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ABSTRACT

This qualitative study explores Turkish female middle and top level managers’
recall of experiences of stereotype threat. The aim is to contribute to the literature
by expanding knowledge about women’s stereotype threat experiences using
qualitative methods. Interview questions were constructed based on the
stereotype threat literature suggesting that stereotype threat has physiological,
emotional, cognitive and psychological aspects. Additionally, key outcomes of
stereotype threat identified in the literature are performance deterioration,
domain identification and coping strategies which were also key components
explored in the interviews. Semi-structured interviews have been conducted with
six female Turkish participants and the data was analyzed by Qualitative Content
Analysis via MAXQDA Qualitative Analysis Program. Corresponding with the
topics of interviews, six main themes have been collaborated which are
“Physiological Responses”, “Emotional and Psychological Responses”,
“Cognitive Responses™, “Disengagement and Disidentification with the
Domain”, “Job Performance Outcomes” and “Coping Mechanisms”. The results
were found to be in line with the literature on stereotype threat and responses,
consequences and coping mechanisms associated with it. Three out of six
participants reported most effects in response to the threat. Current findings
contribute to the literature by drawing attention to emotional consequences of
stereotype threat. Findings of the research also illustrate how deteriorating the
effects of stereotype threat are and that it can have significant negative

consequences on female leaders in organizations.

Keywords: Stereotype Threat, Women Leadership, Qualitative Research,

Gender Based Stereotypes, Qualitative Content Analysis



OZET

Bu nitel aragtirma orta ve iist seviye yonetici olan Tiirk kadinlarinin basmakalip
yargi tehdidiyle ilgili olan anlattiklar1 deneyimlerini incelemektedir. Calismanin
amaci kadmlarin basmakalip yargi tehdidiyle olan deneyimleri konusundaki
literatiire nitel yontemler aracilifiyla katki yapmaktir. Calismanm miilakat
sorular literatlirde yer alan basmakalip yarg: tehdidinin fizyolojik, duygusal,
bilissel ve psikolojik yonleri dikkate alinarak ortaya ¢ikarilmistir, Ayrica,
miilakat sorularryla, basmakalip yargi tehdidinin anahtar c¢iktilar1 olan
performansin kotilye gitmesi, alan kimligi ve basa ¢ikma stratejileri de
incelenmektedir. Al Tirk kadm yoneticiyle gergeklestirilen yar1
yapilandirilmis miilakatlar Nitel Igerik Analizi yontemi ile MAXQDA program
kullanilarak analiz edilmistir. Yapilan analizler sonucunda alti ana tema ortaya
cikmistir. Bu ana temalar “Fizyolojik Tepkiler”, “Duygusal ve Psikolojik

3%

Tepkiler”, “Bilissel Tepkiler”, “Alan Kimliginden Uzaklasma ve Geri Cekilme”,
“Is Performansi Ciktilar1” ve “Basa Cikma Mekanizmalarr” basliklar1 altinda
toplanmustir. Bulgular, literatiire paralel bir sekilde ortaya ¢ikmis ve literatiirde
yer alam basmakalip yarg: tehdidiyle ilgili verilen tepkilere, sonuglara ve basa
citkma mekanizmalarina benzerlik gdstermektedir. Alti katihmcidan gl
basmakalip yargi tehdidinin etkilerini en fazla gdstermistir ve bu tehdidin
sonug¢larini bildirmistir. Arastrmanin sonuglar1 basmakalip yargi tehdidinin
duygusal sonuclarina dikkat ¢ekerek literatiire katki saglamistir. Arastirmanin

bulgular1 ayn1 zamanda basmakalip yargi tehdidinin drgiitlerde ¢alisan kadin

liderler iizerinde yikici ve etkin negatif sonuglari olabilecegini ortaya koymustur.

Anahtar kelimeler: Basmakalip Yargi Tehdidi, Kadin Liderler, Nitel Arastirma,
Cinsiyet Temelli Onyargilar, Nitel Icerik Analizi
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CHAPTER1
INTRODUCTION

This research thesis focuses on examining the experience of female
leaders with regards to stereotype threat in middle and top level managerial roles,
in Turkey. Stereotype threat is a social psychological phenomenon, referring to
distress caused by a situational experience of being stigmatized as a
representative of a group that is negatively stereotyped in some performance
domain (Steele, 1992). Stereotype threat is associated with the fear of confirming
the stereotype (Steele, 1992; Steele, 1997), which would give credence to
negative views about one’s in-group. Stereotype threat is likely to arise when
one’s group identity or the stereotype is salient in a performance situation, given

one is aware of this negative stereotype (Steele & Aronson, 1995).

Stereotype threat is a commonly studied concept in leadership with
regards to female leaders’ performances in leadership roles and women’s
aspiration for leadership roles in general. Experimental studies have been
conducted to measure or understand stereotype threat responses, antecedents and
experiences of female leaders. In these studies, females’ responses to this threat
in terms of self-perceptions have been examined. Studies indicate that in
response to stereotype salience, female leaders indicate less aspiration and
perceive themselves as poor performers as compared to conditions in which those
stereotypes are not salient (Davies, Spencer & Steele, 2005; Hoyt & Murphy,
2016; Kray & Shirako, 2011; Spencer, Steele, & Quinn, 1999).

The research paradigm of stereotype threat relies on experimental
methods. The antecedents, consequences and outcomes of this threat have been
studied with experimental techniques exclusively. However, the experimental
method has its shortcomings as it confines research to laboratory settings with
undergraduate students as participants, thus it places limitation to study
stereotype threat in field settings, such as its implications in organizations (e.g.,
Kalokerinos, von Hippel & Zacher, 2014). As these studies rely on quantitative
research, there are a limited number of qualitative researches (e.g., Jones, &
Carpenter, 2014) in this field; even more limited account exists of how female

leaders report their experience of stereotype threat. Moreover, majority of the



studies in the literature (e.g. Hoyt & Murphy, 2016; Von Hippel, Zouroudis &
Abbas, 2003) have obtained samples from Western countries. In this sense, the
present research will be a pioneer study conducted with Turkish female managers
using qualitative methods to investigate their stereotype threat experience and

related outcomes.

For the purpose of the current thesis study, qualitative methods are used
in which interviews are conducted with Turkish female middle and top
managers’ recall of emotional, physiological, psychological and cognitive
dimensions of their stereotype threat experience and related outcomes— if there
are any such experiences to recall. Hence, the aim is to contribute to the literature
by expanding the research base about women’s stereotype threat experience
using qualitative methods. The thesis will provide a qualitative methodological
angle into existing findings in the literature in terms of (a) how female leaders
experience stereotype threat, including cognitive, emotional, physiological and
psychological aspects, (b) what type of consequences stereotype threat has in
terms of performance and identification with the leadership domain, and finally

(c), how these female leaders cope with the threat.

First, this thesis will introduce the topic of stereotype threat by providing
a literature review inclusive of definition, mediators, moderators, mechanisms,
consequences and history of stereotype threat research. After the literature
review, the methodology section will detail the semi-structured interviews that
have been conducted with six middle or top-level Turkish female managers
working in various private and public sectors. The results section will provide
the analysis of the qualitative data via MAXQDA qualitative analysis program
using Qualitative Content Analysis. The results are presented in terms of the
main themes and subthemes that emerged in the analysis. The last chapter,
discussion, will provide an explanation and interpretation of the results in terms
of their contribution to the literature while also outlining the strengths and

limitations of the study besides suggestions for further research.



CHAPTER IT
LITERATURE REVIEW
2.1 STEREOTYPE THREAT
2.1.1 Background

The stereotype threat research paradigm has originally been a response to
claims that the academic performance gap between African Americans and
White Americans, on the advantage of the latter, was a result of racial genetic
differences in mental ability. For example, Herrnstein and Murray’s infamous
book, The Bell Curve (1994), has been interpreted to imply that African
Americans are inherently inferior to White Americans in cognitive ability. As a
response to such allegation, Stanford researcher, Claude M. Steele (1992),
proposed that African Americans’ underperformance in academic settings can
result from a situational distress of being a member of negatively stereotyped

group and facing negative expectations.

Steele proposed the term stereotype threat, which refers to a situational
blocking when a person due to his’her race, gender or any source of social
diversity feels less skilled as compared to his/her colleague or peers representing
the majority group. Stereotype threat emerges from the fear of inadvertently
showing poor performance and confirming the negative stereotypes (Steele,
1997). Ironically, this worry prevents targeted individuals to perform to their
maximum. Stereotype threat, since then, has become one of the most popular
research topics in Social Psychology. According to the author (Steele, 1992) the
anxiety is caused by the constant stress and being stigmatized as representative
of a negatively stereotyped group. Any failure might be seen as a confirmation
of stereotype. In short, stereotype threat refers to distress of confirming a
negative in-group stereotype about performance. In response to this fear, targets

may perform poorly and disidentify with the domain (Steele, 1997).

Generally, stereotype threat studies use members of stereotyped groups
as participants in between-subject experiments, manipulating stereotype threat as
an independent variable. Stereotype threat is manipulated by various methods,

such as blatantly reminding participants of being members of a negatively



stereotyped group (Crocker, Major & Steele, 1998), or subtly, such as placing
participants into a solo condition in which they are outnumbered by members of
a dominant group (Inzlicht & Ben-Zeev, 2000; Sekaquaptewa & Thompson,
2003). The outcome variable is mainly objective or subjective evaluation of
performance (such as self-ratings), though other related outcomes, such as
domain identification, are often measured. Ideally, researchers randomly assign
participants into an experimental condition in which assumedly the participants
feel stereotypically threatened and their dependent test scores are compared to

those of participants in a control condition.

According to the Multi Threat Framework proposed by Shapiro &
Neuberg (2007) there are six components in two dimensions that cause
stereotype threat. These two dimensions are source of the threat and target of the
threat. Target of the threat is either self or the group. On the other hand, source
of threat is self, in-group members or out-group members. In this case, one can
be the target of threat if the stereotypes match with their social identity. Source
of threat is the source that has judgments based on the stereotypes; therfore the
Jjudging can come from both the in-group and out-group. When the source of threat
is oneself, one may fear that upon confirming the stereotype, it would give credence to
the expectation that one in fact is the poor performer in the eyes of (a) oneself, (b) in-
group others, (¢) out-group members. When group identity is psychologically salient,
one may fear that upon confirming the stereotype, it would give credence to negative
beliefs about one” in-group in the eyes of (a) oneself, (b) in-group others, (c) out-group

members (Shapiro & Neuberg, 2007; Shapiro, Willilams & Hambarchyan, 2013).
2.1.2 The Stereotype Threat Research Paradigm

Many studies have been conducted to investigate stereotype threat and to
develop an understanding of this phenomenon. Some of these studies have been
conducted to investigate factors within the person and in the context as
moderators that can enhance or reduce the effects of stereotype threat, mainly on
performance. Further, many studies have investigated the mechanism of
stereotype threat effects, examining factors that mediate the relationship between
stereotype threat manipulations, such as the salience of negative in-group
stereotypes and various outcome variables. Some studies specifically focus on

psychological outcomes of stereotype threat, while others investigate coping
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techniques targeted individuals can use to mitigate stereotype threat effects on
their own performances. The following sections outline these research areas of
stereotype threat. The aim of this literature review is to provide a theoretical
background for the methodological section of this thesis research with regards to

the design and development of interview question items for this qualitative study.
2.1.3 Moderators of Stereotype Threat

Members of negatively stereotyped groups who have a strong bond with
their in-group are more likely to feel stigmatized and become vulnerable to
negative stereotypes about their in-group (Branscombe, Ellemers, Spears &
Doosje, 1999; Maalouf, 2001; Steele, 2002; Steele, Spencer & Aronson, 2002).
[f the stereotypes are constantly being emphasized, implicitly or explicitly, in the
environment it can lead to threat responses. As proposed by Steele (1997) “threat
in the air” environments can increase the chances of a person to be vulnerable to
stereotypes about their in-group. It was also found that priming can have an
impact on stereotype threat to occur (Steele & Aronson, 1995). Additionally, an
individual must be aware of the stereotypes and that these stereotypes about their
in-group have the potential to have an effect on their performance (Steele,

Spencer & Aronson, 2002).

Cues for the presence of stereotype threat can come in many forms.
Firstly, when an individual is in an environment that blatantly reminds them of
their in-group stereotypes then it is likely that stereotype threat responses will
occur. Similarly, when encountering statements or people that remind them of
stereotypical judgments then it is likely for a person to experience this threat
(Spencer, Steele & Quinn, 1999). The threat can emerge when targets in solo
status represent their in-group, are accentuating their minority and have an
identity that is negatively stereotyped (Inzlicht & Ben-Zeev, 2000;
Sekaquaptewa & Thompson, 2003). Furthermore, being chronically exposed to
stereotyped situations can lead to vigilance, which can also enhance vulnerability
responses (Kaiser, Vick, & Major, 2006; Purdie-Vaughns, Steele, Davies,
Ditlmann, & Crosby, 2008).

When the self is the target of threat as outlined in the Multi-Threat

Framework of Shapiro & Neuberg (2007), the target is motivated to manage a



positive evaluation by oneself and by others. Therefore, the moderators for this
target are related to being approved and accepted including level of self esteem
and need to belong (Crocker & Wolfe, 2001; Kernis, Paradies, Whitaker,
Wheatman, & Goldman, 2000; Leary, Kelly, Cottrell, & Schreindorfer, 2006). In
short, if an individual has high levels of self esteem, they are less affected by
stereotypes. Further, if an individual has a heightened need to belong he or she

is more likely to be vulnerable to stereotypes.

When the target of the threat is the in-group, then the individual has the
desire for their in-group to be evaluated and viewed positively. The moderators
then are more likely to reflect cues that activate collectivism, private and public
acceptance of group and collective self esteem (Luhtanen & Crocker, 1992;
Sellers, Rowley, Chavous, Shelton & Smith, 1997). When collectivism is
activated and the group is publicly and privately accepted, it is less likely for
stereotype threat responses to occur. However, if collective self esteem is low
and the group isn’t socially accepted, then there is a high chance for stereotype
outcomes to emerge. When others are the source of threat then the moderators
are linked to the need for public and social approval. These moderators include
self-consciousness and self-monitoring (e.g. Gangestad & Synder, 2000;
Inzlicht, Aronson, Good & McKay, 2006). Furthermore, individuals who show
high levels of stigma consciousness (Brown & Pinel, 2003) and accept
stereotypes as true for their group (Marx, Stapel & Muller, 2005; Schmader,
2002) are more likely to be affected by stereotype threat.

