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Gender inequality is not only a
pressing moral and social issue,
but also a critical economic chal-
lenge. In recent decades, global
movements and charters have rec-
ognized that women have the
right to equal opportunity, equal
access to resources, and freedom
from discrimination. These efforts
have partly paid off. Women have
entered the workforce in greater
numbers,and today they occupy
positions of leadership in govern-
ment, business, and civil society.
Nevertheless, women have yet to
achieve parity in labor markets
and in key aspects of their every-
day lives. This paper focuses on
understanding the problems and
challenges the women managers
face in work situations that put
them in double bind paradox
which further impacts on their
work performance.

Introduction

“Becoming a leader depends on act-
ing like a leader, but even more crucially,
it depends on being seen by others as a
leader.”- Natalie Porter and Florence
L.Geis.

India is a diversified country with
varied traditions and customs and in all
the creeds, women hold an esteemed
position. But since ages the role of women
has been restrained to household respon-
sibilities and limited to innate issues. With
the change in time, the potential of women
was recognized and progressively status
of women wheeled up in the society.
Further, the focus on education of women
also transformed the role of women. Due
significance was given to women’s ca-
reer and professional life (Kumar,
Sundararajan & Mahendran, 2015).

One of the most substantial and opti-
mistic changes taking place all over the
world is the increasing number of women
in every type of profession. The current
trend suggests a promising rise of women
in managerial positions all over the globe
but the cause for concern is that they are
mostly focused in the lower and middle
levels of management and their repre-
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sentation at the senior and top manage-
ment level remains extremely low
(Buddhapriya, 2009). A rising body of
research points out that stereotyping is a
key contributor to the gender gap in cor-
porate leadership (Catalyst, 2007).

Organizations around the globe are
making commitments to develop future
leaders and increase the diversity in
workforce so that better results can be
achieved for customers, stakeholders and
employees. However, there is a notice-
able lack of emphasis on leadership de-
velopment for women, which is one of
the largest of all diversity groups in any
geography (Neill & Boyle, 2011).

There is a noticeable lack of em-
phasis on leadership development
for women

When women are in a situation
where they are at risk of being judged
by a negative stereotype they tend to
underperform relative to men (Shantz &
Latham, 2012). Irrespective of whether
the justifying factor is discrimination, the
extreme gap of women versus men at the
highest levels provides energy for many
of us to push together harder and go be-
yond in creating a fair and just system
that will allow more women into leader-
ship pipeline but the mixed messages
deprive women of confidence and crush
their desire to jump into the fight. The
world today needs the best competent
women to set up to the plate and women
should be able to knit their way through
the challenges (Flynn, Heath & Holt,
2013).

Women managers are conspicuous
by their minority in Indian organiza-
tions. However, studies show that In-
dian organizations are better off than
their Western counterparts as far as
presence of women in the top manage-
ment is concerned. Around 11% of the
top corporate organizations in India are
headed by women against a corre-
sponding figure of 3% for Fortune 500
companies. Trends in the Indian bank-
ing sector are highly favorable for
women leaders.

But now comes the hard part. De-
spi te  the  success  of  h igh-prof i le
women, female bank employees face
many hurdles in climbing the corporate
ladder. Indian women often turn down
promotions if it means shifting to an-
other location and disrupting their fam-
ily life. As in Western corporations,
Indian businesswomen feel they have
to perform above and beyond the stan-
dards for men in order to advance and
ultimately shatter the glass ceiling. You
need to have high knowledge levels
and you need to work 10 times harder
than your male colleagues to prove
yourself.

