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Abstract
Purpose – Using Schein’s Descriptive Index (SDI), this paper aims to first examine gender role stereotypes
and requisite managerial characteristics among Irish business students over a 10-year period. Then, the paper
investigates whether there have been changes in gender role stereotypes during this period and subsequently
unpack the reasons behind any changes recorded.
Design/methodology/approach – In total, 1,124 students from the same business student population
rated men, women and managers in general, using SDI. Data was collected first during the academic year 2008–
2009 and again in 2018–2019 to determine stability or change in gender role stereotypes and requisite managerial
characteristics. Intraclass correlation coefficients scores were computed to determine the relationship between
gender and requisite managerial characteristics and identify differences and similarities between the two
samples. To explore the content of gender stereotypes, an examination of the specific descriptive items was
conducted by performing a factorial analysis using Duncan’s Multiple Range Test. Finally, the authors adapted
the scales developed by Duehr and Bono (2006) to determine whether broad gender stereotypic characteristics
with respect to communal and agentic, attributed tomen, women andmanagers, differ by sample.
Findings – The overall findings indicate changes in the extent of gender role stereotyping of the managerial
role among the male cohorts studied. The subsequent analysis of the descriptive items identified that the
change among themale cohort is due to the levels of agency they perceive women to now possess.
Research limitations/implications – The authors contribute to the literature on both gendered and
managerial stereotypes by showing changes in the pro-male stereotype of the managerial role and contribute
to the existing debate on a shift towards a more androgynous view of leadership.
Practical implications – These findings help understand the content of gender role stereotypes that
recent graduates bring with them to their first job post-graduation. The observed changes in the level of
agency ascribed to women by their male counterparts could prove to be an important step forward for
women’s advancement to managerial positions.
Originality/value – The findings indicate that both male and female cohorts in Sample 2 perceived men and
women in general to possess the same levels of communal and agentic traits as their managerial counterparts.
Keywords Gender role stereotypes, Women in management, Agency, Communal,
Schein’s Descriptive Index
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Introduction
Despite significant progress towards gender equality in the workplace over the past few
decades, males continue to be overrepresented in the upper echelons of organizations
(Morgenroth et al., 2021) [1]. Studies since the 1970s have examined the reasons behind why
so few women reach the apex of organizational hierarchies (Powell et al., 2021) where
researchers have sought to understand and/or resolve gender inequalities and unequal
opportunities for women in management via theoretical and empirical research (Berkery,
2017). These studies have been conducted from a range of perspectives, chartering various
aspects of women in management including the differences between men and women in
decision making behaviours (Johnson and Powell, 1994; Powell, 1990), differences in
leadership styles (Eagly and Johannesen-Schmidt, 2007; Collins et al., 2014), role incongruity
(Eagly and Karau, 2002), organizational features impacting female progression (Ellemers,
2014), gender differences in notions of career success (Evers and Sieverding, 2014), pro-male
bias (Schein, 1976; Paris and Decker, 2012) and analyses of gendered power relations
(Ahonen et al., 2014) to name but a few. These established lines of enquiry have grown out of
the demand to challenge the prevailing paradigm that might be summarized as “think
manager – think male” (TMTM) (Schein, 1976), which sums up the world in which women
are meant to prove themselves.

To understand how individuals in management roles are recognized and perceived, it is
necessary to recognize the underlying cognitive processes. Schein’s (1976) classic study was
among the first study to do so and looked at the relationship between gender role
stereotypes and requisite managerial characteristics. In her seminal study, Schein (1973)
developed a list of 92 adjectives, divided into agentic, communal and general characteristics.
The study asked research participants to specify how each of these adjectives characterized
men, women and managers in general, with a resulting outcome that allowed conclusions to
be drawn about gender role stereotypes and requisite managerial characteristics. This body
of research has indicated that attribute ratings for men and managers are more similar than
attribute ratings for women and managers (Nett et al., 2021). In the intervening five decades,
this research has been replicated across different cultures using both student and workplace
populations (Schein, 1975, 1973; Martell et al., 1998; Boyce and Herd, 2003; Booysen and
Nkomo, 2010; Braun et al., 2017). Yet even though the percentage of women occupying
senior level roles has increase since the 1970s the TMTM paradigm phenomenon continues
to prevail (Offermann and Coats, 2018), particularly among male cohorts. While studies to
date provide a useful overview of gender role stereotypes and gender-biased perceptions of
managerial characteristics, these studies are not directly comparable, due to differences in
sampling groups, national contexts and societal changes over time, rendering it difficult to
draw overall conclusions around the stability of gender role stereotypes over time. Thus, the
impetus for this cohort study over a 10-year period was to examine stability and/or changes
to the content of gender role stereotypes and gender biased perceptions of the managerial
role among a business student population in Ireland. To do so, we surveyed a population of
business studies students, from the same programmes of study in 2008–2009 and again in
2018–2019 to identify the attributes ascribed to men, women and managers and
subsequently investigated the nature of any changes recorded over the 10 years. In doing so,
we gain a deeper understanding of gender role stereotypes within a particular population,
and unlike most studies using Schein’s Descriptive Index (SDI) as their research instrument,
we examine the content of these changes. From a practical perspective, this will provide
future perspective employers with an insight into the cognitive processes of the younger
generations of men and women and their perceptions of the characteristics necessary for the
managerial role. From a theoretical perspective, we add to the existing body of knowledge
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on the perceptions of the characteristics necessary for managerial roles and androgynous
leadership (Powell et al., 2021). The remainder of this paper is structured as follows: the
literature review opens with a discussion of gender role stereotypes, using social role theory
as the theoretical underpinning, which subsequently informs our two research questions. The
methods, participants and procedures are then outlined. We then present the findings of our
analysis, before discussing their implications from a theoretical and practical perspective.
The paper concludes by outlining the limitations of this study and recommendations for
future research, before drawing conclusions and closing off with concluding remarks.

Literature review
Gender stereotypes
Gender stereotyping has been defined as “the belief that a set of traits and abilities is more
likely to be found among one sex than the other” (Schein, 1978, p. 259). Traditionally gender
stereotypes have created perceptions around what roles should/should not be assigned to
each gender in particular societies. Because of such gender stereotypes or gender role beliefs,
the capacity of one gender in a particular role, for example, women in management may be
questioned. In the literature, managerial or leader stereotypes are often referred to as an
individual’s implicit theory of leadership (Epitropaki and Martin, 2004; Junker and Van
Dick, 2014), and subsequently inform stereotypes. Through gender role stereotyping we can
categorize individuals into groups based on their gender, and our perceptions will be
influenced by what we know about the gender as a whole. Investigations into gender
stereotypes has become an established line of enquiry, with early studies by McKee and
Sherriffs (1957), Rosenkrantz et al (1968), Broverman et al (1972), Schein (1976, 1975, 1973)
and continuing to the present with Booysen and Nkomo (2010), Koenig et al (2011), Hyde
(2014), Nett et al. (2021) and Feenstra et al. (2023). Historically, men and women were
expected to have or acquire gender-specific skills, gender-specific self-concepts and
personality concepts to be masculine or feminine as described by that society (Barry et al.,
1957; Bem, 1981). As a result, men and women were expected to behave in ways which are
consistent with their culturally defined gender roles within their society. This is explained
further through the theoretical lens of social role theory.