2.1.4 Mediators of Stereotype Threat

One of the most emphasized mediators of stereotype threat effect is
anxiety. Anxiety has been found to be a response given in stereotype threat
situations and has the capacity to reduce performance and affect other outcomes
of the threat. Many studies have demonstrated anxiety as a mediator of
stereotype threat effects (e.g., Blascovich et. al, 2001; Leyens, De sert, Croizet
& Darcis, 2000; O’Brien & Crandall, 2003; Osborne, 2001; Shewach, Sackett &
Quint, 2019). Anxiety can cause a person to underperform in tasks and to detach
from the domain (Sackett & Quint, 2019). The fear of being evaluated by others,

referred to as evaluation apprehension, can also be a mediator between



stereotype threat and various outcomes (Aronson, Lustina, Good, Keough,
Steele, & Brown,. 1999; Steele & Aronson 1995). Expectancies and dejection
were also demonstrated as mediators (Cadinu, Maass, Frigerio, Impagliazzo, &
Latinotti, 2003; Keller & Dauenheimer, 2003; Kray, Thompson, & Galinsky,
2001; Leyens et al., 2000). Negative expectations and feelings of dejection can
cause decrease in performance and also disengagement and disidentification

with the domain.

Additionally, negative thoughts about performance and negative
performance evaluations have shown to mediate outcomes of stereotype threat
(Cadinu, Maass, Rosabianca & Kiesner, 2005; Stangor, Carr, & Kiang, 1998;
Steele & Aronson, 1995). In this sense, when a person has negative thoughts
about their performance evaluation this can in return make them show stereotype
threat responses in terms of decrease in performance. Finally, working memory
capacity has been shown to reduce in response to negative stereotypes and can

lead to decrease in performance (Schmader & Johns, 2003).

For stereotype threat and related vulnerabilities to occur, a person must
be aware of the stereotypes. Further, the target must also be in a situation that
has the possibility for stereotypes to be present (Davies, Spencer & Steele, 2005).
Therefore, the activation level of a stereotype in the specific domain mediates
stereotype threat outcomes (Davies et al., 2002; Steele & Aronson, 1995; Steele,
Spencer & Aronson, 2002).

2.1.5 Consequences of Stereotype Threat

Stereotype threat can have a range of negative and complex outcomes
(Schmader, Johns & Forbes, 2008). According to Wheeler & Petty (2001) there
are four different consequences of stereotype threat which are;
underperformance, self defeating strategies (Stone, 2002), disengagement and
disidentification with the domain (Crocker, Major &Steele, 1998 ; Major,
Spencer, Schmader, Wolfe & Crocker, 1998), and altered personal identities and

behaviors.

Stereotype threat has been shown to have a negative impact on academic
test performance, measuring achievement, such as GRE and SAT (e.g. Brown &

Pinel, 2003; Croizet & Claire 1998; Quinn & Spencer, 2001; Spencer, Steele &
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Quinn, 1999; Steele &Aronson, 1995). To continue, stereotype threat has been
shown to have negative consequences on targeted individuals’ identification with
the performance domain. Targets often disengage and disidentify with the
domain in order to avoid any engagement with the stereotyped environment (e.g.
Davies et al. 2002, 2005; Major & Schmader, 1998; Major, et al., 1998; Osborne,
1995).

Being vulnerable to stereotype threat can decrease self-efficacy of
individuals in settings where stereotypes are relevant (Aronson & Inzlicht, 2004).
Targeted individuals may develop physiological symptoms indicating serious
medical conditions such as increase in blood pressure (Blascovich et al., 2001). It
is proposed that physiological responses given to such a threat can include
sweating of hands, increasing heart rate, getting dizzy, being out of breath and
feeling pressure in chest (Huber, Seitchik, Brown, Stemad & Harkins, 2015).
Researchers argue that stereotype threat can lead to anxiety symptoms and even
general anxiety disorders (Ben- Zeev, Fein & Inzlicht, 2005; Bosson, Haymovitz
& Pinel, 2004). Feelings of dejection is also an outcome of the threat (Keller &
Daunheimer, 2003). The cognitive aspects of threat include losing concentration
and attention, mental blocking, memory impairment (e.g. Shewach, Sackett &

Quint, 2019).
2.1.6. Coping with Stereotype Threat

There are coping mechanisms individuals use while trying to avoid
negative consequences of stereotype threat. It was found that disengaging self-
worth from the domain that is stereotyped is a strategy targeted individuals can
use (Stone et al., 1999). By disengaging self worth, individuals become prone to
engage in behaviors that may handicap their performances. By self-handicapping,
the targeted individuals create excuses for their poor performance (e.g. Keller,
2002; Stone, 2002). In other words, when individuals have lower levels of self
worth, they can perform under their capacity. Furthermore, in order to distance
themselves from the stereotyped group, targets may disidentify with the
characteristics of their identified group (Pronin, Steele & Ross, 2004) and the
environment or situation (Major & Schmader, 1998) that they are exposed to or

present within. In addition, in order to disidentify with the stereotyped domain,



individuals may reduce their related career goals and aspirations (Davies et al.,

2002; 2005).
2.2. WOMEN IN LEADERSHIP ROLES

Historically, females in general are less likely to be in high managerial
and executive roles. However, in recent years there has been an increase of
women occupying leadership roles. A study by Catalyst (2019) illustrates that
29% of all senior managerial roles are held by women — the highest percentage
ever reached in history since women actively started working in professional
settings. In the same study, it is shown that there is at least one woman in senior
managerial positions in 89% of business organizations (Catalyst, 2019).
According to Global Gender Gap Report by World Economic Forum (2020),
36% of both public and private sector’s managerial positions are held globally
by women. The percentage of women in senior managerial roles is lower in
Turkey. According to a research conducted by TUIK (Turkish Statistical
Institute) in 2019, 16.3% of women in workforce work in managerial positions
and this shows an increase in percentage when compared to 14.4% in 2012
(TUIK, 2019).

To explain the underrepresentation of women in the leadership domain,
the concept “Glass ceiling” is commonly used to indicate discrimination women
encounter when they aim to be in top managerial positions (Morrison, & von
Glinow, 1990). This term refers to the invisible barrier that prevents women to
be in elite leadership roles. Women face many difficulties and obstacles while
trying to obtain these high responsibility leadership roles (Ragins & Sundsttom,
1989), referred to as “obstacle course”™ (Lyness & Thompson, 2000). In addition,
women are more often than men are appointed into precarious leadership
positions that are thought to fail from the start, a phenomenon QGSCribed as the
“glass cliff” (Ryan, Haslam & Postmes, 2007).

Even though women are less present in leadership positions, academic
research underlines the suitability of female leaders in organizations. These
researches emphasize that the leadership style of women suits the needs of
contemporary companies and professional organization. Women tend to adopt a
leadership style which has shown to increase the effectiveness of organizations

(Eagly & Carli, 2003; Eagly, Gartzia, & Carli, 2014). Moreover, women leaders
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are more likely than men to promote diversity in opinion and are known to show
more ethical accountability in professional settings (Eagly, Gartzia & Carli,

2014).

Despite knowing that female managers and leaders bring high quality to
organizations many managerial and leadership positions continue to be male
dominated (Nekhili, Chokroun &Chitoui, 2018). Studies continue to demonstrate
that there is no difference between the performance outcomes of male and female
leaders (Hollander, 1992; Powell 1993). Although the findings of “no gender
difference in leader performance” have been publicized both in academic and
popular literature, there is still a gap between the percentage of males and females
in senior managerial positions (Davies, Spencer & Steele, 2005; Hoyt & Murphy,
2016).

2.2.1 Stereotypical Judgements about Women in Leadership Roles

Researchers put forward some explanations to address why women are
underrepresented in the leadership domain. According to studies on implicit
leadership theories, leadership attributes are thought to be more fit with
masculine characteristics (Forsyth & Nye, 2008; Kenney, Schwartz-Kenney, &
Blascovich, 1996). Therefore, characteristics, attitudes and behaviors of men are
considered to be more fitting for leadership roles. Additionally, leadership as a
social identity is implicitly thought to be more fitting for males rather than

females (Hoyt & Chemers, 2008).

Role Congruity Theory by Eagly and Karau (2002) and Lack of Fit model by
Heilman (1983; 2001) explain that social roles women are thought to occupy
conflict with leadership roles in organizations. The association between masculine
characteristics and leadership qualities lead to biases towards women. The
association of leadership with masculine characteristics gives rise to stereotypical
judgments towards women in leadership positions (Eagly & Carli, 2007; Johnson,
Murphy, Zewdie & Reichard, 2008; Koenig, Eagly, Mitchell, & Ristikari, 2011;
Rosette, Leonardelli, & Phillips, 2008). Generally, females in comparison to males
have more favorable attitudes towards woman managers and perceptions of
women’s suitability for the leadership roles (e.g. Bowen, Wu, Hwang &

Scherer, 2007; Terborg, Peters, llgen, & Smith, 1977;

10



Tomkievicz, Frankel, Adeyemi-Bello & Sagan, 2004). This finding has also been
confirmed in Turkish samples (Aycan, Bayazit, Berkman & Boratav, 2012).
Women leaders are negatively judged when they show masculine
attributes while conducting leadership tasks. On the contrary, women who are
highly agentic in their leadership roles face negative reactions for not being
feminine enough (Eagly, Gartzia, & Carli; Heilman & Okimoto, 2007; Heilman,
Wallen, Fuchs & Tamkins, 2004). Specifically, in leadership situations women
often experience “social identity contingencies”, which can be characterized as
possible judgments, stereotypes, opportunities, restrictions, and treatments
related to the persons social identity in a particular environment (Purdie-

Vaughns et al., 2008).

Stereotypes about leadership favor masculine traits, which in return make
men seem more suitable for leadership roles (Koenig et al., 2011). Traits such as
being agentic, rational, dominant, self reliant and having strong levels of confidence
are associated with being more masculine which make men look more suitable for
leadership positions. (Kalokerinos, von Hippel, & Zacher, 2014; Kray & Shirako,
2011). In terms of being agentic, males are thought to be more agentic causing them
to be more favored for managerial or leadership roles (Eagly & Karau,
2002; Haines, Deaux, & Lofaro, 2016). These result women to be less presented in
managerial positions in many occupational sectors ranging from academic medicine
(Burgess, Joseph, van Ryn, & Carnes, 2012) to STEM fields (Shapiro & Williams,
2012).

Studies have shown that even the commercials shown in television are
gender stereotypical as they mostly don’t present women in high professional
roles (Davies et. al., 2002; Davies, Spencer & Steele, 2005). Though there has
been a trend in changing these representations of women in media over the past
decade, this area still needs improvement (Hoyt & Murphy, 2016). This
underrepresentation of female leaders in many arcas may lead women to lose

aspiration and motivation for leadership roles.

Organizational culture plays an important role in threat responses and
possible related consequences to occur. Organizations that favor males in
executive positions and attributes leadership traits to males can be threatening

for women (Gneezy, Niederle, & Rustichini, 2003; Kray & Shirako, 2011;
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Niederle & Vesterlund, 2008). Also, organizational cultures that regard females
to be less represented in executive roles can make women feel vulnerable to
stereotype threat. Moreover, companies that are very competitive can be hesitant
to put women in managerial roles. This hesitance may be a direct result of the
stereotype that women managers are not as competitive as male managers in

professional settings (Leslie, Cimpian, Meyer, & Freeland, 2015).
2.3 STEREOTYPE THREAT AND FEMALE LEADERSHIP

Stereotype threat is a commonly studied concept in leadership (Davies,
Spencer & Steele, 2005; Hoyt & Murphy, 2016; Kray & Shirako, 2011). As men
are more visible as leaders in the public, there is a general idea regarding males
should occupy leadership roles. In a meta-analysis conducted a small effect size
was found for effect of stereotype threat on women and that moderating effects
exist. Performance decrement has also shown to have a small effect size for the
women leaders (Hannah-Hanh & Ann Marie, 2008). Women leaders can
experience stereotype threat in situations where they are less in number in
managerial position in comparison to male leaders. (Hoyt, Johnson, Murphy &
Skinnell, 2010; Kanter, 1977; von Hippel, Walsh, & Zouroudis, 2011). Being
less in number in these situations can make the gender related stereotypes more
salient and can result in women to be constantly aware of them. These threatening
environments can cause women to feel anxious and show decrease in

performance (Cheryan, Plaut, Davies & Steele, 2009).

Another important consequence the threat has on women leaders is
disengagement and disidentification of women from leadership domain. With
disengaging and disidentifiying with the domain, women can lose their
motivation to perform their leadership duties (Hoyt & Murray, 2016; Nussbaum
& Steele, 2007). Therefore, being threatened to be representative of the
stereotypes can cause underperformance in leadership tasks conducted by female
leaders (Hoyt & Blascovich, 2010). Stereotype threat can also have serious
negative impacts on decision making process and communication of ideas of
women leaders (Carr & Steele, 2010). Women can also lose their motivation to
be successful in their career and may feel that they don’t belong to the sector that

they are working in (Cheryan et al., 2009; Walton & Cohen, 2007). To continue,
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stereotype threat has also been found to have a negative impact on motivation of
female business students to achieve entrepreneurial success (Gupta & Behawe,

2007).

In stereotypical environments, there can be a decrease in the self
confidence levels of female leaders (Stangor, Carr & Kiang, 1998). With this
decrease in levels of self confidence, the job attitudes held by female leaders can
also be negatively affected (von Hippel, Kalokerions & Henry, 2013). Moreover,
women who are constantly in stereotype threat provoking environments can have
less confidence in themselves for being successful in their jobs and may even

have the intention to quit (von Hippel et al., 2011).

In order not to be affected by gender stereotypes and to face fewer
difficulties related to their professional identity, women leaders tend to separate
their professional identity from their gender identity (von Hippel, Issa, et al.,
2011; von Hippel, Walsh, et al., 2011). This separation takes place in order to
avoid consequences in terms of stereotype and to face minimal difficulties in
their professional roles (Kalokerinos, von Hippel, & Zacher, 2014). With the
mediating effect of identity separation, stereotype threat can decrease the well
being of female leaders and in return can lead them to have less desire to
recommend their jobs to other females (von Hippel, Sekaquaptewa, &

McFarlane, 2015).

In pursue of avoiding these stereotypes, women leaders may use some
coping mechanisms. These coping mechanisms can also be named as reactance
responses (Hoyt & Murray, 2016). These reactance responses include acting
more masculine or adopting a masculine communication style (von Hippel,
Wiryakusuma, et al., 2011). Further, women leaders can engage in a stronger
negotiation style and become more persuasive in their actions (Kray, Thompson
& Galinsky, 2001). This greater reluctance in negotiation can cause women to
face social costs as this can be a disadvantage for them when being compared to

male counterparts (Bowles, Babcock, & Lai, 2007).

