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Introduction

The lack of women leaders, especially senior women leaders, has triggered much
discussion globally. While more women than men are university graduates in 97
of 145 major and emerging countries worldwide, women make up the majority
of skilled workers in only 68 of those countries and are the majority of leaders in
only four countries." Moreover, women currently hold only 4% of CEO positions
at S&P 500 companies.

CCL provides a single—gendered leadership training program for mid-career
women. During training, participants discuss factors that hinder their career
advancement. In most discussion groups, someone will mention the lack of
support from senior women. For these mid-career leaders, a big challenge is
that, those women who have broken the glass ceiling do not sponsor, promote,
or support their career advancement. These senior women are sometimes called
“queen bees.”

The “queen bee syndrome” is such a common perception that it has been
captured in movies. In The Devil Wears Prada, Meryl Streep portrays a
stereotypical queen bee, an alpha woman who is capable and holds power, but
who is critical of subordinates, especially women subordinates.

Undoubtedly, queen bee is a negative image. A stereotypical queen bee bullies
subordinates and obstructs other women’s career advancement. They are seen as
selfish, insensitive, and power hungry. If a senior woman leader has a reputation
as a queen bee, women in less senior positions often are advised to avoid
working with her.

However, before putting blame on the queen bees, it is worth asking:

Is it possible that senior women leaders are unwilling
to support other women leaders because doing so
could unfairly penalize these senior women leaders?
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The Cost of Women Valuing Diversity

To see if women leaders who support other women leaders are penalized, a recent
study by one of the authors of this paper, using CCL data, examined whether women
leaders are penalized if they demonstrate diversity-valuing behaviors in the workplace.

Using the 360-degree data collected from executive leaders’ colleagues, the
study examined the relationship between diversity-valuing behaviors (rated by
the executive leaders’ peers) and leaders’ competency and performance (rated
by the executive leaders’ bosses).
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Figure 1: Leaders’ diversity-valuing behaviors and their competency ratings
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Figures 1 and 2 show the results of this study. Figure 1 shows that, male and female leaders showing
low diversity-valuing behaviors received similar competency ratings; however, female leaders
demonstrating diversity-valuing behaviors received much lower competency ratings than their male
counterparts.

Figure 2: Leaders’ diversity-valuing behaviors and their performance ratings
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This study provided compelling evidence that diversity-valuing behaviors by women leaders
impede their advancement because they are penalized in the form of lower competency and
performance ratings.
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The Cost of Women Promoting Other Women

Since women executives get penalized if they value
diversity, what happens when they promote other
women? Do they receive low competency and
performance ratings? The study further focused on a
specific diversity-valuing behavior: advocating hiring
a female manager.

Working adults were asked to evaluate a hiring
decision for a vacant senior vice president position.
In particular, they evaluated the competency and
job performance for the hiring manager making the
decision.

Participants read a scenario explaining that a four-
person top-management team had a split decision
on which candidate to hire for an executive-level

job. Participants were shown photos of the two
candidate finalists. The first candidate was a woman
and the second candidate was a man. They also saw
the hiring manager’s photo, which matched the
demographics of either Candidate 1 (both women) or
Candidate 2 (both men).

Two scenarios were created. One is a non-diversity-
advocating scenario, in which the hiring manager
advocated hiring the white male candidate based
on test scores alone, and the other is a diversity-
advocating scenario, in which the hiring manager
advocated hiring a female candidate based on test
scores as well as a desire to increase organizational
racial and gender balance. The hiring manager
scripts for the two scenarios are below:

Scenario 1
(non-diversity advocating)

“Enough discussion. My reasons for choosing [the white male candidate]
were the most sound, so | am going to make the final call. Candidate 2
had the highest scores and so we are going with Candidate 2.”

Scenario 2
(diversity advocating)

“Enough discussion. My reasons for choosing [the woman candidate]
were the most sound, so | am going to make the final call. Candidate 1

had the highest scores and increases the racial and gender balance of our
leadership team so we are going with Candidate 1.”
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Figures 3 and 4 show the results of comparing across groups. Male leaders’ competency
and performance ratings were not affected whether they advocated diversity or not.
However, advocating diversity significantly affected how others perceive female leaders’
competency and performance; female leaders received much lower ratings for both
competency and performance when they decided to hire the female candidate, even
though the decision making also considered candidates’ capability.

