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Data on women and men in academia

For areview of current data, see Tutorid 1 - The Data on Sex Digparities in Rank and
Sdary from Vdian's Tutorials for Change: Gender Schemas and Science Careers.  Thisweb-
based tutorid can be found at: www.hunter.cuny.eduw/gendertutorid

Also see Sex digparities in advancement and income (Vdian, 2003).

Long, J. S. (Ed.). (2001). From scarcity to visibility: Gender differencesin the careers
of doctoral scientists and engineers. Washington, D. C.: National Academy Press.

Excdlent in-depth review of sex differences in sdary, rank, and tenure among men and
women in the sciences and engineering, usng NSF synthetic cohort data. Presentation of both
overdl andyses and analyses that control for time since degree, rank, specidty, type of
inditution, and familiad status. Among the notablefindings: thereisacost to awoman of being
awoman, net other varidbles; the heaviest cost for women with children is movement from full-
time to part-time work; women who remain full-time differ from their female peers without
children only in achieving full professorship dightly later; being in afidd with many women
(such asthe socid sciences) does not guarantee better advancement than being in afidd with
few women.

Xie, Y. & Shauman, K. A. (2003). Women in science: Career processes and outcomes.
Cambridge, MA: Harvard University Press.

Examination of synthetic cohort data at key trangtion pointsin ascentig'slife: high
school to college, college to an advanced degree or the science workplace, an advanced degree to
acareer in academiaor industry. At each trangition point, science loses more femaesthan
maes. Among the notable findings. ability (as measured by standardized tests) does not
determine youngsters interest in science; the primary effect of childbirth is the disproportionate
loss of mothers from the full-time [abor force; the sex disparity in productivity is decreasing;
productivity differences are not attributable to parenta status.

Vdian, V. (1998). Why so slow? The advancement of women. Cambridge, MA: MIT
Press. Chapters 11 and 12.

Summary of data on women in science and humanities facultiesin the US: sdlary, rank,
tenure, productivity, and teaching.

Vdian, V. (2003). Sex disparitiesinincome and advancement. Unpublished handout,
Hunter College— CUNY ; accessible a www.hunter.cuny.edu/genderequity

Figures from 1997 for academic scientists and engineers show dight disparitiesin tenure
and tenure-track pogitions, aswell asrank, even for people under age 35. Median annud sdaries
across al settings are lower for women than men at every age breskdown.
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Ross, M. & Green, M. F. (1998). The American college president. Washington, DC:
American Council on Education.

Corrigan, M. (2002). The American college president. Washington, DC: American
Council on Educetion.

In 1995, women were 6 % of the presdents a private universities which grant the PhD
but 25% of presidents of private two-year colleges; in 2001, the respective figures were 9% and
28%. Thefigures show the common inverse relation between representation of women and
prestige: women are more numerous at |ow-prestige ingtitutions.

Nonnemaker, L. (2000). Women physiciansin academic medicine. New England
Journal of Medicine, 342, 399 405.

How many associate or full professors "should" there be, given the number of assstant or
associate professors? Viacohort data of medical school graduates from 1979 to 1993,
Nonnemaker shows that at both the associate and full level, more women would be expected than
are present, even controlling for speciaty. Income figures show advantages for women over
men in pediatrics and family medicine; those advantages do not carry over to promotion where,
in dmogt every specidty where there are enough numbers for a meaningful comparison, men are
advantaged relive to women.

Fox, M. F. (1981). Sex, sdary and achievement: Reward-dudism in academia
Sociology of Education, 54, 71-84.

Fox, M. F. (1985). Publication, performance, and reward in science and scholarship. In
J. Smart (Ed.), Higher education: Handbook of theory and research (pp. 255-282). NY:
Agathon.

Sonnert, G. & Holton, G. (1996a). Career patterns of women and men in the sciences.
American Scientist, 84, 63-71.