Though mostly negative consequences of stereotype threat have been
explored, this threat can also have positive outcomes on women leaders. In

researches conducted on this issue, women have shown better performance than
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‘men in some cases due to the responses they give to stereotype threat. Women
have shown better performance because being exposed to these stereotypes make
them more determined to prove that the stereotypical judgments about women
are wrong (Kray, Thompson & Galinsky 2001; Kray, Reb, Galinsky, &
Thompson, 2004).

2.4 PRESENT STUDY AND RESEARCH QUESTIONS

A lot has been written about the implications of stereotypes on women'’s
aspiration and emergence for leadership roles; and the effectiveness of female
leaders. These studies investigate how women in leadership roles are perceived
by others, such as their followers, or how these female leaders perceive
themselves in response to those stereotypes. In terms of self-perceptions, a larger
number of studies, in the tradition of role congruity theory, have explored how
stereotypes are internalized by women to guide their preferences to distance
themselves from leadership roles; and to seek occupations that better fit gender
expectations. A smaller number of studies have specifically focused on
stereotype threat in women’s self-perceptions and self-evaluation in the context
of leadership. These later studies fall into the general paradigm of stereotype

threat research, to which the present thesis intended to contribute

In the current thesis study, based on the existing literature, it is examined
whether the findings of quantitative studies are confirmed in the sample of six
female leaders from Turkey. The study is aimed to shed light on these leaders’
physiological, psychological, emotional and cognitive experiences with regards
to stereotype threat, besides investigating implications for performance, domain

identification and coping.

Physiological responses embedded in stereotype threat experience can
include sweating of hands, increased heart rate, dizziness, being out of breath
and feeling pressure in the chest (Huber et al, 2015). The Emotional aspects of
stereotype threat include feelings of inferiority, feeling incompetent, sadness,
feeling sorry for oneself, feeling tense, frustration and anger (e.g. McGee, 2018).
Psychological reactions include anxiety, and fear (Shewach, Sackett & Quint,
2019). The cognitive aspects of stereotype threat includes being frozen in

thinking, trouble in finding the right words, losing concentration and attention,
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mental blocking, memory impairment, making mistakes in speaking, and being
unable to correctly express oneself (e.g. Shewach, Sackett & Quint, 2019).
Moreover, in the literature it was found that in response to stereotype threat
individuals develop coping mechanisms such as trying to show masculinity in

one’s behavior (e.g. von Hippel et al., 2011).

When consequences of stereotype threat are considered, it has been found
that individuals disengage/disidentify with their domain, means disidentification
with the leadership role or distancing themselves from coworkers to avoid having
a professional image (Nussbaum & Steele, 2007). Further, women in leader roles
self perceive as underperforming in leadership tasks and can experience a
decrease in work efficiency (Bergeron, Block, & Echtenkamp, 2006; Hoyt &
Blascovich, 2010; Kray, Thompson, & Galinsky, 2001)

The research questions of the current research thesis are based on how
targeted individuals experience stereotype threat, as identified in the broader
stereotype threat research paradigm. The purpose of the thesis is to provide a
qualitative account of these specific experiences of female leaders, and to
investigate whether the findings in the literature match with the personal
experiences recalled by the participants of the current study. As a general
research question, the present study investigates responses female leaders recall
giving in situations that could be viewed as stereotypically threatening, the
consequences of their experiences on performance and domain identification.
Specifically, this research investigates these female leaders’ experiences in terms
of (a) emotional, (b) psychological, (¢) physiological and (d) cognitive responses
to stereotype threat besides stereotype threat consequences on (e) performance,

(f) domain identification and finally (g) coping.
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CHAPTER IIT
METHODOLOGY

This study uses interviews as a qualitative research method to examine how
gender based leadership stereotypes affect female leaders in terms of stereotype
threat responses as reported by the participants, including physiological (heart race,
sweating of hands etc.), cognitive (memory, attention etc.), emotional (fear etc.),
psychological (anxiety etc.) responses; consequence of the threat, self-perceived

performance, domain identification and coping mechanisms.
3.1 PROCEDURE

In depth, face-to face semi-structured interviews were conducted with the
participants. Initially, upon starting data collection an ethical approval has been
taken from Istanbul Bilgi University Ethics Committee. Twenty five open-ended
questions (See Appendix C and Appendix D) have been prepared by the researcher
prior to the approval of Ethics Committee. After ethical approvas was taken,
participants have been contacted through professional and personal connections of
the researcher. Later, a convenient time for both the researcher and each participant
was decided. All interviews took place in a confidential setting that was convenient
for both the researcher and the participant. Before interviews took place, each
participant was asked to fill out an Informed Consent Form (See Appendix A and
Appendix B). In Informed Consent Form, it is stated that participation in the study
is voluntary and interviews can only take place after the form is signed by

participants.

Each interview last between 45 to 60 minutes. A voice recorder was used
to record interviews and permission of participants were taken for their voices to be
recorded (also included in the consent form). When the interviews were completed,
the voice recordings were turned in to transcriptions by the researcher. While the
transcription process took place, the researcher removed all personal information
(participant’s name, organization’s name etc.) from the written transcriptions.
Written transcriptions were uploaded to MAXQDA 20 Qualitative Analysis
program. Using this program, all data were analyzed via Qualitative Content

Analysis.
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3.2 PARTICIPANTS

Participants were recruited and selected for the study through convenience
and snowball sampling. Convenient sampling refers to approaching to potential
participants through personal or professional network of the researcher.
Snowballing is a sampling technique that relies on asking potential participants
whether they have any contacts that have the characteristics or experience the
research aims to find. This sampling is mostly used for groups that are not easily

reached with other sampling techniques (Frost, 2011).

All participants were contacted through the researcher’s personal and
professional network. Although 10 participants were asked to participate in the
study, only 6 participants were available to be interviewed. Participants were
female middle or top-level managers who are currently working or have worked in

such positions in various organizations.
Demographic information of the participants can be seen in the table given below:

Table 1. Demographic Information of Participants

Work Managerial
Education
Date of Birth Sector Experience = Experience
Level
(Years) (Years)
Master’s
Participant 1 1975 Retail 20
Degree
Master’s .
Participant 2 1985 Retail 13
Degree
Graduate )
Participant 3 1978 Service 20
Student
Master’s _
Participant 4 1980 Energy 20
Degree
Graduate )
Participant 5 1978 Service 21
Student
Participant 6 1963 PhD Education 35
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Participant 1 is 45 years old, is married and has a child. She was previously
the marketing manager/director in her last two jobs. She has worked in both energy
and retail sector. More than 100 people worked as her subordinates in both sectors.
The participant has a degree in Political Science and a master’s degree in another
field of specialization. She has been in work life for 20 years and has worked as a
manager for 11 years. Throughout her career she has lived in Istanbul, in where she

also currently resides.

Participant 2 is 35 years old, single and lives in Istanbul. Currently, she
works in retail sector as the manager of Human Resources department in her
company. She has 13 years of work experience and works as a manager in her
current company for the last 4 years. In total, the participant has 8 years of
managerial experience in her professional career. She has completed her Bachelor’s
degree in Economics and has completed two master’s degrees, one with a thesis and

one without a thesis.

Participant 3 is 42 years old, married and has a child. She has worked in
Human Resources department throughout her career. She has 20 years of work
experience and has worked as the manager of Human Resources department in her
last company. In her last company, which was in service sector, she worked as a
manager for 4 years. In total, she has worked for 7 years as a manager. The
participant has a Bachelor’s degree in History and is currently a graduate student in

Psychology.

Participant 4 is 40 years old and is single. She works as District Sales
manager in an international company in the energy sector. She has 20 years of work
experience and works in managerial position in her current company for the last 7
months. The participant has in total 14 years of managerial experience. She has a
bachelor’s degree in Political Science and a master’ degree in the field of Social

Sciences. The participant lives and works in Istanbul.

Participant 5 is 42 years old and married. She is the managing partner of her
own company. Her company does consulting for over 100 big companies. She has
21 years of work experience and has worked as a managing partner in her company

for the last 4 years. The participant has in total 16 years of managerial experience.
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She has a Bachelor’s degree in English Literature and is currently completing her

master’s degree.

Participant 6 is 57 years old and has a daughter. She was both the president
of a professional chamber and the head of department in her university which she
has worked for 25 years. She has 35 years of work experience and was the president
of the professional chamber for a year. She was the head of department in her
university for 9 years. The participant has obtained a Doctoral degree in
Architecture. She has worked in Ankara for her entire professional career and

continues to live in the same city.

The ages of participants range from 35 to 57 and the average age of
participants is 43.5. Work experience of participants is between 13 to 35 years and
the average work experience of participants is 21.5 years. In terms of managerial
experience, the experience of participants range from 7 to 16 years. The average

year of managerial experience of participants is 10.8 years.
3.3 INSTRUMENTS AND DATA COLLECTION

This qualitative study relies on interviews to explore participants’ stereotype
threat experience. Each participant that agreed to be a part of the study was
interviewed once. The interviews were semi-structured, starting with general
questions about the demographic information of the participant and later become
more specific on stereotype threat experiences (See Appendix C and D). The
questions are ordered from general to specific questions for two reasons. First, to
make the participants more comfortable as they can feel more confident starting
with general questions and then later moving on to more personal, detailed
questions. The other reason for using such a structure is to give participants enough

time to think about the concepts as the questions build up to elaborate on them.

In each interview 25 questions were asked to the participants. The questions
were constructed based on the literature on the physiological (e.g. Schmader, Johns,
& Forbes, 2008), emotional (e.g. McGee, 2018), cognitive (e.g. McGlone &
Pfeister, 2015) and psychological (e.g. Blascovich et al., 2001) experiences of
participants given in situations deemed to be stereotype threatening. Along with
these experiences, the questions are based on literature on, consequences (e.g. Hoyt

& Murray, 2016), performance outcomes (e.g. Davies et al., 2002; Spencer, Steele,
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& Quinn, 1999; Spencer & Aronson, 2002) and coping mechanisms (e.g. von
Hippel et al., 2011) that are associated with the threat. The interview questions begin
with demographics about the participant’s career, continues with questions related
with leadership and stereotypes, and finally leads to the questions based on
stereotype threat experiences where the results of this present study are obtained
from. Interview questions were developed on the basis of stereotype threat research
findings capturing the likely experiences of targeted individuals in stereotype threat.
The 25 questions are categorized into seven categories to examine a different aspect

of stereotype threat.
3.4 DATA ANALYSIS

All interview data were collected with voice recording applications.
Participants were notified that voice recording will be made during the interviews
before the interview had taken place. After the interviews, the recordings were
transformed into written documents. These documents were then uploaded to
MAXQDA 20 qualitative data analysis program. MAXQDA allows storing
transcriptions separately, cross-connect them, take necessary notes and indicate
information in colors. Also, this program facilitates the process of coding, to form
themes and master themes. The interviews were analyzed with coding technique
and the codes were merged and interpreted with Qualitative Content Analysis
technique. Qualitative content analysis is a method used to analyze qualitative data
by putting parts of the data into categories by forming main codes and subcodes.
The successive part of the qualitative data is coded by a coding frame (Schreier,
2013). In short, this method systematically analyzes data with coding frame rules

and with interpretations of the researcher (Soroko & Dolczewski, 2020).
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CHAPTER IV
RESULTS

Under the framework of the general research question “What are the
responses female leaders give in terms of stereotype threat and what are the
associated consequences?”, the data collected from the participants through the
conducted interviews have been analyzed with Qualitative Content Analysis
technique using MAXQDA 20 Qualitative Analysis Program .The program secks
to uncover themes and subthemes in the data. With data analysis, 6 main themes
and 20 subthemes have been found as results. These 6 main themes, corresponding
with the pre-designed categories of the questionnaire are “Physiological Responses
given to Stereotype Threat”, “Emotional and Psychological Responses given to
Stereotype Threat”, “Cognitive Responses given to Stereotype Threat”,
“Disengagement and Disidentification with the Domain”, “Job Performance

Outcomes” and “Coping Mechanisms™.
P

4.1 PHYSIOLOGICAL RESPONSES GIVEN TO STEREOTYPE
THREAT

During the interviews, 4 out of 6 participants have stated that they had
experienced physiological responses in situations that can be considered as
threatening stereotypically, specifically when the participants were at risk of being
stereotypically judged. Subthemes under physiological responses are “Palpitation”,

“Headaches and Migraine Attacks” and “Other Physiological Responses”.
4.1.1 Palpitation

Two participants have stated that they experience palpitations. They
explained that they experienced increased heart beat in situations where their
managerial performance was judged by males, or when they were in a solo status as
woman among males, or when they felt that they were at risk of being unfairly

judged on the basis of gender stereotypes.
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Participant 6:

“Like I have said there are department assessments in University, these are like
exams, each department undergoes these exams. Therefore, you go fto rectorate
office with all your work material at hand. 6-7 people including the rector and vice-
chancellor wait for you with an unhappy face sitting in a long table waiting. All of
them are men. There, because of being a woman and due to the format of the
meeting I remember my heart beating fast, that I got excited and that I experienced

palpitation.”

Participant 6 has stated that she has experienced palpitation or increased
heart rate in a solo situation where she was the only women among males. In the
given situation, both her managerial performance and the performance of her

department which she was representing were assessed.
Participant 3:

“Yes, I don’t remember a specific example but I have experienced these anxiety
symptoms. My hands shook, my voice trembled, my heart beat fast, I felt burning in
my head and chest and had a feeling of rising and looking at the body from outside.”

Participant 3 has previously stated in the interview that all the managers in
her position and the other top-level managers in company were males. Being the
only female manager, she explained that she felt standing out from the group due to
her gender category. In those situations of executive meetings she has stated that

she experienced increased heart beat.
4.1.2 Headaches and Migraine Attacks

Two participants have stated that they have experienced headaches and
migraine attacks in situations where they were performing their

leadership/managerial duties in the presence of males.
Participant 6:

“Either before or after these important meetings I attended, I used to experience

migraine attacks.”

The participant explains that she has migraine attacks before meetings where

her leadership skills would be assessed by male executives. Also, as the participant
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has stated previously, during the meetings she was the only women present in the
room and that all the males in the room were in higher executive positions than she
was. Being in these situations seemed to be overwhelming and she explained that

she had migraine attacks before and after important meetings.
Participant 1:

“I experienced headaches. Also, some people experience problems with blood
pressure. This didn’t happen to me however it’s about the psychology of the
individual, it causes physical symptoms. These gender stereotypical environments

in which I always had to prove myself caused headaches.”

