crino (1981), males and females often
perceive these stereotypes in the organization. In fact, both
male and female managers described a successful manager using
characteristics, attitudes, temperaments, and behaviors nore
commonly attributed to men than women (Bartol & Butterfield,
1976; Bass, 1981; Berryman-Fink & Wheeless, 1984; Brenner &
Bromer, 1981; Denmark, 1977; Powell & Butterfield, 1979: Shein,
1975) .

The association between sex-role stereotypes and requisite
management characteristics suggests that females are less
qualified for management positions (Berryman~Fink, 1982; Camden &
Witt, 1983; Shein, 1975). These views place the female manager
in the paradoxical situation of conforming to the masculine
managerial vole and maintaining the feminine role (Putnam, 1979).
Thus, ". . . acceptance of stereotypical male characteristics as
a basis for success in manage~ent may be a necessity for the |
woman seeking to achieve in the current organizational climate
(3hein, 1975, p. 343). However, Terborg (1977) found that
behavior consistent with sex-role was evaluated more positively
than out-of-role behavior. Likewise, Camden and Witt found that
". . . women managing in a stereotypicai feminine style may be
better managers than men managing in a stereotypical masculine
style "(1983, p. 2). Counter-stereotypical behaviors often
produce negative results (Staley & Shockley-Zalabak, 1986)

placing female majors in a "catch-22" situation.




corsistent failure to find differences between male and female

managerial behavior and performance (Day & Stogdill, 1972; Deaux,

1974; Osborn & Vicars, 1976). Therefore, the subjects used in
social science are of critical importance as they may perpetuate
or invalidate gender stereotypes.

Many people have questioned the legitimacy of using
university students to obtain results that are generalized to
another populaticn, particularly a formal organization for which
students may have no frame of reference, and where they may be
reporting stereotypical views rather than actual behavior. Yet,
in the study of managerial gender communication many -tudies use
students as evaluators of male and female managers. Further,
several studies have placed students in simulated managerial
roles, and then generalized results to the organizational
environment. Therefore, to determine whether the type of subject
has affected managerial gender communication research, research
question three is posited.

RQ3: Are differences in manager:al gender communication
larger or smaller when me -ers outside the organization
are used as subjects as opposed to members inside the
organization?

Furthermore, since stereotypes are often a reflection of
individuals' perceptions, perceptual tests may be more likely to
reflect gendcr stereotypes. 1In fact, Brown's (1979) comparative
review of management literature found that perceptual tests

validated stereotypes more than behavioral tests. Because




perceptual tests are common tools of measurement in managerial
gender communication research question four is posited.
RQ4: Are differences in managerial gender communication
larger or smaller when the methodological approach
differs? More specifically, are there differences

between studies in which subjects report observed

behavior, report perceptions of a generalized target,

report perceptions of a specific target, or provide

sel f-reports?

Scientist's expectations, ". . . are likely to affect the
choice of the exrarimental design and procedure in such a way as
to increase the likelihood that his expectation or hypothesis
will be supported" (Rosenthal, 1976, p. 127). Rosenthal (1976)
argued that the presence of some experimenter expactancy is
virtually a constant in science. Friedman argued that, .
examiner bias plays a considerable part is psychological testing"
(1967, p. 132). 1In the case of the social scientist there is the
ever present possibility that his/her behaviors will affect the
subjects participating in the experiment.

One specific factor producing experimenter bias may be the
gender of the researcher. "A good deal of research has been
conducted which shows that male and female experimenters
sometimes obtain significantly different data from their
subjects" (Rosenthal, 1976 p. 42). Some data suggest that gender
is as important an experimenter effect as male and female

experimenters behave differently toward their subjects
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(Rosenthal, 1978). Moreover, gender biases may be increased in
gender studies.

since societal stereotypes of maies and females are so well

enmeshed in our culture, it is possible, even likely, that when
studying managerial gender communication bias and experirenter
effect are factors for consideration. Furthermore, these
methodological issues may play some part in the inconsistent
findings in the managerial gender communication literature.
Therefore, it seems legitimate to question whether the sex of the
experimenter is related to the study outcome.