Sonnert, G. & Holton, G. (1996b). Gender differencesin science careers. The Project
Access study. New Brunswick, NJ. Rutgers University Press,

Zuckerman, H. (1987). Persstence and change in the careers of men and women
scientists and engineers. A review of current research. In L.S. Dixon (Ed.), Women: Their
underrepresentation and career differentials in science and engineering (pp. 123-156).
Washington, DC: Nationa Technica Information Service.

Women publish fewer articles than men do, but the average article by awoman is cited more
often than the average article by aman. Women emphasize qudity, men quantity.

Sour ces of gender inequities
Gender schemas

Fiske, S. T. & Taylor, S. E. (1991). Social cognition, 2nd ed. NY: McGraw-Hill.
Schemas are implicit, often nonconscious, hypotheses that we use to interpret socidl
events. This book reviews many different kinds of schemas.
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Vdian, V. (1998). Why so slow? The advancement of women. Cambridge, MA: MIT
Press. Chapters6 and 7.

Our schemas about males and femaes directly include expectations about their
professona competence and they bias our interpretation of actua performance. To
oversmplify, we expect men to do well, and see men's actud performance in the rosy light of
our pogitive expectations;, men carry asmal plussign. Conversdy, we expect women to do less
well, and see their actud performance in the darker light of our negative expectations, women
carry asmdl minus sgn. Gender schemas are held by both maes and femdes. The content of
gender schemasiswidely shared throughout a culture. Most experiments show no differencesin
the judgments maes and females make. Schemas are cognitive in origin but have motivationa
and emotional consequences as well as consequences for judgments and evauations.

Accumulation of advantage

Martdl, R. F., Lane, D. M., & Emrich, C. (1996). Mde-femde differences A computer
amulation. American Psychologist, 51, 157-158.

A computer smulation of promotion practices a a hypothetical corporation provides a
convincing demongration of the cumulative effects of smal-scale bias. The smulation " crested”
an organization with an 8-level hierarchy. It saffed each levd of the hierarchy with equd
numbers of men and women. The Ssmulation assumed a certain percentage of incumbents would
be promoted from one leve to the next. Findly, it assumed atiny biasin favor of promoting
men, abias that accounted only for 1% of the variability in promotion. The Smulation then ran
through a series of promotions. After repeated promoations, the highest level in the hierarchy
ended up being 65% male. This scenario demondrates that operating a a systematic minute
disadvantage can have substantial long-term effects.

Merton, RK. (1948). The sdf-fulfilling prophecy. Antioch Review, 8, 193-210.

Merton, RK. (1968). The Matthew Effect in science. Science, 159, 56-63.

Merton originated the notion of the accumulation of advantage and disadvantage. Like
interest on capita, advantages accrue; like interest on debt, disadvantages accrue. Very smdl
differencesin trestment can, as they accumulate, have mgor consequences in salary, promotion,
and pregtige. It isunfair to men and women to neglect small cases of group-based bias, because
those small cases add up.

Who perceives gender inequity when?: belief in ajust world; benevolent
sexism; parenthood

Lerner, M. J. (1975). Thejustice motive in socid behavior: Anintroduction. Journal of
Social Issues, 31, 1-19.

People want to believe in a"just world" and will interpret data accordingly, failing to
perceive contrary evidence. We see the rewarded as deserving and the deserving as rewarded.
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Vdian, V. (1998). Why so slow? The advancement of women. Cambridge, MA: MIT
Press. Chapter 7.

If one wants to believe that advancement is determined by merit, as most people
(especially those who are successful) do, the data available to us are easly interpreted in line
with our hypothessthat the world isa"just world". In ajust world bad things do not happen to
good people, and good things do not happen to bad people. The fact that some women makeit to
the top isinterpreted as showing that evauations are basicdly fair and that truly able women will
succeed. The fact that we have admired the competence of some women isinterpreted as
showing that we are free of gender bias, or &t least free enough. It ishard for usto see that we
arein error. We have the bdliefs we do because we view oursaves as fair and impartia. That
dlows usto place in the background the rule of our behavior and put in the foreground the
exceptionsto it. Wefail to seejust how often the rule operates. It ishard to remember that an
exception isjudt that: an aypica event.

