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1. Title: Applying a Capital Perspective to Explain Continued Gender Inequality in the C-Suite
Authors: Terrance W. Fitzsimmons, Victor J. Callan.
Abstract: Women are still not progressing into executive, CEO or board roles in substantial numbers. We argue that gendered forces operating at societal, organizational, and individual levels inhibit the accumulation of valuable career capital. These forces, typically in combination across a variety of contexts in the life-cycle, create substantial and cumulative limitations upon the ability of women to access and to accumulate the capital required to progress into executive roles in firms. We define this valuable capital for the role of the senior executive and explore the timing and interplay of critical forces that limit the acquisition and development of valuable capital for women. In particular, it is proposed that these forces can be mitigated by the corporate elite who, as board chairs and CEOs, can enhance the ability of middle and senior female managers to access and to acquire the additional valuable career capital required to progress to executive leadership roles.
2. Title: Women on Boards: The Superheroes of Tomorrow?
Authors: Renée B. Adams.
Abstract: Can female directors help save economies and the firms on whose boards they sit? Policy-makers seem to think so. Numerous countries have implemented boardroom gender policies because of business case arguments. While women may be the key to healthy economies, I argue that more research needs to be done to understand the benefits of board diversity. The literature faces three main challenges: data limitations, selection and causal inference. Recognizing and dealing with these challenges is important for developing informed research and policy. Negative stereotypes may be one reason women are underrepresented in management. It is not clear that promoting them on the basis of positive stereotypes does them, or society, a service.
3. Title: Managing to Clear the Air: Stereotype Threat, Women, and Leadership
Authors: Crystal L. Hoyt, Susan E. Murphy.
Abstract: In this article, we explore the process and implications of stereotype threat for women in leadership, broadly construed. First, we provide a brief background on the phenomenon of stereotype threat generally. Next, we explore stereotype threat for women in leadership by reviewing a model of stereotype threat in leadership contexts that includes cues to stereotype threat, consequences of stereotype threat, and moderators of stereotype threat appraisals and responses. In this review, in addition to considering research focused squarely on leadership, we include the broader categories of research examining stereotype threat effects in the workplace and in tasks and domains relevant to leadership. Finally, we examine implications for future research and explore practices to reduce the potential for negative stereotype threat effects.
4. Title: A Bed of Thorns: Female Leaders and the Self-Reinforcing Cycle of Illegitimacy
Authors: Andrea C. Vial, Jaime L. Napier, Victoria L. Brescoll.
Abstract: In an attempt to explain why the gender gap in leadership positions persists, we propose a model centered on legitimacy. When women hold powerful positions, they have a harder time than men eliciting respect and admiration (i.e., status) from subordinates. As a result, female power-holders are seen as less legitimate than male power-holders. Unless they are able to legitimize their role, relative illegitimacy will prompt a variety of consequences such as more negative subordinate behavior and reduced cooperation when the leader is a woman. Subordinate rejection will likely put female leaders in a precarious mindset, and trigger negative responses toward subordinates; such behavior can confirm negative expectations of female leaders and further undermine female authority in a self-reinforcing cycle of illegitimacy. Leader or organizational features that enhance status attributions and/or lower subordinates' perceptions of power differentials may increase legitimacy for women in leadership roles.
5. Title: Leading with Their Hearts? How Gender Stereotypes of Emotion Lead to Biased Evaluations of Female Leaders
Authors: Victoria L. Brescoll.
Abstract: The belief that women are more emotional than men is one of the strongest gender stereotypes held in Western cultures (Shields, 2002). And yet, gender stereotypes of emotion have received little attention from gender and leadership scholars. In this paper, I review the existing research on gender and emotions and propose that gender stereotypes of emotion present a fundamental barrier to women's ability to ascend to and succeed in leadership roles. I first define the nature of people's gender‐emotion stereotypes and outline why perceptions of emotionality may be particularly detrimental to women when they are in high-status positions in work contexts. I then suggest that gender–emotion stereotypes create two complex minefields that female, but not male, leaders have to navigate in order to be successful: (1) identifying how much emotion should be displayed and (2) identifying what kind of emotions should be displayed. Specifically, female leaders can be penalized for even minor or moderate displays of emotion, especially when the emotion conveys dominance (e.g., anger or pride), but being emotionally unexpressive may also result in penalties because unemotional women are seen as failing to fulfill their warm, communal role as women. I conclude by considering the interactive role of race and ethnicity with regards to gender stereotypes of emotion and proposing avenues for future research.
6. Title: Race Matters for Women Leaders: Intersectional Effects on Agentic Deficiencies and Penalties
Authors: Ashleigh Shelby Rosette, Christy Zhou Koval, Anyi Ma, Robert Livingston.
Abstract: A significant amount of the research on two types of biases against women leaders—agentic deficiency (perceptions that women have minimal leadership potential) and agentic penalty (backlash for counter-stereotypical behavior)—has generally presumed that the descriptive, prescriptive, and proscriptive stereotypes on which the biases are based are comparable for women across racial groups. We propose that the degree to which agentic deficiencies and penalties occur is contingent on the dimension of agency that is under consideration and its relation to the stereotypes associated with the target's gendered and racial group. The results of our literature review and analysis suggest that when considered in the context of gender and leadership research, at least two dimensions of agency, competence and dominance, closely align with perceptions of agentic deficiency and agentic penalty, respectively. Based on our analysis and the prevalent stereotypes of Black and Asian American women that are likely most relevant to the two types of biases against women leaders, we examined the interactive effects of racial stereotypes and the agentic biases. We suggest that when specific racial and gendered stereotypes are aligned with a specific dimension of agency, we can gain a more thorough understanding of how agentic biases may hinder women's progression to leadership positions
7. Title: Getting on Top of the Glass Cliff: Reviewing a Decade of Evidence, Explanations, and Impact.
Authors: Michelle K. Ryan, S. Alexander Haslam, Thekla Morgenroth, Floor Rink, Janka Stoker, Kim Peters.