Social role theory
Social role theory (Eagly and Wood, 2016; Eagly and Karau, 2002) suggests that stereotypes,
including those associated with gender and the managerial role, originate from observations
of the distribution of women and men into social roles (Eagly and Steffen, 1984; Koenig and
Eagly, 2014). All societies assign specific roles to adults based on their gender, which is then
passed on in the socialization of their children and to subsequent generations. By virtue of
belonging to the social categories of men or women, individuals encounter broad expectations
about men and women within a particular society (Diekman and Schneider, 2010). In line with
this, Eagly (1987) argues that the roles assumed by individuals are based on the society to
which they belong, and as a result, men and women are expected to behave in ways which are
consistent with their culturally defined gender roles. Given that men have historically
occupied the social role of manager in far greater numbers than their female counterparts,
particularly at the most senior managerial levels, men’s traits have been on greater display in
these managerial roles compared to those of women. As a result, managerial stereotypes
emphasize traits associated with men (Ellemers, 2018), and stability in the relationship
between gender and managerial stereotypes may provide a partial explanation for why
women remain disadvantaged in attaining and advancing within managerial ranks despite
increases in their overall numbers in the workforce (Powell et al., 2021).
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Although social roles are thought to be deeply engrained in society, Anglin et al. (2022, p.
1478) propose that “these roles can and do change over time”. Social role theory predicts that
the female gender role stereotype could shift given changes in the number of women in
managerial roles (Arnold and Loughlin, 2019). As a result, any changes in men’s and
women’s responsibilities and opportunities can shift gender-typed social roles. For example,
changes in labour force participation have a direct influence on the basic distinction of role
theory inside the labour force (Hoffman, 1977; Eagly and Steffen, 1984). As a result, the
perceptions about women’s suitability for managerial positions should change as the
number of women in managerial roles increase. Recent statistics published by the European
Commission (2021) indicate a rise in the numbers of women filling managerial positions in
Europe, which accounted for 35.3% of managerial positions. This lags behind Australia
(41%) as reported by the Workplace Gender Equality Agency, and the USA (40.9%) as
reported by the US Bureau of Labour Statistics. Within an Irish context, statistics published
by the CSO (2020) indicate that women occupy 26% of all senior roles in large enterprises;
11.5% of Chief Executive Officer (CEO) roles; 28.3% of Senior Executive roles; 19.6% of
Boards of Directors positions; and 7.4% of Chairperson roles. Furthermore, as Berkery and
Ryan (2022) note, business schools are uniquely positioned to promote gender inclusivity,
not only in the workplace but also in society in general. Since the early 2000s, six business
schools in Ireland have achieved The Association to Advance Collegiate Schools of Business
accreditation (AACSB). Under AACSB governance, business schools are required to include
diversity education in the curriculum. Other initiatives such as Principles for Responsible
Management Education (PRME), Women’s Empowerment Principles (WEPs) and the
Athena Swan Charter further ensure that business schools set best examples by creating a
climate of inclusion and diversity throughout the institution, within the classrooms and
within the curriculum.

Within the context of this study, students in Cohort 2 attended university at a time when
there was a greater number of women in management, compared to those in Cohort 1, and at
a time when the business school was signed up to PRME, had attained a bronze Athena
Swan award and were on course for attaining AACSB accreditation. Based on the
underlying premises of these accreditations, students in Cohort 2 should have had more
exposure to more female professors, and a more inclusive curriculum, which coupled with an
increased representation of females in senior level managerial roles, should impact on the
traditional stereotypes held of the attributes ascribed to men, women and managers in
general. To determine whether attitudes among business students around gender role
stereotypes and requisite managerial characteristics have changed over this 10-year period,
we ask the following question:

RQ1. Has gender typing of the managerial role changed over the 10-year period of this
study?

Content of gender role stereotypes
Attributes of gender stereotypes are described across two dimensions: agentic and
communal (Nett et al., 2021). Agentic attributes are more strongly associated with men and
express a tendency to be assertive and controlling, such as being dominant, ambitious,
independent and confident (Eagly and Karau, 2002). Communal attributes, on the other
hand, are associated more with women and relate to concern for others, such as being
helpful, kind, nurturing, emotionally expressive and affectionate (Eagly and Karau, 2002).
Communal and agentic orientations are considered to be the qualities required for certain
roles and positions; therefore, workers are seen as more agentic and less communal than
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homemakers (Eagly and Steffen, 1984, 1986; Hoffman and Hurst, 1990), and full-time
workers more agentic than part time workers (Eagly and Steffen, 1986). Studies indicate that
agentic characteristics are usually seen to be essential for successful leadership (Duehr and
Bono, 2006; Nett et al., 2021), showing that high status is related to the perception of agency,
rather than communal. As a result, Eagly and Johannesen-Schmidt (2007) suggest that the
communal attributes ascribed to women in general put women in the pursuit of leadership
roles at a disadvantage.

Recently, Eagly et al. (2020) found that as the roles of men and women have changed so too
have consensual beliefs about their attributes. In a meta-analysis of gender stereotypes over a
seven-decade period, Eagly et al. (2020) showed a clear growth in the ascription of communal
traits to women relative to men, representing change, but a lack of change in agency, with men
retaining their agency advantage, denoting stability in agency across time. In interpreting
their findings, they explain that even though women have entered the workforce in greater
numbers, they have been oriented towards jobs emphasizing social skills and social
contributions (Eagly et al., 2020). However, contrary to these findings, a study by Berkery et al.
(2013) found that males continue to be viewed as agentic in nature, while women were viewed
as more androgynous by both male and female respondents. Furthermore, work by Powell
et al. (2021) shows that over the course of their study, spanning five decades, the descriptions
of a “good manager” has a decreasing emphasis on masculinity and increasing emphasis on
femininity, leading to a more androgynous description of a “goodmanager”. Finally, and most
recently, Feenstra et al. (2023) found a decreased preference for masculine and increased
preference for feminine leadership traits in 2020 compared to 2005. This led to them drawing
the conclusion that “[. . .] strengthens the observation that the stereotype of a ‘good manager’
is becoming less gendered” (Feenstra et al., 2023, p. 1). To unpack any changes recorded in
RQ1, we put forward the following question:

RQ2. Have perceptions of communal and agentic traits possessed by men, women and
managers changed during this study?

