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Abstract. A longitudina study examined the relationship between contact with successful ingroup members and women's stereotypes
about their own leadership abilities, career goals, and assertive behavior in class. Upon entry into college and toward the end of their
sophomore year we measured (1) participants' quantity and quality of contact with successful ingroup members (female professors), (2)
implicit and explicit leadership self-concept, (3) career goals, and (4) classroom behavior. Frequent contact with ingroup members
predicted stronger implicit self-conceptions of leadership and more career ambitions, but only when contact experiences were of high
quality rather than superficial. Quality and quantity of contact independently predicted assertive behavior. The findings suggest that
changing implicit self-beliefs requires both high quality and frequent exposure to counterstereotypic individuals.
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Stereotypes perpetuate societal inequalities not only by bi-
asing the attitudes and behavior of advantaged individuals
toward disadvantaged outgroups, but aso by biasing dis-
advantaged individuals' judgments of their own group and
self-conceptions (Aronson, Quinn, & Spencer, 1998; Das-
gupta, 2004; Jost, Banaji, & Nosek, 2004; Mgjor, 1994).
For example, in the context of gender, from an early age,
girlsand boyslearn to bifurcate traits, roles, and behaviors
into masculine and feminine qualities and use these ste-
reotypesto evaluate in- and outgroup members with equal
facility (Bauer, 1993; Bem, 1981; Bigler, 1997; Fagot,
Leinbach, & O'Boyle, 1992; Signorella, Bigler, & Liben,
1993). Members of both sexes automatically associate
high-status professional roles (e.g., doctor, leader) with
men more than with women and lower status roles (e.g.,
nurse, supporter) with women more than with men (Banaji
& Hardin, 1996; Dasgupta & Asgari, 2004). Such stereo-
types predict punitive behavior toward gender-noncon-
forming individuals even when they belong to one’s in-
group (Rudman, 1998; Rudman & Glick, 1999, 2001).
Both women and men react more negatively to women
leaders who adopt an assertive |eadership style compared
to male leaders with asimilar style (Butler & Geis, 1990;
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see Eagly & Karau, 2002, and Eagly & Carli, 2007, for
reviews) and tend to be less willing to hire an assertive
female job candidate compared to an assertive male can-
didate (Rudman & Glick, 2001).

Group-based stereotypes not only influence people’s
evaluations of other ingroup and outgroup members, but
they aso influence self-perceptions (Hogg, 1996; Tajfel,
1978; Turner, 1982, 1999; Turner & Oakes, 1986). For ex-
ample, women are more likely to associate themselveswith
communal and care-oriented traits (e.g., supportive, help-
ful, agreeable, sensitive) rather than agentic and power-ori-
ented traits (e.g., ambitious, assertive, dominant, powerful
(Eagly & Karau, 2002; Guimond, Chatard, Martinot, Crisp,
& Redersdorff, 2006; Haines & Kray, 2005). Moreover,
descriptive and prescriptive stereotypes about social roles
steer women away from powerful leadership and supervi-
sory rolesmore so than men (Killeen, Lopez-Zafra, & Eag-
ly, 2006; Lips, 2000) and orient them toward jobs that are
care-focused (for a review see Eagly & Carli, 2007; for a
meta-analysis see Konrad, Ritchie, Lieb, & Corrigal,
2000).

While these strands of research have made many con-
tributions by documenting the prevalence of self-stereo-
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typing, they have remained relatively silent about two
important issues. First, to the best of our knowledge no
studies have examined whether or not stereotypic self-
conceptions change over time as a function of contact
with stereotypic or counterstereotypic individuals in
one's environment. Past studies have almost exclusively
used cross-sectional experimental designsto examine the
impact of stereotypes on the self-concept in a given mo-
ment in time, but none have tested whether these self-be-
liefs change over time. Second, very few studies have
identified the conditions under which self-stereotypes
can be overcome; instead, most have concentrated on un-
derscoring the negative impact of stereotypes on self-
conceptions (for exceptions see Davies, Spencer, &
Steele, 2005; Haines & Kray, 2005; Mclntyre, Paulson,
& Lord, 2003). In terms of theory building, research that
identifies strategies to reduce self-stereotyping promises
to shed light on whether the process of stereotype change
is different when the attitude object is the self-concept
rather than a social group (see Dasgupta & Asgari, 2004;
Richards & Hewstone, 2001). In terms of practical ben-
efits, identifying strategies that reduce self-stereotyping
promises to allow individuals room to pursue a wide
range of life goals free from normative constraints and
expectations.