Figure 3: Leaders’ diversity-advocating behaviors and competency ratings
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Both Parts | and Il of the study reviewed above provide strong evidence that when
women leaders value diversity and promote other women, they get penalized. This is
because, in a male-dominated environment, advocating diversity highlighted women'’s
demographic characteristics and activated the negative stereotype that they are
incompetent and nepotistic.

So, what is the implication of this study?

Be Aware of Gender Bias

Gender bias is rooted in historical and cultural values and no one is exempt from such bias.

Gender bias is often subconscious. Traditional stereotypes of leaders such as being assertive, masculine,
and logical are considered predominantly male qualities. Women who want to advance their careers
often find themselves facing a double-bind. For example:

Women leaders are “damned if they do, doomed if they don’t.”"
Women leaders are perceived as either competent or liked, but difficult to be both.

Women leaders are considered bossy if they are assertive, but they are ignored if they
don’t assert themselves.

Women leaders get lower pay on average. However, if they negotiate hard, they are

perceived as being pushy.

If a women leader candidate has children, recruiters are concerned that she does not
have enough time for work. If a candidate does not have a child, recruiters are concerned
that she may take maternity leave in the near future.

And as the studies reviewed above found, if a women leader does not promote other
women, she is considered a “queen bee,” but if she does, she gets penalized.

Because of gender biases, women often find themselves between a rock and a hard place. Since
stereotyping is inevitable, we need to recognize it. And in the case of negative gender stereotyping,
awareness is a crucial step towards correcting the problem. So, pause before you spread the queen
bee rumor. These women could be acutely aware of the dangers of advocating for other women.
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Examine the Context

The early research of queen bee syndrome in the
1970s found that women who achieved success
in male-dominated environments were at times
opposed to the rise of other women. People have
focused so much on the queen bees that they
neglected the context. Recent research actually
discovered women were more likely to fill senior
positions in companies where a female had been
appointed chief executive.’

Creating a diverse and inclusive work environment
is not only women’s responsibility. When men
advocate diversity, they are not penalized. In fact,
in one of the studies reviewed above, male leaders

In an environment where men have higher social
status than women (explicitly or implicitly), women
need to work hard to join the high social status club,
and once they are there, they could feel threatened
by other women who might replace them.

Hence, what we need to do is to nurture an
environment where men and women are treated
equally. When we have more women in the system,
especially in the higher echelons of the organization,
a women leader advocating for other women will no
longer be seen as favoritism or nepotism.

Champion Diversity and Inclusion

who demonstrate diversity-valuing behaviors were
perceived as being more competent and received
higher performance ratings. Involving men in the
diversity campaign can prove to be a win-win for all.
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About the Research

This white paper is based on a recent research published in the Academy of Management Journal.
The full paper is available upon request from the second author of this paper.

Part | of the Study

The sample consisted of 350 executive leaders (C-level, board level, and VP or director levels) who attended
an executive leadership development program at CCL®. Prior to the program, Benchmark Executive®, a CCL®
360-degree survey, was sent to participants’ colleagues. Each executive leader was rated by a single boss,
and an average of four peers. The executives in the sample all worked in the US, and 31% were female. As
for ratees’, 31% of the peers and 13% of the executives’ bosses were women.

Executive leaders’ bosses evaluated their competence on:

a. Effective (Gets projects done well and on time);
b. Impressive (One whose achievements stand out);
c. Is ready for more responsibility; and

d. Productive (Gets a lot done).

Executive leaders’ bosses also evaluated their performance by answering three questions:
1. How would you rate this person’s performance in his/her present job?

2. How effectively would this person handle being promoted in the same function or division (moving a
level up)? and

3. Where would you place this person as an executive, relative to other executives inside and outside your
organization?

Part Il of the Study

The sample consists of 307 adults employed in the United States. 41% of them were women. In the original
design, researchers examined three categories of women: Asian-American, African-American, and white.
For the simplicity of this paper, the aggregated data for women are reported here.