Glick, P. & Fike, S. T. (2001). Anambivaent dliance: Hogtile and benevolent sexism
as complementary judtifications for gender inequdity. American Psychologist, 56, 109-118.

Glick, P., Fiske, S. F., Mladinic, A., et d. (2000). Beyond prejudice as smple antipathy:
Hogtile and benevolent sexism across cultures. Journal of Personality and Social Psychology,
79, 763-775.

Prejudice againgt women can be benevolent as well as hogtile. Benevolent sexism
includes the ideas that women should be cherished, protected, and financidly provided for and
that women are purer, more refined, and more mord. Men and women who endorse benevolent
sexig atitudes aso tend to endorse hodgtile sexigt attitudes. Men's and women's attitudes are
corrdlated. Nations with less gender equaity show higher sexism scores. Because people can
hold warm and apparently positive attitudes toward women, it is difficult for them to percaive the
sexism latent within those benevolent attitudes.

Warner, R. L. & Sted, B. S. (1999). Child rearing as a mechanism for socid change:
The relationship of child gender to parents commitment to gender equity. Gender & Society,
13, 503-517.

Women endorse gender equiity policies (such as pay equity and affirmative action) more
than men do. Men with only daughters endorse equity policies more than do childiess men or
men with both daughters and sons, and much more than do men with sons only. Women with
only daughters endorse equity policies more than other types of women, but there are no
differences among women without children, women with both sons and daughters, and women
with sons only.

Choosing and developing leaders

Nonconscious evaluations of others - effects of gender schemas

Bargh, J. A. & Chartrand, T. L. (1999) The unbearable automaticity of being. American
Psychologist, 54, 462-479.
Much of human perception occurs nonconscioudy, rapidly, and autometically.
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Biernat, M., Manis, M., & Nelson, T. (1991) Stereotypes and standards of judgment.
Journal of Personality and Social Psychology, 66, 5-20.

College students were shown photographs of other students and were asked to estimate
their height in feet and inches (including their footwear). The photos dways contained a
reference item, such as adesk or adoorway, so that height could be accurately estimated.
Unbeknownst to the students who were doing the estimating, the experimenters had matched the
photographs so that for every photograph of amae student of a given height there was afemde
student of the same height. The student judges were affected by their knowledge that men are on
average taler than women, so that when they were exposed to a sample contrary to the genera
rule, they judged the women as shorter than they really were, and the men astdler. There were
no differences between femae and male judges. both underestimated women's height and
overestimated men's height. Judgments are influenced by gender schemas even when objective
characterigtics are being evaluated.

Per ceptions of competence and professional ability - effects of gender schemas

Trix, F. & Psenka, C. Exploring the color of glass. letters of recommendation for femde
and mae medica faculty. (2003). Discourse and Society, 14, 191-220.

L etters of recommendation for successful femae and male medica faculty showed
differences in terms used to describe them and in the length of Ietters. Letters for femaes were
shorter than those for males; included more phrases expressing doubts about the candidate; used
more "grindstone”’ adjectives, mentioned their sex more often; were more likely to include only
minima information; mentioned their persond life more often. Letters for males, compared to
letters for femaes, included more repetition of stlandout words like "outstanding”, "excdlent”,
and "superb™; included more references to research, skills and abilities, and career; included
fewer referencesto training and teaching; mentioned their publications, vita, patients, and
colleagues more often. Letter writers are at risk of underselling the abilities and qualifications of
the women they write for and of oversdling the abilities and qudifications of the men they write
for.

Hellman, M. E., Block, C. J, Martel, R. F., & Simon, M. C. (1989). Hasanything
changed? Current characterizations of men, women, and managers. Journal of Applied
Psychology, 74, 935-942.

