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Although gender equality has improved and explicit endorsement of sexism has declined, 
barriers to the advancement of women in the workplace remain. This symposium presents the 
latest developments on how covert biases like reactive sexualization, shifting standards, implicit 
stereotypes, and unequal communication impede gender equality in subtle yet impactful ways. 
 
The Subtle Sexualization of Well Performing Women in Masculine Domains 
Theresa K. Vescio 
The Pennsylvania State University 
Many traditional achievement domains are stereotypically masculine domains, such that the 
attributes predictive of success are stereotypically linked to men but not women. In addition, in 
western cultures, to be masculine typically requires that one is powerful/high status and tough 
(physically, mentally and emotionally), particularly in relation to women given heterosexual 
interdependencies, and that one consistently repudiates all that is non-manly (gay or female). 
The implication of these theoretical suggestions is that well performing women in masculine 
domains may threaten masculinity. In this talk, I will present two studies that test this hypothesis 
(Study 1 and Study 2), as well as research examining whether threats to masculinity are related 
to tendencies to sexualize well performing women (Study 2 and Study 3). I will also review 
research noting the adverse consequences of the seemingly subtle sexualization and 
objectification for the women who are the targets of such perceptual and behavioral tendencies.  
 
 
Detecting Subtle Biases: Using the Brief IAT to Uncover Prejudice Against Egalitarian 
White Men and High Status Black Women 
Laurie A. Rudman, Kris Mescher, Janell Fetterolf, Corinne A. Moss-Racusin 
Rutgers University â€“ New Brunswick; Skidmore University 
Gender egalitarian men are vital for women’s progress, yet perceptions of them are under-
investigated. In our research, women generally liked gender egalitarian men more so than men 
did, but both genders stigmatized them as more feminine, weak, and likely to be gay, compared 
with control male targets. This was true even when the gender egalitarian was an actual 
presidential candidate for the American Psychological Association, but only when we used the 
Brief IAT to assess femininity stigma. Similarly, backlash against White women vying for 
leadership roles is well established, but self-reports do not yield similar effects for Black women. 
However, the Brief IAT revealed that ambitious Black women (and men) competing for a 
managerial role were disliked relative to White counterparts, and that ambitious women 
(whether White or Black) were associated with more negative traits (e.g., dominance) than 
ambitious men (whether White or Black).  
 
 
Hard-won and Easily Lost: The Fragile Status of Leaders in Gender Stereotype-
Incongruent Occupations 
Victoria A. Brescoll, Eric Luis. Uhlmann 



Yale University; HEC- Paris 
In addition to the well known ‘glass ceiling’ impeding their rise to top leadership roles, female 
leaders often find themselves poised on a ‘glass cliff’,  such that they are more likely than men 
to fall from their position (Ryan & Haslam, 2005). We examined one potential mechanism for 
glass cliff effects--specifically, that making small mistakes on the job is particularly damaging to 
individuals in gender-incongruent occupations. More so than for a gender-congruent leader (for 
whom competence is assumed), salient mistakes create ambiguity and call into question a 
gender-incongruent leader’s competence which, in turn, leads to a loss of status. The present 
research examined female leaders in three different male-typed occupations and finds that 
when women make a small mistake, they are seen as less competent and thereby less 
deserving of status and organizational rewards compared to men in the same occupations who 
make the identical mistake.  
 
 
The Dark Side of White Lies? The Subtle Effect of Biased Performance Feedback on 
Inequality in the Workplace. 
Lily E. Jampol, Vivian Zayas 
Cornell; Cornell University 
One of the covert ways that gender bias may be maintained is through performance feedback. 
We hypothesized that implicit gender stereotypes (e.g., women need protection) may make 
women the targets of white lies (kinder but inaccurate feedback) during performance evaluation. 
In Study 1, participants believed that managers were more likely to tell women (vs. men) white 
lies about their performance. In Study 2, participants presented with a hypothetical workplace 
scenario reported a greater willingness to tell white lies about sub-par performance to women. 
This was especially likely for more sexist individuals. In Study 3, when providing real-life 
feedback, participants gave more positive, and more inaccurate, feedback to women. Moreover, 
no one reported awareness of the gender bias, providing evidence of its implicit nature. 
Collectively, these results suggest that although seemingly benevolent, differential telling of 
white lies may undermine progress if women are not receiving accurate feedback needed to 
improve performance.  
 


