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Two studies compared perceptions of status for occupations based on the gender and race of the workers. In total, 387
college students participated in this research. Across studies, results indicated that participants did not differentially value
occupations based on the gender or race of the workers in terms of prestige ratings or salary estimates. However, participants
judged that occupations required more education when described as having predominantly male workers rather than female
workers. In addition, the participants showed different levels of interest in the positions depending on the occupational
gender. These results are compared with similar studies conducted 20 years ago, in which participants showed more overt

forms of devaluing occupations associated with women.
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Psychologists have studied the devaluation of women in the
workplace for more than 40 years. Early research in this area
centered on how written work produced by women was val-
ued less than the same work produced by men (e.g., Goldberg,
1968; Paludi & Strayer, 1985) and on the devaluation of
highly competent women (Lott, 1985). Studies published in
the 1970s and 1980s also showed that male job applicants
were more likely to be positively evaluated than female can-
didates (Bronstein, Black, Pfennig, & White, 1986; Heneman,
1977; Zikmund, Hitt, & Pickens, 1978) and that gender ste-
reotypes affected the evaluation of male and female supervi-
sors (Rosen & Jerdee, 1973).

Public opinions regarding work and gender have become
more egalitarian since the 1980s, but perceptions of work are
not yet gender neutral. For example, Elsesser and Lever
(2011) reported on results from a survey study of 60,470 on
gendered perceptions of managers. Results indicated that
although 54% reported no preference with respect to the gen-
der of their boss, of those who expressed a preference,
approximately 67% were in favor of male supervisors. Thus,
the majority explicitly reported no bias with respect to the
gender of a manager, yet approximately 31% of the sample
still preferred to work for a male.

In addition to looking at the perceived value of work, com-
petence of candidates, or supervisory preferences, an exami-
nation of salaries has been used to study the perceived worth
of women’s work compared with men’s. The long-standing
gender gap in pay in the United States indicates the higher
status accorded men’s work (Gibelman, 2003). Across educa-
tional levels and occupations in the United States, women earn
less than men (U.S. Census, 2011). For example, aggregated

across occupation, education, and race, the mean full-time,
year-round income for males 25 years of age or older in 2011
was US$67,398, and the comparable mean for women was
US$48,404 or 28% less. Among adults with a bachelor’s
degree or higher, the mean full-time, year-round income for
males was US$96,265 in 2011, and the comparable mean for
women was US$66,585 or 31% less.

The data 20 years ago conveyed a similar, but more
extreme, story: The mean full-time, year-round income for
males 25 years of age and above was US$35,850 in 1991 and
US$23,778 for females, 34% less. For those with a bache-
lor’s degree or higher in 1991, the mean for males was
US$50,747 and for females US$33,144, 35% less. (U.S.
Census, 2011) There are, of course, various reasons for the
gender differential, including factors such as work history.
However, in 1984, Shepela and Viviano wrote that at least
part of such a salary differential is due to a sexist perception
of differences in competence when men’s and women’s work
is judged. “Women are paid less because they are in women’s
jobs, and women’s jobs are paid less because they are done
by women” (Shepela & Viviano, 1984, p. 47). Thus, they
argued that women’s labor is not valued less because of the
nature of the work itself; it is valued less precisely because
women are doing it.
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Consistent with this argument, Lips (2013) has presented
compelling analyses indicating that the human capital model
of occupational status is inadequate to completely explain
the gender pay gap. Examinations of investments in work,
defined by variables such as work history, education, years
of experience, and various occupational behaviors, are insuf-
ficient in explaining the salary gaps by gender. Furthermore,
many of these variables are influenced by gendered social
norms and pressures. Social stereotypes, overt gender dis-
crimination, the gendered nature of the workplace, and the
gendered nature of networks are all factors that contribute to
a continuing gender difference in occupational achievement
(Lips, 2013; Tharenou, 2013). Added to that are implicit ste-
reotypes about women and men that play a role in how male
and female work is perceived (cf. Williams, Paluck, &
Spencer-Rodgers, 2010).

While narrower than 20 years ago, the pay gap and thus
some status gap still exist today. When taken together, the
research related to women in the workplace presents a pic-
ture of social progress for women, albeit without equality.
England (2010, 2011) and Cohen, Huffman, and Knauer
(2009) presented evidence that although there is greater gen-
der equality in socioeconomic and occupational status, there
has also been a slowing down, if not a stall, in the progress of
women in achieving socioeconomic parity with men.

If it is true that occupations associated with women are
perceived as lower in status precisely because the workers
are women, then several expectations would be logical. First,
gender neutral occupations, those without pre-existing gen-
der stereotypes, should be perceived as having less social
status if the workers are predominantly female. Furthermore,
traditionally male occupations should become less “valu-
able” when women enter the field in large numbers. Finally,
men should show low interest in entering traditionally female
occupations, but women should show an interest in crossing
occupational gender boundaries.

Interestingly, this appears to have occurred in the field of
psychology. Fewer than 30% of PhD degrees in psychology
were earned by men in 2008 (Willyard, 2011) compared with
75% in 1971 (Pion et al., 1996). Within professional psy-
chology, women earn less than their male colleagues,
approximately 9% less in 2007 (Cynkar, 2007), and accord-
ing to a 2009 study of doctoral-level salaries in psychology
by years in the field, men earned more at every level of expe-
rience. However, the difference was most notable for those
who had worked in the field for 20 years or more. In that
cohort, women earned an average of 18% less than their male
counterparts. The gender differential for those with fewer
than 5 years of experience was smaller, with women earning
an average of 6% less than men (Center for Workforce
Studies, 2010).

Over the years, this salary difference has elicited concerns
about the “feminization of psychology” as more women have
entered the field (Cynkar, 2007; Ostertag & McNamara,
1991; Pion et al., 1996). Given that the feminization of a field

often seems to be related to a loss in prestige for that field and
an accompanying lowering of salaries, the possible “decline
of the field” of psychology was discussed 21 years ago at
the 1991 American Psychological Association (APA) confer-
ence in San Francisco and was addressed by a 1995 APA Task
Force (Cynkar, 2007). According to Dorothy Cantor, chair of
that Task Force, as salaries in psychology declined in the
1980s due to a variety of economic factors, men left the field
and women filled in the gaps (Cynkar, 2007). Thus, lowered
salaries led to men leaving the field and opened the door to
women, and in turn as women entered the field, the status and
salaries were lowered further. (For analyses of the gender gap
in pay within other academic fields, see Travis, Gross, &
Johnson, 2009 and West & Curtis, 20006.)