Male managers rated different groups of people on a series of adjectives. One group was
asked to rate successful managers on 92 different characterigtics, according to how typica of
successful managers they thought that quaity was. The characteristics ranged from "leadership
ability” to "fearful”. Most people rated successful managers as typicaly having high leadership
ability and not fearful. A second group rated women in generd, and athird group rated menin
generd. Mde managers rated men in generd and successful managers as very smilar, much
more Smilar than they rated women in genera and successful managers. Other groups of male
managers rated female and male managers described as successful. Mot differencesin ratings
of men and women disgppeared, but even successful wormen managers were perceived as having
less |leadership ability than successful men managers. Furthermore, women managers were seen
as having negative qudities that men managers did not have, such as being hitter, quarrdsome,
and SHfish.
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Butler, D. & Geis, F. L. (1990). Nonverba affect responses to male and female leaders.
Implications for leadership evaluations. Journa of Personality and Social Psychology, 58, 48-
59.

Both women and men - nonconscioudy but visbly - react negetively to womenin a
situation which isamed at finding a group solution to a problem. People respond especidly
negatively to women's attempts to be assertive. Femalestrained to act as leaders received more
negative facid reactions than postive ones. Thetrained maes, in contrast, dways received
more positive reactions than negative ones.

Dovidio, J. F., Ellyson, S. L., Kedting, C. F., Heltman, K., & Brown, C. E. (1988). The
relationship of socia power to visud displays of dominance between men and women. Journal
of Personality and Social Psychology, 54, 233-242.

Eye gaze reflects socid dominance. The more powerful person in adyad looks more
when speaking than listening; the less powerful person looks as often when listening as spesking.
Looking while lisening conveys deference. When both the mae and femae members of adyad
have antecedently said they know little about a topic, they reproduce the phenomenon that occurs
when the man has said he knows alot about a topic and the woman has said she knows little
about atopic: men look more while talking than listening; women look smilarly whether talking
or ligening.

Porter, N. & Geis, F. L. (1981). Women and nonverba leadership cues: When seeing is
not believing. In C. Mayo & N. Henley (Eds.), Gender and nonverbal behavior. New Y ork:
Springer Verlag.

When observers are shown adide of five people seated around a table and described asa
working group, they rdliably pick the person stting at the head of the table as the leader of the
group under three conditions. dl the participants are mae; dl the participants are femade; the
group has amixed sex composition and the person at the head ismde. If it isamixed-sex group
and the person at the head is female, observers choose her hdf the time and amale seated on
ether gde of thetable half thetime. No differences between male and femae observers.

Eagly, A. H., Karay, S. J, & Makhijani, M. G. (1995). Gender and the effectiveness of
leaders: A meta-andyss. Journal of Personality and Social Psychology, 117, 125-145.

Thismeta-andysis of studies which concentrated on evauations of women as leaders
suggests that women are particularly disadvantaged when their style of leading is masculine.
Having adtyle that is assartive to the point of appearing autocratic, rather than cooperative and
participative, is especidly costly for awoman. When experiments investigated the effects of
autocratic leaders - leaders who told people what to do without consulting them - women were
especialy negetively evduated. A highly assertive style is incongruent with our conception of
women and women are pendized if they adopt such astyle. There are no differences between
maes and femdesin their judgments.

Heilman, M. E. & Stopeck, M. H. (1985). Attractiveness and corporate success.
Different causd attributions for males and females. Journal of Applied Psychology, 70, 379-388.

Attractiveness helps men appear more competent but makes women appear less
competent. That is because attractiveness intensfies a person's gender. An aitractive man is
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more of aman and hence more competent than an unattractive man. An attractive woman is
more of awoman and hence less competent than an unattractive woman.

Hellman, M. E. (1980). The impact of Stuationd factors on personnd decisons
concerning women: Varying the sex compaosition of the gpplicant pool. Organizational
Behavior and Human Performance, 26, 386-395.

Women are judged more positively if they are more than 30% of the applicant pool than
if they are 25% or less of the pool.