RQ5: Are the differences in managerial gender communication
larger or smaller depending on the sex of the
researcher?

A Diffusion of Innovations Perspective

The influx of women into management symbolized a change in
the societal and cultural role of women in the organization.
According to Rogers (1962), the new role of females as managers
can be seen as a recent innovation diffusing into organizations.
The influx and acceptance of female managers may be seen as a
diffusion of innovation. For this meta-analysis, Roger's (1962)
diffusion of innovations theory was us2d as a framework to
determine if a correlation existed between the date of the study
and the study outcome. Since the majority of the managerial
gender communication research took place in the 1970's during a
time when the number of female managers was increasing, it is

possible that the behavior of female manage—s has changed over




time. One might hypothesize that as organizations
adopted/accepted females as managers the results of research
findings may have changed. Research Question six attemnts to
discover whether or not the outcomes of managerial gender
communication studies have changed over time.

RQ6: Are the differences in managerial gender communication
smaller or larger depending upon the year the study was
conducted?

The six research questions address inconsistencies and
methodological issues .n the managerial gender communication
literature. "Contradictory findings must be resolved and clear
distinctions made between the impact of sex and that of gender
before the abundant research in this category can be fully
understood, interpreted and utilized" (Foss & Foss, 1983, p.
198).

META-ANALYSIS OVERVIEW
Definition

Meta-research has been defined several ways. Hatti and
Hansford (1984), define weta-research, as a quantitative way to
reduce the iindings of many disparate studies to a common metric,
and then to relate the common value to independent variables of
study. Crehan (1985) calls meta-research "a method that permits
the integration of quantitatively expressed findings from a
number of original or primary studies, all of which have
addressed essentially the same research problenm" (p. 263).

Finally, Rogers (198la) defines meta-research as "the synthesis
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of research results into more general and theoretic conclusions.
The essence of meta-research is research <n researcn where the
scholar seeks to determine certain propositions, generalizations
and principles out of a number of 'primary researches' that have
been completed on a particular research issae" (p. 5).

Meta-research is in fact, advanced statistical synthesis
leading to generalizable conclusions and theoretical
developments. The researcher's dat-. are the primary studies that
exist on a body of literature, in this case managerial gender
communication. The analysis provides general conclusions that
clarify, solidify, or develop further the body of literature
being studied.

Inportance of Meta-Research

According to Rogers (1981b), there are three reasons why a

meta-research is important and should ke used to study

organizational communication. First, meta-research is necessary
due to the vast amount of research being conducted (Crehan, 1985;
Rogers, 1981b). Crehan (1985) further supports the importance
and superiority of meta-research by insisting that, "instead of
relying on intuitive judgement and plausible arguments to
ascertain what is known about a given topic and to identify the
gaps in that knowledge, the use of meta-analysis permits
conclusions to be based on the statistical aggregation and
synthesis of data derived from the review" (p. 254).

Through meta-analysis the inconsistencies of managerial

gender c-ommunication reseaich can be addressed, and perhaps
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resolved, by the superior method of meta-research. "“The bcric
reason why wmeta-iesearch is such a }egitimate and scholarly
activity is due to its unique ability to yield 'value-added' in
scien*ific information above and beyond its constituent primary
researches: (Rogers, 198l1b, p. 6). "The ‘'whole' of meta-research
conclusions are often greater than the sum of the primary
researches that are synthesized" (Rogars, 1981b, p. 6). The
synthesis of information from the meta-analysis will provide
opportunity Lo develop general conclusions about managerial |
gender communication. This is necessary in order to successfully
continue the research on‘managerial gender communication
research.
METHODS