There have been varied experimental findings in psychol-
ogy about differences in occupational prestige as a function
of the gender of the workers. For example, in 1974 Touhey
(1974) demonstrated that traditionally masculine occupa-
tions (lawyer, professor, scientist, architect, and physician)
tended to decrease in perceived prestige when it was expected
that women would be entering that profession in greater
numbers. Similarly, Liben, Bigler, and Krogh (2001) found
that children rated a novel job presented with male workers
as more prestigious than the same job when presented with
female workers. Vervecken, Hannover, and Wolter (2013)
demonstrated that children’s perceptions of occupations, and
their interest in the occupations, are impacted significantly
by the forms of gendered language used to describe the occu-
pation. When an occupation is described only in masculine
terms, girls are less likely to express interest, and both girls
and boys expect less success by women in the field.

In the early 1990s, my students and I conducted two stud-
ies investigating perceptions of salary worth, along with rat-
ings of prestige, for an occupation based on the gender of the
majority of workers (Crawley & Poran, 1992). In one study,
college student participants read an occupational description
for public relations, which had been pretested and rated as
gender neutral (M = 5.30 on a 10-point scale with 1 as femi-
nine and 10 as masculine, n = 20) and moderate in prestige
(M =5.05 on a 10-point scale with 10 as highly prestigious).
The description was constant across conditions except for a
statement about the gender of the majority of workers. Each
of the participants was randomly assigned to read one of the
job descriptions, and then rate on 10-point scales how presti-
gious the occupation appeared to be and how much respect
he or she had for the occupation. Finally, the participant indi-
cated what salary a worker who had been in the field for
7 years was worth. Although there were no significant effects
of worker gender on ratings of occupational prestige or
respect per se, the occupation was judged as worth US$5,880
per year more in salary when the workers were men
(M =1US$49,880), than women (M = US$44,000), a signifi-
cant effect, F(1, 80) =3.96, p = .05.

A second study with the same design used the occupation of
mental health casework. We created this job description to be
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ambiguous in terms of the educational level and status of the
workers, although we did not pretest the description. Again,
there were no significant effects of worker gender on ratings of
prestige or respect, but the occupation was judged to be worth
US$5,230 more in yearly salary when the workers were pri-
marily men (M = US$47,690) than women (M = US$42,460),
F(1, 105) = 3.86, p = .05. Thus, 20 years ago, these college
students seemed to believe that identical work was worth less,
and should be paid less, when women did the work.

One possible critique of using estimated salary levels as a
dependent measure in this type of research, however, is that
participants may simply be aware of gender gaps in wages,
and may reflect reality when they give different salary esti-
mates for occupations (Furnham & Wilson, 2011). However,
Williams et al. (2010) investigated the expectation that men
will make more money than women, and argued that when
participants allot a higher salary to men, the difference is not
solely a reflection of actual differences in salary within soci-
ety. They found significant differences in salary estimations
for male and female targets, and their results indicated that at
least part of the differential estimations was due to an implicit
stereotype that links males and wealth.

Gendered Interest in Occupations

Another measure of perceptions of gendered work has been
career interest in occupations. Across time periods, research
has shown that males and females, adolescent and adult,
express more interest in gender-congruent occupations than
in crossing gender boundaries (Church, Teresa, Rosebrook,
& Szendre, 1992; DiDonato & Strough, 2013; Ellis,
Ratnasingam, & Wheeler, 2012). Furthermore, in the views
of both men and women, it is more acceptable for women to
cross gendered occupational boundaries than men (DiDonato
& Strough, 2013; Jiang, Wang, & Wang, 2010). This pattern
of expressed interest is more pronounced among individuals
who endorse traditional gender values for themselves; self-
identified gender “atypical” males and females are more
likely to cross boundaries (Ellis et al., 2012; Patterson, 2012).
Although societal gender roles in the workplace have become
less rigid over time, gendered expectations persist and differ-
ences in occupational interest by gender are not likely to
change in the near future (Rudman & Phelan, 2010).

Race and Occupational Status

Occupational prestige is, of course, affected by demographic
variables other than gender. The literature on race and personal
occupational status is vastly complex, with a multitude of fac-
tors influencing occupational segregation, work status, and pay
differentials (Alonso-Villar, Del Rio, & Gradin, 2012;
McDonald, Lin, & Ao, 2009). Gender, immigration status, lan-
guage proficiency, cultural assimilation are but a few factors
that interact with race in affecting individuals’ socioeconomic
status and the prestige of racially segregated occupations. For

example, across occupations, significant differences in socio-
economic status exist by gender and race and the interaction of
the two, moderated by educational attainment in the United
States (Lemelle, 2002). In his analysis of occupational status
for Black, White, and Hispanic men and women, Lemelle
(2002) found that economic status was higher for Whites than
for Blacks or Hispanics among people without college educa-
tions, but the pattern was modified for those who had attended
college. Also, although the socioeconomic index that Lemelle
used was generally higher for males than for females among
Whites, the reverse was true for Blacks and Hispanics, across
educational levels. In addition, Kim and Tamborini (2006)
found different patterns of racial discrimination depending on
the labor market under scrutiny. Race was less of a predictor of
occupational status within technical fields, although still pre-
dictive for occupations based on social skills.

Clearly, data indicate that some racial minority groups,
across educational levels and occupations, have lower socio-
economic status than Whites in the United States, but the rela-
tionship between race and occupational status is moderated by
many variables, including gender, education, and type of occu-
pation. Research has also found that while there are stereotypes
about the types of work-related abilities that various racial
groups have, and overall levels of expected competence
(Biernat & Kobrynowicz, 1997; Sy et al., 2010), these stereo-
types differ by gender as well. Therefore, once again, the rela-
tionship between racial characteristics and occupational
prestige is complex. While jobs with a high proportion of some
minority groups may be judged as having lower status and have
lower salaries, based on past research, it is not clear whether
“race neutral” jobs would be judged as lower in status if
described as predominantly occupied by a given racial minority
group than if described as predominantly White. Certainly,
gender and the nature of the occupation should interact with
race in affecting perceptions of occupational prestige.