Sackett, P. R., DuBois, C. L. Z., & Noe, A. W. (1991). Tokenism in performance
evauation: The effects of work group representation on male-femae and white-black
differences in performance ratings. Journal of Applied Psychology, 76, 263-267.

Women are judged more positively in work groups where they make up more than a third
of the group.

Dovidio, J. F. & Gaertner, S. L. (2000). Aversiveracism and selection decisons: 1989
and 1999. Psychological Science, 11, 315-3109.

White studentsin 1999 reported lessracia prgudice than did white students in 1989.
Nevertheess, in both time periods, white students recommended blacks for a position as a peer
counsdlor |ess often than they recommended whites when the targets had ambiguous
qudifications. (When targets had clearly strong or clearly weak qudifications, white sudents
recommended whites and blacks equdly often.) Observers judged the qudifications of both
races Smilarly, but gave whites the benefit of the doubt asfar as recommending them for a
position. Implications. good intentions are not enough; high-status targets are likely to be
recommended over low-gatus targets when their qudifications are in the mid-range.

I nter ventionsto promote gender equity

What administrators can do - implications of laboratory data

Vdian, V. (1998). Why so slow? The advancement of women. Cambridge, MA: MIT
Press, Chapter 14.

This chapter summarizes data showing when erroneous judgments are most likdly (little
time, divided attention, low accountability), what types of reasoning errors are exacerbated when
socid groups areinvolved (failure to gppreciate covariation, blocking, illusory correlation), how
to improve reasoning about others, and how to use the authority of leadersto legitimate other
leaders. Women, more often than men, lack information about what is required for career
advancement, take on routine responsbilities which will not help their advancement, and get less
mentoring from senior faculty.
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Vadian, V. (variousdates). Benefits of insuring gender equity; Analyzing and correcting
visible gender-equity problems; Analyzing and correcting hidden gender-equity problens,
Individual action for gender equity; Gender, power, and influence. Unpublished frequently-
updated manuscripts, Hunter College— CUNY. Available at www.hunter.cuny.edu/genderequity

These documents summarize @) reasons to promote equity (e.g., gender equity isa
window on inditutiona effectiveness), b) where problems — visble and hidden — are likely to
occur and possible solutions for them, ¢) what individuas can do, and d) how gender isrelated to
power.

Blair, I. V. & Bangji, M. R. (1996). Automatic and controlled processes in stereotype
priming. Journal of Personality and Social Psychology, 70, 1142-1163.

People can learn to reduce their reliance on gender schemas, even if they cannot
diminate their gender bias entirely.

Moskowitz, G. B., Gollwitzer, P. M., Wasd, W., & Schad, B. (1999). Preconscious
control of stereotype activation through chronic egditarian gods. Journal of Personality and
Social Psychology, 77, 167-184.

People who are actively and strongly commiitted to egdlitarian gods (being fair, tolerant,
and open-minded) are less likdly to be influenced by stereotypes. The article reviews other data
showing that being aware of bias, being motivated to be unbiased, and having time and attention
to devote to evauations of others, reduces biased judgments even if a schemais activated.

Brown, V. & Geis F. L. (1984). Turning lead into gold: Leadership by men and women
and the dchemy of socid consensus. Journal of Personality and Social Psychology, 46, 811-824.

Ges, F. L., Bogton, M. B., & Hoffman, N. (1985). Sex of authority role modes and
achievement by men and women: Leadership performance and recognition. Journal of
Personality and Social Psychology, 49, 636-653.

Geis F. L., Brown, V., & Walfe, C. (1990). Legitimizing the leader: Endorsement by
male versus femde authority figures. Journal of Applied Social Psychology, 20, 943-970.