Financial institutions have the persis-
tent problem of female employee reten-
tion and advancement into higher level
positions. In particular, stereotype threat
plays a significant role in fostering a
chilly climate, whereby female employ-
ees feel as though they do not belong and
choose to exit. This gives a direction to-
wards considering financial services sec-
tor concern for promoting women in lead-
ership roles.
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Double Bind Paradox

Women must be able to project the
seriousness in order to advance at work
but at the same time they are also re-
quired to maintain their “feminine mys-
tique” in order to be liked. Perhaps, gen-
der stereotypes are making it difficult
for females to feel comfortable in tak-
ing authoritative positions because they
are observed as either competent or
liked but rarely both (Flynn, Heath &
Holt, 2013). This is something that puts
a woman in the situation of double bind.
Double bind is defined as a psychologi-
cal deadlock which is created when con-
tradictory demands are made of an in-
dividual so that in every matter which-
ever directive is followed, the response
will be considered as incorrect (Cata-
lyst, 2007).

Gender stereotypes are powerful
but invisible threat to both the
women professionals and organiza-
tions in which they work and lead.

We all know the feeling of being
stuck in a double bind – that trouble-
some sense that whatever we do, we
cannot do it right. Gender stereotypes
are powerful but invisible threat to both
the women professionals and organiza-
tions in which they work and lead. A
wealth of studies have found that both
women and  men perceive that the
qualities attributed to be a successful
manager are more likely to be held by
men rather than women (Boyce & herd,
2003; Cabrera, Sauer  & Thomas-Hunt,
2009).

Research on double bind dilemmas
for women concentrates in particular on
‘gender stereotyping’. Stereotype can be
defined as mental shortcuts or generali-
zations that are used to make sense of
our complex social world. These short-
cuts help us to differentiate among dif-
ferent groups of people and in gender
stereotypes, between men and women.

Both men and women proclaimed that
men excel at  conventionally masculine
“taking charge” kinds of skills such as
persuading superiors and problem solving
characteristics (Agars, 2004) whereas
women are viewed as out of place and
require to put great effort into proving
them otherwise (Catalyst, 2005). Stereo-
types create an invisible obstacle to
women’s advancement, which are often
difficult to fight or even detect. Another
challenge consists of stereotypes’ rigid
nature; as people believe that men and
women should behave in ways that are
gender consistent (Eagly & Karau, 2002).

Double Bind Dilemmas

According to Catalyst (2007), there
are three specific predicaments or double
bind dilemmas that women face at work-
place:

a. Extreme perceptions: Too soft, too
tough and never just right.

b. High competence threshold: Women
leaders face higher standards and
lower rewards than men leaders.

c. Competent but disliked: Women lead-
ers are perceived as competent or
likable but rarely both.
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Predicament 1: Extreme Percep-
tions: Too soft, too tough and never just
right.

Women are caught in a catch-22 situ-
ation regarding leadership, if they are
strong they are seen to be aggressive and
if they work more in a consultative way
they are seen to be weak.

Stereotypes strongly influence the
general perceptions of women leaders,
especially when women do make it to the
top their performance goes through extra
analysis and is subject to criticism than
men leaders’ performance. In general,
research has shown that both women and
men tend to express more positive atti-
tudes towards male supervisors than to-
wards women supervisors. Women are
therefore evaluated negatively on impor-
tant work dimensions such as perfor-
mance, leadership ability, and problem-
solving. On average, men have a tendency
to express more reservations about female
leaders’ effectiveness than women do
(Eagly, Makhijani & Klonsky, 1992).

Predicament 2: High Competence
Threshold: Women leaders face higher
standards and lower rewards than men
leaders

Stereotypic perceptions create an-
other predicament for women leaders.
As exemplary leaders, men’s potential to
lead effectively is rarely examined apriori
but women have to prove that they can
lead even before they have been given
the opportunity to do so. Because women
leaders have to: (1) spend extra time and
energy to prove that they can lead, and

(2) constantly monitor stereotypic expec-
tations, and still they ultimately end up
working harder than their male counter-
parts to prove that they possess the same
level of competence (Kanter,1997).

Women leaders are exposed to
greater competency standards than men
leaders. Further on the top of doing their
job the women have to:

l) Prove that they can lead, over and over
again.

2) Constantly manage stereotypical ex-
pectations (e.g., too tough-too soft).