Hypotheses

The current studies were designed to replicate our research
on gender and occupational status now that 20 years have
passed, using the same type of methodology, with students at
the same college. How much of a difference has 20 years
made in college student attitudes? Do students still perceive
that occupations are worth less when women constitute the
majority of the workers? The research design also includes
occupational race as a variable to investigate the impact of
the race of workers on perceptions of occupations, either as
main effects or in interaction with gender.

Based on the past research on gender, race, and occupa-
tional status, along with evidence of changing gender norms
and the narrowing of the gender pay gap, it is expected that
differences in perceptions of occupations by occupational gen-
der will not appear on overt measures of status, such as pres-
tige ratings. However, occupational gender is expected to
affect salary estimates, beliefs about educational requirements,
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and interest in the occupation. Also, occupational race should
interact with occupational gender in affecting perceptions of
occupational prestige.

Hypothesis 1 (H1): There will be a significant main effect
for occupational gender on estimates of starting salaries.
Participants will give higher estimates of starting salary
when the occupation is described as male-dominated.
Hypothesis 2 (H2): There will be a significant main
effect for occupational gender on estimates of educational
requirements. Participants will estimate that the occupa-
tion requires a higher educational achievement when the
occupation is described as male-dominated.

Hypothesis 3 (H3): There will be a significant interaction
between occupational gender and participant gender on
interest in the occupation. Male participants will prefer
gender-congruent occupations, while female participants
will be less affected by occupational gender.

Hypothesis 4 (H4): There will be a significant interaction
between occupational race and occupational gender for
salary estimates. Salary estimates will be higher for White
male occupations than White female conditions, but that
pattern will not be true for other racial groups.
Hypothesis S (H5): There will be a significant interaction
between occupational race and occupational gender for
estimates of educational requirements. Higher educa-
tional requirement will be estimated for White male occu-
pations than White female occupations, but that will not
be true for other racial groups.

Study |
Method

Participants. A sample of 267 college students, 63 males and
183 females (with 21 not responding regarding gender), 87%
of whom identified themselves as White participated in this
research. These students attended a public liberal arts college
in the northeastern United States, the same college at which
the comparable research was done 20 years ago (Crawley &
Poran, 1992). The majority of incoming students at this col-
lege (56.6%) identify themselves as “middle of the road”
politically, with 25.3 identifying as liberal and 18.1% con-
servative (Institutional Research, 2012). Education and intel-
ligence have been found to be negatively correlated with
acceptance of traditional gender roles (Judge & Livingston,
2008). Thus, this college sample is likely to endorse rela-
tively liberal views regarding gender.

Materials and procedure. We created a questionnaire that
included a job description for an Abstract Checker, a position
in the insurance industry. We used the occupation of Abstract
Checker, a real—but little known—;job title because it was
not commonly recognized, and had no immediate gender ste-
reotype when tested on a separate college sample (M = 5.30

on a 10-point scale from Very Feminine to Very Masculine,
n=30). With respect to occupational race, the majority of the
test sample indicated that they expected the job to either have
the same ratio of African Americans, Latinos, Asians, and
Whites as in the general population (46.67%) or more Whites
(40.00%). The job description also tested as moderate in
prestige (M =4.77 on a 10-point scale).

The description included job responsibilities along with
some information on the demographics of the people work-
ing in the field. A manipulation check was done on a college
sample of 20 to test comprehension and memory for the
demographic information. Results indicated that 90% of par-
ticipants correctly recalled the dominant racial group, and
75% reported the gender correctly. See Appendix A for a
copy of the job description.

After reading the job description, participants indicated
their perceptions of occupational worth by completing a
series of dependent measures. Respondents gave estimates of
the education needed to work in the field by checking off one
of seven choices ranging from “No Educational Requirement”
to “Post-Doctoral Work.” Participants also estimated the
probable starting salary by naming a figure between
US$18,000 and US$90,000, rated their possible interest in the
field on a 10-point scale, from “No Interest At All” to “Very
High Degree of Interest,” and completed a 22-item Perceptions
of Occupational Status Survey (POSS). This survey measures
overall occupational status as a single dimension and has
been shown to have both convergent validity and internal reli-
ability. Overall scores on the POSS significantly differenti-
ated between occupations that have been ranked differently in
other research (Goyder, 2005), such as “cashier” and “veteri-
narian.” Cronbach’s alpha for the scale ranged from .80 to .92
across five samples and three different occupations (Crawley
& Cardinale, 2008; see Appendix B for a copy of the POSS.)

The demographic information on the fictitious job
description was manipulated to create six versions in a 2
(gender of the majority of workers) x 3 (race of the majority
of workers) design. Although the main focus of the research
was on gender, we examined the impact of three racial group-
ings on the descriptions as well: African American and
Latino; White; and Asian. We solicited participants from
undergraduate classes and via a subject pool at the college.
Each participant was randomly assigned to read one version
of the questionnaire and completed the form individually. At
the top of the questionnaire, a consent statement appeared,
and after completing the survey, each participant was fully
debriefed. The surveys took approximately 5 to 10 min to
complete; all data were kept completely anonymous.

Results

ANOVA and chi-squared analyses were done on completed
surveys. Due to missing data on some items, the sample size
for each analysis was slightly different. Results indicated
that there were no effects of occupational gender or race on
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Table I. Means and Correlations for Prestige Scores, Salary
Estimates, and Interest Ratings by Occupational Gender for
Abstract Checker in Study .

By occupational gender

Variables® Overall Male-dominated Female-dominated
POSS scores
M 3.68 3.73 3.63
SD .65 .62 .68
n 218 |14 104
Salary estimates
M (in US$) 39,758 40,260 39,236
SD (in US$) 16,942 13,760 19,762
n 253 129 124
Interest
M 35 3.53 3.47
SD 2.12 2.11 2.14
n 261 133 128

Note. POSS = Perceptions of Occupational Status Survey.
*Correlations between variables:

POSS and Salary, r(212) = .25, p <.001.

POSS and Interest, r(216) = .35, p <.001.