In this given segment, the participant mentions that the psychology of being
target to gender stereotypes and the effort she has given to deal with them caused
her to experience headaches. She talks about the significant influence psychology
has on individuals and that do to pressure and stress physiological symptoms occur,

which in her case results in headaches.
4.1.3 Other Physiological Responses

Three participants have stated that they have experienced various other
physiological responses that include stomach diseases, hands shaking, voice

trembling, feeling of burning in head and chest, and problems with their eyes.
Participant 2:

“I experienced a stomach disease at the time. It was because of the prejudices and
the reaction I gave to prejudices. Maybe, if I experienced them today I could have
looked at things differently.”

Participant 2 recollects memories of a stomach disease that she has
experienced during her early years in business. She explains that prejudices towards
women in leadership positions that was present in her previous work environment

was the reason for this stomach disease that she has experienced.
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Participant 1:

“For example, my eyes were wet all the time. What else can I say? I have seen all
doctors in all well-known hospitals. The result was that my immune system was
weakening. It’s different for everyone; mine was my eyes getting wet all the time.
No matter what I used, what I did, my eyes were wet throughout whole winter season
of that year. Some get sick, some have problems with blood pressure and some have

'

diabetes.

The participant has expressed in previous answers to interview questions
that she constantly had to struggle with the stereotypical judgments held by workers
in her company and in other companies towards her as a female manager. This
constant struggle has made her eyes water, a physiological response that has

occurred due to the stress she has experienced in her professional setting.

4.2 EMOTIONAL AND PSYCHOLOGICAL RESPONSES GIVEN TO
STEREOTYPE THREAT

In the interviews, all participants have reported giving emotional and
psychological responses to stereotype threat. These responses have been given
when witnessing unfairness, being judged negatively, being assessed by male
leaders and being evaluated differently due to stereotypes about female managers.
The subthemes formed under this main theme are “Frustration and Anger”, “Feeling
Threatened and Under Pressure”, “Feeling on the Edge”, “Feeling Incompetent”,

“Feeling Uncomfortable™ and “Anxiety”.
4.2.1 Frustration and Anger

Two participants have expressed feeling frustrated and angry in response to
stereotypes about female leaders. They have expressed that the frustration and anger
is experienced as a result of unrealistic judgments and treatments towards female

leaders in the workplace.
Participant 4:

“I have felt that my managerial role was criticized only because I was a female

manager. Without any data, there was this idea that I wouldn’t have an influence
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on others. When I communicated an idea they would ask me who told me this idea.

I thought about it. These happened a lot to me. These made me very mad.”

The participant declares that she has been frustrated because of the unfair
criticism she has received in the work place. Moreover, she is frustrated because
some of her colleagues think that she can’t have an influence on others only because
of her gender identity. She also mentions that she has faced this prejudice many

times in her professional career.
Participant 3:

“There have been times when I was very mad, frustrated and angry because of
earning less than other male managers who are at the same level as I am. I have
never earned the money I should have earned, especially in comparison to other

male managers.”

In the given passage, the participant states that she was aware that she was
earning less money in comparison to her male counterparts. She tells that this
unfairness in payment that is present only because of her gender has made her feel

very angry and frustrated.
4.2.2 Feeling Threatened and Under Pressure

Three participants have spoken about their experiences of feeling threatened
or under pressure. They have told that the stereotypes about women not being as
successful as men in managerial positions have created a work environment that has

enabled them to have such feelings.
Participant 2:

“When you know that there are prejudices towards you being a female manager

you feel under pressure. Stereotypes make everything harder”

The participant talks about the prejudices towards female managers in her
company making her feel under pressure while performing her managerial duties in

her job.
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Participant 3:

“In this work environment I have felt under pressure the whole time. I have felt
threatened in such an environment. In this environment, I became stressed easily
and I could easily find myself in situations where I shout at others. This happened

due to the pressure I felt. In these pressure situations, I panicked easily”

Participant 3 shares her experience about working in an environment in
which she felt under pressure and threatened. This pressure is a result of the gender
stereotypes held by other male managers in her company. She doesn’t want to

confirm these stereotypes and this causes her to feel stressed and panicked.

4.2.3 Feeling on the Edge

During the interviews two participants have stated that they have felt “on
the edge”. This feeling emerged as a result of other male managers having gender
biases towards them in which they had to struggle with. Such a struggle caused them
to feel depressive due to thoughts that they can’t do anything to change these

stereotypes or biases held against them.
Participant 3:

“In my work experience there were times where I struggled a lot. There were times
that I felt depressive that made me start using medication. I also started
psychotherapy. I had to conduct my managerial duties while I was feeling on the

edge”

The participant talks about her experience of feeling on the edge due to the
stereotypes that were constantly present in her company that threatened her as a
female manager. She states that the work environment made her very depressive

and even made her start psychotherapy.
4.2.4 Feeling Incompetent

While conducting the interviews, two participants have recollected
memories of feeling incompetent. They have felt incompetent as they had to face

unfair judgments about their gender. These unfair judgments as they recall are about
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the stereotypes that women can’t be as influential, smart or as successful as men in
P

managerial positions.
Participant 3:

“My performance was probably negatively affected by these emotional responses I
have given in this company. At one point I was feeling very incompetent. It was

because I was a woman along with some other reasons.”

The participant expresses her feelings of being incompetent in her company
as a manager. These feelings were a combination of many reasons including being

a woman manager in her company.

4.2.5 Feeling Uncomfortable

During interviews, three participants have declared that they have felt
uncomfortable in their professional settings. This feeling of discomfort emerges
from being negatively judged as a female manager and of judgments towards female
leaders regarding that problems in their personal lives will affect their job

performance.
Participant 5:

“I'was getting divorced while I was working. There was this thought about women
that the problems in their personal life will affect their work life. I didn’t like this.
Yes, 1 did face a problem in my personal life. Everyone around me cared about my
personal problems while I wasn’t even thinking about them. This made me feel very

uncomfortable.”

The participant talks about a stereotype regarding females mix their personal
problems with work related issues. She talks about feeling uncomfortable when
people around her are interested about issues regarding her personal life and think

these issues will affect her job performance.
4.2.6 Anxiety
Two participants have given accounts of feeling anxious while performing

their leadership duties. From these accounts, it could be seen that anxiety is
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experienced in forms of performance anxiety and anxiety in response to being

unfairly compared to male managers.
Participant 4:

“Yes, I have felt anxiety because my performance as a manager will be negatively
Judged because I am a woman. This anxiety in my workplace has affected my job

performance negatively. I still can’t get over the anxiety I have felt.”

Participant 4 talks about feeling anxious that her performance will be
negatively judged because of her gender. She accounts that this anxiety had a
negative effect on her job performance and that she still can’t get over the feelings

of anxiety she has experienced.
Participant 2:

“Irealized later on that that there was a common understanding among some of my
team members that it is good to work with a male manager and that it isn’t possible

1o work with a female manager. In response to this I felt anxiety, 1 felt sad.”

In the statement above, the participant talks about being anxious in response
to the thoughts of her team members. Her team members have thought that it is
better to work with a male manager than with a female manager. This prejudice

towards working with a woman manager made the participant feel anxious.
4.3 COGNITIVE RESPONSES GIVEN TO STEREOTYPE THREAT

While conducting the interviews, participants have told that they give
cognitive responses in situations where stercotypes about female managers are
present. These situations include performing managerial duties in presence of
males, having their duties assessed by male leaders or while discussing these duties
with males. Three subthemes found under the main theme of *Cognitive Responses
Given to Stereotype Threat” are “Negative Thoughts about Self”, “Loss of Control”

and “Losing Concentration”.
4.3.1 Negative Thoughts about Self

Participants have told in the course of interviews that being aware of the
gender stereotypes held by their male managers towards them and identifying with

these stereotypes from time to time made them have negative thoughts about their
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position. These three participants said that they have doubted themselves and had
thoughts that they were constantly making mistakes while performing their

managerial duties.
Participant 6:

“There are annual meetings organized by the Professional chamber where all
professors that hold position as the head of department in their universities’
participate. Generally, in Turkey, all department coordinators are males. [
conducted and made the last comments in these meetings both as president of the
chamber and as the department coordinator of my department. I objected most of
the topics and because of being a women and being younger than the other

bl

professors I have questioned my performance.’

As Participant 6 was objecting to most of the topics that were brought up by
male managers in annual meetings where as a women she was in a minority position,

she recalls questioning her performance.
Participant 4:

“In my previous company, especially in 2011 when I started working, I experienced
everyday sexism and gender based stereotypes. Working there with these

stereotypes present, I thought that I was always making mistakes”

In the given statement, the participant talks about being aware of the gender
based stereotypes and sex-based prejudices towards her in her previous company.
These negative stereotypes and prejudices caused her to attribute everything she has

done as a mistake.
4.3.2 Loss of Control

Loss of control was a cognitive response told to be experienced by three
participants. These three participants have stated that loss of control have made
them clumsy, made them unable to plan things and has resulted in loss of thoughts.
Being in situations where they have been assessed or negatively judged by males

has caused them to lose their control.
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Participant 6:

“In these meetings 1 couldn’t talk as good and effective as I wanted to. I even
became clumsy and there was a time when I dropped the files that I was carrying.

Also, Iwasn't able to think well and control my thoughts during these meetings.”

Participant 6 states that in meetings where her performance as a female
manager was being evaluated by males she wasn’t able to control herself. She has
told that this loss of control has resulted in clumsiness and even in a circumstance
made her drop the files she was carrying with her to the meeting. She also mentions
that she wasn’t able to control her own thoughts in meetings in which she has
previously told to hold status as mostly being the only female executive present in

the room.

4.3.3 Losing Concentration

Two participants have mentioned that they have lost concentration in
situations where their gender was salient and in which they were outnumbered by
males. Concentration loss is an outcome of thinking that they will be negatively
judged by males because of judgments they hold against women managers.
Participants lose concentration thinking that their managerial duties and their
position as a female manager will be assessed in a negative way because of the

present negative gender stereotypes.
Participant 6:

“I have faced serious concentration loss in situations where I was aware that the
managers won't approve or give consent for my plans. I also lost concentration at

times when I was aware that they had prejudices towards me as a female manager.”

The participant states that she experiences concentration loss in situations
where her acts as a manager aren’t approved by other managers. In this present
situation the participants talks about, all the managers are males and she thinks that

she will encounter disapproval and will be judged as a female manager.
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4.4 DISENGAGEMENT AND DISIDENTIFICATION WITH THE
DOMAIN

Three of the participants have given accounts of disengaging and
disidentifying with their domain in response to interview questions. These
participants talked about permanently or temporarily leaving their companies and
having thoughts about not accepting the managerial roles that are being offered to
them. Three subthemes that are under this main theme are: “Leaving Job”,
“Temporarily Leaving Workplace” and “Thinking about Rejecting Managerial

Role”.

4.4.1 Leaving Job

Two participants have talked about leaving their managerial positions and
resigning from their jobs. Participants state that the treason for leaving their jobs
and their managerial positions is because of the active gender stereotypes towards
women in their companies. These stereotypes being present in the workplace have

caused unfairness, which has led these female managers to leave their jobs.
Participant 3:

“Of course it creates emotional responses. I quit my job. I said I was burned out
due to negative expectations that were put on me and that I decided to leave. The
next four months passed with efforts to persuade me not to leave. They said I can
take a month paid leave, take two weeks paid leave, do a sabbatical, leave for the
next three months and then come back. However, they also told me that once Ireturn
it will be the same work environment and that they won’t change their behaviors. I

said bye and left the job.”

In the given passage, Participant 3 talks about the reason behind quitting her
Jjob and what has happened after she has told everyone that she is going to quit. The
participant accounts that she has experienced burnout in her job due to the
stereotypical judgments about women in managerial positions that was strongly
present in her company. After telling that she is going to leave her job, her

colleagues try to persuade her to stay, however they also tell her that they won’t
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change their behaviors or their attitudes. In result, the participant doesn’t change

her mind and quits her job in order not to face stereotypical judgements.
4.4.2 Temporarily Leaving Workplace

Two participants have recalled during the interviews that they have
temporarily left the workplace. Both participants have said that they have left the
workplace feeling very angry about the unfair judgments they had faced as a female

manager.
Participant 3:

“For example, one day I remember leaving the company by shouting and throwing
an anger tantrum. 1 left my office around 3 or 4 pm and returned next day at 9 am
in the morning. There were days where it was enough. Shouting and leaving the
company is of course a dramatic example however it was response to everything

that happened.”

Participant 3 recalls her experience where she has experienced an anger
tantrum. Her anger tantrum was a result of unfairness she has experienced in the
workplace due to gender stereotypes about her as a women manager occupying an
important decision-making position in her company. She recalls this experience as

a dramatic one as it involves shouting and short term absenteeism.
4.4.3 Thinking of Rejecting Managerial Role

Gender stereotypes have also affected thoughts of being fit for the
managerial role being offered. While interviews were conducted, two participants
have told that they have thought of rejecting the managerial role because of
internalizing the gender stereotypes or feeling that others will think that they are not
fit for the managerial role because of the stereotypes that females are not suitable

for such roles.

Participant 6:
“There were many times where I thought of rejecting the role offered to me due to
the gender stereotypes we have talked about. However, every time I fought with this

idea and realized I should continue. So I continued.”
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In the given statement, the participant talks about thinking of rejecting the
managerial role that was offered to her. The reason for such a thought emerging
from not intending to take a position where she knows she will be judged unfairly

because of stereotypes about her gender identity.

4.5 JOB PERFORMANCE OUTCOMES

All participants have told during the interviews that their performance have
been affected by the gender based stereotypes that they have encountered. They
have said that their job performance has been affected due to struggling with the
stereotypes. Participants said that their performance has decreased, their work
productivity has declined and that they had to work more than they had to in order
not to confirm these stereotypes held against them. The subthemes under the main
theme of “Job Performance Outcomes™ are “Decrease in Efficiency”™ and “Decrease

in Performance™.
4.5.1 Decrease in Efficiency

In the course of interviews, two participants have told that efficiency of their
performance has decreased. They have said that the obstacles caused by stereotypes
have resulted in decrease in efficiency to occur. These participants have talked
about not being as efficient as they can be in their job because they have felt tired

and bored of the burdens of stereotypical judgments.
Participant 3:

“There were days where my work efficiency has decreased. I would work less
efficiently then I work normally. I can’t remember of specific examples but there

definitely have been times this happened”

Participant 3 has expressed that some days she has experienced a decrease

in her work efficiency.
Participant 1:

“I'was in a struggle with these stereotypes. You need to do a lot to prove that these
stereotypes are wrong. You need to communicate that you can do the given job.

