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High status in business world
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We trust what male leaders talk about (or 
information from male leaders). 

What is the mechanism underlying 
information mistrust in women, esp. female 
leaders?
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Theory
1.Gender as an institution 
cf. prior studies: gender as an individual attribute. 
★Gender status beliefs (Thébaud 2015, Ridgeway and Correll 2004)

      Shared beliefs about the competence of the 
‘male’ category.

• Men are more capable than women in professional settings (Ridgeway and Correll 2004). 

• Higher performance expectations for men compared to women (Foschi 1996, Foschi 2000). 

    Male gender = high status
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Theory
2. Status hierarchy as an institution
★Status theory (Gould 2002, Kovács and Sharkey 2014, Podolny 1993).

    Presumption of superior quality & great worth 
of the high status actors.

• High-status actors are able to attract more valued resources, which in turn enable them to produce 
higher quality outputs (Merton 1968). 

• Social judgments involving high status is self-fulfilling (Gould 2002).
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Hypotheses
 A mismatch between institutional conditions
= Women occupying high-status positions
•low-status gender ≠ superior quality, great worth

    less trust in information from these women!
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Hypotheses

1.Women occupying senior positions in 
organizational hierarchy 

•Men are often believed to be more competent and can achieve their goals without being dependent 
on others than their female counterparts (Song 2018, Thébaud 2015b).

H1. S/he is less likely to trust in information from 
a woman who is senior to him or her. 
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Hypotheses

2.Female employees of high-status 
organizations 

•High-status organizations are expected to have more ability, thus, employees of these 
organizations enjoy status-based esteem that is bestowed by others (Podolny and Lynn 2009).

H2. S/he is less likely to trust in information from 
a woman whose organizational status is higher 
than his or her organization. 
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Hypotheses

3.Women who are well-connected with others 
•Men are able to strategically build and use networks, and gather information and support from 
others (Thébaud 2015b, Thébaud 2015a, Song 2018).

•Well-connectedness in business-related networks = high network status = men’s ability

H3. S/he is less likely to trust in information from 
a woman whose network status is higher than 
him or her. 
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Data and methods
•Setting: The client & (sub)contractors of 
London underground project 
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Data and Methods
✴Online surveys: 

•Nov 2014~Jan 2015 (T1), Mar 2015~May 2015 (T2). 
=276 respondents in total (42 women and 234 men). 
•Final sample: 3842 ego-alter pairs 
(92 respondents and 150 alters whom respondents communicate with). 
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Data and Methods
✴DV: an ego or respondent’s perceived level of 
trust in information from a focal alter.
✴IVs: interaction terms 

•H1: Senior alter dummy × female alter dummy
•H2: Alter’s high status organization × female alter dummy
•H3: Alter’s network status × female alter dummy

✴Model: OLS 
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Results
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Discussion and Conclusion

•We are less likely to trust information from 
a woman whose status is higher than ours. 

•Mechanism: gender-status mismatch
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Discussion and Conclusion
Contributions to 
•literature on information transfer: 
What if no one trust transferred information?

•network studies: Differential rewards for men and 
women in networks

•collaboration: Effects of mismatches between 
institutional conditions on inequality in collaboration
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Discussion and Conclusion

•Female leaders and trust
•Well-connected women and trust
    Need to weaken gender status beliefs, before asking 
women to take leadership roles or be better connected 
with others.
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