Salary and Interest, r(252) = .06, p = .39.

overall prestige as measured by mean scores on the POSS
(a=.92): F(1, 212) = 1.51, p = .22 for gender; F(2, 212) =
1.90, p = .15 for race; F(2,212) = 0.61, p = .55 for the inter-
action. Similarly, there were no significant effects of occupa-
tional gender or race on salary estimates, F(1, 247) = 0.10,
p = .75 for gender, F(2, 247) = 0.18, p = .83 for race,
F(2,247)=1.02, p = .36 for the interaction. The mean start-
ing salary estimate for Abstract Checker when the workers
were predominantly males was US$40,260, and the mean for
the predominantly female version was US$39, 236. See
Table 1 for data on salary and POSS scores and the correla-
tions between the dependent measures.

There were no main effects of occupational gender or race
on estimates of required level of education; however, the pat-
tern of results by occupational gender was different for the
White worker condition than for the other occupational race
conditions. The responses regarding educational level were
analyzed as nominal data. Responses regarding educational
level were put into two categories for analysis—Less than a
Bachelor’s Degree or Bachelor’s Degree and Above. As
shown in Figure 1, for the White occupational gender condi-
tion, participants more frequently chose Bachelor’s Degree
or a higher degree when the workers were predominantly
male than when they were mostly female, y*(1, N = 110) =
4.26, p = .04, C = .19. Of the 64 participants in the male
occupational gender condition, 39 (61%) estimated that at
least a Bachelor’s Degree was required. For the female occu-
pational gender condition, 18 of 46 (39%) made a similar
judgment. There were no significant differences by occupa-
tional gender when the workers were described as predomi-
nantly African American and Latino or Asian.

® Male Occupational Gender

15 - 1 Female Occupational Gender

Frequency of Estimates

Less than a Bachelor’s  Bachelor's Degree or
Degree Higher
Required Degree

Figure |. Frequencies for the educational degree believed to be
required to work as an Abstract Checker when the majority of
the workers were described as White.

Note. Participants estimated that a significantly higher level of education
was required when the majority of the workers in the field were
described as males (p = .04).

Finally, there were no significant patterns related to inter-
est in the occupation by occupational gender or participant
gender, nor did participant gender affect any of the other
dependent variables.

Conclusion. These results indicate that there were no differences
in perceptions of prestige based on occupational gender or race.
Similarly, there were no effects of occupational gender or race
on salary ratings, in contrast to the findings on gender reported
in 1992; neither H1 nor H4 were supported in this sample. How-
ever, the degree of education thought to be required for this
occupation was directly affected by the gender of the workers
when the workers were described as White. No significant pat-
terns for educational requirement by gender appeared for the
other racial conditions for this occupation. Thus, there was an
interactive effect between occupational gender and race with
respect to educational estimates, supporting HS.

In an attempt to replicate these findings with another
occupation, we conducted Study 2. In this case, we created a
job title (Point of Sales Systems Coordinator) and a job
description in the retail sales industry that do not actually
exist. This occupation was created to be ambiguous in status
and gender neutral, as verified during pretesting. The overall
design for this replication was also simplified into a 2 x 2
design; we reduced the number of worker racial groups to
two—White or African American and Latino.

Study 2
Method

Participants. A sample of 120 college students participated. The
sample included 30 males and 79 females, with 11 respondents
not indicating gender; 63% identified themselves as White.
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Materials and procedure. Each participant read one of four ver-
sions of a job description for a Point of Sales Systems Coordi-
nator, an occupation fabricated for this 2 % 2 design. The basic
occupational job description was rated as gender neutral
(M =4.90 on a 10-point scale, n = 30) and below the midpoint
in prestige (M = 3.67 on a 10-point scale). The majority of the
test sample (56.67%) expected the same racial mix as in the
general population, although 26.67% expected more White
workers and 13.33% expected more Latinos. Each version of
the description had the same duties listed, but was manipu-
lated in terms of the percentage of women and men who
worked in the field, and in terms of the dominant racial group
working in the field. The occupation was described as having
workers who were predominantly male or female, and pre-
dominantly White, or African American and Latino.

After reading the job description, participants completed
a series of dependent measures, including estimations of the
education needed to work in the field by checking off one of
seven educational categories, as in Study 1. Participants also
estimated starting salary in an open-ended item and com-
pleted the POSS. Finally, respondents rated their possible
interest in the field.

Results

Ten participants did not complete the POSS, thus the sample
size for the prestige analysis was 110. These 10 participants
were among the 11 not indicating gender. Similar to the
results of Study 1, data analyses performed on completed sur-
vey items indicated no main effects of occupational gender or
race on the occupational prestige (POSS) scores (a0 = .91),
F(1, 106) = 0.24, p = .63 for gender and F(1, 106) = 1.67,
p = .20 for race. With respect to salary estimates, data from
three participants were discarded as their salary estimates on
this open-ended item were more than three standard devia-
tions above the mean, and thus were considered outliers; one
other respondent did not respond to the item. Based on the
remaining sample of 116, there were no main effects for occu-
pational gender, F(1, 112) = .22, p = .64, or for occupational
race, F(1, 112) =1.16, p = .28. The mean salary estimated for
the predominantly male occupation was US$37,166, whereas
the mean for the female worker condition was US$34,707.
There were no significant interactions for the prestige scores,
F(1, 106) = 2.65, p = .11, or for salary, F(1, 112) = 3.12,
p = .08. See Table 2 for data on salary and POSS scores and
the correlations between the dependent measures.

The estimated level of education required for the occupa-
tion, however, was significantly affected by occupational
gender. Educational estimate was analyzed as a nominal
variable, condensing the responses into two categories—
Less than a Bachelor’s Degree or Bachelor’s Degree and
Above. Chi-squared analyses indicated that participants were
more likely to indicate that at least a Bachelor’s Degree was
needed if the occupation was done primarily by male than by
female workers, ¥*(1, N = 120) = 5.69, p = .02, C = .20,

Table 2. Means and Correlations for Prestige Scores, Salary
Estimates, and Interest Ratings by Occupational Gender for Point
of Sales System Coordinator in Study 2.

