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This chapter focuses on the meaning of both the described and regulated aspects of gender stereotypes for women in the workplace. Using the Lack of Fit model, we look at performance expectations rooted in gender-described prejudices (i.e. how women) can hinder women's career progress. We then identify organizational conditions
that can undermine the impact of these expectations. In addition, we discuss how gender-regulated prejudice (i.e. how women should be) promotes gender bias by creating norms that, when disobeyed, cause disapproval and social punishment for women. Then we look at recent research exploring the conditions under which women are
penalized for violating standards directly or infer, regulated. Heilman, M.E. and Parks-Stamm, E.J. (2007), Gender Stereotypes in the Workplace: Obstacles to Women's Career Progress, Correll, SJ (Ed.) Social Psychology of Gender (Advances in Group Processes, Vol. 24), Emerald Group Publishing Limited, Bingley, p. 47-77. 07)24003-
2 Download as . RIS: Emerald Group Publishing Limited Copyright © 2007, Emerald Group Publishing Limited Please note that you do not have access to teaching notes You can access teaching notes by logging in via Shibboleth, Open Athens or with your Emerald Account. If you think you should have access to this content, click the
button to contact our support team. To read the full version of this content, please select one of the options below You can access this content by logging in through Shibboleth, Open Athens or with your Emerald Account. If you think you should have access to this content, click the button to contact our support team. Women make up
more than half of the workforce in the United States and earn nearly 60 percent of their advanced degree, but they take home less pay and fill fewer seats in set C than men, especially in male-dominated professions such as finance and technology. This gender gap is partly due to occupational classification, with men choosing
occupations that pay higher wages than women, labor economists say. For example, women represent only 26 percent of U.S. workers working in computer and math jobs, according to the Labor Department. New research identifies one reason women can shy from certain professions: They lack confidence in their ability to compete in
areas where men are stereotyped believed to perform more aggressively in, such as science, math, and technology. Women are also reluctant to share their ideas in group discussions on these topics. And even if they have talent - and are actually told they are high-performing people in these subjects - women are more likely than men to
shrug off their own compliments and lowball abilities This frail confidence can hold some women back as they count themselves out of pursuing prestigious roles in professions that they believe they won't excell in, despite having the skills to succeed, to succeed, Harvard Business School Assistant Professor Katherine B. Coffman. Our
beliefs about ourselves are important in shape all sorts of important decisions, such as the colleges we apply to, the career paths we choose, and whether we are willing to contribute ideas in the workplace or try to compete for a promotion , Coffman said. If talented women in STEM are not confident, they may not even look at those areas
in the first place. It's all about how good we think we are, especially when we wonder, 'What does it make sense for me to pursue?' Coffman recently co-wrote an article in the American Economic Review as well as two working articles, all aimed at studying men and women's beliefs about their own abilities. Women are more likely than
men to shrug off the praise and lowball abilities of their own. What she finds, in essence, is that gender stereotypes distort our views on both ourselves and others– and that can be particularly disturbing for women, since buying into those stereotypes can be creating a bleak self-image that is setting them back professionally. Here's a
snapshot of the findings from all three studies: Women are less confident than men in certain subjects, like mathematics In a study for a paper in the journal Gender Beliefs, Coffman and her colleagues asked participants to answer multiple choice questions in some category that women are considered to have better handling abilities, like
the Kardashians, Disney movies, cooking, art and literature, and verbal skills. Then they were quizzed in categories considered favorable to men, such as business, mathematics, video games, cars, and sports. The asked responder estimated how many questions they answered correctly in the tests and guessed the performance of a
random partner with the revealed gender. Both men and women exaggerate the actual average gender performance gap, exaggerate male advantage in male-style areas as well as exaggerate women's advantages in female-type questions. And in predicting their own abilities, women were much less confident in their scores in tests they
believed men had an advantage. Gender prejudice defines people's beliefs about themselves and others, Coffman said. If I have a woman who has the exact same abilities in two different types of verbal and mathematical – just the fact that there is an average male advantage in mathematics shapes her belief that her ability in
mathematics is lower. Women discounted positive feedback on their abilities In an experiment for Coffman's Work Paper Stereotypes and Trust Update, participants completed a timed test on cognitive abilities in five areas general science, athology reasoning, mathematical knowledge, mechanical understanding and assembly of objects.