Sam of ctudies

The first step ir a meta-analysis is locating studies
relevant to the research (Crehan, 1985; Glass, 1981). To be
included in the present meta-analysis each article had to meet
the frllowing criteria: 1) All studies clearly operationalized
and definecd identifiable communication behaviors or perceptions
of behaviors as the dependent variable; 2) All studies provided
statistica. tests _hat could be used for conve-sion to a common
metric (r). Studies that met criteria one, but providea only
standard deviaticns, means, or percentages were utilized by
calculating the appropriate statistic from the available data.
Therefore qualitative studies, literature reviews, and rhetorical

analyses were not included; 3) Research studies were included if
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they assessed an individual in a formal management or authority
role in an actual organization, a simulated organization, or a
hypothetical organization; 4) Studies were included only if they
were published. This criteria was imposed because it would not
be possible to guarantee a comprehensive sample of unpublished
works; 5) Since the majority of the research on managerial gender
communication was conducted in the late 1970's and early 1980's,
only those articles published between 1970 and 1985 were
included.

In crder to obtain a useful and comprehensive sample of
studies, a detailed search was executed employing the following
steps: 1) Bibliographies, literature reviews, convention papers,
and other studies on managerial gender communication were
examined to develop a base of primary studies and other useful
articles from which to proceed; 2) A manual search of the
following abstracts and indices was conducted: Current _Index to
Journals in Education, Index to Journals of Studies in
Communication, Psychological Abstracts, Social Science Citation
Index, and Women's Work and Women's Studies, Women's Studies.
During the manual search, several key terms were cross-referenced
for each abstract and index (e.g., human sex differences, sex
differences, sex-roles, communication, organizational
communication, male, female, managers, manage, management,
leader, leaders, leadership, behaviors). From these sources
numerous articles were identified for review. Each article was

obtained and read to determine if it met the necessary criteria;
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3) The reference lists of each article were scrutinized to
generate additional potential studies for the meta-analysis.
Those studies were read, and their reference lists were reviewed
for potential studies. This procedure continued throughout the
data search until no new studies were extracted; 4) Finally, a
library computer search was conducted to determine whether or not
any studies had been missed in data search. Several additional
studies were identified for review.

Over 200 studiec were examined to determine their usefulness
for the meta-analysis. From these studies the researcher
dete “nined that 25 studies (with a total of 174 tests of sex
differences in managerial communication behavior) met the above
criteria, and would therefore be included in the meta-analysis
(see Table 1).

Once a comprehensive sample of relevant studies has been
generated, the next two steps involve recording the
characteristics of each study and converting the results of each
test to a common metric (Crehan, 1985; Glass, 1981). The
following characteristics of each study were logged onto a data
matrix: authors of the study, number of subjects, sex of target,
sex of subject, types of variables in each study, statistical
tests, statistical findings, correlations, whether methodologies
relied on perceptions or a record of actual behavior, whether
subjects were inside or outside an organization, and specific

calculations for each research question.
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Independent Variable

For this meta-analysis the independent variable was constant
for all six research questions, gender of the manager.
Dependent Variables

The dependent variable in the first research question was
the communication behavior of the manager. In research question
one, each communication behavior was considered one unit of
observation. By comparing communication variables as an
aggregate, the researcher could determine i:f there were general
communication differences between male and female managers.

For the second research question, seven communication
behavior content categories of male and female managers were used
as dependent variables. The categories were developed by
reviewing the operational definitions and information provided by
the research(s) of each study and classifying each into its
appropriate category (see Table 2). The following seven content
categories with a brief description of each is provided: 1)
Leader Emergence: Those communication behaviors where an
individual is evaluated by other group/organization members as
exhibiting behaviors indicative of a leader. Thro :gh the process
of completing ar organized or group task, a leader emerged. The
group members evaluated each other to determine which member
emerged from the group as the overall leader; 2) Communicatior
Facilitation: This category encompassed managerial communicaticn
behaviors that encouraged participation and communication