By occupational gender

Variables® Overall Male-dominated  Female-dominated
POSS scores
M 3.62 3.64 3.60
SD 0.60 0.52 0.69
n 110 59 51
Salary estimates
M (in US$) 35,937 37,166 34,707
SD (in US$) 11,068 11,193 10,898
n 16 58 58
Interest
M 3.59 3.64 3.53
SD 2.07 2.16 1.99
n 17 59 58

Note. POSS = Perceptions of Occupational Status Survey.
*Correlations between variables:

POSS and Salary, r(89) = .29, p = .006

POSS and Interest, r(88) = .30, p = .004

Salary and Interest, r(114) = .12, p = .20.
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Figure 2. Frequencies for the educational degree believed to
be required to work as a Point of Sales Systems Coordinator,
regardless of occupational race.

Note. Participants estimated that a higher level of education was required
when the majority of the workers in the field were described as males

(p = .02).

regardless of occupational race, as illustrated in Figure 2. Of
the 60 participants in the male occupational gender condi-
tion, 34 (57%) estimated that at least a Bachelor’s Degree
was required. For the female occupational gender condition,
20 of 60 (33%) made a similar judgment.

Finally, there was no overall difference in interest in the
occupation based on occupational gender F(1, 105) = 0.36,
p = .55, but there was a significant difference between male
and female participants in interest, F(1, 105) = 8.01,
p = .006, n* = .07, with males indicating greater interest
(M = 4.63 for male participants and M = 3.37 for females).
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T

—Male

~Female

Mean Rating of Interest in the
Occupation
[N w

Male Workers Female Workers
Dominant Occupational Gender

Figure 3. Mean ratings of interest in the occupation of Point of
Sales Systems Coordinator on a |0-point scale.

Note. There was a significant interaction between occupational gender and
participant gender on interest (p = .0I).

There was also a significant interaction between occupational
gender and participant gender, F(1, 105) =6.21, p = .01, n* =
.05. Female participants were mildly interested in the occupa-
tion, regardless of worker gender (M = 3.05 with male workers
and M = 3.64 with female workers), whereas male participants
were significantly more interested in the occupation if most of
the workers were male (M = 5.19 with male workers and M =
3.33 with female workers), as shown in Figure 3.

Conclusion

Participants did not report different perceptions of prestige or
salary for the fictitious occupation of Point of Sales System
Coordinator based on the gender or race of the workers.
Similar to Study 1, there was no overt sexism or racism
exhibited in how the occupation’s prestige was rated, nor
were there differences in salary estimates. Once again, H1
and H4 were not supported. However, as with Study 1, a
subtle effect was found in that the participants perceived that
the occupation required a higher educational level when it
was a male-dominated field, in this case regardless of the
racial composition of the workers, as predicted in H2. In
addition, male and female participants showed a different
level of interest in the occupation depending on the gender
congruence of workers in support of H3.

Discussion

There are several consistent findings across the two studies
described above. First, it appears that there was no overt dis-
crimination in terms of ratings of prestige or difference in
salary estimates based on the race or gender of the workers in
any of the occupations. Although differences regarding sal-
ary were found with nearly identical methodologies at the
same college in the early 1990s, such differences among

Table 3. Mean Judgments of Salary Worth by Occupational
Gender Across 20 Years.

Occupational gender

Male Female Difference p value n

1992 data (in US$)
Public relations
Mental health

casework

Current data (in US$)
Abstract checker 40,260 39,236
Point of sales system 37,166 34,707

coordinator

49,880 44,000
47,690 42,460

5,880 .05 86
5,230 05 11

1,024 75 253
2,459 64 116

college students were not apparent in this cohort; see Table 3
for the comparisons across time and occupations. The only
consistent area in which participants exhibited different per-
ceptions of an occupation based on gender was in judgments
of the educational requirements.

When a field was described as predominantly done by
men, most notably White men, respondents assumed that a
higher level of education was needed to be hired. Interestingly,
it is not the case that participants simply reflected the existing
demographic differences in educational achievement in their
estimates. The participants were from a state college, and
their estimates do not match the actual statistical data on edu-
cational achievements by race and gender for the state. Nor
do the estimates reflect the gender ratios at the college in
which these studies were conducted. Participants did not look
at the students around them at the college, see which gender
was more likely to be earning a bachelor’s or master’s degree,
and make estimates about educational hiring requirements
accordingly. In fact, the majority of students (57.4%) earning
bachelor’s and master’s degrees at the college are female
(Ramapo College, 2012). Thus, the inclination to perceive
that a “male” occupation probably requires more education
than a “female” occupation appears to be based on a stereo-
type associating education with men in general.

In addition, in Study 2, male participants showed different
interest in the occupation depending on the gender of
the workers. Although female participants did not differenti-
ate very much based on worker gender, male participants
were more likely to be interested in male-dominated fields
than in female-dominated occupations. This is consistent
with past research findings and with the idea that there is
more social stigma to men being interested in “feminine”
occupations, and less stigma to women expressing interest in
fields more typically associated with men (cf. Miller &
Hayward, 2006; Rudman & Phelan, 2010).

The finding that interest in occupations is still influenced
by the gendered nature of the job, while overt ratings of
occupational prestige and salary are not is also consistent
with research on implicit versus explicit measures of atti-
tudes. Many researchers have demonstrated subtle reactions,
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due to automatic processes and implicit biases, in cases
where overt, consciously discriminatory behaviors are absent
or weak. Implicit and explicit attitudes often manifest very
differently in terms of cognitive decision-making and behav-
ior (Banaji, & Greenwald, 1995; Dovidio, Kawakami, &
Gaertner, 2002; Greenwald et al., 2002; Payne, 2001).

In a meta-analysis, Greenwald, Poechlman, Uhlmann, and
Banaji (2009) examined 156 studies that utilized both the
Implicit Association Test (IAT) and explicit attitude measures.
Their results indicate predictive utility for both types of mea-
sures with respect to relevant behaviors and physiological
responses; however, there were more variable predictive out-
comes for the explicit measures. In addition, for socially sensi-
tive attitudes, such as racial judgments, the predictive validity
of explicit measures was diminished. Thus, for topics for
which participants might be motivated to control their self-
presentation, explicit measures were less effective.