Leaderslegitimize other leaders. Undergraduate evauators watched a videotape in which
five graduate students had a group discussion (Brown & Geis, 1984). On the tape, afaculty
member introduced one of the students as the leader. In one version of the tape the faculty
member vouched for the student's expertise, mentioning the student's theoretical knowledge and
performance ability. In the other version the faculty member smply said the sudent would be
the leeder. The two videotapes were otherwise identica. After watching the video, the
evauators judged the student leader on anumber of dimensons, including how much leadership
the leader showed, how good the leader's contributions were, how desirable it would be to hire
the leader, and how much salary the leader deserved. The leader scored higher on dl those
measures if the faculty member had vouched for the student's expertise. Asusud, there was no
difference in how male and femae evauators responded. The same effect occurred whether the
student leader was made or femae, and there was no difference in how positively male and
female leaders wererated. The same effect occurred whether the faculty member was male or
femde. A credible authority figure can successfully legitimize others. Chief academic officers
can creste academic leaders of both sexes.
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Kram, K. E. (1985). Mentoring at work: Developmental relationships in organizational
life. Glenview, IL: Scott Foresman.

Mentors can directly help proteges careersin 5 ways. §0onsoring promotions; coaching
for desired organizationa behaviors; protecting againgt problems; providing chalenges; and
showcasing talents and abilities. Mentors can help proteges persona goasin 4 ways:
developing a sense of sdif as a professond; counsdling; friendship; role modding. Only limited
tests for mentors success in any of the 9 domains exist.

Ragins, B. R. & Cotton, J. L. (1999). Mentor functions and outcomes. A comparison of
men and women in forma and informa mentoring relationships. Journal of Applied
Psychology, 84, 529-550.

Compared to forma mentoring, informa mentoring is spontaneoudy initiated, lasts for 3-
6 years, changes the amount, type, and purpose of contact over time, and may have more
motivated and skilled mentors. A survey of 614 protegesin mae-, femde-, and non-biased
occupations compared the effectiveness of formd and informa mentoring. Protegesin informal
mentoring reported more career development functions than did those in forma mentoring
relationships; they reported higher levels of compensation. Proteges (both mae and female) of
male mentors made more money than proteges of female mentors. Mde proteges of mae
mentors made the most money; female proteges of femae mentors made the leest. (Mde
mentors probably have more organizational power and knowledge than female mentors.)

Forma proteges made the same amount of money and had the same number of
promotions as individuas with no mentors; only informa proteges outearned and had more
promotions than those with no mentors. Forma mentoring programs should mimic informd
mentoring as much as possble. Cavest: the effectiveness of informa mentoring may be due to
selection factors.

What administrators can do - case studies

Fried, L. P., Francomano, C. A., MacDonald, S. M., Wagner, E. M., Stokes, E. J.,
Carbone, K. M., Bias, W. B., Newman, M. M., & Stobo, J. D. (1996). Career development for
women in academic medicine Multiple interventions in a department of medicine. Journal of
the American Medical Association, 276, 898-905.

The Johns Hopkins University Department of Medicine successfully developed a
program to advance women from assistant professor to associate professor.

Benz, E. J, J., Clayton, C. P,, & Costa, S. T. (1998). Increasing academic interna
medicings investment in femde faculty. American Journal of Medicine, 105, 459-463.
How medica schools can improve the status of femae faculty.

Schaler, M. & Crandall, C. S. (1999). Individud godsin evolving organizations.
American Psychologist, 54, 778-788.
Organizations with a diverse group of people are more open to innovative idess.
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Meyerson, D. E. & Fletcher, J. K. (Jan-Feb 2000). A modest manifesto for shattering the
glasscdling. Harvard Business Review, 127-136.

Smadl changesin procedures can have large long-term effects. Such changes can range
from lengthening interviews (to insure that mae interviewers are as effective with women
candidates as they are with men) to ensuring equa access to important ingditutiona committees
and positions.

What individual women can do

Vdian, V. (1998). Why so slow? The advancement of women. Cambridge, MA: MIT
Press. Chapter 14.