Normally I shouldn't fight for these things. When men makes mistakes or can’t get
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a job done, everyone is more relaxed about it. However, when women do the same
mistakes there are stereotypical judgments and harsher consequences. This affected
me too. [ used to get tired and loose my efficiency. I can say that my efficiency has

decreased.”

The participant has expressed that she has struggled with gender based
stereotypes about her as a female manager regarding that she wasn’t capable of
fulfilling the job demands. She said that in order to prove that these thoughts held
by other employees are wrong she had to make minimum mistakes and this in return

has decreased her efficiency.
4.5.2 Decrease in Performance

While answering the interview questions, three interviewees have told that
their performance has decreased. They have told that this performance decrease was
an outcome of the stereotypical judgments they had to encounter in their jobs and

feeling anxiety due to being aware of these present judgments.
Participant 4:

“In this company I have been very hard on myself; I had to prove judgments about
female managers were wrong. This caused a decrease in my performance. Like I
have said I have divided myself into two. I acted differently towards my top
executives and my subordinates and organized them towards different actions. This

left me with a lot of anxiety”

In the given quotation the participant talks about her performance decreasing
as an outcome of her anxiety in order not to confirm the negative stereotypes about
women managers. As a woman manager, this anxiety led her to be hard on herself

with resulting in her performance to decrease.
Participant 6:

“In general, my friends both in my department and in the professional chamber
have always showed me examples of male leaders. They said that if I was a male
leader I would have been tenser and that everyone would fear me and be afraid of

me. This comparison made me feel anxious, and this anxiety resulted in decreasing
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my performance. Like I said, under this kind of pressure it is very hard for anyone’s

performance not to be affected”

The participant has spoken about being unfairly compared to male leaders
and being judged for not acting or engaging in behaviors like them. She has told
that this unfair comparison had made her anxious and this caused her performance

to decrease.

4.6 COPING MECHANISMS

In response to the questions being asked in interviews, 3 participants have
recalled experiences of changing behavior in response to stereotypical judgments
regarding their gender. They have told that they have changed their behaviors in
order to gain more respect, to belong, to avoid criticism in regards to these
stereotypes and to prove that these stereotypical judgments are wrong. This resulted
in coping mechanisms to be used by participants in their work life. The two
subthemes that clustered to create this main theme are “Acting Masculine” and

“Trying to Control Everything” and “Working More™.
4.6.1 Acting Masculine

During the interviews, two participants have told that they acted masculine
or more masculine than they are in order to avoid gender stereotypes. They have
told that they have acted in such a way to gain more respect from their coworkers

or to fit in as a female leader.
Participant 3:

“Yes I did act more masculine and I still feel ashamed of it every time I think about
it. I can’t forget one memory in particular. I have never smoked in my entire life.
All male managers entered the room and one of them asked if anyone wants to
smoke the cigar that he has brought. [ instantly said I wanted to. I am a person who
has never smoked a cigareite let alone a cigar. In the end I didn’t try but everyone
was shocked at my reaction. Then I realized that the only reason I did this was to

belong, to be a part of them. That was the reason.”
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The participant regards smoking cigar as a masculine act that she has
performed. She has told that she has engaged in such an act to fit in with the other
managers that were present in the room which were all males. Her desire to belong
in the group of male executives as the only female manager made her intend to do

something she has never done or have intented to do in her life.
Participant 6:

“There were times when I chose to act more masculine. In the evening dinners

where there was drinking and men talk involved I chose to act more masculine”

In the given passage, Participant 6 talks about the evening dinners she had
to participate as a manager. The participant has also told that she didn’t prefer to
participate in evening dinners and rather have them done in morning. However,
because the majority enjoyed evening dinners where there was also drinking and
talks that fulfill the interest of males, Participant 6 had to join them. Participant was
also hesitant in being a part of these meetings because, based on the accounts the
participants have given to questions previously in the interview, at the time she was
a single mother and had family responsibilities. In these evening dinners, the

participant talk about acting more masculine than she normally is in order to fit in.
4.6.2 Trying to Control Everything

In the interviews, two participants have told that they started to have more
control over their actions after being in environments where they were judged based
on stereotypes about their gender. In order to avoid these stereotypes and to prove
that these judgments are false, the participants have told that have been very

obsessive in terms of controlling everything.
Participant 6:

“In meetings with mostly male executives I wanted to conirol everything.
Controlling has come to a point that I was obsessively trying to control all. I knew
1 couldn’t control everything but I couldn’t stop myself from doing so. Any mistake
I have made could have had harsh consequences on my department that I

represent.”
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The participant has stated that she has tried to control everything in meetings
where she was the only female in the room being assessed by male managers who
are also her executives. She said that trying to control everything has turned into an
obsessive behavior that she can’t stop. In addition, she has told that she thought any
mistake could have severe consequences for her department that she represents in

the meetings so controlling everything was a coping mechanism she has used.
Participant 4:

“Due to the stereotypical judgments about me I became a control freak. They made

me want to control everything.”

Participant 4 has expressed that the stereotypical judgments that she has
experienced in the work place had made her want to control all her actions. She
wanted to control everything in order to avoid facing judgments that she doesn’t

deserve just because of occupying a managerial role as a woman.
4.6.3 Working More

Two interviewees have talked about working more in comparison to other
employees in their company. They have declared that they work more in order to
prevent being judged negatively as a female manager and in order not to confirm
the stereotypes about female leaders. Furthermore, they have stated that they work
more so that they won’t be negatively affected by stereotypes that can possibly have

a negative effect on their job performance.
Participant 4:

“In order to prevent being negatively judged as a female I worked more than my
colleagues. I had to show more performance than they do. Thank God this was the

situation in my previous company and not in my current company.”

Participant 4 talks about working more than others in order to avoid negative
stereotypes. She felt that it was necessary for her to work more to show that she
doesn’t fit with the stereotypical judgments. Also, she states that she is very grateful
that she no longer feels that she has to work more than her colleagues in her current

company to avoid any stereotypes.

37



CHAPTER YV
DISCUSSION
5.1 KEY FINDINGS OF THE STUDY

In line with the literature review being conducted on stereotype threat effect,
the results indicate that female leaders in managerial position give emotional,
psychological, cognitive and physiological responses to stereotype threat. The main
themes that have been found via data analysis show that these responses have been
experienced by the participants who have been interviewed. Specifically, 3 out of 6
participants were found to be more effected by stereotype threat and the experience
seemed to be overwhelming. These participants have reported more responses,
outcomes and expressed using more coping mechanisms in response to stereotype
threat. Furthermore, these three participants have reported signs of stereotype threat
in situations that may be viewed as stereotypically threatening for women in
leadership roles such as being in solo status. However, the other three participants
showed less stereotype threat responses. In this sense, it could be concluded that
while some women are affected by these threat responses others may not be as

affected or show no threat responses.

Physiological responses that were reported by participants are palpitation,
headaches and other physiological responses. Other physiological responses
reported by participants include blood pressure, pressure in chest and problems with
eyes. These findings confirm the findings of previous studies (e.g. Blascovich et al.,
2001; Huber et al., 2015). Emotional responses were reported by all participants,
therefore it is the response most expressed by participants during the interviews.
These responses reported by the participants include frustration and anger, feeling
threatened and under pressure, feeling on the edge, feeling uncomfortable and
incompetence. These findings match with the findings on emotional responses
given to stereotype threat (e.g. Schmader, Johns & Forbes, 2008). In previous
studies, anxiety was found to be experienced both as a mediator (e.g. O’Brien &
Crandall, 2003; Osborne, 2001) and as a psychological response (e.g. Sackett &
Quint, 2019) to stereotype threat. Participants have also stated in interviews that
they have felt anxiety in situations where they have been stereotypically judged as

a female manager. They have also expressed that this anxiety had an effect on their
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performance. Lastly, cognitive responses that have been reported by participant are
negative thoughts about self, losing control and loss of concentration. These
responses also align with the findings of past studies (e.g. Schmader & Johns, 2003;

McGlone & Pfeister, 2015).

From the findings of past studies it could be seen that stereotypical gender
based judgments can make women leaders disengage or disidentify with their
leadership role and domain (e.g. Crocker, Major, & Steele, 1998; Major et al.,
1998). As seen in results obtained from interviews, one of the main themes is
“Disengagement and Disidentification with the Domain™. Participants recall of
experiences support the findings as they have expressed that they have permanently
or temporarily left their workplace, and had thoughts about rejecting managerial

role that was offered to them.

The performance outcomes found through qualitative research are also
parallel to the findings of previous studies (e.g. Davies et al., 2002; Spencer, Steele
& Quinn, 1999, Spencer & Aronson, 2002). Participants have stated that their
performance or their performance efficiency has decreased in response to gender

based stereotypes that they encounter as a female leader in professional settings.

When results about coping mechanism are taken into consideration,
participants have reported to show masculine behaviors or actions in situation where
they are trying to cope with stereotype threat. Here, it is important to note that five
out of six participants have worked in companies where most of the managers were
males. In literature, it is also found that more masculine style is used when women
leaders are felt stereotype threatened in male-dominated environments (von Hippel,
Wiryakusum et al., 2011). As another subtheme of coping mechanisms, participants
have expressed that they have worked more and tried to control everything in order
to avoid negative stereotypes about their leadership position. It was found that as a
consequence of the threat women can work more than men do, in order to prove

that the stereotypes are wrong (Hoyt & Murray, 2016).
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5.2 THEORETICAL AND APPLIED CONTRIBUTIONS

The present study has important theoretical and contributions. First of all,
this study is a unique study as there are limited qualitative studies on stereotype
threat effect. This study is also unique in the sense that the sample of the study is
Turkish female leaders in mangers. Secondly, the study aids in having an in-depth
understanding of how stereotype threat affects women leaders, the responses given
to the threat and the outcomes based on participants’ recall of their experience. In
this sense, the findings of the research presents information on; in which conditions
these responses occur, how these responses turn into different outcomes and
personal differences of participants This current study can also form a guideline to
form a quantitative measure of stereotype threat effect as there isn’t a scale to
measure stereotype threat effect (Shapiro & Neuberg, 2007). With the information
obtained through this research, a credible measurement tool can be created.

The findings of this study can also have practical implications for
organizations. As a question of the study, participants were asked: “What do you
think can be done for women leaders/managers to be less affected/not affected by
gender based stereotypes?” as the last question of the questionnaire. All participants
underlined the importance of education. They have emphasized the importance of
educating children from a young age about gender issues. One participant further
elaborated on this stating that the stories, fairytales and even the lullabies told by
parents should be changed to prevent stereotypes about women. Two of the
participants have told that trainings focusing on issues and biases related to gender

should be held in organizations.

Participants have also stated that more examples of female leaders should
be shown to the public. They have suggested that more movies and documentaries
of female leaders should be made and more books should be written about these
leaders. Participants further stated that these women leaders and managers should
be emotionally supported by the public, their companies and their families.
Participants highlighted the importance of influencing through examples. They
have argued that younger women will be more influenced to become women leaders
if there are more examples of female leaders in professional settings. Moreover,
participants have told that there should be a quota for females to be represented in

top executive positions. Accordingly, they have stated that there should more
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opportunities inside organizations for women to advance their positions.
Opportunities given to women, as expressed by participants, will influence other

women inside their organizations or in their social life to advance in their careers.

Majority of the participants emphasized the importance of changing the
language used within the organizations. They have said that the language used
inside organizations favor men over women and this causes motivation of women
employees to decrease. In this sense, participants have mentioned a language that
doesn’t devalue women must be used while communicating in organizations.
Lastly, the participants have underlined that the top executives in the organizations
should support female managers and take part in creating an organizational culture

that does not favor stereotypes about women in leadership roles.

5.3 STRENGTHS

Being a qualitative study, the study bears many advantages. One of these
advantages is that as this study is a qualitative study, therefore the focus is not solely
on outcomes but on experiences of female leaders. By examining the experiences
of female managers with qualitative methods, the experiences can be learned in
detail and their experiences can be clearly understood through specific examples
given by participants. These first hand reports give a clear understanding on how
these experiences have turned into decrease in performance, why different
responses were given to threat, why coping mechanisms emerge and how
participants disengage or disidentify with their domain. To ensure this, good
relationships were established with the participants and the participants felt
confident to speak honestly about their experiences. By examining all of the data
with Qualitative Content Analysis, the analysis was focused on personal
experiences and rather than general ideas about how stereotype threat has an effect

or is being experienced by female leaders.

When literature review on stereotype threat effect was conducted, mostly
experimental studies were found and performance measures were taken into
consideration in these studies. Therefore, this study is a unique contribution to the
literature for being a qualitative study focusing on the personal experiences of

female leaders. It is also unique in terms of the sample being interviewed. The
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sample compromises of Turkish female leaders which has not been a sample of

similar previous studies on stereotype threat.
5.4 LIMITATIONS

Even though the number of participants (N=6) is a suggested number for a
qualitative study, it would be more beneficial to work with a bigger sample size.
Increasing the number participants can make the research more comprehensive in
terms of learning about the experiences of female managers. With a larger sample
size, more could be learned about the experiences of female leaders in terms of

responses, outcomes and coping mechanisms associated with stereotype threat.

Although the participants are from different sectors (retail, energy, service
and education), more variation in terms of sectors can aid in having better
understanding of steroype threat experiences of female leaders. Moreover, the
experiences of these leaders may show differences in different sectors. Obtaining
data from female leaders from different sectors can enhance the knowledge on the
research topic. Another limitation of the research is about the education background
of the participants. All participants are university graduates and have either finished
or are in the process of finishing their master’s degrees. For this reason, participants
are academically successful and have a better understanding of gender based
stereotypes and any gender related threats that they may encounter in work life. In
order to have a better understanding of the stereotype threat experiences of female
leaders in managerial roles, a sample with a more varied educational background
can be interviewed. All the participants that have been interviewed were in a similar
age group. Five of the six participants are between ages 35 to 45, with only one
participant being 57 years old. Having similar ages may have had an influence in
the participants’ experiences. Obtaining data from different age groups may have
changed the results as different experiences may have been reported during

interviews.