Methods
Participants
The data used in this study is drawn from two cohorts of undergraduate business studies
students (n¼ 1,124) at a large public University in the Republic of Ireland. The data in Cohort
1 was collected during the spring semester of the 2008–20009 academic year (n ¼ 555) and
the data in Cohort 2 was collected during the spring semester of the 2018–2019 academic year
(n¼ 569). The surveys were administered (handed out and collected) at the end of class over
a two-week period on both occasions. All survey responses were optional, and confidentiality
and anonymity were assured. Surveys were eliminated if gender of respondent was not
reported, survey was incomplete or non-variability was demonstrated in item ratings (n ¼
21). The average age of the sample is 20.74 years, consisting of 49%male responses and 51%
female responses. See Table 1 for a more detailed demographic profile of the sample.

Instruments used
We use the classic TMTM paradigm to aid comparisons with past studies. In total, there
were three versions of our survey, which included the original 92 adjectives listed on SDI.
Participants were randomly assigned one of the three target conditions to rate – men,
women and managers in general. For example, some participants were asked to report the
extent to which each adjective was reflective of “managers in general”. In this instance,
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participants were instructed that when making their judgements they should imagine they
were about to meet the person for the first time and the only thing they knew in advance was
the person was a manager. These instructions were modified for each of the target
conditions. Participants rated the adjectives on a five-point scale: 1 – Not characteristic; 2 –
Somewhat uncharacteristic; 3 – Neither characteristic nor uncharacteristic; 4 – Somewhat
characteristic; 5 – Characteristic. Each participant responded to only one target condition.

In our sample, we have two cohorts, which are subsequently broken down by gender
creating four distinct samples in this research. In interpreting our results, it is important to
keep in mind that we have four samples and three target conditions; thus, in some cases, we
will be presenting the results of 12 different comparisons for a single research question.
Table 2 is a useful guide when following our results, where we provide a breakdown of
responses by cohort and gender.

Procedures
Our procedures and measures matched those of Schein (1973). Data was analysed using the
Statistical Package for Social Sciences, Version 26 forWindows (SPSS Inc., Chicago, IL, USA).

Gender stereotypes. In line with previous studies using the TMTM paradigm, intraclass
correlation coefficients (ICC, r1) were computed using mean values of descriptive items for

Table 1.
Demographic profile

of sample

Source Cohort 1 Cohort 2

Gender
Male 258 (46.5%) 287 (50.4%)
Female 297 (53.5%) 280 (49.6%)

Average age*
Male 21 (min 18, max 54) 20.87 (min 18, max 49)
Female 20.93 (min 18, max 37) 20.5 (min 18, max 31)

Year of study**
1st year 82 107
2nd year 209 243
4th year 264 269

Notes: *The higher max age is indicative of the mature students who were undertaking an undergraduate
degree; **3rd year students were on scheduled work placement at the time of surveying
Source: Created by the authors

Table 2.
Breakdown of

responses by sample,
gender and target

condition

Source

Cohort 1
Male responses
2008–2009

Cohort 2
Male responses
2018–2019

Cohort 1
Female responses

2008–2009

Cohort 2
Female responses

2018–2019
Total

responses

Men in general 85 109 105 118 417
Women in
general 77 107 103 88 375
Managers in
general 96 71 89 76 332
Total responses 258 287 297 282 1,124

Source: Created by the authors
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each group to determine the relationship between gender and requisite managerial
characteristics. A high ICC (close to 1) indicates high similarity between the target
conditions, for example, an ICC score of 0.98 for the ratings of men and managers represents
a high degree of similarity between the ratings of men and managers. On the other hand, a
low ICC (close to zero) of 0.12 for the ratings of men and managers represents a very low
degree of similarity between the ratings of men and managers. In line with research
conducted by Duehr and Bono (2006), if the difference in the correlation between two sets of
conditions (e.g. managers and men in general as compared to managers and women in
general) exceeds 0.29, the difference is statistically significant (p < 0.05), assuming equal
variance across samples.

Similarities between men/women and managers.While the ICC analysis tells us the extent
to which the stereotypes of different groups overlap, they do not provide an insight into what
makes men/women more similar/different to managers. To explore the content of stereotypes,
an examination of the specific descriptive items was conducted by performing a factorial
analysis using Duncan’s Multiple Range Test. This allowed us to examine the ratings of the 92
descriptive items and compare the ratings of male students to ratings of female students for
each of the three target conditions (men, women and managers). These results give us an
insight into the adjectives on which men, women and managers scored highest/lowest on.
Finally, we adapt the scales developed by Duehr and Bono (2006) to determine whether broad
gender stereotypic characteristics with respect to communal and agentic traits, attributed to
men, women and managers, differ by sample. In total, 14 adjectives were used, 7 communal
characteristics (aware of feelings of others, creative, helpful, kind, passive, submissive and
sympathetic) and 7 agentic characteristics (aggressive, ambitious, analytical ability, assertive,
dominant, forceful and self-confident). The results are presented for our four samples.

Results
These tests revealed that gender of the respondent did have an impact on the relationship
between gender role stereotypes and requisite management characteristics in Cohort 1, with
male’s gender typing the managerial role in favour of men. Women in Cohort 1 did not
gender type the managerial role. Among Cohort 2, there is evidence of changes in the extent
of gender role stereotyping of the managerial role among the male cohorts studied. These
results are outlined in Table 3.

Taken as a whole, the results in Table 3 indicate that the perceived similarity between
men and managers has remained consistent across time and samples; however, the
perceived similarity between women and managers has changed among the male sample as
males no longer gender type the managerial role to the same extent as they did in Cohort 1.
Therefore, in response to RQ1, our findings point to a change in pro-male bias of the
managerial role among the male cohorts studied.

Given the evidence in our data that stereotypes are changing, we set about answering our
second research question. Firstly, we conducted Duncan’s multiple range test for unequal
sample sizes to determine the significance of the difference between the mean ratings of
men, women andmanagers, by performing a factorial analysis. The significant group effects
are highlighted in Table 4. An alpha level p< 0.001 was used as the criterion of significance.