Women also tend to receive lower
rewards for the same level of ef-
fort and competency as compared
to males.

Because of these greater standards,
women also tend to receive lower re-
wards for the same level of effort and
competency as compared to males. In
sum, stereotypes create a predicament
where women are subject to a high stan-
dard of competency and receive lower
rewards for the same levels of compe-
tency as compared to their men counter-
parts. But they do not only influence per-
ceptions of leaders’ competence but also
the perceptions of leaders’ likability.

Predicament 3 Competent but Dis-
liked: Women leaders are perceived as
competent or likable but rarely both.

This third dilemma swings attention
to how leaders are seen interpersonally.
Thus far, we have exemplified how
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women leaders’ behaviors are perceived
in case of “extreme perceptions” and
how women leaders are treated less fa-
vorably in comparison to equally quali-
fied men. The body of research suggests
that being liked has significant conse-
quences not only for leaders but also for
followers. Individuals or followers do not
trust or follow the directions of a less liked
leader which in turn has an impact on the
effectiveness of a leader as he or she
may be constantly engaged in managing
these conflicting relationships.  So in the
end we can conclude that these stereo-
typic biases make it difficult especially
for women leaders to be valued for their
leadership and interpersonal style (Steele
1997; Aronson, Quinn & Spencer, 1998).
These perceptions render it difficult for
women leaders to make a choice between
being competent or being liked by col-
leagues and followers where both com-
ponents are essential to lead.

Promotional Paradox

It is as simple as day that women are
equally capable in terms of skills and tal-
ent to lead, yet occupy fewer job slots.
Women are considered to be less aggres-
sive than their men counterparts in mov-
ing up to ask for those big jobs which
they want.  But unfortunately it has led
many of us to wonder if this struggle for
career equality is truly worth it. The re-
sult is that the pool of competent and well
qualified female candidates in the race
for top jobs is getting smaller because the
best women leave their jobs in order to
raise families or are forced to pursue part
time work (Flynn, Heath & Holt, 2013).

Okolo (1989) shared through his
work that the lack of role models for
women at executive positions   is one of
the reasons and this is due to their rare
presence in top managerial positions.
Likewise, in his study he found out that
there is no gender difference in organi-
zational hierarchies if a woman has al-
ready managed an access to them. The
lack of influence in women is because
the women occupying executive and
managerial positions have developed their
survival features by becoming immune to
the effects of men’s hierarchies.

Sederer & Seidenberg (1976) have
addressed genre separation  of women
sustaining  to that woman occupying
managerial positions tend to concentrate
in certain sectors of economy only, which
is reflected in the varied pattern of oc-
cupational segregation. It has been seen
that in large corporations, if ever a
woman gets up to a top position, it is gen-
erally in non-strategic areas and their
movement towards more strategic areas
within the organization is difficult. This
organizational barrier is sometimes called
“glass ceiling”.

If ever a woman gets up to a top
position, it is generally in non-stra-
tegic areas and their movement
towards more strategic areas
within the organization is difficult.

Skinner and Pocock (2008) have in-
vestigated the relationship between work
overload, work schedule control, work
hours and their fit with preferences and
work-life conflict among full-time em-
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ployees (N=887). It was found that a
strong association is demonstrated by
work overload, followed by work sched-
ule control, work hours and work hours
fit with work-life conflict.  It called for
effective management of work overload
as it would help in addressing work life
conflicts and further time-based work life
policies, procedures and interventions will
support a healthy work-life relationship.

Sophia (2011)investigated the chal-
lenges that women face in career devel-
opment in Kapsabet Municipality, Kenya.
She found that majority of the women
employees were dissatisfied with career
development programs and were dis-
criminated against the career develop-
ment opportunities. She recommended
that organizations are required to strive
hard to ensure that career development
programs that were set in organizations
enhance career development amongst
women employees. Top management
commitment and introduction of affirma-
tive action must be done so that the prob-
lem of women career development is
addressed urgently.