This chapter summarizes data on persond style and persona effectiveness, but warns that
women can do everything "right" and gill not advance because of structurd problems within the
inditution. Suggestions. build power, use a”neutrd” style in professona settings, become an
expert, negotiate, bargain, seek promotion, seek chalenging assgnments, seek information.

Kanter, R. M. (1979). Differential access to opportunity and power. InR. Alvarez & K.
G. Lutterman (Eds.), Discrimination in organizations (pp 52-68). San Francisco: Jossey-Bass.

A manua on how to achieve power in organizations. She defines power as efficacy in
shaping the gods and palicies of an organization or group. Activities build power if they are a)
out of the ordinary or pioneering or not part of the job description, b) visbleto othersin the
group, and ¢) relevant to current organizational problems. People who want to advance should
shun routing, invisble jobs. Adminigrators should equdize the presence of men and womenin
such jobs.

Ragins, B. R. & Sundstrom, E. (1989). Gender and power in organizations. A
longitudina perspective. Psychological Bulletin, 105, 51-88.

Women are less likely than men to obtain or receive information about promotion
possibilities, job openings, and other opportunities for advancement.

Ridgeway, C. L. (1982). Statusin groups. The importance of motivation. American
Sociological Review, 47, 76-88.

To be accepted as aleader, both men and women must demonstrate their competence to
the group, but women in addition must demondtrate that they are not trying to acquire status at
the expense of other members of the group. Women must subordinate, and be seen to
subordinate, their persona needs to the needs of the group. Attempts at sdlf-aggrandizement by
women are particularly negeatively perceived. Implications: women should be impersond,

friendly, and respectful.
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Spencer, S. J., Stede, C. M., & Quinn, D. M. (1999). Stereotype threat and women's
math performance. Journal of Experimental Social Psychology, 35, 4-28.

Stede, C. M. (1997). A threatintheair: How stereotypes shape intellectua identity and
performance. American Psychologist, 52, 613-629.

Inzlicht, M & Ben-Zeev, T. (2000). A threatening intellectud environment: Why
females are susceptible to experiencing problem-solving deficitsin the presence of maes.
Psychological Science, 11, 365-371.

Gender schemas are mentdly invoked both by observers and by women themsalves when
women are in amae domain, such as mathemétics, and their status as women is highlighted.
Women with high aspirations are subject to stereotype threet in such circumstances, resulting in
adecrement in performance.  Women placed in a group with two other people performed worst
on amath test if the other two people were mae, next worst if one of the other two was male,
and best if nonewere mae. Maes were unaffected by the sex composition of the group.

Stuhlmacher, A. F. & Walters, A. E. (1999). Gender differencesin negotiation outcome:
A meta-andyss. Personnel Psychology, 52, 653-677.

Walters, A. E., Stunlmacher, A. F., & Meyer, 1. 1. (1998). Gender and negotiator
competitiveness: A meta-andyss. Organizational Behavior and Human Decision Processes,
76, 1-29.

Kary, L. J, Thompson, L., & Gainksy, A. (2001). Battle of the sexes. Gender
gtereotype confirmation and reactance in negotiations. Journal of Personality and Social
Psychology, 80, 942-958.

Men are more competitive and more successful than women in negotiations. One
determinant of negotiation success is the ‘opening bid'; men tend to make more extreme opening
bids than women. In alaboratory smulation of mixed-sex purchase negotiations, ambitious
women did worse when their gender stereotypes were implicitly activated and better when they
were explicitly activated (Ieading to reactance).

Babcock, L. & Laschever, S. (2003). Women don't ask: Negotiation and the gender
divide. Princeton, NJ Princeton Univerdty Press.

One reason women do not do as well as men is that women attempt to negotiate in fewer
areas than men do. Another reason isthat organizations are more likely to respond well to men's
atempts to negotiate than to women's, especidly if women use a“"masculing’ negotiating style.

For other readings on negotiation, see
http:/Aww.hunter.cuny.edu/genderequity/seminars/f03_seminar_Dec03.htm