In the studies reported here, the participants did not show
overt sexism or racism in their ratings of occupational pres-
tige. They did not estimate that women’s occupations might
be worth less in salary than men’s work, as was the case
20 years ago. Decisions about salary and prestige require
some reasoned thought, and college students can consciously
alter any biases they might feel. As stated earlier, these col-
lege students are likely to hold gender equality as a conscious
value. However, participants did employ some gender ste-
reotypes regarding educational requirements and interest.
These are more subtle measures, without obvious sexist
overtones. For example, interest in an occupation can be
viewed as influenced by many factors, including the proba-
bility of success in the field, comfort level, and other cogni-
tive and emotional reactions to the occupation. Thus, college
students are less likely to cognitively guard against biased
responses on these types of measures, and implicit stereo-
types and biases may come through.

Limitations and Future Research

Although the comparison over 20 years is enhanced by using
the same type of sample, the method necessarily limits the

Appendix A
Job Description for Abstract Checker

Summary

generalizability of the findings. These samples were drawn
from a liberal public college which draws students from pri-
marily politically liberal geographical regions. While some
researchers also have found diminishing gaps in perceptions
of occupational prestige by occupational gender (Goyder,
Guppy, & Thompson, 2003), other researchers continue to
find obvious gaps (e.g., Williams et al., 2010). Continued
research is needed to reconcile conflicting results. In addi-
tion, past research findings on race and occupational status
have provided varying patterns with respect to the impact of
racial identity on aspects of occupational prestige and suc-
cess. The results of the current studies suggest that occupa-
tional race and occupational gender interact in affecting
perceptions of status, but not in consistent ways across
occupations.

One promising avenue for continued research on gender,
race, and occupational prestige is the use of techniques to
measure implicit gender and race stereotyping with respect
to occupations. The IAT and other indirect measures to study
subtle, unconscious biases in perceptions of occupations are
logical, especially with participants who explicitly endorse
liberal attitudes about gender and race (cf. Matheus, 2011;
Rudman & Phelan, 2010; Williams et al., 2010).

What then can be concluded from the current research?
Have gender biases in perceptions of occupational prestige
changed in the past 20 years? In some regard, the answer is
yes. In the early 1990s, the wage gap was wider, average
educational achievement was lower for women, there were
fewer women in visible positions of authority, and research
showed that college students displayed overt gender biases
when judging the worth of gendered occupations. By 2011,
there were still wage gaps, but there has been progress in
terms of women’s presence in the societal power structure. In
turn, college students’ current perceptions of occupational
status are less overtly influenced by the gender of the rele-
vant labor force, although gendered perceptions of some
aspect of occupational attainment, such as personal interest
and educational requirements, still exist. Hopefully, the next
20 years will see gender biases in occupational perceptions
muted even further.

Extends services to clients and related networks within an insurance company.

Duties and Responsibilities

Assist clients in day-to-day settlements

Assure computations on premiums and interest accrued
Calculate premiums and commissions

Assure that data are accurate, in anticipation of audits
Notify appropriate departments on changes in settlements
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Assist clients with appropriate paperwork when necessary

Assure that company records are accurate and up-to-date

Additional Information

86% of the people who are hired for this position are females.

74% are White

The majority of people applying for this position are between 21 and 35.
The majority of people working in this position work a 40-hr work week

Appendix B
Perceptions of Occupational Status Survey (POSS)

For each of the statements below, please indicate the degree to which you agree with the statement as it applies to the occupa-

tion of in the United States.

Scale ranges from 1 (strongly disagree) to 6 (strongly agree).

PRI R =

._.
e v

This is not considered a prestigious occupation.

People who are employed in this occupation are generally highly respected in society.
People must complete many years of education to qualify for a position in this occupation.
Success in this field does not require very much dedication or hard work.

The work required in this occupation is fairly easy; most people could do it.

A high degree of intelligence is required to be successful in this occupation.

Yearly salaries for this occupation are generally very high.

It is relatively easy to get a job in this occupation; it is not selective.

A person needs to be passionate about his or her work to be successful in this occupation.
It does not take much motivation to succeed in this occupation.

11. A person in this occupation has a great deal of influence in society.

12. People in this occupation are often dishonest.

13. This occupation is highly valued in society.

14. Specialized skills are required for this occupation.

15. This occupation provides a needed service to society.

16. A person in this occupation does not gain much power in society because of this job.
17. This type of occupation is desirable.

18. This is a “worthy” occupation; a person should feel proud to be in this occupation.
19. In general, this occupation affords people a high standard of living.

20. It does not take much talent to be successful in this occupation.

21. In general, people in this occupation are very ambitious.

22. By working in this occupation, a person can gain economic security.

The possible scores on the POSS range from 22 to 132. To score the POSS, code the responses such that strongly agree =
6, agree = 5, slightly agree = 4, slightly disagree = 3, disagree = 2, and strongly disagree = 1. Next, reverse the scores for Items
3,4,7,9,10, 12, 16, 20, and then calculate the mean score. Cronbach’s alpha for this scale ranges from .80 to .92, depending

on the actual occupation used (Crawley & Cardinale, 2008).

Acknowledgments

I would like to acknowledge and thank the research assistants who
worked on this research: Abigail Gunnell, Geoffrey Brown, Maciel
Nina, Danielle Villone, Marissa Malkowski, Jennifer Levine, Ryan
Savino, and Richard Suarez.

Declaration of Conflicting Interests

The author(s) declared no potential conflicts of interest with respect
to the research, authorship, and/or publication of this article.

Funding

The author(s) received no financial support for the research and/or
authorship of this article.

References

Alonso-Villar, O., Del Rio, C., & Gradin, C. (2012). The extent of
occupational segregation in the United States: Differences by
race, ethnicity, and gender. Industrial Relations, 51, 179-212.
doi:10.1111/5.1468-232X.2012.00674.x



10

SAGE Open

Banaji, M. R., & Greenwald, A. G. (1995). Implicit gender stereo-
typing in judgments of fame. Journal of Personality and Social
Psychology, 68, 181-198. doi:10.1037/0022-3514.68.2.181

Biernat, M., & Kobrynowicz, D. (1997). Gender- and race-based
standards of competence: Lower minimum standards but higher
ability standards for devalued groups. Journal of Personality
and Social Psychology, 72, 544-557. doi:10.1037/0022-
3514.72.3.544

Bronstein, P., Black, L., Pfennig, J., & White, A. (1986).
Getting academic jobs: Are women equally qualified—And
equally successful? American Psychologist, 41, 318-322.
doi:10.1037/0003-066X.41.3.318

Center for Workforce Studies. (2010). Report of the 2009 APA sal-
ary survey. American Psychological Association. Retrieved
from www.apa.org/workforce/publications/09-salaries/

Church, A. T., Teresa, J. S., Rosebrook, R., & Szendre, D. (1992).
Self-efficacy for careers and occupational considerations
in minority high school equivalency students. Journal of
Counseling Psychology, 39, 498-508. doi:10.1037/0022-
0167.39.4.498

Cohen, P. N., Huffman, M. L., & Knauer, S. (2009). Stalled
progress? Gender segregation and wage inequality among
managers, 1980-2000. Work and Occupations, 36, 318-342.
doi:10.1177/0730888409347582

Crawley, D., & Cardinale, T. (2008, May). Perceptions of occupa-
tional status: Survey development. Poster presented at the meet-
ing of the Association for Psychological Science, Chicago, IL.