They were asked to guess their total correct answers, as well as their performance compared to others. A woman who actually has the same score as a man estimates her score to be 0.58 points lower, a statistic Gap. Even more surprisingly, even after the participants were given feedback on how they performed, this gender gap in how
they were aware they were continuing. In a second study, participants were asked to guess how they performed in a test in a randomly specified issue and predicted their own ranking compared to others who completed the same test. The researchers then give participants feedback on their performance. They found that both men and
women discounted good news about their scores in subjects whose gender was considered more troublesome with. Stereotypes play into our minds so strongly that it becomes harder to convince people of their talents in areas where they believe their gender is weak, Coffman said. A prescription policy to fix a confidence gap in women
might be this: Look for talented women and tell them, 'Hey, you're good at math. You have a really good score in this maths test,' she said. But our results show that this feedback is less effective at narrowing the gender gap than we might have hoped. It's harder than we thought to convince women in male-type fields that they were
performing well in these areas. It's unclear whether women will feel better about their abilities if they get repeated rounds of positive feedback, rather than a piece of good news. I'd be interested to find out if gender bias gets smaller over time, once a woman has heard that she's good at math over and over again, Coffman said. You may
have to encourage women a few times if you want to close these gaps. Our work shows the need to structure group decision-making in a way that ensures the most talented members both volunteer and are recognized for their contributions, despite gender prejudice. It's important to note, Coffman said, that these studies also show that
men are less confident than women in their ability to shine in areas dominated by women. Not that women are simply less confident; what we found consistently was that individuals were less confident in areas of stereotyping than outside their gender range, Coffman said. Women retained expressing ideas on 'male topics' In a third paper,
Gender Stereotypes in Group Discussion and Decision Making, Coffman and colleagues studied how groups discuss, decide and reward ideas in a group. The team compared the behavior of two groups that had free-form discussions to answer different questions about the number of masculinity of the topic. In one group, the gender of
each participant was known, and in another group, the gender of the speaker was not recognized. They found that men and women were in the same capacity to answer questions, again, gender stereotypes deform people's reactions. As maleness of the question increases, women are significantly less likely than men to promote their
own ideas in groups when their gender is known, especially in cases where only one woman has spoken A bunch of people. But in groups where gender is not known, no gender differences have been found in terms of the number of women and men who have voiced their ideas or recognized by others for their input. The researchers
even found that stereotypes seemed to play a role in how external evaluations assessed each team member's contribution after reading transcripts of conversations. Not knowing the gender of the person who spoke, these reviewer was more likely to guess that the participants who met in the transcript were warm, or friendly, as female
and that a negative or important participant was male – although the researchers found no real difference in the way men and women in the group communicated. Male raters are also less likely to believe that those who speak are judged to be competent are female. In addition, warmer participants, especially warmer women, were less
likely to be rewarded for their input during the discussions. Speak up for success To achieve career success, people have to voice their opinions and support their ideas while working in decision-making groups, so it's a problem if women keep quiet when it comes to male-style topics and if their ideas are underestimated when they
express them , Coffman said. Our work shows the need to structure team decision-making in a way that ensures the most talented members both volunteer and are recognized for their contributions, regardless of gender prejudice, the paper said. It's also important for managers to be aware of how the confidence gap can affect the
workplace, especially in professions long dominated by men, and to realize that women may need more encouragement to express their ideas or throw their hats within for a promotion , Coffman said. I would encourage business leaders to think about how [the level of employee trust] impacts processes in their organization, Coffman said.
I would say providing more feedback is a good start. If you're an employer who sees talent somewhere, look to make sure that he or she is encouraged, recognized, and rewarded —not just once, but multiple times—can be a useful thing to do. With this new data on gender stereotyping, Coffman and her colleagues hope their work will
help inform future research to piece together answers to some confusing questions, like why men and women alike believe men will perform better than women in some areas and those what intervention can be considered to close this gender gap in confidence. Stereotypes are common, widely held views that shape beliefs about our own
abilities and others, potentially from a very young age, Coffman said. Until we can change the this prejudice, it is essential to think about how we can better vaccinate individuals from prejudices caused by prejudice, helping people pursue fulfilled careers in areas where their passions and talents lie. Dina Gerdeman is senior editor at
Harvard Business School Working Knowledge. Picture: photo: Read More: Women Get Harsher Punishment in the Workplace Than MenSponsorship Program Can Really Widen Gender Gap Diverse Companies Only Thrive Where Diversity Is Accepted What Do You Think Of This Study? How much intuition goes into making your own
decisions? Share your insights below. Below.
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