Further analysis revealed that over the 10-year period, the number of items on which
men were more like managers decreased from 28 to 20 by male respondents and from 19 to 7
by female respondents. In contrast, the number of items on which women were rated more
like managers increased from 3 to 7 by male respondents and from 3 to 19 by female
respondents. Duncan’s multiple range test also gave an aggregate score for the rating of
each item as rated for men, women andmanagers. This allowed us to determine the items on
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which men, women and managers scored highest. The descriptive items were examined
further to determine the top 20 items rated for each of the three conditions by each gender
across both samples. Among the male samples, the number of items within the top 20 rated
items common to women and managers has increased from 0 items in Cohort 1 to five items
in Cohort 2, while the number of items common to both men and managers reduced from ten
items in Cohort 1 to nine items in Cohort 2. The number of items common across all three
has remained at three. These are outlined in Table 5.

Among the female samples, the number of items within the top 20 rated items common to
men, women, and managers has increased from two items in Cohort 1 to six items in Cohort
2, while the number of items common to both women and managers increased from two
items in Cohort 1 to ten items in Cohort 2. To further our understanding in this area, we
obtained mean adjective ratings for the communal and agentic scales developed by Duehr
and Bono (2006). These data are presented for our four samples (Table 6). Examining the
mean scores across samples and time allows us to identify changing trends, enabling us to
develop a more detailed narrative around the changes recorded in the ICC scores.

To determine differences in the levels of communal and agentic traits attributed to men,
women, and managers between the two cohorts, a series of ANOVAs were conducted.
Where the overall F statistic was significant, we conducted Bonferroni post hoc comparisons

Table 3.
Analysis of variance
of mean item ratings

and intraclass
coefficients by cohort

and gender of
respondent

Source
Cohort 1 Cohort 2

df MS F r1 MS F r1

Males respondents
Managers and men
Between items 91 0.662 5.85*** 0.706*** 0.469 6.01*** 0.743***
Within items 92 0.113 0.078

Managers and women
Between items 91 0.449 1.38* 0.203* 0.483 3.28*** 0.497***
Within items 92 0.325 0.147

Females respondents
Managers and men
Between items 91 0.735 3.60*** 0.577*** 0.609 3.65*** 0.570***
Within items 92 0.204 0.167

Managers and women
Between items 91 0.716 2.55*** 0.465*** 0.768 4.99*** 0.663***
Within items 92 0.280 0.154

Notes: ***p < 0.001, *p < 0.05; The MS for between items looks at the amount of variation that can be
explained by accounting for differences between the descriptive items. TheMS for within items looks at the
variation within each descriptive item across the two groups (men and managers). If men and managers are
rated similarly, the within item will be small compared to the between item, and the F statistic will be
significant, as is in this case. df ¼ Degrees of Freedom; MS ¼ Mean; Squared r1¼ Interclass correlation
coefficient score (ICC)
Source: Created by the authors

Table 4.
Number of items

displaying a
significant group

effect

Cohort 1 –male ratings Cohort 1 – female ratings Cohort 2 –male ratings Cohort 2 – female ratings

46 57 70 81

Source: Created by the authors

Content of
gendered

stereotypes

335



Co
ho
rt
1

Co
ho
rt
2

It
em

s
co
m
m
on

to
on
ly

m
en

an
d
m
an
ag
er
s

It
em

s
co
m
m
on

to
on
ly

w
om

en
an
d
m
an
ag
er
s

It
em

s
co
m
m
on

ac
ro
ss

al
lt
hr
ee

co
nd

iti
on
s

It
em

s
co
m
m
on

to
on
ly

m
en

an
d
m
an
ag
er
s

It
em

s
co
m
m
on

to
on
ly

w
om

en
an
d
m
an
ag
er
s

It
em

s
co
m
m
on

ac
ro
ss

al
l

th
re
e
co
nd

iti
on
s

M
al
e
ra
tin

gs
Co

m
pe
te
nt

A
m
bi
tio

us
Le
ad
er
sh
ip

ab
ili
ty

In
te
lli
ge
nt

St
ro
ng

ne
ed

fo
r

ac
hi
ev
em

en
t

Co
m
pe
tit
iv
e

In
te
lli
ge
nt

H
ig
h
ne
ed

fo
rp

ow
er

U
nd

er
st
an
di
ng

Co
m
pe
tit
iv
e

St
ro
ng

ne
ed

fo
r

ac
hi
ev
em

en
t

Pe
rs
is
te
nt

In
de
pe
nd

en
t

Pe
rs
is
te
nt

So
ci
ab
le

Le
ad
er
sh
ip
ab
ili
ty

A
m
bi
tio

us
H
el
pf
ul

In
de
pe
nd

en
t

Sk
ill
ed

in
bu

si
ne
ss

m
at
te
rs

Co
m
pe
te
nt

Se
lf-
re
lia
nt

D
ec
is
iv
e

A
ss
er
tiv

e
D
es
ir
es

re
sp
on
si
bi
lit
y

Sk
ill
ed

in
bu

si
ne
ss

m
at
te
rs

Co
ns
is
te
nt

Lo
gi
ca
l

Se
lf-
re
lia
nt

Se
lf-
co
nfi

de
nt

Fe
m
al
e
ra
tin

gs
Co

m
pe
tit
iv
e

In
te
lli
ge
nt

A
m
bi
tio

us
H
ig
h
ne
ed

fo
rp

ow
er

H
el
pf
ul

Le
ad
er
sh
ip
ab
ili
ty

H
ig
h
ne
ed

fo
rp

ow
er

Pe
rs
is
te
nt

In
de
pe
nd

en
t

In
te
lli
ge
nt

Co
ns
is
te
nt

In
de
pe
nd

en
t

St
ro
ng

ne
ed

fo
r

ac
hi
ev
em

en
t

D
om

in
an
t

Co
m
pe
te
nt

In
te
lli
ge
nt

A
ut
ho
ri
ta
tiv

e
A
ut
ho
ri
ta
tiv

e
W
el
li
nf
or
m
ed

Pe
rs
is
te
nt

Se
lf-
co
nfi

de
nt

St
ro
ng

ne
ed

fo
r

ac
hi
ev
em

en
t

Le
ad
er
sh
ip
ab
ili
ty

A
m
bi
tio

us
Se
lf-
re
lia
nt

Co
m
pe
te
nt

S
ou

rc
e:

Cr
ea
te
d
by

th
e
au
th
or
s

Table 5.
Items across the top
20 rated items
common to men and
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and managers and
across all three
conditions by cohort
and gender
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to identify samples that were statistically significant (this was conducted on the agency scale
for men in Cohorts 1 and 2 and on the communal scale for men in Cohort 1 and women in
Cohort 1). Bonferroni post hoc comparisons were used to adjust the family pair-wise error
rate to be at or below p < 0.05 for all comparisons. The results show significant differences
were recorded on the agency scale by men in Cohort 1 (F (2,18), 6.747, p < 0.01, v2 ¼ 0.35),
indicating that ratings of women on the agency scale were significantly different to the
ratings of both men and managers (p< 0.001). Significant differences were also identified on
the agency scale within the male sample in Cohort 2 (F (11,72), 3.065, p < 0.01, v2 ¼ 0.001),
whereby a significant difference was recorded in the mean ratings of men and women. No
differences were recorded on the agency scale within the female samples. Although
differences were recorded within the communal scale by men in Cohort 1 (F (3,33), 5.034, p <
0.05, v2¼ 0.183) and women in Cohort 1 (F (2,33), 3.694, p< 0.05, v2¼ 0.130) our Bonferroni
correction did not yield significant differences between samples (p < 0.05). Overall, these
results show that both male and female cohorts in Sample 2, perceived men and women to
possess the same levels of agency and communal as their managerial counterparts.