Wentling (2003) has shown that the
dual role of women is the cause of ten-
sion and conflict as her social image is
very dominant. Further, in her study on
working women in Delhi, she has shown
that traditional authoritarian set up of
Hindu social structure is continued from
ages and hence is creating problem of
role conflict for the women but this can
be improved by changing the attitude of
men and women according to the situa-
tion which will help to overcome their
problems.

Buddhapriya (2009) points out some of
the significant reasons that restrict the
women to move upward in organizational
hierarchies, viz, stereotyping and percep-
tions of roles and abilities of women, com-
mitment to family responsibilities, exclusion
of women professionals from informal net-
works, lack of significant general or line
experience, lack of mentoring and lack of
gender-sensitive policies by the employer.
Mercer Survey (2011) conducted a re-
search collecting responses from 1800 hu-
man resource, talent management and di-
versity leaders in order to identify the ob-
stacles which women managers face in
becoming successful. It has been observed
that many multinational organizations value
gender diversity in leadership but they are
focused on broader objectives of diversity
rather than specifically focusing on accel-
erating the development of qualified women
leaders. As a result in the absence of a
clearly defined strategy, the climate of sup-
port for developing women leaders is mixed.
The survey identified factors (Table 1) that
prevent women from advancing to the next
level and put them in a promotional dilemma.

Leadership in global business is about
creating and sustaining risk taking and in-
novation, and releasing new ideas and fresh
approaches which can drive business re-
sults. Further, it was cited that the lack of
executive sponsors and an insufficient
breadth of experience are top factors that
stop women from advancing to the next
level in their organization’s leadership tal-
ent pool. This calls for an investigation of
how executive sponsorship helps to drive
career advancement, and what benchmarks
are required to make it work effectively. It
requires to answer whether it is necessary,
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Table 1 Factors of Promotional Paradox

Factors Percentage of respondents

Insufficient depth of experience 18.9
Insufficient of breadth of experience 28.8
Lack of global experience 17.5
Lack of executive leadership potential 19.2
Lack of executive sponsor 41.5
Lack of mentor 21.2
Limited social network and connections 18.1
Willingness to relocate 25.9
Work-life balance 42
Ambition 13.9
Confidence 17.2
Resilience 7.4
Decision making ability 7.1

Source: Human Capital Media Advisory Group and Mercer, (June 21, 2011)

for example, for an executive sponsor or
mentor to have had diversity training and
specific capabilities so that they can effec-
tively mentor women executives? What
must women bring to the task of partnering
with male executives in terms of shared
vision and career growth? Further, there
are some real development challenges
ahead for women. Survey respondents
cited women’s “struggle to be able to relo-
cate or work on a long-term global assign-
ment due to spouse work commitments and
inability to travel.” Others said there was
not enough recognition of the need for tar-
geted development, noting a lack of lead-
ership support, while still others opined that
“Women don’t ask for the promotion. Men
do and get it, whereas women wait to be
recognized for all their hard work, and it
never comes.”

Social Identity Theory

In this we review a family of social
psychological theories, most particularly
Social Identity Theory (SIT) and Self-

Categorization Theory (SCT) which to-
gether organize what is called the Social
Identity Approach. These theories sur-
round around the way how people de-
fine themselves as members of a social
group – the meaning of the term ‘social
identity’. Conceptually, this approach
aims to transform the understanding of
identity in psychology. It stresses the so-
ciality of the construct in at least three
ways. First, social identity is a relational
term defining who we are as a function
of our similarities and differences with
others. Second, social identity is shared
with others and provides a basis for
shared social action. Third, the meanings
associated with any social identity are
products of our collective history and
present. Social identity is therefore some-
thing that links us to the social world.  It
provides the axis between the individual
and society.

The richness of the theory can be
drawn from the overall framework which
is developed in ways that ignores or con-
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tradicts its initial premises. The social
identity approach pursues to address how
psychological processes interact with
social and political processes in order to
explain human social behavior.