Crawley, D., & Poran, M. (1992, February). Sexist bias in percep-
tions of occupational worth. Paper presented at the meeting of
the Association for Women in Psychology, Long Beach, CA.

Cynkar, A. (2007). The changing gender composition of psychol-
ogy. Monitor on Psychology, 38, 46-47. Retrieved from http://
www.apa.org/monitor/jun07/changing.aspx

DiDonato, L., & Strough, J. (2013). Do college students’ gender-
typed attitudes about occupations predict their real world
decisions? Sex Roles, 68, 536-549. doi:10.1007/s11199-013-
0275-2

Dovidio, J. F., Kawakami, K., & Gaertner, S. L. (2002).
Implicit and explicit prejudice and interracial interaction.
Journal of Personality and Social Psychology, 82, 62-68.
doi:10.1037/0022-3514.82.1.62

Ellis, L., Ratnasingam, M., & Wheeler, M. (2012). Gender, sexual
orientation, and occupational interests: Evidence of their inter-
relatedness. Personality and Individual Differences, 53, 64-69.
doi:10.1016/j.paid.2012.02.008

Elsesser, K. M., & Lever, J. (2011). Does gender bias against
female leaders persist? Quantitative and qualitative data
from a larger-scale survey. Human Relations, 64, 1555-1578.
doi:10.1177/0018726711424323

England,P.(2010). Thegenderrevolution: Unevenandstalled. Gender
& Society, 24, 149-166. doi:10.1177/0891243210361475

England, P. (2011). Reassessing the uneven gender revolu-
tion and its slowdown. Gender & Society, 25, 113-123.
doi:10.1177/0891243210391461

Furnham, A., & Wilson, E. (2011). Gender differences in esti-
mated salaries: A UK study. Journal of Socio-Economics, 40,
623-630. doi:10.1016/j.s0cec.2011.04.019

Gibelman, M. (2003). So how far have we come? Pestilent and per-
sistent gender gap in pay. Social Work, 48, 22-32. doi:10.1093/
sw/48.1.22

Goldberg, P. A. (1968). Are women prejudiced against women?
Transaction, 5, 28-30.

Goyder, J. (2005). The dynamics of occupational prestige; 1975-
2000. Canadian Review of Sociology and Anthropology, 42,
1-23. doi:10.1111/j.1755-618X.2005.tb00788.x

Goyder, J., Guppy, N., & Thompson, M. (2003). The alloca-
tion of male and female occupational prestige in an Ontario
urban area: A quarter-century replication. Canadian Review of
Sociology and Anthropology, 40, 417-439. doi:10.1111/j.1755-
618X.2003.tb00255.x

Greenwald, A. G., Banaji, M. R., Rudman, L. A., Farnham, S.
D., Nosek, B. A., & Mellott, D. S. (2002). A unified theory
of implicit attitudes, stereotypes, self-esteem, and self-con-
cept. Psychological Review, 109, 3-25. doi:10.1037/0033-
295X.109.1.3

Greenwald, A. G., Poehlman, T. A., Uhlmann, E. L., & Banaji, M.
R. (2009). Understanding and using the Implicit Association
Test: III Meta-analysis of predictive validity. Journal of
Personality and Social Psychology, 97, 17-41. doi:10.1037/
a0015575

Heneman, H. G., III. (1977). Impact of test information and appli-
cant sex on application evaluations in selection simulation.
Journal of Applied Psychology, 62,524-526.d01:10.1037/0021-
9010.62.4.524

Institutional Research. (2012). 4 summary of five-year trends in
freshman responses on the Cooperative Institutional Research
Program (CIRP) Survey with comparisons to peer Institutions.
Retrieved from http://www.ramapo.edu/ir/files/2013/08/Cirp_
2012 _revl.pdf

Jiang, X., Wang, P., & Wang, M. (2010). Relationship between
college students’ gender, gender-role identity and occupation-
sex stereotype. Chinese Journal of Clinical Psychology, 18,
366-368.

Judge, T. A., & Livingston, B. A. (2008). Is the gap more than gen-
der? A longitudinal analysis of gender, gender role orientation,
and earnings. Journal of Applied Psychology, 93, 994-1012.
doi:10.1037/0021-9010.93.5.994

Kim, C., & Tamborini, C. R. (2006). The continuing significance
of race in the occupational attainment of whites and blacks:
A segmented labor market analysis. Sociological Inquiry, 76,
23-51. doi:10.1111/j.1475-682X.2006.00143.x

Lemelle, A. (2002). The effects of the intersection of race, gen-
der and educational class on occupational prestige. Western
Journal of Black Studies, 26, 89-97.

Liben, L. S., Bigler, R. S., & Krogh, H. R. (2001). Pink and blue
collar jobs: Children’s judgments of jobs status and jobs aspi-
rations in relation to sex of worker. Journal of Experimental
Child Psychology, 79, 346-363. doi:10.1006/jecp.2000.2611

Lips, H. M. (2013). The gender pay gap: Challenging the rational-
izations, perceived equity, discrimination, and the limits of
human capital models. Sex Roles, 68, 169-185. doi:10.1007/
s11199-012-0165-z

Lott, B. (1985). The devaluation of women’s competence. Journal
of Social Issues, 41, 43-60. doi:10.1111/j.1540-4560.1985.
tb01140.x

Matheus, C. C. (2011). Assessing interventions for reducing gen-
der-based occupational stereotypes: A multi-method study
comparing the implicit association test to indirect and explicit
measures of stereotypes, and an examination of sex roles and
entity versus incremental lay theories of social perception.


www.apa.org/workforce/publications/09-salaries/
http://www.apa.org/monitor/jun07/changing.aspx
http://www.apa.org/monitor/jun07/changing.aspx
http://www.ramapo.edu/ir/files/2013/08/Cirp_2012_rev1.pdf
http://www.ramapo.edu/ir/files/2013/08/Cirp_2012_rev1.pdf

Crawley

Dissertation Abstracts International Section A: Humanities
and Social Sciences, 72(4-A), 1454.