Discussion
Studies, spanning five decades, indicate a managerial pro-male bias (Braun et al., 2017),
which can be summarized as the TMTM paradigm (Schein, 1976). While these studies have
made a significant contribution to the literature, they are not directly comparable as they do
not allow for change or stability within populations to be identified due to difference in
sample sizes, cultures and societal changes over time. To overcome these challenges, against
the backdrop of increased numbers of women in management, and a move towards greater
levels of inclusion and diversity both in the curriculum and structures within universities,
our study is based on two samples of undergraduate business students in an Irish
University over a 10-year period. To identify stability or change in gender role stereotypes
and requisite managerial characteristics within this population, we set about answering two
research questions. In doing so, we make a significant contribution to the literature on both
gendered and managerial stereotypes in three main areas: changes to gender typing of the
managerial role; the debate on the difference in agentic and communal levels between men
andwomen; and women’s ability to effectively enact various styles of leadership styles.

Table 6.
Mean adjective

ratings for agency
and communion
across samples

Conditions and scales Male cohort 1 Male cohort 2 Female cohort 1 Female cohort 2

Men
Agency 3.85a 3.57a 3.78 3.53
Communion 3.03 2.99 3.03a 2.97

Women
Agency 3.18a,b 3.07a 3.35 3.15
Communion 3.62 3.53 3.74a,b 3.66

Managers
Agency 3.86b 3.43 4.01 3.64
Communion 3.18 3.00 3.19b 3.13

Notes: aDenotes a significant difference in the mean rating of agency recorded for men and women by
males in cohort 1– meaning respondents perceived men and women to possess significantly different levels
of agency, p< 0.05; bdenotes a significant difference in the mean rating of agency recorded for women and
managers by males in cohort 1, p< 0.05
Source: Created by the authors
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In response to RQ1, we found changes to the extent of gender role stereotyping of the
managerial role among the male cohorts studied, indicating that this population do not have
the same pro-male gender stereotype of the managerial role, as held by their counterparts
10 years earlier. These students will enter the workforce with a more egalitarian view of the
managerial role. Identifying this change, particularly among the male cohort in our study
offers evidence of the impact of societal changes and the impact of a purpose driven gendered
curriculum in education in the development of a young adults’ cognitive representation of
management. Previous research has shown that women are disproportionally affected by
cognitive schema which are inherently biased towards a male manager prototype, resulting
in the under representation of women in managerial positions (Braun et al., 2017). The
findings of this study indicate that both men and women are now perceived to have the
characteristics necessary for the managerial role.

To unpack the content of these changes recorded in answering RQ1 we set about
answering RQ2. In response to RQ2, we found the reduced pro-maleness of the managerial
role is attributed to the way in which women are now perceived. On examining the ratings of
the 92 descriptive items, we found that the number of items on which men were rated
more like managers decreased from 25 to 18 by male respondents and from 18 to 6 by
female respondents. In contrast, the number of items on which women were rated more
like managers increased from 3 to 7 by male respondents and from 3 to 17 by female
respondents. To further our understanding in this area, we obtained mean adjective ratings
for the communal traits and agency scales developed by Duehr and Bono (2006). These
results indicate that the changes in the ratings of females on the agency scale by men in
Cohort 2 have reduced gender stereotyping of the managerial role. Furthermore, our
findings indicate that both the male and female cohorts in Sample 2, perceived men and
women to possess the same levels of agentic and communal traits as their managerial
counterparts. These results complement existing research reporting increases in the
perceived masculinity (Twenge, 1997) and agency of women (Diekman and Eagly, 2000;
Duehr and Bono, 2006). Gender stereotypes are formed by people’s assumptions of
communal and agentic qualities underpinning women’s andmen’s usual role actions. These
stereotypes, in turn, can help or hinder women and men’s abilities to fill and succeed in
social roles that demand agentic or communal attributes. To the extent that people
internalize stereotypes pertaining to their gender, they gain gender identities by which
women are regarded as communal and men as agentic (Sczesny et al., 2018). Social role
theory (Eagly, 1987) contends that stereotypes are based on observations of the distribution
of people into social roles. Although stereotypes tend to be regarded as static constructs
(Hilton and Von Hippel, 1996), they may also be dynamic constructs (Diekman and Eagly,
2000). Therefore, if the distribution of women and men into the social role of manager were
to change, that is an increase in the number of female managers, the content of managerial
stereotypes may change to follow (Powell et al., 2021). This is in line with Anglin et al. (2022,
p. 1478) who propose that social roles “can and do change over time”. Similarly, Lord and
Maher (1991), suggest that individual’s detailed knowledge structures regarding leadership
are altered based on day-to-day experiences, meaning, the perceptions about women’s
suitability for managerial positions should change as the number of women in managerial
roles increase. Our findings support this claim, particularly in terms of the increased
perceived levels of women’s suitability for the managerial role.

Early leadership theories were based primarily on observations of male leaders (Powell
et al., 2021). However, in recent decades, leadership theories have emerged and place greater
emphasis on the communal traits associated with women. For example, as a leadership
style, transformational leadership has been associated with both feminine and masculine
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traits (Eagly et al., 2003; Powell et al., 2021). Transformational leadership includes many
communal aspects, under the theme “individualized consideration”, whereby leaders focus
on developing subordinates, mentoring subordinates and focusing on individual employee
needs (Eagly and Johannesen-Schmidt, 2001). The literature advocates a more suitable fit
between women transformational leadership (Zhang et al., 2015; Berkery et al., 2013; Powell
et al., 2021). Kark et al. (2012) highlight the pressure on organizations to change towards less
hierarchical structures with greater levels of flexibility, which in turn requires management
to engage in collaboration, cooperation, openness, sensitivity and empathy to succeed. These
changes challenge traditional conceptions of leadership, placing a greater emphasis on a
more people oriented and communal approach to leadership (Avolio et al., 2009). Our
findings indicate that women in general are perceived to possess the same levels of agentic
and communal traits as their managerial counterparts, rendering them suitable to adapt to
both traditional leadership models built on agency, as well having the levels of communal
traits to adapt to more transformational leadership styles.