It is said that: (a) social identifica-
tion is a perception of oneness with a
group of persons; (b) social identification
stems from the categorization of individu-
als, the distinctiveness and prestige of the
group, the salience of outgroups, and the
factors that traditionally are associated
with group formation; and (c) social iden-
tification leads to activities that are con-
sistent with the identity, support for insti-
tutions that embody the identity, stereo-
typical perceptions of self and others, and
outcomes that traditionally are associated
with group formation, and it reinforces
the antecedents of identification. Accord-
ing to SIT, people tend to classify them-
selves and others into various social cat-
egories such as organizational member-
ship, religious association, gender, and age
group (Tajfel & Tumer, 1985).

Stereotype Threat

Stereotype threat refers to situations
in which individuals feel they might be
judged negatively because of a stereotype.
Women, for example, might experience
stereotype threat when they complete a
mathematics task-a task that some people
assume is completed more effectively by
men. Stereotype threat has been shown,
in many contexts, to compromise perfor-
mance, evoke anxiety, and deplete effort
(e.g., Steele, 1997; Steele & Aronson,
1995; Steele, Spencer & Aronson, 2002;
Schmader, Johns & Forbes, 2008).

Stereotype threat evokes concerns
of individuals about themselves.

Social identity threat represents in-
stances in which individuals feel the col-
lectives to which they belong have been
evaluated negatively. In short, as social
identity theory assumes (Tajfel& Turner,
1986), individuals strive to maintain a posi-
tive perception of their groups and collec-
tives. If these positive perceptions are
challenged, individuals experience a sense
of threat, manifesting as negative emo-
tions or reinforcing behaviors that align
with group norms (Walton & Cohen,
2007). Some scholars argue that stereo-
type threat is a subset of social identity
threat. In particular, stereotype threat
evokes concerns of individuals about
themselves. In contrast, social identity
threat also evokes concerns in individuals
about their perceptions of their groups and
collectives (Derks, Inzlicht & Kang, 2008).

Work Performance

Stereotype threat research has ex-
amined how activating culturally shared
negative stereotypes reduces the perfor-
mance of stereotyped group members
(e.g., Steele & Aronson, 1995). The main
thrust of this work shows that making
people aware, either blatantly or subtly,
of negative stereotypes relevant to a so-
cial group to which they belong impairs
individuals’ performance in the stereo-
typed domain (Steele, 1997; Steele, Spen-
cer & Aronson, 2002).

Typically, stereotype threat increases
the likelihood that men and women will
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not perform well in tasks in which they
are often assumed to be deficient. If
women are reminded of the stereotype
that females are deficient in mathemat-
ics, their performance on mathematics
tasks diminishes (e.g., Krendl, Richeson,
Kelley & Heatherton, 2008). If men are
reminded of the stereotype that males are
deficient in verbal skills, their perfor-
mance on activities that demand these
skills deteriorates as well (Ford,
Ferguson, Brooks &Hagadone, 2004).

Although often studied in the context
of gender stereotypes, this form of threat
has been examined in many other do-
mains as well. When White participants
are reminded of the stereotype that Black
individuals are superior in athletic activi-
ties, their performance on these tasks
diminishes (e.g. Beilock, Jellison, Rydell,
McConnell &Carr, 2006; Stone, Lynch,
Sjomeling& Darley, 1999). Many stud-
ies have shown that stereotype threats
can impede performance on various
tasks. Potentially, stereotype threat might
evoke worries, and these worries could
impede the capacity of women to update
the contents of working memory.

The fundamental postulate of this
model is that people typically view them-
selves positively and want to maintain this
view of the self. Because of the drive to
maintain the positivity and integrity of the
self, what happens when people encoun-
ter a stereotype about a group they be-
long to that is negative— especially given
that one’s sense of self is in part deter-
mined by group membership, stereotype
threat stems from cognitive imbalance
that occurs when people’s positive sense

of self is inconsistent with the expecta-
tion that a social group to which they iden-
tify should fail in a given performance
domain. For example, most women view
themselves as capable, competent, and
able to achieve. However, there is a per-
vasive stereotype that women are bad at
math (e.g., Beilock, 2008; Beilock et al.,
2007; Spencer et al., 1999).