including: giving suggestions and information about tasks:;
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explaining; using upward and downward communication; asking for
information, suggestions and opinions; and holding discussions:
3) Autocratic Leadership Behavior: The leader did not place a
priority on consultative or interactive communication beuween
himself/herself and subordinates, but is concerned with adhering
to the formal roles, structure, and goals of the organization.
Behaviors included: telling others what to do; dominating;
demanding; Machiavellian; refusing to explain behavior;
unwillingness to accept feedback; making decisions independent of
the group; ordering; and concern with initiating structure, role
assumption, and role retention; 4) Democratic Leadership
Behavior: Democratic leaders, although task oriented, give more
attention to the socio-emotional needs of the organizational
members. Behaviors in this category included receptiveness to
ideas, encouraging efforts, offering compromise, acting humble,
advocating participation, letting employees work on their own,
tolerating freedom, listening to members, using consideration
behaviors, and often getting group approval in decision making;
5) Influence Strategies: Influence strategies represent the
manager's use of persuasive techniques, or reliance on formal
authority to convince employees. Behaviors included: employing
more bases of power, using influence strategies, persuading,
using logic to convince, and giving opinions; 6) Pusitive Affect

Behavior: These behaviors are those communication strategies

that are not necessarily related to task accomplishment, bhut

rather the emotional well-being of the organizational members.




Behaviors included: promoting happy relations:; friendliness;

positive socio-emotional behavior; kidding; integrating;
attentiveness; openness; showinj concern; giving agreement
statements; approving; praising; dramatizing; and using friendly,
intimate, reward, helping, and positive affect styles of
leadership; 7) Negative Affect Behavior: Negative affect
benaviors are those that undermine the morale of the
organizational members. Behaviors include: being quick to
challenge, questioning, disagreeing, seeming unfriendly, using
negative socio-emotional behaviors, showing tension, criticizing,
verbally aggressive, and using a threatening style of punishment
(see Table 2).
Moderator Vvarijables

"A moderator variable is a variable that causes differences
in the correlation between two other variables . . . . If there
is a true variation in results across studies, then there must be
such a moderator variable (or possibly more than cne) to account
for such variance" (Hunter et al., 1982, p. 47). "“A moderator
variable v*11 show itself in two ways: (1) the average
correlation will vary from subset to subset and (2) the corrected
variance will average lower in the subsets than for the data as a
whole" (Hunter et al., 1982, p. 48).

For the third research question, the moderator variable was
the “npe of suljects, from either inside the organization or
outside the organization. Those subjects outside the

organization were always students drawn from the university
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setting. Those subjects inside the organization ranged from
support staff to executives.

For question four, the moderator variable was the type of
test the subjects used to assess management communication
behavior. Four types of tests were found in the literature: 1)
Actual behavior coding, where a person coded/reported the actual
behavior of a manager; 2) Perceptions of a generalized target,
where the subject was thinking about the behavior of a "generic"
manager when participating in the study; 3) Perception of a
specific target where the subject was evaluating his/her
supervisor or some specific manager when participating in the
study; 4) Self reports where the managers were evaluating their
own leadership behavior, or perception of their own behavior.

For the fifth research question, the moderator variable was
the sex of the research(s), expressed as the percentage of female
researchers. For example, in a study that has four authors,
three males and one female, the percentage of femal= authors
would be recorded as .25.

Finally, for the sixth research question the moderator
variable was the year that the study was published.

Statistical Analysis

All statistics from the sample studies were converted to the
common metric r, the correlation coefficient using procedures
outlined by Hunter et al. (1982). One statistics from each test
were converted to common r, the point-biserial correlation

(corrected r) was used to correct for the difference in sample
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gize between male and female managers. According to Hunter et
al., "If the two sample sizes are discrepant, then the point-
biserial correlation (corrected r) should be aujusted to what it
would be for equal sample sizes" (1982, p. 99). Aalthough unequal
sample size may represent the unequal distribution of the two
sexes in management, it was critical to correct for sample size
to statistically determine if significant managerial gender
communication differences existed. For those few studies that
did not provide the information necessary to calculate corrected
r, the original r was employed.

The final step of meta-analysis, identified by Crehan (1985)
and Glass (1981), was applying statistics to determine the
relationships among the findings and study characteristics once
all results had been converted to the common metric corrected r.
The studies used in the meta-analysis often employed tests of
more than one communication behavior, providing multiple tests
within studies. To insure that each communication behavior was
reflected equally within its study, every variable was treated as

’

an independent test. Thus, the n for each test is equal to the n

for the total study. This method ensured that each communication

variable was analyzed as though it were an independent study with
equal chance of representation among all variables.