Practical implications of these findings
Diekman et al. (2004) propose that as women gain greater access to managerial positions,
gender differences in power within organizations will begin to erode. For this to happen
women must be first perceived to be a suitable fit to the managerial role. The male students
from Sample 1, who are now in the workforce for over ten years, entered their careers with
the perception that women do not hold the characteristics necessary for management roles.
This incongruence between the women and managerial role, coupled with deeply engrained
organizational cultures, may result in women being unfairly treated and overlooked for
promotions as they are seen to be lacking in managerial characteristics compared to their
male counterparts. Research suggests implicit bias tends to be formed through early life
experiences (Braddy et al., 2020) and are resistant to change suggesting many of the male
students in Cohort 1 may have entered their first role with role congruity bias (Eagly and
Karau, 2002) which creates prejudice towards women as managers, and if left unchallenged
or addressed will be carried with them as they progress through the organization’s
hierarchy. These prejudices that arise when group stereotypes do not match cultural groups
or organizational roles, and are a form of implicit or unconscious bias (Wiedman, 2020). If
left unchecked for the males in Cohort 1, when in decision making recruitment roles, may
result in the best potential candidate for a position being overlooked because of their gender.
As a starting point, it is important that organizations acknowledge the existence of
unconscious biases in the form of gender stereotyping. This may be done through
organizations assessing these implicit gender biases in their operations, through perceptions
surveys, language analysis, analysis of gender gaps in pay and career advancement and
measure their impact on staff (ILO, 2017). Organizations should ensure that all hiring, and
promotion processes extend equal opportunities to men and women. Also, work needs to be
done with existing employees to uncover mental models and perceptions of leadership that
form the basis of role congruity or incongruity, illuminating and developing a more
egalitarian view. Finally, for those currently employed in organizations, unconscious bias
training should be provided. Any such training should be complemented with capacity
building so that employees are equipped with strategies that mitigate the influence of
unconscious biases (ILO, 2017).

Furthermore, new generations entering the workforce are not seeking just a paycheck,
they are looking for organizations with a greater work-life balance (S�anchez-Hern�andez et al.,
2019) companies that are engaged in environmental and socio-economic concerns (McCrindle,
2006) and organizations that drive diversity, equality and inclusion which is suggested to be
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an evenmore salient concern for newer generations (Schroth, 2019). The findings of our study
demonstrates that the later cohort is entering into the workplace with a more androgynous
view of the managerial role, like that of Powell et al. (2021) and as such their expectations
upon joining an organization would be that the systems and decision-making process
support this view. If organizations are looking to attract and retain these new generations of
recruits, they must examine their current procedures and practices in terms of their
alignment and development of gender-neutral prototypes. Authentic, transparent and results
focused systems that actively govern an equitable, inclusive and diverse organization are
called for by this enlightened and discerning generation.

Limitations
This study was subject to several limitations that suggest opportunities for future research.
The data were collected from samples of Irish business studies student populations and as a
result the findings may be unique to this population and should not be generalized to other
populations or national cultures without additional research. Also, while the findings in this
study allowed us to determine that gender role stereotypes among business students are
changing, it does not give us insight into what is happening within the workforce. Further
research is merited in this area to capture the perceptions of the current workforce in Ireland
to determine whether gender role stereotypes of requisite managerial characteristics exist in
the Irish workforce. From a quantitative perspective, SDI could be administered to
determine the degree of similarity/differences that exist of the perceptions of men, women
and managers in general. This data could be followed up with focus groups and interviews
to yield a greater understanding of the experiences of both genders in the Irish workforces,
from the perspective of securingmanagerial positions.

Conclusion
The findings of this study are significant and encouraging for women aspiring to
management as they demonstrate that the relationship between gender and managerial
preconceptions have changed over the 10-year course of this study. This study indicates a
significant reduction in the pro-male bias of managerial stereotypes, signaling a greater level
of role congruity between women and the managerial role. They are also significant from an
organizational viewpoint, as it is now the responsibility of organizations to create and foster
an inclusive work environment so that women aspiring to managerial positions are given the
same opportunities as their male counterparts, without bias towards their gender.

Note

1. For this study, we use the terms management and leadership interchangeably, as the literature
and measure we review do not allow leader or management roles to be separated. We define the
leaders and managers, as individuals who are appointed into positions of authority, with
responsibility for dyadic relationships within an organization.

References
Ahonen, P., Tienari, J., Meriläinen, S. and Pullen, A. (2014), “Hidden contexts and invisible power relations:

a Foucauldian reading of diversity research”,Human Relations, Vol. 67 No. 3, pp. 263-286.
Anglin, A.H., Kincaid, P.A., Short, J.C. and Allen, D.G. (2022), “Role theory perspectives: past, present,

and future applications of role theories in management research”, Journal of Management,
Vol. 48 No. 6, pp. 1469-1502.

GM
39,3

340



Arnold, K.A. and Loughlin, C. (2019), “Continuing the conversation: questioning the who, what, and
when of leaning in”,Academy ofManagement Perspectives, Vol. 33 No. 1, pp. 94-109.

Avolio, B.J., Walumbwa, F.O. andWeber, T.J. (2009), “Leadership: current theories, research, and future
directions”,Annual Review of Psychology, Vol. 60 No. 1, pp. 421-449.

Barry, H., Bacon, M.K. and Child, I.L. (1957), “A cross cultural survey of some sex differences in
socialization”,The Journal of Abnormal and Social Psychology, Vol. 55 No. 3, pp. 327-332.

Bem, S.L. (1981), “Gender schema theory: a cognitive account of sex typing”, Psychological Review,
Vol. 88 No. 4, pp. 354-364.

Berkery, E., Morley, M. and Tiernan, S. (2013), “Beyond gender role stereotypes and requisite managerial
characteristics”,Gender inManagement: An International Journal, Vol. 28 No. 5, pp. 278-298.

Berkery, E. and Ryan, N. (2022), “Balancing the scales: Changing perceptions of gender stereotypes
among students in a PRME champion business school”, Business Schools, Leadership and the
Sustainable Development Goals, Routledge, NewYork, NY, pp. 85-99.

Berkery, E.C. (2017), Of Seats, Stereotypes and Structures: Empirical Contributions on Women in the
Workplace from a Gender-Organisation-Systems Perspective, University of Limerick, Limerick.