Although these experiments suggest
a reason for why women do not occupy
as many managerial roles as men, few
studies to date have explicitly addressed
work related tasks for managerial roles.
A notable exception is the one by
Bergeron, Block, and Echtenkamp
(2006). They investigated the effect of
stereotype threat on men and women’s
performance on a managerial in-basket
exercise. Specifically, graduate students
were asked to complete a decision-mak-
ing activity in the field of human resource
management after they were provided
with information on their successful pre-
decessor. Their successor was described
using either stereotypically masculine or
feminine descriptors. Bergeron et al
(2006) hypothesized that exposing female
participants to masculine descriptors elic-
its a stereotype threat, which in turn leads
to lower levels of performance, both in
terms of the quantity of memos to which
the participants were able to respond, and
the quality of their responses in the in-
basket exercise.

Exposing female participants to
masculine descriptors elicits a ste-
reotype threat, which in turn leads
to lower levels of performance.



Vandana Madaan  & Preethi Pradhan

138 The Indian Journal of Industrial Relations, Vol. 53, No. 1, July  2017

The results showed that women in
the masculine sex-typed condition
underperformed in terms of both quality
and quantity relative to women in the
feminine sex-typed condition. Compared
to men in the masculine sex-typed con-
dition, women in the same condition
underperformed in terms of performance
quantity. In terms of quality, men and
women did not perform differently in the
masculine sex-typed condition relative to
men and women in the feminine condi-

tion. Surprisingly, both men and women
in the masculine sex-typed condition
underperformed compared to men and
women in the feminine sex-typed condi-
tion in terms of performance quality. Al-
though the study conducted by Bergeron
et al. (2006) indicates that stereotype
threat can negatively impact women in
the workplace, additional research is
needed to uncover the effect of stereo-
type threat in other non-gender specific,
work-related domains.

Fig. 1 Conceptual Framework

Conclusion

It is observed that in India regard-
less of growth in women’s education and
participation in labor force, representa-
tion of women in management jobs is sig-
nificantly low as compared to men. The
few women, who have made it to the top,
make us believe that there is a workable
change in the gender equalities within
corporations and businesses, but it does
not hold true. A few studies that have
been carried out so far provide a very

gloomy outlook about women represen-
tation in management jobs in India. Those
studies though have tried to understand
the reasons behind it yet they do not pro-
vide a comprehensive understanding of
the barriers that slow down their
progress. So the questions why many
women in India do not make it to the top
needs to be understood and examined in
greater depth. In addition those few
women who have made it to the top,
about whom very little is known, should
also be examined in order to recommend
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strategies to overcome such barriers. It
is therefore, significant to not only to look
into the reasons that contribute to such
unequal gender representation in organi-
zational leadership but also to recommend
strategies for employer and society in
order to break these paradoxes which
hinder the growth of women profession-
als.

References

Aronson, J. M. (Ed.) (2002),Improving Academic
Achievement: Impact of Psychological Fac-
tors in Education,San Diego, CA: Academic
Press.

Bandhopadhyay,Tamal (2013), “Why There Are
So Few Women Bankers?”, Live Mint, Oc-
tober 14.

Beilock, S. L., Jellison, W. A., Rydell, R. J.,
McConnell, A. R. &Carr, T. H. (2006),”On
the Causal Mechanisms of Stereotype
Threat: Can Skills that Don’t Rely Heavily
on Working Memory Still be Threatened”?
Personality and Social Psychology Bulle-
tin, 32: 1059-71.

Beilock, S. L., Rydell, R. J. & McConnell, A. R.
(2007), “Stereotype Threat and Working
Memory: Mechanisms, Alleviation, and
Spillover’,Journal of Experimental Psychol-
ogy: General, 136: 256-76.