Endnotes

i The World Economic Forum, The Global Gender Gap Report, (2015). http://reports.weforum.org/globalgender-gap-report-2015/

ii Catalyst, Women CEOs Of The S&P 500, 2016. http://www.catalyst.org/knowledge/women-ceos-sp-500

i Hekman, D., Johnson, S., Foo, M.D., & Yang, W. (2016). Does diversity-valuing behavior result in diminished ratings for non-
white and female leaders? Academy of Management Journal, March 3, 2016. Doi: 10.5464/amj.2014.0538. Catalyst, (2007).
http://www.catalyst.org/knowledge/double-bind-dilemma-women-leadership-damned-ifyou-do-doomed-if-you-dont-o

¥ http://www.theguardian.com/world/2015/jun/o7/queen-bee-syndrome-women-work-myth-researchcolumbia-business-school

8

©2016 Center for Creative Leadership. All rights reserved.



About the Authors

Sophia Zhao, PhD, is a research faculty member at the Center for Creative Leadership
(CCL®), based at CCL’s Asia-Pacific campus in Singapore. Her focus is on conducting
research about leadership and leadership development in specific sectors, regions, and
populations in order to make significant contributions to the understanding of leadership
and leadership development. She has published academic journal papers, as well as
research reports and white papers. She frequently presents her research findings at
various conferences. Her current research interests are on global/cross-cultural leadership,
senior leadership, and women’s leadership.

Maw-Der Foo, PhD, is an associate professor and acting head of the Division of
Engineering & Technology Management at the National University of Singapore. He is
concurrently a guest professor at Ghent University (Belgium) and received honorary
professorships from Nankai University and Jilin University. He is a faculty affiliate at

the Asia Centre for Social Entrepreneurship and Philanthropy. He is interested in fair
trading practices and sits on CaseTrust’s advisory council. Maw-Der’s research applies
management concepts to understand entrepreneurial processes. He serves as an editor
of Entrepreneurship Theory @ Practice and on the editorial review boards of the Academy of
Management Journal, Academy of Management Perspectives, Journal of BusinessVenturing,
and Strategic Entrepreneurship Journal.

To learn more about this topic or the Center for Creative Leadership’s programs and products,
please contact our Client Services team.

+1800 7801031 +1336 5452810 info@ccl.org

©2016 Center for Creative Leadership. All rights reserved. O



The Center for Creative Leadership (CCL®) is a top-ranked,
global provider of leadership development. By leveraging
the power of leadership to drive results that matter most
to clients, CCL transforms individual leaders, teams,
organizations and society. Our array of cutting-edge
solutions is steeped in extensive research and experience
gained from working with hundreds of thousands of
leaders at all levels. Ranked among the world’s Top 5
providers of executive education by the Financial Times
and in the Top 10 by Bloomberg Businessweek, CCL has
offices in Greensboro, NC; Colorado Springs, CO; San
Diego, CA; Brussels, Belgium; Moscow, Russia; Addis
Ababa, Ethiopia; Johannesburg, South Africa; Singapore;
Gurgaon, India; and Shanghai, China.

‘/
Center for

Creative
Leadership

CCL - Asia Pacific
www.ccl.org/apac

CCL - Americas
www.ccl.org
+1 800 780 1031 (US or Canada)

CCL - Europe, Middle East, Africa
www.ccl.org/emea

+1 336 545 2810 (Worldwide)
info@ccl.org

Greensboro, North Carolina
+1336 545 2810

Colorado Springs, Colorado
+1719 633 3891

San Diego, California
+1 858 638 8000

Affiliate Locations: Seattle, Washington « Seoul, Korea « College Park, Maryland « Ottawa, Ontario, Canada
Ft. Belvoir, Virginia « Kettering, Ohio « Huntsville, Alabama « San Diego, California « St. Petersburg, Florida

Brussels, Belgium
+32 (0) 2 679 09 10
ccl.emea@ccl.org

Addis Ababa, Ethiopia
+251 118 957086
LBB.Africa@ccl.org

Johannesburg, South Africa

+27 (11) 783 4963
southafrica.office@ccl.org

Moscow, Russia

+7 495 662 3139
ccl.cis@ccl.org

Singapore
+65 6854 6000
ccl.apac@ccl.org

Gurgaon, India
+91124 676 9200
cclindia@ccl.org

Shanghai, China
+86 21 6881 6683
ccl.china@ccl.org

Peoria, Illinois « Omaha, Nebraska « Minato-ku, Tokyo, Japan « Mt. Eliza, Victoria, Australia

Center for Creative Leadership® and CCL® are registered trademarks owned by the Center for Creative Leadership.

©2016 Center for Creative Leadership. All rights reserved.

September 2016