Studies with relatively larger n's and those testing several
communication behaviors, received more weight in this meta-
analysis since a weighted r was employed to aggregate findings.

The advantage of using weighted r was that it gives greater
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impact to studies with larger samples which are better estimates
of the population parameters than studies using small samples.

To answer research question one, two tests were employed, a
single count to determine which tests found significant
differences and a weighted r was calculated.

For research question two weighted r was calculated for each
of the seven dependent variables that were developed based on the
most frequently tested communication variables.

Research question three was answered by calculating a
weighted r for studies conducted inside the organization and
studies conducted outside the organization. After the
correlations were computed, a t-test was calculated to compare
differences in the magnitude of r between these two types of
subjects.

Research question four was answered with a one way analysis
of variance which compared four types of tests: coded behavior,
perception of specific target, perception of generalized target,
and self-report.

For research question five the sex ratio of the researchers
was correlated with the final r for each study obtained in
question one, to determine if sex of the researcher had any
moderating effect on research outcomes in the study of managerial
gender communication.

The final research question tested for the moderating effect

of the year in which the study was conducted by correlating the
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year of the study with the magnitude of the findings in each

study.
RESULTS

The first research question was: "Dc male and female
managers communicate differently? The analysis employed 174
published tests of sex differences in managerial gender
communication from 25 studies and determined how many individual
tests were statistically significant. The results indicated that
out of 174 statistical tests, 57 were found to be statistically
significant (33%). 1In aggregate, the overall relationship was
significant (r = .066, p > .012), but less than half of one
percent of the variance in managerial communication behavior (r®
= .004) was accounted for by gender (see Table 3). Due to the
large sample size (70,056), the power for detecting even small
effects was in excess of .995 (Cohen, 1977). So, due to the
power of this test, a very small difference was statistically
significant.

Research question two asked: "Are the differences in
managerial gender communication small or large when the most
frequently tested communication behaviors are computed?". As
described in the methods section, seven categories of managerial
communication behavior were developed based on conceptually
similar behaviors. statistically significant gender differences
were found for all seven categories: positive affect behavior (r
= .056, p = .01), influence strategies (r = .062; p = .012),

autocratic behaviors (r = .079, p = .016), facilitation of
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informatior exchange (r = .037, p = .037), and leadership
emergence (r = .135, p = .14) (see Table 4). However, as in
research question one, the variance accounted for is miaimal.
The r? coefficient ranged from .006 to .018 for the seven tests.
As was the case with question one, power for research question
two was in excess of .995 which accounted for these relatively
trivial coefficients reaching statistical significance.

The *hird research question asked: "Are differences in
managerial gender communication larger or smaller when members
outside the organization are used as subjects as opposed to
members inside the organization? Resuits indicate that there are
no significant differences in the determination of managerial
gender differences when different subjects are used (t = -1.217,
P > .05; see Table 5). The power for research question three is
in excess of .995 for small effects (Cohen 1977), so this test
would have detected even small effects if significant differences
existed.

The fourth research question asked: "Are the differences in
managerial gender communication larger or smaller when the
methodological approach relies on tests of perceptions of
management behavior, rather than on tests of actual management
behaviors?" For this question four categories were developed to
describe how male and female managerial communication behaviors
were analyzed or tested. These four categories were perceptions
of a specific target, perceptions of a generalized target, self-

report, and the coding of actual behavior. A one-way analysis of
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variance found no significant differences (F = 1.8878, p > .05,
df = 3/171) among the four conditions (see Table 6). The power
to detect medium or large effects for research question f ur was
in excess of .995. However, the power to detect a small effect
was .61, so there was a 39% chance that there may have been a
small effect that was not detected.

The fifth research question examined whether differences in
managerial gender communication larger or smaller depending on
the sex of the researcher? As with questions one and two,
statistical significance was found (r = .072, p < .014, but the
effect was minimal <r? = .005). Male authors found significantly
more gender differences than did female authors (see Table 7).