The present study is a qualitative study; therefore the questions are in-depth
questions that are aimed to examine the personal experiences of participants.
Participants being interviewed may have felt hesitant in giving answers to the
questions being asked. They may have also been resistant in giving responses that

may make them look vulnerable. In this sense, they may have given the wrong
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answers, have hidden some answers or have changed their experiences while giving
accounts. Social desirability bias may also have had an influence on participants to
answer questions in a way that will favor the participants. Social desirability bias
has been acknowledged to play arole in qualitative research resulting in participants
to manipulate their answers in interviews (Bergen &Labonté, 2020). Therefore, it
is likely that incorrect answers have been given or details have been changed or
manipulated by participants while being reported during the interviews being

conducted.

Participants’ attention was directed to gender issues with the questions being
asked in interviews. Therefore, these topics didn’t emerge directly from the
participants. While it is possible to put women in stereotype and control conditions
in experimental studies to compare how they behave, in qualitative studies it is
harder for these themes to emerge without guiding participant’s attention to topics

related to gender.

The interpretations of the interviews can also be a limitation of the study as
there are alternative explanations for the responses or experiences recalled by
participants. Participants may have given stereotype threat responses or have shown
associated consequences as a result of many factors that also include stereotype
threat. As an example, the physiological responses such as stomach diseases or
headaches that were reported by participants can be a combination of other factors
along with gender based stereotypes that are present within the organization.
Participants have told that they have given similar symptoms when they are judged

in the workplace because of their age, their position or educational background.

5.5 SUGGESTIONS FOR FUTURE RESEARCH

For future research, as mentioned in the limitations, a bigger sample size
could be used for the purpose of the study. Although the sample size is in the given
range for a qualitative study, with a more varied sample size there could be more
variability in terms of managerial level (top-level managers and middle-level
managers), age, educational background and the sector that female managers work
in. With a more varied sample size, more data can be obtained for the goal of the

study.
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With the qualitative findings of the study, an outline for a quantitative
measure can be obtained. Therefore, a scale measuring the response levels to
stereotype threat effect can be created with the findings of the present study. A scale
can be put together based on the answers given by participants. Furthermore, a
mixed method study can be made to have an even better understanding of stereotype

threat responses of female leaders.

As there are limited number of qualitative studies on stereotype threat and
female leadership, a replication study can be conducted to validate the results. A
replication study can also be benefitial as different personal experiences can be

obtained from interviewing different participants.

5.6 PERSONAL IMPRESSIONS OF RESEARCHER

During my academic studies, I have written research papers on stereotype
threat effect and this made me want to further explore the topic. After completing
literature review on stereotype threat, I found that there were limited studies that
focus on stereotype threat using qualitative methods. I wanted to do a research that
was not previously done, that was a new addition to the literature. While creating a
questionnaire for interviews, I realized that it is very challenging to qualitatively
explore stereotype threat effect as it is a very complex concept. I wanted to

challenge myself and do a study that is new in the field.

Initially, it wasn’t very hard to find participants as I have known middle
level and top-level managers through personal and professional connections.
However, I started data collection during the Covid-19 pandemic period and due to
the restrictions, I was only able to reach 6 participants out of the 10 that I have
contacted previously. The participants who weren’t available to become a part of
the research either didn’t want to meet online as they don’t like talking through
online mediums, or in-person due to the restrictions of Covid-19 period. As a

researcher, I also felt anxious while conducting interviews due to health concerns.

During the interviews, I was both excited and anxious. 1 was excited
because, though I have conducted one interview for a master’s class in my
department, I didn’t have much experience in conducting interviews. On the other

hand, I was anxious because the questions were personal questions and I was
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worried about the reactions the participants may give to them. My excitement and
anxiety decreased after each interview progressed and as all participants gave
honest answers to the questions being asked to them. Similar to my feelings, I
realized that the participants were also very excited to be interviewed. They also
became more relaxed as they gave answers to the questions. Having their voices
recorded also made the participants more self conscious. Some participants were
very hesitant in sharing their personal experiences. These participants chose to
speak about general observations rather than talking about personal experiences,

and gave longer answers to general questions in comparison to personal ones.

While doing transcriptions of the interviews, I realized that due to my
excitement while conducting the interviews I have missed out on some of the things
the participants have told. Transcribing all the voice recordings to a written format
was very challenging for me as it required high levels of concentration. When I re-
read what has been expressed in interviews, I felt fulfilled being able to obtain a lot
of experiences. I was also very proud of myself for creating a genuine environment
that made the participants comfortable in sharing personal accounts. Data analysis
was also very challenging for me. I spent weeks on trying to code the accounts of

participants to form subthemes and main themes.

Overall, the experience of writing a thesis with qualitative methods was a
very good learning opportunity for me. I have gained a lot of knowledge about
stereotype threat experiences, conducting interviews, qualitative research and

coding with Qualitative Content Analysis.

45



REFERENCES

Aronson, J., & Inzlicht, M. (2004). The ups and downs of attributional ambiguity:
Stereotype vulnerability and the academic seld-knowledge of African

American college students. Psychological Science,15,829-836

Aronson, J., Quinn, D., & Spencer, S. J. (1998). Stereotype threat and the
academic underperformance of minorities and women. In J. K. Swim & C.
Stangor (Eds.), Prejudice: The target’s perspective (pp. 83—103). San
Diego, CA: Academic Press.

Aronson, J., Lustina, M., Good, C., Keough, K., Steele, C., & Brown, J.
(1999). When White men can’t do math: Necessary and sufficient factors
in stereotype threat. Journal of Experimental Social Psychology, 35,
29-46.

Aycan, 7., Bayazit, M., Berkman, Y., & Boratav, H. B. (2012). Attitudes towards
women managers: Development and validation of a new measure with
Turkish samples. Furopean Journal of Work & Organizational

Psychology, 21(3), 426- 455.

Ben-Zeev, T, Fein, S. & Inzlicht, M. (2005). Arrousal and stereotype threat.
Journal of Experimental Social Psychology, 41, 174-181.

Bergen, N. & Labonté, R.(2020). “Everything is perfect, and we have no
problems™: Detecting and limiting social desirability bias in qualitative

research. Qualitative Health Research, 30(5), 783-792.
Bergeron, D. M., Block, C. J., & Echtenkamp, A. (2006). Disabling the able:

stereotype threat and women's work performance. Human Performance,

19(2), 133-158. http://dx.doi.org/10.1207/s15327043hup1902_3.

46



Blascovich, J., Spencer,S., Quinn, D., & Steele, C. (2001). African Americans and
high blood pressure: The role of stereotype threat. Psychological
Science, 12, 225-229.

Bosson, J.K., Haymovitz, E.L., Pinel, E.C. (2004). When saying and doing
diverge. Journal of Experimental Social Psycology, 40, 247-255.

Bowles, H. R., Babcock, L., & Lai, L. (2007). Social incentives for gender
differences in the propensity to initiate negotiations: sometimes it does
hurt to ask. Organizational Behavior and Human Decision Processes,

103(1), 84-103. http://dx.doi.org/10.1016/j.0bhdp.2006.09.001.

Bowen, C., Wu, Y., Hwang, C. & Scherer, R. (2007). Holding up half the sky?
Attitudes towards women as managers in the People's Republic of
China. International Journal of Human Resource Management, 18(2),

268-283.

Branscombe, N. R., Ellemers, N., Spears, R., & Doosje, B. (1999). The
context and content of social identity threat. In N. Ellemers, R. Spears,
& B. Doosje (Eds.), Social identity (pp. 35-58). Oxford, England:
Blackwell.

Brown, R. P. & Pinel, E.C. (2003). Stigma on my mind: Individual differences in
the experience of stereotype threat. Journal of Experimental Psychology,
39, 626-633

Burgess, D., Joseph, A., van Ryn.M., & Carnes,M. (2012). Does stereotype threat
affect women in academic medicine? Academic Medicine, 87(4), 506-512.
http://dx.doi.org/10.1097/ACM.0b013e318248f718.

Cadinu, M., Maass, A., Frigerio, S., Impagliazzo, L., & Latinotti, S. (2003).
Stereotype threat: the effect of expectancy on performance. European
Journal of Social Psychology,33(2), 267-285.
http://dx.doi.org/10.1002/ejsp. 145.

47



Cadinu, M., Maass. A., Rosabianca, A., & Kiesner, J. (2005). Why do women
underperform under stereotype threat? Evidence for the role of negative

thinking. Psychological Science,16, 572-578.

Carr, P. B., & Steele, C. M. (2010). Stercotype threat affects financial decision
making. Psychological Science, 21(10), 1411-1416.
http://dx.doi.org/10.1177/0956797610384146.

Catalyst (2019). Quick Take: Women in Managementa, Caralyst (August 7, 2019)

Cheryan, S., Plaut, V. C., Davies, P. G., & Steele, C. M. (2009). Ambient
belonging: how stereotypical cues impact gender participation in computer
science. Journal of Personality and Social Psychology, 97(6), 1045.
http://dx.doi.org/10.1037/a0016239.

Crocker, J., Major, B., & Steele, C. (1998). Social stigma. In D. Fiske, and G.
Lindzey (Eds.), The Handbook of Social Psychology, Vol. 2 (4th ed.). (pp.
504-553). Boston: McGraw-Hill.

Crocker, J., & Wolfe, C. T. (2001). Contingencies of self-worth. Psychological
Review, 108, 593-623

Croizet, J. C. & Claire, T. (1998). Extending the concept of stereotype threat to
social class: The intellectual underperformance of students from low
socioeconomic backgrounds. Personality and Social Psychology Bulletin,

24, 588-594

Daily, C. M., Certo, T., & Dalton, D. R. (1999). A decade of corporate women:
Some progress in the boardroom, none in the executive suite. Strafegic

Management Journal, 20(1), 93-99.

Davies, P. G., Spencer, S. J., Quinn, D. M., & Gerhardstein, R. (2002).

Consuming images: How television commercials that elicit stereotype

48



threat can restrain women academically and professionally. Personality

and Social Psychology Bulletin, 28, 1615-1628.

Davies, P. G., Spencer, S. J. & Steele, C. M. (2005). Clearing the air: Identity
safety moderates the effects of stereotype threat on women's leadership
aspirations. Journal of Personality and Social Psychology, 88(2), 276-287.
doi:10.1037/0022-3514.88.2.2 76.

Eagly, A. H., & Karau, S. J. (2002). Role congruity theory of prejudice toward
female leaders. Psychological Review, 109(3), 573-598.
http://dx.doi.org/10.1037/0033-295X.109.3.573.

Eagly, A. H., & Carli, L. L. (2003). The female leadership advantage: an
evaluation of the evidence. The Leadership Quarterly, 14, 807-834.
http://dx.doi.org/10.1016/j.leaqua.2003.09.004.

Eagly, A. H., & Carli, L. L. (2007). Through the labyrinth. Cambridge, MA:

Harvard Business School Press.

Eagly, A H., Gartzia, L.A & Carli,L.L. (2014).Female advantage: revisited
S. Kumra, R. Simpson, R. Burke (Eds.), The Oxford handbook of gender in
organizations, Oxford University Press, New York, NY (2014)

Forsyth, D. R., & Nye, J. L. (2008). Seeing and being a leader: the perceptual,
cognitive, and interpersonal roots of conferred influence. In C. L. Hoyt, G.
R. Goethals, & D. R.Forsyth (Eds.), Leadership at the crossroads:
leadership and psychology. vol. 1. (pp. 116-131). Westport, CT: Praeger.

Frost, N. (2011). Qualitative Research Methods in Psychology : Combining Core
Approaches. McGraw-Hill Education.

Gangestad, S. W., & Synder, M. (2000). Self-monitoring: Appraisal and
reappraisal. Psychological Bullettin, 126, 530-555.

49



Gneezy, U., Niederle, M., & Rustichini, A. (2003). Performance in competitive
environments: gender differences. Quarterly Journal of Economics,

118(3), 1049-1074. http://dx.doi.org/10.1162/00335530360698496.

Gupta. V. K., & Bhawe, N. M. (2007). The influence of proactive personality and
stereotype threat on women’s entrepreneurial intentions. Journal of
Leadership & Organizational Studies, 13,73 -

85. https://doi.org/10.1177/10717919070130040901

Haines, E. L., Deaux, K., & Lofaro, N. (2016). The times they are a-changing . . .
or are they not? A comparison of gender stereotypes, 1983—
2014. Psychology of Women Quarterly, 40, 353-
363. https://doi.org/10.1177/0361684316634081

Hannah-Hanh D., N., & Ann Marie, R. (2008). Does Stereotype Threat Affect
Test Performance of Minorities and Women? A Meta-Analysis of
Experimental Evidence. Journal of Applied Psychology, 6, 1314.
https://doi.org/10.1037/a0012702

Heilman, M. E. (1983). Sex bias in work settings: the lack of fit model. Research

in Organizational Behavior, 5, 269-298.

Heilman, M. E. (1995). Sex stereotypes and their effects in the workplace: what
we know and what we don't know. Journal of Social Behavior &

Personality, 10(6), 3-26.

Heilman, M. E. (2001). Description and prescription: how gender stereotypes
prevent women's ascent up the organizational ladder. Journal of Social

Issues, 57(4), 657—-674. http://dx.doi.org/10.1111/0022-4537.00234.

Heilman, M., Wallen, A., Fuchs, D., & Tamkins, M. (2004). Penalties for success:
reactions to women who succeed at male gender-typed tasks. Journal of
Applied Psychology, 89(3), 416—427. http://dx.doi.org/10.1037/0021-
9010.89.3.416.

50



Heilman, M.E. and Okimoto T. (2007). Why are women penalized for success at
male tasks?:the implied communality deficit.Journal of Applied
Psychology, 92 (1) , 81-92, http://dx.doi.org/ 10.1037/0021-9010.92.1.81

Herrnstein, R. J & Murray, C. (1994). The Bell Curve: Intelligence and Class

Structure in American Life. New York: Free Press.

Hollander, E. P. (1992). The essential interdependence of leadership and

followership. Current Directions in Psychological Science, 1, 71-75.

Hoyt, C. L., & Chemers, M. M. (2008). Social stigma and leadership: a long climb
up a slippery ladder. In C. L. Hoyt, G. R. Goethals, & D. R. Forsyth (Eds.),
Leadership at the crossroads: leadership and psychology. vol. 1. (pp. 165—
180). Westport, CT: Praeger.

Hoyt, C. L., & Blascovich, J. (2010). The role of leadership self-efficacy and
stereotype activation on cardiovascular, behavioral and self-report
responses in the leadershipdomain. The Leadership Quarterly, 21(1), 89—
103. http://dx.doi.org/10.1016/j.leaqua.2009.10.007.