McDonald, S., Lin, N., & Ao, D. (2009). Networks of opportunity:
Gender, race and job leads. Social Problems, 56, 385-402.
doi:10.1525/sp.2009.56.3.385

Miller, L., & Hayward, R. (2006). New jobs, old occupational stereo-
types: Genderand jobs inthenew economy. Journal of Education
and Work, 19, 67-93. doi:10.1080/13639080500523000

Ostertag, P. A., & McNamara, J. R. (1991). Feminization of psy-
chology: The changing sex ratio and its implications for the
profession. Psychology of Women Quarterly, 15, 349-369.
doi:10.1111/5.1471-6402.1991.tb00413.x

Paludi, M. A., & Strayer, L. A. (1985). What’s in an author’s
name? Differential evaluations of performance as a function
of the author’s name. Sex Roles, 12, 353-362. do0i:10.1007/
BF00287601

Patterson, M. M. (2012). Self-perceived gender typicality, gen-
der-typed attributes, and gender stereotype endorsement in
elementary-school-aged children. Sex Roles, 67, 422-434.
doi:10.1007/s11199-012-0184-9

Payne, B. K. (2001). Prejudice and perception: The role of auto-
matic and controlled processes in misperceiving a weapon.
Journal of Personality and Social Psychology, 81, 181-192.
doi:10.1037/0022-3514.81.2.181

Pion, G. M., Mednick, M. T., Astin, H. S., Hall, C. C. 1., Kenkel,
M. B, Keita, G. P., . . . Kelleher, J. C. (1996). The shifting gen-
der composition of psychology. American Psychologist, 51,
509-528. doi:10.1037/0003-066X.51.5.509

Ramapo College. (2012). Fact Book. Retrieved from http:/www
.ramapo.edu/ir/files/2013/06/Fall-2012-Fact-Book.pdf

Rosen, B., & Jerdee, T. H. (1973). The influence of sex-role stereo-
types on evaluations of male and female supervisory behavior.
Journal of Applied Psychology, 57,44-48. doi:10.1037/h0034198

Rudman, L. A., & Phelan, J. E. (2010). The effect of priming gen-
der roles on women’s implicit gender beliefs and career aspira-
tions. Social Psychology, 41,192-202. doi:10.1027/1864-9335/
2000027

Shepela, S. T., & Viviano, A. T. (1984). Some psychological fac-
tors affecting job segregation and wages. In H. Remick (Ed.),
Comparable worth and wage discrimination: Technical pos-
sibilities and political realities (pp. 47-58). Philadelphia, PA:
Temple University Press.

Sy, T., Shore, L. M., Strauss, J., Shore, T. H., Tram, S., Whiteley,
P., & Tkeda-Muromachi, K. (2010). Leadership perceptions as
a function of race-occupation fit: The case of Asian Americans.

Journal of Applied Psychology, 95, 902-919. doi:10.1037/
20019501

Tharenou, P. (2013). The work of feminists is not yet done: The
gender pay gap: A stubborn anachronism. Sex Roles, 68, 198-
206. doi:10.1007/s11199-012-0221-8

Touhey, J. C. (1974). Effects of additional women professionals
on ratings of occupational prestige and desirability. Journal of
Personality and Social Psychology, 29, 86-89. doi:10.1037/
h0035742

Travis, C. B., Gross, L. J., & Johnson, B. A. (2009). Tracking the
gender pay gap: A case study. Psychology of Women Quarterly,
33,410-418. doi:10.1111/j.1471-6402.2009.01518.x

U.S. Census. (2011). Educational attainment—People 25 years old
and over by mean income and sex: 1991 to 2010. Retrieved
from http://www.census.gov/hhes/www/income/data/histori-
cal/people/

Vervecken, D., Hannover, B., & Wolter, 1. (2013). Changing (s)
expectations: How gender fair job descriptions impact chil-
dren’s perceptions and interests regarding traditionally male
occupations. Journal of Vocational Behavior, 82, 208-220.
doi:10.1016/j.jvb.2013.01.008

West, M. S., & Curtis, J. W. (2006). AAUP faculty gender equity
indicators 2006. Washington, DC: American Association of
University Professors. Retrieved from http://www.aaup.org/
reports-publications

Williams, M. J., Paluck, E. L., & Spencer-Rodgers, J. (2010). The
masculinity of money: Automatic stereotypes predict gen-
der differences in estimated salaries. Psychology of Women
Quarterly, 34, 7-20. doi:10.1111/j.1471-6402.2009.01537.x

Willyard, C. (2011, January). Men: A growing minority? grad-
PSYCH Magazine, p. 40.

Zikmund, W. G., Hitt, M. A., & Pickens, B. A. (1978). Influence
of sex and scholastic performance on reactions to job appli-
cant resumes. Journal of Applied Psychology, 63, 252-254.
doi:10.1037/0021-9010.63.2.252

Author Biography

Donna Crawley is a Professor of Psychology at Ramapo College of
New Jersey. In addition to her work on gender and occupational
prestige, she is currently engaged in research on mortality salience
and racial biases in judgments of criminal defendants. For four
years, she served as the co-editor of Transformations, a journal
devoted to integrating issues of divesity into higher education
[Email: dcrawley(@ramapo.edu].


http://www.ramapo.edu/ir/files/2013/06/Fall-2012-Fact-Book.pdf
http://www.ramapo.edu/ir/files/2013/06/Fall-2012-Fact-Book.pdf
http://www.census.gov/hhes/www/income/data/historical/people/
http://www.census.gov/hhes/www/income/data/historical/people/
http://www.aaup.org/reports-publications
http://www.aaup.org/reports-publications
mailto:dcrawley@ramapo.edu