The final rescearch question asked: "Are the differences in
managerial gender communi_ation smaller or larger depending upon
what year the study was conducted?" sStatistical significance was
found (r = .001, p < .001; indicating however r? remains minute
(r’ = .000001; see Table 7).

DISCUSSION

Research question one posited the overriding, and often
disputed, question about male and female managerial
communication: Are there really any gender differences in the
communication behaviors of male and female managers? Although
the statistically significant results suggest that differences do
exist, the variance accounted for was so small that statistical
significance appears to have little social value. It can be

safely concluded that there is no meaningful difference in the
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communication behaviors of male and female managers based on
current quantitative findings. The same conclusion applies to
the seven categories of communication behaviors addressed in
question two. No meaningful gender differences in positive
affect behavior, influence strategies, autocratic behavior,
democratic behavior, negative affect behavior, communication
facilitation, and leader emergence were found. Though each
behavior showed a statistically significant gender difference
each accounted for only one percent of the variance or less.

Research questions three through six tested the effect of
rnoderator variables on the outcomes of managerial gender
communication. Some scholars (Brown, 1979; McDonald, 1981) have
suggested that tests using students, rather than organizational
members, are more likely to perpetuate stereotypes and result in
reported differences. Although the means for participants
outside and inside actual organizations suggested that more
differences were found when students were nsed as subjects, the
differences were not statistically significant. Despite the
intuitive argument against the use of students as evaluators of
management, this meta-analysis suggests that both students and
organizational members are viable evaluators of the communication
behaviors of male and female managers, since results obtained
from the two groups are roughly ccmparable.

The fourth research question analyzed whether or not the
type of measurement affected the reported managerial gender

communication. Four types of methods were compared: perceptions
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of a specific target, perceptions of a general target, codinc

actual behavior, and self report. ANOVA results showed no
significant effect of this moderator variable on differences in
managerial gender communication. This suggests that all four
research methods may be effective for studying the communication
behaviors of male and temale managers.

The fifth research question sought to determine whether or
not the sex of the researcher affected the results of the
findings in the managerial gender communication research.
Statistical significance was found, but again the variance
accounted for was minimal, totaling less than one half of a
percent. Rosenthal (1976) suggested that sex of the researcher
may affect study outcomes. 1In the case of managerial gender
communication research, experimenter effects based on sex of the
researcher may affect study outcomes. In the case of managerial
gender communication research, experimenter effects based on sex
of the researcher appear to be minimal.

Research question six asked whether or not differences in
managerial gender communication became less frequent in more
recent studies when female managers were more common in
organizations than in the early 1970s. Again statistical
significance was found, but as in other research questions the
variance accounted for was very small (eta’? = .002).

It appears that the kehaviors of, or perceptions towards,
female and male managers never were substantially different and

have not changed over time as a result of female manager's

25

26




greater involvement in the organizational environment. This may
be due to the masculine environment in a typical organization
which socializes women through orientation, mentoring, politics,
social structures, or other inculturation procedures, inculcating
more masculine characteristics for both male and female managers.
Even if sex differences exist outside the organizational world,
women learn how to adapt their feminine behaviors to greater
degrees of masculinity in order to succeed in the organization
(Putnam, 1979). It should also be noted that organizations may
have adopted more feminine characteristics that are adapted to
the presence of women in organizations and management and may
have socialized men toward these : "rms. One additional
possibility is that male/female gender differences in general are
overwhelmed by the considerable similarities between the sexes, a
position taken by a number of gender researchers (Ambert, 1976:;
Pearson, 1985).