Boyce, L. A. & Herd, A. M. (2003), “The Rela-
tionship between Gender Role Stereotypes
and Requisite Military Leadership Charac-
teristics”, Sex Roles,49:369-78

Buddhapriya, Sanghamitra (2009), “Work-Fam-
ily Challenges and Their Impact on Career
Decisions: A Study of Indian Women Pro-
fessionals” Vikalpa, 34(1): 31-43.

Catalyst (2005), Women “Take Care,” Men “Take
Charge:” Stereotyping of U.S. Business
Leaders Exposed, Catalyst Publication
Code D62; ISBN#0-89584-252-1

Catalyst (2007), “The Double Bind Dilemma for
Women in Leadership Damned if you Do
and Doomed if you Don’t”, Catalyst Pub-
lication Code D68; ISBN#0-89584-265-3

Cabrera, S. F., Sauer, S.J., Thomas-Hunt, M. C.
(2009), “The Evolving Manager Stereotype:
the Effects of Industry Gender Typing on
Performance Expectations for Leaders and
Their Teams”, Psychology of Women Quar-
terly, 33 (4): 419 DOI: 10.1111/j.1471-
6402.2009.01519.x

Derks, B., Inzlicht, M.& Kang, S. (2008), “The
Neuroscience of Stigma and Stereotype
Threat”,Group Processes & Intergroup
Relations, 11:163-81.

Eagly, Alice H.; Makhijani, Mona; Klonsky,
Bruce G. (1992), “Gender and the evalua-
tion of leaders: A meta-analysis”, Psycho-
logical Bulletin, 112(3), Nov 1992,

Eagley, Alice H. &Karau, Steven, J. (2002), “Role
Congruity Theory of Prejudice Toward
Female Leaders,” Psychological Review,
109(3): 573-98;

Ford, T. E., Ferguson, M. A., Brooks, J. L.
&Hagadone, K. M. (2004),”Coping Sense
of Humor Reduces Effects of Stereotype
Threat on Women’s Math Performance,
Personality and Social Psychology Bulle-
tin, 30: 643-53

Flynn Jill, Heath Kathryn and Holt Mary Davis
(2013), “Six Paradoxes Women Leaders
face”, Harvard Business Review, Career
Planning,-Digital Article, January 3,2013.

Kanter (1997), “On the Frontiers of Manage-
ment”, Harvard Business Review Press,
Boston

Kray, L. J., Thompson, L.&Galinsky, A. (2001),
“Battle of the Sexes: Gender Stereotypic
Confirmation and Reactance in Negotia-
tions”, Journal of Personality and Social
Psychology, 80:942 – 58

Krendl, A. C., Richeson, J. A., Kelley, W. M. &
Heatherton, T. F. (2008), “The Negative
Consequences of Threat: An fMRI Inves-
tigation of the Neural Mechanisms Under-



Vandana Madaan  & Preethi Pradhan

140 The Indian Journal of Industrial Relations, Vol. 53, No. 1, July  2017

lying Women’s Underperformance in
Math”, Psychological Science, 19: 168-75

Kumar, Ashok P, Sundrarajan, K & Mahendran,
G. (2015),  “Complications Faced by
Women Executives in New Generation Pri-
vate Sector Banks in Puducherry State”,
International Refereed Multidisciplinary
Journal Of Contemporary Research, 22(5):
78-83

Neill O’Colleen& Boyle Stayce (2011), “Leader-
ship Challenges for Women at Work”, Busi-
ness Intelligence, (June 2011): 76-78.

Okolo, I. (1989), “Women in the Legal Profes-
sion in Nigeria: Problems and Prospects”,
Daily Times,9th July: 5.

Schmader, T., Johns, M. & Forbes, C. (2008),
“An Integrated Process Model of Stereo-
type Threat on Performance”, Psychologi-
cal Review, 115:336–56

Schmader, T. (2002), “Gender Identification
Moderates Stereotype Threat Effects on
Women’s Math Performance”, Journal of
Experimental Social Psychology, 38: 194-
201

Sederer, L. & R. Seidenberg (1976), “Heiress to
an Empty Throne: Ego Ideal Problems of
Contemporary Women”, Contemporary
Psychoanalisis, 12: 240-51.