Hoyt, C. L., Johnson, S. K., Murphy, S. E., & Skinnell, K. H. (2010). The impact
of blatant stereotype activation and group sex-composition on female
leaders. The Leadership Quarterly, 21(5), 716-732.
http://dx.doi.org/10.1016/j.leaqua.2010.07.003

Hoyt, C. L. & Murphy, S. E. (2016). Managing to clear the air: Stereotype threat,
women, and leadership. The Leadership Quarterly, 27(3), 387-
399.doi:10.1016 /j.leaqua. 2015.11. 002

Huber, M. E., Seitchik, A. E., Brown, A. J., Stemad, D., & Harkins, S. G. (2015).
The effect of stereotype threat on performance of a rhythmic motor
skill. Journal of Experimental Psychology. Human Perception &
Performance, 41(2), 525-541. https://doi.org/10.1037/xhp0000039

51



Inzlicht, M., & Ben-Zeev, T. (2000). A threatening intellectual environment: why
females are susceptible to experiencing problem-solving deficits in the
presence of males. Psychological Science, 11(5), 365-371.
http://dx.doi.org/10.1111/1467-9280.00272.

Inzlicht, M., Aronson, J., Good, C., & McKay, L. (2006). A particular resiliency
to threatening environments. Journal of Experimental Social Psychology,

42, 323-336.

Johnson, S. K.,Murphy, S. E., Zewdie, S., & Reichard, R. J. (2008). The strong,
sensitive type: effects of gender stereotypes and leadership prototypes on
the evaluation ofmale and female leaders. Organizational Behavior and
Human Decision Processes, 106(1), 39-60.
http://dx.doi.org/10.1016/j.0bhdp.2007.12.002.

Jones, K. S., & Carpenter, N. C. (2014). Toward a sociocultural psychological
approach to examining stereotype threat in the workplace. Industrial &

Organizational Psychology, 7(3), 429.

Kalokerinos, E. K., von Hippel, C., & Zacher, H. (2014). Is stereotype threat a
useful construct for organizational psychology research and
practice? Industrial and Organizational Psychology: Perspectives on

Science and Practice, 7(3), 381-402. doi: 10.1111/iops.12167

Kaiser, C. R., Vick, S. B., & Major, B. (2006). Prejudice expectationsmoderate
preconscious attention to cues that are threatening to social identity.
Psychological Science,17(4) , 332-338. http://dx.doi.org/10.1111/j.1467-
9280.2006.01707.x.

Kanter, R. M. (1977). Men and Women of the Corporation. New York:Basic
books.

52



Keller, J. (2002). Blatant stereotype threat and women’s math performance: Self-
handicapping as a strategiv means to cope with obtrusibe negative

performance expectations. Sex Roles, 47, 193-198

Keller, J., & Dauenheimer, D. (2003). Stereotype Threat in the Classroom:
dejection mediates the disrupting threat effect on women’s math

performance. Personality and Social Psychology Bulletin, 29, 371-381.

Kenney, R. A., Schwartz-Kenney, B. M., & Blascovich, J. (1996). Implicit

leadership theories: defining leaders described as worthy of influence.
Personality and Social Psychology Bulletin, 22(11), 1128-1143.
http://dx.doi.org/10.1177/01461672962211004.

Kernis, M. H., Paradies, A.W., Whitaker, D.J, Wheatman, S.R., & Goldman, B. N.
(2000). Master of one’s psychological domain? Not likelt if one’s self-
esteem is unstable. Personality and Social Psychology Bulletin, 26, 1297-

1305.

Koenig, A. M., Eagly, A. H., Mitchell, A. A., & Ristikari, T. (2011). Are leader
stercotypes masculine? A meta-analysis of three research paradigms.
Psychological Bulletin, 137(4), 616—642,
http://dx.doi.org/10.1037/a0023557.

Kray, L. J., Thompson, L., & Galinsky, A. (2001). Battle of the sexes: gender
stereotype confirmation and reactance in negotiations. Journal of
Personality and Social Psychology, 80(6), 942-958.
http://dx.doi.org/10.1037//0022-3514.80.6.942.

Kray, L. J., Reb, I, Galinsky, A. D., & Thompson, L. (2004). Stereotype
reactance at the bargaining table: the effect of stereotype activation and
power on claiming and creating value. Personality and Social Psychology

Bulletin, 30(4), 399—411. http://dx.doi.org/10.1177/0146167203261884.

53



Kray, L. J. & Shirako, A. (2011). Stereotype threat in organizations: An
examination of its scope, triggers, and possible interventions. fn M.
Inzlicht& T. Schmader (Eds.), Stereotype threat: Theory, process, and
application. NY: Oxford University Press.

Leary, M. R., Kelly, K. M., Cottrell, C.A., & Schreindorfer, L. S. (2006)
Individual differences in the need to belong: Mapping the nomological

network. Unpublished manuscript, Wake Forest University.

Leslie, S. 1., Cimpian, A., Meyer, M., & Freeland, E. (2015). Expectations of
brilliance underlie gender distributions across academic disciplines.

Science, 347(6219), 262-265. http://dx.doi.org/10.1126/science.1261375

Leyens, J. P, De’sert, M., Croizet, J. C., & Darcis, C. (2000). Stereotype threat:
Are lower status and history of stigmatization preconditions of stereotype

threat? Personality and Social Psychology Bulletin, 26, 1189-1199.

Luhtanen, R., & Crocker, J.(1992). A collective self-esteem scale: Self evaluation
of one’s social identitiy. Personality and Social Psychology Bulletin, 18,
302-318.

Lyness, K. S., & Thompson, D. E. (2000). Climbing the corporate ladder:
Do female and male executives follow the same route? Journal of

Applied Psychology, 85, 86-101.

Maalouf, A. (2001). In the Name of Identity: Violence and the Need to
Belong. New York: Arcade Publishing.

Major, B., & Schmader, T. (1998). Coping with stigma through psychological
disengagement. In J. Swim, & C. Stangor (Eds.), Prejudice: the target's

perspective. The Academic Press. 219-241.

Major, B., Spencer, S. J., Schmader, T., Wolfe, C., & Crocker, J. (1998).

Coping with negative stereotypes about intellectual performance: The

54



role of psychological disengagement. Personality and Social Psychology

Bulletin, 24, 34-50.

Marx, D. M., Stapel, D.A., & Muller, D. (2005). We can do it: The interplay of
constural orientation and social comparison under threat. Journal of

Personality and Social Psychology,88, 432-446.

McGee, E. (2018). “Black Genius, Asian Fail”: The Detriment of Stereotype Lift
and Stereotype Threat in High-Achieving Asian and Black STEM
Students. AERA Open, 4(4).

McGlone, M. S., & Pfeister, R. A. (2015). Stereotype threat and the evaluative
context of communication. Journal of Language and Social Psychology,

34(2), 111-137.http://dx.doi.org/10.1177/0261927X14562609

Milliken, F. J., & Martins, L. (1996). Searching for common threads:
Understanding the multiple effects of diversity in organizational groups.

Academy of Management Review, 21(2), 402—433.

Morrison, A. M., & Von Glinow, M. A. (1990). Women and minorities in
management. American Psychologist, 45, 200-208.

Nekhili, M., Chakroun, H., & Chtioui, T. (2018). Women’s leadership and firm
performance: Family versus non family firms. Journal of Business

Ethics, 153(2), 291-316. https://doi.org/10.1007/s10551-016-3340-2

Niederle, M., & Vesterlund, L. (2008). Gender differences in competition.
Negotiation Journal, 24(4), 447-463. http://dx.doi.org/10.1111/j.1571-
9979.2008.00197.x.

Nussbaum, A. D., & Steele, C. M. (2007). Situational disengagement and

persistence in the face of adversity. Journal of Experimental Social

Psychology, 43(1), 127-134.http://dx.doi.org/10.1016/j.jesp.2005.12.007.

55



Oakley, J. D. (2000). Gender-based barriers to senior management positions:
Understanding the scarcity of female CEOQ*‘s™*. Journal of Business Ethics,

27(4), 321-334.

O’Brien, L. T., & Crandall, C. S. (2003). Stereotype threat and arousal: Effects on
women’s math performance. Personality and Social Psychology Bulletin,

29, 782-789.

Osborne, J. W. (1995). Academics, self-esteem, and race: A look at the underlying
assumptions of the disidentification hypothesis. Personality and Social

Psychology Bulletin, 21, 449-455.

Osborne, J. W. (2001). Testing stereotype threat: Does anxiety explain race
and sex differences in achievement? Contemporary Educational

Psychology, 26, 291-310.

Powell, G. N. (1993). Women and Men in Management (2nd ed.). Newbury Park,
CA: Sage.

Pronin, E., Steele, C. M., & Ross, L. (2004). Identity bifurcation in response to
stereotype threat: women and mathematics. Journal of Experimental Social
Psychology, 40(2), 152—-168. http://dx.doi.org/10.1016/50022-
1031(03)00088-X.

Purdie-Vaughns, V., Steele, C., Davies, P., Ditlmann, R., & Crosby, J. (2008).
Social identity contingencies: how diversity cues signal threat or safety for
African Americans in mainstream institutions. Journal of Personality and
Social Psychology, 94(4), 615—630. http://dx.doi.org/10.1037/0022-
3514.94.4.615.

Quinn, D. M. & Spencer, S. J. (2001). The interfrence of stereotype threat with
women’s generation of mathematical problem-solving strategies. Journal

of Social Issues, 57, 55-71.

56



Ragins, B. R., & Sundstrom, E. (1989). Gender and power in organizations:

A longitudinal perspective. Psychological Bulletin, 105, 51-88.

Rosette, A. S., Leonardelli, G. J., & Phillips, K. W. (2008). The White standard:
racial bias in leader categorization. Journal of Applied Psychology, 93(4),
758-777. http://dx.doi.org/10.1037/0021-9010.93.4.758.

Ryan, M. K., Haslam, S. A. & Postmes, T. (2007). Reactions to the glass cliff:
Gender differences in the explanations for the precariousness of women's
leadership positions. Journal of Organizational Change Management,
20(2), 182-197.

Sellers, R. M., Rowley, S. A. J., Chavous, T. M., Shelton, J. N., & Smith, M.
(1997). Multidimensional inventory of Black identity: Preliminary
investigation of reliability and construct validity. Journal of Personality

and Social Psychology, 73, 805-815

Schmader, T. (2002). Gender identification moderates stereotype threat effects on
women’s math performance. Journal of Experimental Social Psychology,

38,194-201.

Schmader, T., & Johns, M. (2003). Converging Evidence that Stereotype Threat
Reduces Working Memory Capacity. Journal of Personality and Social
Psychology, 85, 440452,

Schmader, T., Johns, M., & Forbes, C. (2008). An integrated processmodel of
stereotype threat effects on performance. Psychological Review, 115(2),
336-356. http://dx.doi.org/10.1037/0033-295X.115.2.336

Schreier, M. (2013). Qualitative content analysis. In Uwe Flick (Ed.), The Sage
Handbook of Qualitative Data Analysis. London: Sage, 170-183

Sekaquaptewa, D., & Thompson, M. (2003). Solo status, stereotype threat, and

performance expectancies: their effects on women's performance. Journal

57



of Experimental Social Psychology, 39(1), 68-74.
http://dx.doi.org/10.1016/S0022-1031(02)00508-5.

Shapiro, J. R., & Neuberg, S. L. (2007). From stereotype threat to stereotype
threats: implications of a multi-threat framework for causes, moderators,
mediators, consequences, and interventions. Personality and Social
Psychology Review, 11(2), 107-130.
http://dx.doi.org/10.1177/1088868306294790.

Shapiro, J. R. &Williams, A. M. (2012). The role of stereotype threats in
undermining girls' and women's performance and interest in STEMfields.
Sex Roles: A4 Journal of Research, 66(3) , 175-183.
http://dx.doi.org/10.1007/s11199-011-0051-0.

Shapiro, J. R., Williams, A. M., & Hambarchyan, M. (2013). Are all interventions
created equal? A multi-threat approach to tailoring stereotype threat
interventions. Jowrnal of Personality and Social Psychology, 104(2), 277-
288.

Shewach, O. R., Sackett, P. R., & Quint, S. (2019). Stereotype threat effects in
settings with features likely versus unlikely in operational test settings: A
meta-analysis. Journal of Applied Psychology, 104(12), 1514-1534.
https://doi.org/10.1037/apl0000420.supp (Supplemental)

Soroko, E., & Dolczewski, M. (2020). Qualitative Content Analysis in Clinical
Psychology to Explain the Pathomechanism of Personality

Disorders. Forum: Qualitative Social Research, 21(1), 351.
Spencer, S. J., Steele, C. M., & Quinn, D. M. (1999). Stereotype threat and

women’s math performance. Journal of Experimental Social Psychology,

35, 4-28.

58



Stangor, C., Carr, C., & Kiang, L. (1998). Activating stereotypes undermine taske
performance expectations. Journal of Personality and Social Psychology,

75, 1191-1197.

Steele, C. M. (1992). Race and the schooling of Black Americans. The Atlantic
Monthly, April: 68-78.

Steele, C. M. (1997). A threat in the air —How stereotypes shape intellectual
identity and performance. American Psychologist, 52(6), 613-629.
doi:10.1037/0003-066X.52.6.6 13

Steele, C. M. & Aronson, J. (1995). Stereotype threat and the intellectual test
performance of African Americans. Journal of Personality and Social

Psychology, 69(5), 797-811. doi:10.1037/0022-3514.69.5.797

Steele, C. M. (2002, October 18). The specter of group image: Its unseen
effects on human performance and the quality of life in a diverse society.

Tanner Lecture, University of Michigan.

Steele, C. M., Spencer, S. J., & Aronson, J. (2002). Contending with group image:
The psychology of stereotype and social identity threat. In M. P. Zanna
(Ed.), Advances in experimental social psychology (Vol. 34, pp. 379—440).

San Diego, CA: Academic Press.

Stone, J., Lynch, C. L., Sjomeling, M., & Darley, J.M. (1999). Stereotype threat
effects on Black andWhite athletic performance. Journal of Personality
and Social Psychology,77(6), 1213-1227. http://dx.doi.org/10.1037/0022-
3514.77.6.1213.

Stone, J. (2002). Battling doubt by avoiding practice: The effect of stereotype

threat on self-handicapping in white athletes. Personality and Social

Psychology Bulletin, 28, 1667-1678.

59



Terborg, J. R., Peters, L. H., Ilgen, D. R. & Smith, F. (1977). Organizational and
personal correlates of attitudes toward women as managers. Academy of

Management Journal, 20(1), 89—100.