We sought to address the above-mentioned issues in
the context of gender stereotypes about professional |ead-
ership, which refer to the widely shared belief that men
are naturally more well-suited for professional leadership
roles and women are naturally more well-suited for
“back-up” supportive roles (Eagly & Carli, 2007; Eagly
& Karau, 2002). These leadership stereotypes are both
descriptive (in the sense that people believe that the
skewed distribution of men and women in leadership
rolesis simply the way things are) aswell as prescriptive
(i.e, the belief that this is the way things ought to be;
Fiske & Stevens, 1993; Heilman, 2001). On average,
women’s personal beliefsabout the self tend tofall inline
with these broader societal stereotypes; that is, women
tend to describe themselves in terms of supportive traits
(e.0., helpful, supportive, nurturant) more so than leader-
ship traits (e.g., assertive, ambitious, go-getter). Thisis
likely to be driven, at least in part, by the fact that, al-
though leadership traits are high in status, they are less
positively valenced and more interpersonally problemat-
ic than supportive traits, which are “nice” without any
complications (Eagly & Mladinic, 1989; Lips, 2000). The
focus of the present research was to identify whether crit-
ical cuesin the social environment (e.g., exposure to pro-
fessionally successful ingroup members in high status
roles) can predict increases in women's belief about their
own leadership abilities.

Past research provides indirect evidence suggesting
that exposure to successful ingroup members may de-
crease self-stereotypes. Specifically, situational activa-
tion of ingroup identity often encourages peopleto search
for similarities between themselves and other ingroup
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members present in the situation (Spears, Doosje, & Elle-
mers, 1997; Turner, Oakes, Haslam, & McGarty, 1994).
To the extent that thisis true, the presence of successful
ingroup members may inspire people to imagine similar
qualitiesin themselves and similar successin their future
(Markus & Nurius, 1986). However, other research on
role models has found that successful others change self-
conceptions only when people feel psychologically con-
nected to those individuals based on subjective identifi-
cation, similar interests, or attainable achievements
(Lockwood & Kunda, 1997, 1999; Magjor, Testa, & Blys-
ma, 1991; Tesser, 1986). We propose that psychological
connectedness may also develop through long-term con-
tact with successful ingroup members that involve sup-
portive and close interactions in a relevant performance
domain.

Goals of the Present Study

Using extant research as a foundation, the present study
investigated whether long-term frequent contact with suc-
cessful ingroup members significantly predicts women's
implicit and explicit self-conceptions, career goals, and
assertive behavior inintellectual settings, or, alternatively,
whether the strength of this predictive relationship is con-
tingent on the quality of contact. We expected to find sup-
port for the latter prediction, specifically, for female par-
ticipants who had many female professors (i.e., frequent
contact with successful ingroup members), high-quality
relationships with their professors were expected to ben-
efit the self-concept by reducing implicit self-stereotyping
and increasing their career ambitions. However, for fe-
male participants who rarely came into contact with fe-
male professors and instead had mostly male professors
(i.e., infrequent contact with successful ingroup mem-
bers), high-quality relationships with their professors
were not expected to benefit the self-concept because
those high-quality interactions would involve outgroup
members who are less likely to be seen as a role model
for their own future self.

Importantly, although we expected women’s implicit
associations about the self and leadership to change over
time and to be linked with greater contact with successful
ingroup members, their explicit self-beliefs were expect-
ed to remain relatively resistant to change because nur-
turance and communality are seen as desirable qualities
in women; thus, these qualities are likely to become ac-
cepted by women as personal ideals for the self (Wood,
Christensen, Hebl, & Rothgerber, 1997). Put differently,
we predicted that, whereas women's implicit self-beliefs
would become malleable after exposure to successful in-
group members, their explicit self-descriptionswould lag
behind (see Dasgupta & Asgari, 2004; Haines & Kray,
2005, for conceptually similar predictions).
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Study

Participants were recruited from a single-sex college and
an equivalent coeducational college to determine whether
mean differencesin the availability of female professors at
the two colleges would influence female students' self-be-
liefs. Participants at the women’s college had more fre-
guent contact with female professors as instructors (M =
53%) than did their peers at the coed college (M = 40%;
t(157) = 6.40, p < .0009). There was no significant differ-
ence between the two collegesin terms of students' quality
of contact with their professors (Ms = 8.43 and 8.26 on an
11-point scale at the women'’s college and co-ed college
respectively; p >.40). If frequency of contact with success-
ful professional women is sufficient to influence self-be-
liefs, then on average, students at awomen'’s college might
show less implicit stereotyping about their personal lead-
ership abilitiesthan their peersat the coeducational college.
Howeuver, if as we predict, both frequent and high-quality
contact with women professors are necessary to influence
participants self-beliefs, goals, and behaviors, then stu-
dents at both colleges have the potential to show reductions
in implicit self-stereotyping.

Method

Participants

A total of 196 female students were recruited early in their
first semester of college. Participants came from two selec-
tive colleges in the Northeastern United States, awomen’s
college (n = 100) and a coeducational college (n = 96). Par-
ticipants' age at both colleges ranged from 17 to 20 years
(median =18). At thewomen’scollege, 71% of participants
were White, 13% were Asian, 7% were Black, 3% were
Hispanic, 1% were American Indian or multiracial, and 4%
did not specify their race. At the coeducational college,
44% of participants were White, 27% were Asian, 17%
were Black, 7% were multiracial, and 5% did not specify
their race. Of the 196 recruits, 161 (82%) remained in the
study at the end of 2 academic years(n = 84 at thewomen'’s
college; n = 77 at the coeducational college).