Booysen, L. and Nkomo, S. (2010), “Gender role stereotypes and requisite management characteristics: the
case of South Africa”,Gender inManagement: An International Journal, Vol. 25 No. 4, pp. 285-300.

Boyce, L.A. and Herd, A.M. (2003), “The relationship between gender role stereotypes and requisite
military leadership characteristics”, Sex Roles, Vol. 49 Nos 7/8, pp. 365-378.

Braddy, P.W., Sturm, R.E., Atwater, L., Taylor, S.N. and McKee, R.A. (2020), “Gender bias still plagues
the workplace: Looking at derailment risk and performance with self–other ratings”, Group and
OrganizationManagement, Vol. 45 No. 3, pp. 315-350.

Braun, S., Stegmann, S., Hernandez Bark, A.S., Junker, N.M. and van Dick, R. (2017), “Think manager—
think male, think follower—think female: Gender bias in implicit followership theories”, Journal
of Applied Social Psychology, Vol. 47 No. 7, pp. 377-388.

Broverman, I.K., Vogel, S.R., Broverman, D.M., Clarkson, F.E. and Rosenkrantz, P.S. (1972), “Sex-role
stereotypes: a current Appraisal1”, Journal of Social Issues, Vol. 28 No. 2, pp. 59-78.

Collins, B.J., Burrus, C.J. and Meyer, R.D. (2014), “Gender differences in the impact of leadership styles
on subordinate embeddedness and job satisfaction”, The Leadership Quarterly, Vol. 25 No. 4,
pp. 660-671.

CSO (2020), “Women andmen in Ireland 2019”,Women andMen in Ireland, Central Statistics Office, Dublin.
Diekman, A.B. and Eagly, A.H. (2000), “Stereotypes as dynamic constructs: Women and men of the past,

present, and future”, Personality and Social Psychology Bulletin, Vol. 26 No. 10, pp. 1171-1188.
Diekman, A.B. and Schneider, M.C. (2010), “A social role theory perspective on gender gaps in political

attitudes”, Psychology ofWomen Quarterly, Vol. 34 No. 4, pp. 486-497.
Diekman, A.B., Goodfriend, W. and Goodwin, S. (2004), “Dynamic stereotypes of power: Perceptions of

change and stability in gender hierarchies”, Sex Roles, Vol. 50 Nos 3/4, pp. 201-215.
Duehr, E.E. and Bono, J.E. (2006), “Men, women and managers: are stereotypes finally changing?”,

Personnel Psychology, Vol. 59 No. 4, pp. 815-846.
Eagly, A. (1987), Sex Differences in Social Behavior: A Social-Role Interpretation, Lawrence Erlbaum

Associates, Hillsdale, NJ.
Eagly, A. and Johannesen-Schmidt, M. (2001), “The leadership styles of women and men”, Journal of

Social Issues, Vol. 57 No. 4, pp. 781-797.
Eagly, A.H. and Johannesen-Schmidt, M.C. (2007), “Leadership style matters: the small, but important,

style differences between male and female leaders”, in Bilimoria, D. and S.K. Piderit (Eds),
Handbook onWomen in BusinessManagement, Edward Elgar Publishing Limited, Cheltenham.

Eagly, A.H. and Karau, S.J. (2002), “Role congruity theory of prejudice towards female leaders”,
Psychological Review, Vol. 109 No. 3, pp. 573-598.

Content of
gendered

stereotypes

341



Eagly, A.H. and Steffen, V.J. (1984), “Gender stereotypes stem from the distribution of women and men
into social roles”, Journal of Personality and Social Psychology, Vol. 46 No. 4, pp. 735-754.

Eagly, A.H. and Steffen, V.J. (1986), “Gender stereotypes, occupational roles, and beliefs about part-time
employees”, Psychology ofWomenQuarterly, Vol. 10 No. 3, pp. 252-262.

Eagly, A.H. andWood, W. (2016), “Social role theory of sex differences”, in Wong, A., Wickramasinghe,
M., Hoogland, R. and Naples, N. (Eds), Encyclopedia of Gender and Sexuality studies, Wiely,
New York, NY, pp. 1-3.

Eagly, A.H., Johannesen-Schmidt, M.C. and Van Engen, M.L. (2003), “Transformational, transactional,
and laissez-faire leadership styles: a meta-analysis comparing women and men”, Psychological
Bulletin, Vol. 129 No. 4, p. 569.

Eagly, A.H., Nater, C., Miller, D.I., Kaufmann, M. and Sczesny, S. (2020), “Gender stereotypes have
changed: a cross-temporal meta-analysis of US public opinion polls from 1946 to 2018”,
American Psychologist, Vol. 75 No. 3, p. 301.

Ellemers, N. (2014), “Women at work: How organizational features impact career development”, Policy
Insights from the Behavioral and Brain Sciences, Vol. 1 No. 1, pp. 46-54.

Ellemers, N. (2018), “Gender stereotypes”,Annual Review of Psychology, Vol. 69 No. 1, pp. 275-298.
Epitropaki, O. and Martin, R. (2004), “Implicit leadership theories in applied settings: factor structure,

generalizability, and stability over time”, Journal of Applied Psychology, Vol. 89 No. 2, p. 293.
European Commission (2021), Employees by Sex, Age and Occupation, European Commission, Brussels.
Evers, A. and Sieverding, M. (2014), “Why do highly qualified women (still) earn less? Gender

differences in long-term predictors of career success”, Psychology of Women Quarterly, Vol. 38
No. 1, pp. 93-106.

Feenstra, S., Stoker, J.I., Lammers, J. and Garretsen, H. (2023), “Managerial stereotypes over time: the
rise of feminine leadership”,Gender inManagement: An International Journal, Vol. 38 No. 6.

Hilton, J.L. andVonHippel,W. (1996), “Stereotypes”,Annual Review of Psychology, Vol. 47 No. 1, pp. 237-271.
Hoffman, M.L. (1977), “Sex differences in empathy and related behaviors”, Psychological Bulletin,

Vol. 84 No. 4, pp. 712-722.

Hoffman, C. and Hurst, N. (1990), “Gender stereotypes: Perception or rationalization?”, Journal of
Personality and Social Psychology, Vol. 58 No. 2, pp. 197-208.

Hyde, J.S. (2014), “Gender similarities and differences”, Annual Review of Psychology, Vol. 65 No. 1,
pp. 373-398.

ILO (2017),Breaking Barriers: Unconscious Gender Bias in theWorkplace, International LabourOffice, Geneva.
Johnson, J.E. and Powell, P.L. (1994), “Decision making, risk and gender: Are managers different?”,

British Journal of Management, Vol. 5 No. 2, pp. 123-138.
Junker, N.M. and Van Dick, R. (2014), “Implicit theories in organizational settings: a systematic review

and research agenda of implicit leadership and followership theories”,The Leadership Quarterly,
Vol. 25 No. 6, pp. 1154-1173.