Tomkievicz, J., Frankel, R., Adeyemi-Bello, T. & Sagan, M. (2004). A
comparative analysis of the attitudes towards women managers in US and

Poland. Cross Cultural Management, 11(2), 58-70.

TUIK (July, 2019). Diinya Niifus Giinil, 2019. [News Bulletin]. Retrieved from:
http://tuik.gov.tr/PreHaberBultenleri.do?id=30710

von Hippel, C., Zouroudis, A., & Abbas, F. (2003). The influence of stereotype

threat on leadership performance of men and women. Australian Journal

of Psychology, 55, 148.

von Hippel, C., Issa, M., Ma, R., & Stokes, A. (2011). Stereotype threat:
antecedents and consequences for working women. European Journal of

Social Psychology, 41(2), 151-161. http://dx.doi.org/10.1002/ejsp.749.

von Hippel, C., Walsh, A. M., & Zouroudis, A. (2011). Identity separation in
response to stereotype threat. Social Psychological and Personality

Science, 2(3), 317-324.http://dx.doi.org/10.1177/1948550610390391.

von Hippel, C., Wiryakusuma, C , Bowden, J., & Shochet, M. (2011). Stereotype
threat and female communication styles. Personality and Social
Psychology Bulletin, 37(10), 1312-1324.
http://dx.doi.org/10.1177/0146167211410439.

von Hippel, C., Kalokerions, E., & Henry, J. (2013). Stereotype threat among

older employee: relationships with job attitudes and turnover intentions.

Pyschology and Aging, 28 (1), 17-27

von Hippel, C., Sekaquaptewa, D., & McFarlane, M. (2015). Stereotype threat

among women in finance: negative effects on identity, workplace well-

60



being, and recruiting. Psychology of Women Quarterly, 39(3), 405-414.
http://dx.doi.org/10.1177/0361684315574501.

Walton, G. & Cohen, G. (2007). A question of belonging: race, social fit and
achievement. Journal of Social Psychology, 92(1), 82-94.

Wheeler, S. C., & Petty, R. E. (2001). The effects of stereotype activation on
behavior: A review of possible mechanisms. Psychological

Bulletin, 127(6), 797-826. doi:10.1037/0033-2909.127.6.797.

World Economic Forum (2020). The global gender gap report. 2020. Retrieved
from: http://www3.weforum.org/docs/WEF_GGGR_2020.pdf

61



APPENDICES

Appendix A

Goniillii Katilm Formu

Bu ¢alismanin amaci, kadin lider/y6neticilerin is hayati icersindeki deneyimlerini

incelemektir.

Aragtirma Istanbul Bilgi Universitesi Orgiitsel Psikoloji Yiiksek Lisans
Programi’ndan Dr. Ogretim Uyesi Gergely Czukor’un damismanliginda Selin
Culcuoglu tarafindan yiiriitiilmektedir. Bu arastirmada katilimeilara agik uclu
sorular sorularak katilimeilarin liderlik roliindeki fizyolojik, psikolojik, bilissel ve
duygusal deneyimleri sorulacaktir. Konusmalar ses kayit cihazi ile
kaydedilmektedir. Goriismeler yaklasik 1 saat stirmektedir. Katthmeilarin kisisel
bilgileri gizli tutulacak ve elde edilen bulgular sadece bilimsel amagla
kullanilacaktir.

Katiliminiz tamamen goniilliiliik tizerine kuruludur. Calisma sirasinda sebep
bildirmeksizin ¢alismay1 birakabilirsiniz. Arastirmaya katildiktan sonra herhangi
bir sorunuz oldugu takdirde ya da arastirma sonuglarini elde etmek igin Selin
Culcuoglu ile irtibata gegebilirsiniz.

Yukaridaki ¢calismanin amacim ve fletisim:

icerigini belirten bildiriyi okudum,

anladim ve arastirmaya katilmay: kabul Selin Culcuoglu
edivorum. Istanbul Bilgi Universitesi

selinculcuoglu.1994@email.com

Liitfen asagidaki bogluga kendi el
Yazinizla “Bu arastirmaya kendi

istegimle katihyorum” yazimz.

fsim: Tarih;
Soyisim:

Imza:
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Appendix B

Informed Consent Form

The aim of this study is to explore the experiences of female leaders/managers in

their work life.

The research is carried out by Selin Culcuoglu from Istanbul Bilgi University,
Department of Organizational Psychology. In this research, open-ended
questions are asked to the participants to recall psychological, physiological,
cognitive and emotional experiences in leadership roles. The interviewswill be
recorded by voice recording device. Interviews last approximately one hour.
Personal information of the participants will be kept confidential and the findings
will be used for scientific purposes only.

Your participation is entirely voluntary. During the interviewing process, you
can stop participating without giving any reason. You can contact Selin
Culcuoglu after participating in the research if you have any questions or if you
want to be informed about the results of the research.

"I have read and understood the informed Contact:
consent form that outlines the purpose
and content of the research and agree to Selin Culcuoglu

participate in this study. [stanbul Bilgi Universitesi

selinculcuoglu.1994@gmail.com

Please write your own handwriting in the
space below: "I voluntarily participate in

this research."

Name: Date:
Last name:

Signature:
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Appendix C

Miilakat Sorular:

Kendinizi kisaca tanitabilir misiniz? Kag yagindasinmiz ve mesleginiz nedir? Kag
yildir ¢alistyorsunuz? Nerede yasiyorsunuz? Egitim durumunuz nedir, hangi

bélimden mezunsunuz?

Meveut kurumunuzda kag yildir gérev yapmaktasiniz? Cahistifimniz

sirkette/kurumda kag¢ senedir yonetici/ lider pozisyonundasiniz?

Daha énce hangi kurumlarda ¢alistiniz ve bu kurumlardaki pozisyonlariniz

nelerdi?

Mevcut gérevinizin is tanimindan bahsedebilir misiniz? Siradan bir is giiniiniiz

nasil gegiyor?
Yonetici olarak gorevleriniz nelerdir?

Kurumunuzda daha ¢ok kadin m1 yoksa erkek mi calisiyor? Bu cinsiyet

dagilimini nasil tanimlarsiniz?

Calistiginiz kurumdaki var ise iist yoneticilerinizin cinsiyet dagilimi nasil?

Altinizda ¢alisanlarin cinsiyet dagilim nasil?

Sizce cinsiyet temelli dnyargilar/ stereotipler liderlik veya yoneticilik roliindeki

kadinlari etkiliyor mu, etkiliyorsa nasil etkiliyor?

Nasil lider/y&netici olarak se¢ildiniz? Bu siirecin ncesinden ve siirecin
isleyisinden detayli olarak bahsedebilir misiniz? Segilme siirecinde neler

hissettiniz?

64



10- Sizce kadimn yoneticiler veya liderler erkek liderler kadar karizmatik olabilir mi?
Olabilirlerse sizce herhangi bir maskiilen 6zellik gdstermeden olabilirler mi? Sizce

bir kadin lider nasil karizmatik olabilir?

11-Hig liderlik veya yoneticilik performansinizin kadin oldugunuzdan dolay: negatif
algilanacagini diisiindiigiintizden, bu performansinizin negatif etkilendigi oldu
mu? Bu tarz bir deneyiminiz veya karsilastiZiniz benzer bir durum varsa paylasip

ornek verebilir misiniz?

12-Kadin bir lider veya yonetici olarak daha fazla saygi kazanmak adina hig
maskiilen veya oldugunuzdan daha maskiilen davrandimz mi1? Ya da davranmaniz
gerekti mi? Bununla ilgili 6rnekler verebilir misiniz? Konuyla ilgili deneyiminizi

paylasabilir misiniz?

13- Kadin oldugunuz igin baska bir neden olmaksizin liderlik pozisyonunuzun
elestirildigini hic hissettiniz veya yasadimiz mi1? Sizce hangi cinsiyet temelli

dnyargilar buna sebep oldu?

14-Kadin bir lider olarak altinizda veya takiminizda/ ekibinizde ¢aligan birine
direktif/yénerge verirken hi¢ zorlandiniz m1? Detayli olarak bu deneyiminizi

paylasabilir misiniz?

15- Yonetici gérevinizi erkeklerin bulundugu bir ortamda gergeklestirirken kadin bir
yonetici olarak hi¢ hafiza veya konsantrasyon kaybi yasadiniz m1? B&yle bir
durumda dogru kelimeleri secemediginiz oldu mu? Bununla ilgili 6rnek verebilir

misiniz? Konuyla ilgili deneyimlerinizi paylasabilir misiniz?

16- Performansiniz veya yaptiginiz is erkeklerin oldugu bir ortamda
degerlendirildiginde bir kadin yonetici olarak nasil hissediyorsunuz? Boyle bir

durumda Snyargilarin degerlendirmeyi etkileyecegini diisliniiyor musunuz?
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17-Kadin bir ydnetici/lider olarak ydneticilik gorevlerinizi gergeklestirirken herhangi
bir fiziksel belirti gdsteriyor musunuz? Kalbiniz daha hizh atiyor, elleriniz titriyor
veya buna benzer fiziksel durumlar yastyor musunuz ya da hi¢ yasadiniz nm?

Bunlara 6rnek verip, detaylandirarak deneyimlerinizi paylasabilir misiniz?

18- Yeterli ve donanimli oldugunuz halde herhangi bir yoneticilik veya liderlik gdrevi
i¢in kendinizi hig yetersiz hissettiginiz oldu mu? Nigin yeterli oldugunuz halde
yetersiz hissettiniz? Detayli olarak bu deneyiminizi veya benzer deneyimlerinizi

paylasabilir misiniz?

19- Liderlik/y&neticilik pozisyonunuz veya pozisyonun gerektirdigi gérevler hakkinda
bir erkekle konugsurken veya tartisirken kendinizi kadin oldugunuz i¢in negatif
vargtlantyor gibi hissettiniz mi? Bu konuda paylasabileceginiz bir deneyiminiz var

mi?

20-Kadin bir ybnetici veya lider olarak kendinizi herhangi bir durumda durumun
kontroliinii kaybettiginizi hissettiniz mi? B&yle bir durum yasandiysa sizce bunun

nedenleri nelerdi?

21-Kadin bir yonetici / lider olarak erkeklerin sayica ¢ogunlukta oldugu bir ¢alisma
ortaminda hig performans kaygist yasadiniz mi? Béyle bir durum yasadiysaniz
ornek vererek detaylandirabilir misiniz? Performansiniz bdyle bir durumda nasil

etkilendi?

22- Yoneticilik gdrevine segilirken, kadin bir lider olarak cinsiyet¢i 6nyargilardan
kaynakli negatif algilanacagimizdan étiirii gorevi kabul etmemeyi diistindiigiiniiz

bir zaman oldu mu?

23- Sizden dnce yoneticilik gorevini gergeklestiren kisi bir erkek ise hig tist ydneticiler

tarafindan bir kiyaslanma yasadimiz m1? Benzer bir kiyaslamayi altinizda
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cahsanlar tarafindan yapildigina sahit oldunuz mu? Bu tarz bir kiyaslamanin adil
oldugunu diisiintiyor musunuz? Performansiniz bu kiyaslanmadan dolayi etkilendi

mi?

24- Bir erkek liderle hi¢ kiyaslanmaya maruz kaldiniz mi? Bu tarz bir kiyaslanma sizi
nasil hissettirdi? Bu tarz bir kiyaslama yasadiysaniz adil oldugunu diisiiniiyor
musunuz? Boyle bir durum yasandiysa performansmiz etkiledi mi? Etkilediyse

si1zi nasil etkiledi?

25- Sizce kadin yoneticiler veya liderlerin cinsiyet temelli nyargilardan olabilecek en

az diizeyde etkilenmeleri i¢in neler yapilmali?
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Appendix D

10-

Interview Questions

Can you introduce yourself? How old are you and what is your occupation? -
How long have you been working for? What is your education level and from

which department have you graduated from?

How long have you been working in your current company? For how long

have you been appointed as a leader/manager position in this company?

What other companies you worked for and what were your roles in those

companies?

Can you tell me about your job description and about an ordinary work day at

your job?
What are your duties as a lacader/manager?

Are there more men or women working in your company? How can you

describe the gender distribution in your company

If present, what is the gender distribution of your upper level managers? What

is the gender distribution of your subordinates?
Do you think that stereotypes affect women in general in leadership roles?

How were you appointed/became a leader/manager in your currentcompany?

Can you tell about the process? How did you felt during this process?

Do you think women managers/leaders can be as charismatic as male

managers/leaders? If possible, can they be as charismatic without showing any
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masculine traits? How do you think a woman leader can be regarded as

charismatic?

11- As a female leader/manager have you felt at any moment during a
leadership/managerial duty that your performance decreased because you were

judged by people who had stereotypes, can you elaborate on this experience?
12-Have you perceived yourself negatively as women in leadership roles?

13- As a female leader/ manager have you ever tried to act masculine or more
masculine than you typically are to gain more respect as a leader? Can you

give examples for it and can you share your experience?

14- Have you ever felt you were been negatively judged about being a
leader/manager solely because you are a female? What gender based

stereotypes do you think have caused this?

15- As a female leader/manager, have you ever felt anxious while trying to
manage your subordinates/followers or while giving instructions to them? Can

you elaborate on such an experience?

16- As a female leader, have you ever felt like you have lost concentrations or had
a mental freezing when you were performing your managerial duties ? Can

you give examples for it and elaborate on them?

17-How do you feel as a female leader when your performance is being evaluated
in presence of men? Do you think gender based stereotypes effect the

evaluation?
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18- As a female leader do any physical symptoms such as palpitation and hand
sweating appear while performing your managerial duties? Can you give

examples for it and elaborate on them?

19- Have you ever felt you were being negatively judged while talking or
discussing your leadership position or its duties with a male? Do you have any

such experience that you can share?

20- As a female leader/manager have you ever found yourself losing control the

situation? Why do you think such an experience occurred?

21- As a female leader have you ever felt performance anxiety in a male
dominated work environment? If such a situation has happened can you

elaborate on it? How has your performance been affected by this situation?

22- Have you ever thought of declining the managerial/leadership position
thinking that you are going to be negatively affected by the gender

stereotypes?

23- If the managerial/leadership position you are currently in have been conducted
by a male in the past, have you ever been compared with him by your upper
level managers? Have you ever witnessed such a comparison been made by
your subordinates? Do you think it was a fair comparison? How have you

felt? Did this comparison affect your performance?

24- Have you ever been compared to a male leader or manager? How has such a
comparison made you feel? Did such a comparison affect your performance?

How did it affect your performance?

70



25- What do you think can be done for women leaders/managers to be less

effected/not effected by gender based stereotypes?
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