Shantz, Amanda & Latham, Gary P. (2012),
“The Effect of Stereotype Threat on the
Interview Performance of Women”, Ad-
vancing Women in Leadership, 32: 92-106

Skinner, N & Pocock, B. (2008), “Work-life Con-
flict: Is Work Time or Work Overload More
Important?”, Asia Pacific Journal of Hu-
man Resources, 46.3: 303-315.

Sophia J. Ali (2011). “Challenges Facing Women
Employees In Career Development: A Fo-
cus On Kapsabet Municipality, Kenya”,
International Journal of Current Research,
3(8): 196-203.

Spencer, S. J., Steele C. J. & Quinn, D. M. (1999),
“Stereotype-threat and Women’s Math

Performance”, Journal of Experimental and
Social Psychology, 35: 4-28.

Steele, C. M. (1997), “A Threat in the Air: How
Stereotypes Shape the Intellectual Identi-
ties and Performance”, American Psycholo-
gist, 52:613– 29.

Steele, C. M. & Aronson, J. (1995), “Stereotype
Threat and the Intellectual Test Performance
of African Americans”, Journal of Person-
ality andSocial Psychology, 69:797–811.

Steele, C. M., Spencer, S. J. & Aronson, J. (2002),
“Contending with Group Image: The Psy-
chology of Stereotype and Social Identity
Threat”, in M. Zanna (Ed.), Advances in
Experimental Social Psychology (Vol. 34),
New York: Academic Press.

Steele, C. M. (2003), “Stereotype-threat and Af-
rican-American Student Achievement”, in
C.M. Steele (Ed.), Young, Gifted and Black,
Boston: Beacon Press

Stone, J., Lynch, C. I., Sjomeling, M. & Darley,
J. M. (1999), “Stereotype Threat Effects
on Black and White Athletic Performance”,
Journal of Personality and Social Psychol-
ogy, 77: 1213-27.

Tajfel, H. & Turner, J. C. (1986), “The Social
Identity Theory of Intergroup Behavior”,
in S. Wordhel& W. G. Austin (Eds.), The
Social Psychology of Intergroup Relations,
Chicago, Nelson-Hall.

Turner, J. C.  (1982), “Towards a Cognitive Re-
definition of the Social Group”,  in H. Tajfel
(Ed.),Social Identity and Intergroup Rela-
tions, Cambridge, England: Cambridge Uni-
versity Press.

Walton, G. M. & Cohen, G. L. (2007). A question
of  belonging: Race, social fit, and achieve-
ment, Journal of Personality and Social
Psychology, 92, 82-96

Wentling, R.M. (2003), “The Career Develop-
ment and Aspirations of Women in Middle
Management –Revisited” , Women in Man-
agement Review, 18(6): 311–24.


	SRC General cover July  2017.pdf
	Page 1
	Page 2

	Contents.pdf
	1 M.pdf
	2 Ismail Hossa.pdf
	2 Ismail Hossa.pdf
	2 Ismail Hossa 1.pdf
	2 Ismail Hossa 2.pdf
	2 Ismail Hossa 3.pdf
	Page 1
	Page 2

	2 Ismail Hossa 4.pdf

	3 Shreyashi Ch.pdf
	4 Indranil Bos.pdf
	5 Okechukwu Et.pdf
	6 Nand L.pdf
	7 Preetam Khan.pdf
	8 Nidhi Bansal.pdf
	9 Pavithra Sam.pdf
	9 Pavithra Sam.pdf
	9 Pavithra Sam 1.pdf
	Page 1

	9 Pavithra Sam 2.pdf

	10 Vandana Mad.pdf
	11 Prageetha R.pdf
	12 Amit Dhiman.pdf
	13 Irfana Rash.pdf