Kark, R., Waismel-Manor, R. and Shamir, B. (2012), “Does valuing androgyny and femininity lead to a
female advantage? The relationship between gender-role, transformational leadership and
identification”,The Leadership Quarterly, Vol. 23 No. 3, pp. 620-640.

Koenig, A.M. and Eagly, A.H. (2014), “Evidence for the social role theory of stereotype content:
observations of groups’ roles shape stereotypes”, Journal of Personality and Social Psychology,
Vol. 107 No. 3, pp. 371-392.

Koenig, A.M., Eagly, A.H., Mitchell, A.A. and Ristikari, T. (2011), “Are leader stereotypes masculine? A
meta-analysis of three research paradigms”, Psychological Bulletin, Vol. 137 No. 4, p. 616.

Lord, R. and Maher, K.J. (1991), Leadership and Information Processing: Linking Perceptions and
Performance, Unwin-Everyman, Boston.

GM
39,3

342



McCrindle, M. (2006), New Generations at Work: Attracting, Recruiting, Retaining and Training
Generation Y, the ABC of XYZ, BaulkhamHills, N.S.W.

McKee, J.P. and Sherriffs, A.C. (1957), “The differential evaluation of males and females”, Journal of
Personality, pp. 356-371.

Martell, R.F., Parker, C., Emrich, C.G. and Crawford, M.S. (1998), “Sex stereotyping in the executive
suite Much Ado about Something”, Journal of Social Behavior and Personality, Vol. 13 No. 1,
pp. 127-138.

Morgenroth, T., Ryan, M.K. and Sønderlund, A.L. (2021), “Think manager–think parent? Investigating
the fatherhood advantage and the motherhood penalty using the think manager–think male
paradigm”, Journal of Applied Social Psychology, Vol. 51 No. 3, pp. 237-247.

Nett, N., Nett, T., Englert, J. and Gaschler, R. (2021), “Think scientists—think male: Science and
leadership are still more strongly associated with men than with women in Germany”, Journal of
Applied Social Psychology, Vol. 52 No. 8.

Offermann, L.R. and Coats, M.R. (2018), “Implicit theories of leadership: Stability and change over two
decades”,The Leadership Quarterly, Vol. 29 No. 4, pp. 513-522.

Paris, L.D. and Decker, D.L. (2012), “Sex role stereotypes: Does business education make a difference?”,
Gender inManagement: An International Journal, Vol. 27 No. 1, pp. 36-50.

Powell, G.N. (1990), “One more time: do female and male managers differ”, Academy of Management
Perspectives, Vol. 4 No. 3, pp. 68-75.

Powell, G.N., Butterfield, D.A. and Jiang, X. (2021), “The ‘good manager’ over five decades: towards an
androgynous profile?”, Gender in Management: An International Journal, Vol. 36 No. 6,
pp. 714-730.

Rosenkrantz, P., Vogel, S., Bee, H., Broverman, I. and Broverman, D.M. (1968), “Sex-role stereotypes and
self-concepts in college students”, Journal of Consulting and Clinical Psychology, Vol. 32 No. 3,
pp. 287-295.

S�anchez-Hern�andez, M.I., Gonz�alez-L�opez, Ó.R., Buenadicha-Mateos, M. and Tato-Jim�enez, J.L. (2019),
“Work-life balance in great companies and pending issues for engaging new generations at
work”, International Journal of Environmental Research and Public Health, Vol. 16 No. 24,
p. 5122.

Schein, V.E. (1973), “The relationship between sex role stereotypes and requisite management
characteristics”, Journal of Applied Psychology, Vol. 57 No. 2, pp. 95-100.

Schein, V.E. (1975), “Relationships between sex role stereotypes and requisite management characteristics
among femalemanagers”, Journal of Applied Psychology, Vol. 60 No. 3, pp. 340-344.

Schein, V.E. (1976), “Think manager, thinkmale”,Atlanta Economic Review, Vol. 26, pp. 21-24.
Schein, V.E. (1978), “Sex role stereotyping, ability and performance: Prior research and new directions”,

Personnel Psychology, Vol. 31 No. 2, pp. 259-268.
Schroth, H. (2019), “Are you ready for gen Z in the workplace?”, California Management Review, Vol. 61

No. 3, pp. 5-18.
Sczesny, S., Nater, C. and Eagly, A.H. (2018), “Agency and communion: their implications for gender

stereotypes and gender identities”, in Abele, A.E. and Wojciszke, B. (Eds), Agency and
Communion in Social Psychology, London, Routledge, pp. 103-116.

Twenge, J.M. (1997), “Changes in masculine and feminine traits over time: a meta-analysis”, Sex Roles,
Vol. 36 Nos 5/6, pp. 305-325.

Wiedman, C. (2020), “Rewarding collaborative research: role congruity bias and the gender pay gap in
academe”, Journal of Business Ethics, Vol. 167 No. 4, pp. 793-807.

Zhang, X.-A., Li, N., Ullrich, J. and van Dick, R. (2015), “Getting everyone on board: the effect of
differentiated transformational leadership by CEOs on top management team effectiveness and
leader-rated firm performance”, Journal of Management, Vol. 41 No. 7, pp. 1898-1933.

Content of
gendered

stereotypes

343



Further reading
U.S. Bureau of Labor Statistics (2022), “Table 11: employed persons by detailed occupation, sex, race,

and hispanic or latino ethnicity [Data set]”, Current Population Survey, available at: www.bls.
gov/cps/cpsaat11.htm

WGEA (2022), “Australia’s gender equality scorecard”, Workplace Gender Equality Agency, Australia.

Corresponding author
Elaine Berkery can be contacted at: Elaine.Berkery@ul.ie

For instructions on how to order reprints of this article, please visit our website:
www.emeraldgrouppublishing.com/licensing/reprints.htm
Or contact us for further details: permissions@emeraldinsight.com

GM
39,3

344

https://www.bls.gov/cps/cpsaat11.htm
https://www.bls.gov/cps/cpsaat11.htm
mailto:Elaine.Berkery@ul.ie

	Think manager – Think male or female: exploring the content of gendered stereotypes of the managerial role among undergraduate business students in Ireland over a 10-year period
	Introduction
	Literature review
	Gender stereotypes
	Social role theory
	Content of gender role stereotypes

	Methods
	Participants
	Instruments used
	Procedures

	Results
	Discussion
	Practical implications of these findings
	Limitations

	Conclusion
	References