A meta-analysis is only as good as the articles upon which
it was based. As is the case with all meta-analysis, it is
impossible to assure that all relevant studies have been
included. By including only published studies, unpublished, but
equally important, studies were not included in the review.
Becui'se meta-analytic scholars (Glass et al., 198); Hunter et
al., 1982) suggested . comprehensive review of primary studies,
the authors found it necassary to establis.. a criterion that

enable a complete search of the designated parameters.




been perfectly measured" (Hunter et al., 1983, p. 37).
Unfortunately, a lack of reliability coefficients precluded any
efforts to correct for attenuation correction even among the 25
studies that report data sufficient to be included in the meta-
analysis.
Future Directions

Because of the small effects accounted for in the meta-
analysis managerial gender communication, the first suggestion
for future research is to move away from attempts to identify
gender differences between managers. If we are to understand
managerial gender communication, researchers need to concentrate
less on identifying differences or similarities and more on
identifying the situational fggtors which affect behavior.
Second, studirs should move away from a trait perspective and
incorporate a combination of the trait and situational
approaches, in a move toward interactionism. The interactionist
perspective combines the study of trait and situation variables
to reach a more complete understanding of human perception,
cognition, and behavior (Andersen, 1987). By applying the
interactionist perspective to managerial gender communication,
scholars can view management behaviors in a more complex and
productive model.

A theory of managerial gender communication should begin
with an inductive premise of small or nonexistent sex
differences. Based on the available evidence, it is likely very

few differences in the communication behaviors of male and female
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managers are a result of biological sex. Rather, male and female
managers respond to their environments based on individual,
situational and interactional variables. Sex is only one
variable and should not be considered the primary influence on
the behaviors of male and female managers in the organizational
context. Future theories of managerial gender communication
should focus on the substantial similarities rather than the
trivial differences betw:en male and female managers.

FOOTNOTES
1. Since the power coefficients for research questions one
through six were typically in excess of .995, it is important to
interpret power findings. Because the cumulation method of
communication variables results in the reporting of multiple
significance tests for each study, sample size and power
coefficients were inflated for the cumulation process. The power
was not as high as it might have been had findings not been

cumulated across and within studies.
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Catepory/behasfor

Author(s)

Autocratic Behaviors
Tvlls what to du
Douinant

Directs conversstion
Representation
lnitiating structure
Kole assuamption
Production emphiusis
Representation
Initiating structure
Role asassumption
Production emphasis
Initiaticg

Initiatiang

Refuses to explain actions
Acts without consulting gcoup
Slow to accept npew ideas
Tells what to do
Dominant

Directs conversation
Muchiavellianisn
Kepreacatation

Structure

Role retentfoa
Production eauphasis
Initiation structure

Set time deadlines

Demand

Ordered

Democratic Behaviors
Receptive to ideas
Encourage efforts
Comfortable

Tolerance for freedonm
Consideration

Talerante for freedom
Coasideration
Coasideration
Coangideration

Listens to group meambers
Gets group approval before
acting

Receptive te ideas
Encourages efforts
Cosfortable

Balrd & bradley

baird & Bradley

Baird & Bradley
Bartol & Wortman
bartol & Wortwen
bartol & VWortman
Bartol & Wortsman
Bartol & Wortman
Bartol & Wortwman
Bo.tol & VWortman
Bartol & Wortman
Butterfield & Powell (1 & 2)
Butters & Gade
Butters & Gade
Butters & Cade
Butters & Gade

Camden & Wittt

Camden & Witt

Cuuden & Witt

Chorko

Day & Stogdill

Day & Stogdill

Day & Stogdill

Days & Stogdill
Osborne & Vicars (1 & 2)
Scitt, Schmidt, Price
Kipnis (1 & 2)

stite, Schaidt, Price
Kipnis (1 & 2)

Sctite, Schaidt, Price
Kipnis (1 & 2)

Baird & Bradley

Baird & Bradley

Baird & Bradley

bartol & Wortman

Bartol & Wortman

Bartol & Wortman

Bartol & Wortman

Butterfield & Powell (1 & 2)
Butters & Gade

Butters & Gade

butters & Cade
Camden & Witt
Camden & Wittt
Canden & wi-t
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Categury/belavior Author(s) Late
Tolerance of freedom bDay & Stogdill 1972
Consideration Day & Stogdill 1972
Attcupted tusk answers Fowler & Rosenfeld 1979
Democratic Rosenfeld & Fowler 1976
Acted huable when requesting Seitt, Schwidr, Price