Abstract: The glass cliff refers to the tendency for women to be more likely than men to be appointed to leadership positions that are risky and precarious. This paper reviews the first decade of research into the phenomenon and has three key aims: (a) to summarize and integrate evidence of the glass cliff, (b) to clarify the processes that have been shown to underlie the glass cliff, and (c) to explore the factors that may moderate the glass cliff phenomenon. We show that the glass cliff has had a significant impact on public discourse around women and leadership but is a complex, contextual, and multiply determined phenomenon
8. Title: The Queen Bee Phenomenon: Why Women Leaders Distance Themselves from Junior Women
Authors: Belle Derks, Colette Van Laar, Naomi Ellemers.
Abstract: This contribution reviews work on the queen bee phenomenon whereby women leaders assimilate into male-dominated organizations (i.e., organizations in which most executive positions are held by men) by distancing themselves from junior women and legitimizing gender inequality in their organization. We propose that rather than being a source of gender inequality, the queen bee phenomenon is itself a consequence of the gender discrimination that women experience at work. We substantiate this argument with research showing that (1) queen bee behavior is a response to the discrimination and social identity threat that women may experience in male-dominated organizations, and (2) queen bee behavior is not a typically feminine response but part of a general self-group distancing response that is also found in other marginalized groups. We discuss consequences of the queen bee phenomenon for women leaders, junior women, organizations and society more generally, and propose ways to combat this phenomenon.

9. Title: When Women Emerge As Leaders: Effects of Extraversion and Gender Composition in Groups
Authors: G. James Lemoine, Ishani Aggarwal, Laurens Bujold Steed.
Abstract: Focusing on the gender of emergent leaders in initially leaderless groups, we explore contextual factors that may influence when women are likely to emerge as leaders. We take a multi-level perspective to understand and unpack the complex interplay between individual gender, group gender composition, and group personality composition. Drawing from perspectives such as social role theory and the social identity model of leadership, we theorize as to when women are most likely to emerge as leaders, even in groups composed predominantly of men. Results from two studies indicated that individual level gender does not interact with group gender composition to predict leadership emergence, suggesting that groups with more men do not disproportionally choose men as leaders, and groups with more women similarly do not tend to have women emerge as leaders. However, a three-way interaction consistently appeared in our studies when group-level extraversion was added to individual and group gender, in a pattern suggesting that group extraversion alters leader emergence patterns in groups with more men. Our findings demonstrate that women become more likely to emerge as leaders when their groups are both high in extraversion, and composed of more men than women. Implications for practice and future research directions are discussed.
10. Title: Women's Authority in Political Decision-Making Groups
Authors: Tali Mendelberg, Christopher F. Karpowitz.
Abstract: Formal decision-making groups are ubiquitous, and they make decisions that govern every aspect of life, yet women are vastly underrepresented in them. How effective are women in these groups, where their numbers still lag far behind men's? We address this longstanding question, focusing on detailed measures of women's influence in natural and controlled settings. The answers shed light on related questions as well: How high do the numbers have to rise before women exercise equal influence? Do women need a different critical mass in different types of settings? We also address a newer question: how do other features of the group help or hinder women's equal leadership? Can they ameliorate the negative impact of low numbers? Women's relative number matters to women's ability to exercise leadership in small groups, but the procedures that groups use also matter, and condition the effects of numbers.
11. Title: Help or Hindrance? Work–Life Practices and Women in Management
Authors: Kateryna Kalysh, Carol T. Kulik, Sanjeewa Perera.
Abstract: Work–life practices are frequently suggested as a strategy for improving women's representation in management. We predicted that work–life practices would increase the proportion of women in management, but their impact would be most evident when the workforce gender composition makes gender stereotypes less salient. Hierarchical multiple regression was used to analyze the relationship between work–life practices in 2002–2006 and the proportion of women in management in 2010, 2012, and 2014. Overall, work–life practices had a positive effect on the proportion of women in management, but only after an eight-year lag. However, this positive effect was not observed in organizations that were highly male-dominated. Leave arrangements and direct provision of services (e.g., childcare or eldercare) had the strongest associations with women in management. Our findings demonstrate the value of work–life practices in improving women's representation in management, but the effect is not immediate and does not operate across all organizational contexts.
12. Title: Reporting Requirements, Targets, and Quotas for Women in Leadership
Authors: Victor E. Sojo, Robert E. Wood, Sally A. Wood, Melissa A. Wheeler.
Abstract: Reporting requirements, targets, and quotas have been implemented in several countries to increase female representation in leadership. In three studies, we analyze the effectiveness of these strategies from a goal-setting perspective. Study 1 evaluates the relationship between reporting requirements and female representation on boards of directors with data from Fortune 500 companies from 1996 to 2015. Study 2 analyzes the association of reporting requirements, targets, and quotas with the representation of women on boards of directors of public companies across 91 countries. Study 3 evaluates the impact of targets and quotas for women in parliaments across 190 nations. The board diversity reporting directive introduced in the US was followed by an acceleration in the increase of female representation on boards of directors of Fortune 500 companies. Higher goals for women on boards of directors were related to higher female representation. Similarly, higher gender goals and strong enforcement mechanisms in parliaments were related to higher female representation.