Kipnts (1 & 2) 1983
Psvudodenucratic Stite, Sctmidy, Price

Kipnis (1 & 2) 1983

" Let werk on own Stite, Schwidt, Price

Kipnis (} & 2) 1983
Nepative Affect Behaviors
Quick to challenge Baird & Bradley 1979
Quick to challenge Cauden & Witt 1983
Questioans Fowler § Rosenfeld 1979
Disagree Fowler & Roseufeld 1979
Shows tension Fowler & Rosenfeld 1979
Scens unfriendly Fowler & "reenfeld 1979
Negative Soclo~Emotiunul Beh. Fowler eifeld 1979
Verbal Aggrecsion kice, Inn._ae § Adanms 1984
Threat style Rosen § Jerdee 1973
Negatfve Socio-Emotional Reh. Schoeler & Bartol 1980
Criticfzed Stite, Schmidt, Price

Kipnis (1 & 2) 1983
Facilitares Information E:xchange
Gives information Balrd » Bradley 1979
Gives inforuation Canden & wWitt 1983
Talk time Eskilson & Wiley 1970
Gives suggestiorns Fowler & Rosenfeld 1979
Gives opinions Fovler & Rosenfeld 1979
Gives {nformition Fowler & Rosenfeld 1979
Asks for information Fowler & Rosenfeld : 1979
Asks for opinions Fowler & Kosenfeld 1979
Asks for suggestions on
task behaviors Fowler & Rosenfeld 1979 -
Upward comaunication Rice, Instone & Adams (1 & 2) 1984
Dawnward communication
conteny Rice, 1nstone § Adaas (182) 1984
Downward coamunication
quality wice, Instone i Adams (1 & Z) 1984
Cives information/suggestions Schneler & Bartol 1980
Asks for information/suggestions Schneler § Bartol 1980
Information received froa boss
top management Siegerdt 1983
Information receiv~d froam boss Siegerdt 1983
Quality of information recelved
from top management Slegerdt 1983
Quality of information from boss Siegerdt 1983
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Catuvpury/buhavior

Author(s)

Late

Explafned
Asked

Held discussions

Leadership kmergence

Leader emergence
Leader emergence
Leader eacrgeuce
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Stite, Schmidt, Price
Kipnis (1 & 2)
stitt, Schmidt, Price
Kipnis (1 & 2)
Stirt, Schmidt, Price
Kipnis (1 & 2)

Bunji & Andrews
Scheier & Bartol
Wenworth & Anderson

1983
1983
1983
1435

1980
1984
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Table 3}

Statfstical findings for rescarch question one: Are there differences between

wale and female managers?

2

r r z=valuch s n
.066 .004356 .06 012 70,056

*to obtain significance levels for the unusually large n, correlations were
converted to z-values to detvrmine significance (z = 1/2 log l4r/1-1).
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Table &

Seven Categories of Comsunication Behaviors of Male and Female Hauagels

Categury z-value

PAB .004356 .06
15 003844 .06
AUT 006241 .08
bEM 006084 .08
NAB ) .0U5776 .08
F1E .001369 .04
LE .018225 14




Table 5

T-Test Cowparfing Subjects lnside the Organization
and Subjects Outeide the Organization

Type of Subject Mean Varidnce N T-Test
Outside 11222694 .01098801 41949 -1.2166296
lustde 14664915 04608634 27929
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Table 6

Kesults ot Cowparisvu of Four Types of Tests of Mdanagerial Cender Communication

Croup 1 11 111 v
Group Mesus 10815 .039 <1229 <2544
Croup duviations frow grend wean =.02295 -.0921 =-.0082 <1213
Square deviation .000523 008648 -0ULL67 .015202
Croup n times syuare deviation .0523 0848 .0030 .3192
Between SS = .0523 + .0848 + .0J30 + .3192 = .4593

Sumnary

Source ] df HS F
Between <4593 3 .1531 1.8878
Within ‘ 13.8704 171 .0811

14.3297
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Table 7

Corteclattons for Sex of the Researcher (RQ5) and bate of the Study (RQ6)

Rescatch Question

z-value P

«005184

Sex of Researcher
.000001

Date of the Study

.07
.001
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