Procedure

Upon entry into college (year 1) and at the end of their
sophomore year (year 2), we measured: (a) the classes par-
ticipants were enrolled in special attention to the sex of the
instructors, (b) the quality of their relationship with instruc-
tors, (c) participants’ implicit and explicit beliefs about
their personal leadership qualities relative to their male
peers, (d) class participation as an example of intellectually
assertive behavior, and (€) their career goals.
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Materials
Implicit Self-Related Beliefs

An Implicit Association Test (IAT; Greenwald, McGheg,
& Schwartz, 1998) was used to assess the extent to which
participants spontaneously associated themselves (relative
to men) with leadership versus communal qualities (self-
IAT). Theself-1AT consisted of four types of stimuli: Agen-
tic vs. communal attributes (e.g., ambitious, go-getter vs.
helpful, nurturing), and first-person vs. second-person male
pronouns (e.g., I, mevs. he, him).

Explicit Self-Related Beliefs

Participants rated the extent to which six leadership and six
communal attributes, used in the |AT, described their own
personality. Participants' ratings of their own communal
traitswere averaged into asingle subscale (oo = .87 and o. =
.89; year 1 and year 2, respectively) and participants’ rat-
ings of their own leadership traits were averaged into an-
other subscale (o = .88 and oo = .82; year 1 and year 2,
respectively). Participants' ratings of their own leadership
qualitiesin year 2 (controlling for year 1 ratings) represent
the explicit self-related beliefsindex, such that high scores
reflect greater attribution of leadership qualitiesto the self.
All ratings were made on 7-point scales (1 = does not de-
scribe me at all and 7 = describes me very well).

Quantity of Contact with Female Professors

Quantity of contact with successful ingroup members was
measured by calculating the proportion of female profes-
sors participants had as course instructors over two years.

Quality of Contact with Professors

Two items measured the overall quality of contact with
both male and female professors (o, = .71). Participants
were asked to think about al their professors in a given
semester and answer the following questions: (&) “How
much support do you get from these faculty members?’ and
(b) “How much are these faculty members available to
you?' Response scales ranged from 1 (not much support at
all or not available at all) to 11 (a lot of support or very
available). Participants answered these questions for al
their professors as a group in a given semester; we did not
ask them to answer these questions individually for each
professor. Notwithstanding this limitation, it is logical to
expect that if a participant had mostly female professorsin
a given semester, then their answer to the “quality of con-
tact” questionswould be based, for the most part, on female
professors. Analogousdly, if a participant had mostly male
professors in a given semester, then their answer to the
same “quality of contact” questions would be based on
male professors. Based on this logic, we predicted that
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among participants who had mostly female professors,
high-quality contact with successful otherswho were most-
ly ingroup members would significantly decrease implicit
self-stereotyping; whereas among participants who had
few female professors (and instead, mostly male profes-
sors) high-quality contact with successful others who were
mostly outgroup members should have no effect on the
self-concept. Such an interaction effect would imply that
the high-quality and frequent contact with successful same-
sex role models had a combined benefit that did not occur
for equivalent opposite-sex role models.

Class Participation

Two items measured class participation (o = .82): ()
“Think of your everyday experience in the classroom ...
how often do you participate in class discussions?’ (1 =
very rarely to 11 = very frequently); (b) “In your opinion,
how important isit to you to participate actively in class?’
(1 =not at all important to 11 = very important).

Career Goals

Thiswas assessed with 2 items (o = .70): (a) “How impor-
tant isit to you to have a full-time career after you gradu-
ate?’ (b) “How likely isit that 10 years after you graduate
you will be in a professional environment where you will
hold a position of power and responsibility?’ Response
scalesranged from 1 (not at all important or not at all like-
ly) to 11 (very important or very likely).

Demographics

Participants indicated their age, race, nationality, and SAT
SCOres.

Results

Relationship Between Quantity of Contact
with Female Faculty Versus Quality of
Contact and Self-Conceptions of Leadership

Implicit self-conceptions of leadership were measured asthe
differential speed with which participants completed the AT
block that paired me + leadership and he + supportive traits
compared to the block with reverse stimulus pairings (me +
supportiveand he+ leadership). Thesedifference scoreswere

analyzed in terms of effect size or modified Cohen'sd (IAT
D). Positive effect sizes indicate more gender stereotypic
self-conceptions (i.e., stronger association between the self
and supportive traits compared to leadership traits).

A hierarchical regression examined the predictive re-
lationship between quantity of contact with female pro-
fessors (proportion of female course instructors from
year 1 and 2), quality of contact (ratings of support and
availability), the type of college (single-sex or coed) and
interaction effects on participants' implicit self-beliefs
(self-IAT D) in year 2 controlling for year 1 variables
(self-IAT D in year 1 and quality of contact in year 1).
All predictor variables were mean centered before being
entered into the regression. Results showed a significant
effect of high-quality contact (3 = —.16, p = .04) and a
marginal effect of frequent contact (B = —.15, p = .06).
Participants who experienced high-quality contact with
their professors (regardless of sex) were more likely to
implicitly associate leadership attributes with the self in
year 2 (controlling for year 1); similarly, participantswho
had frequent contact with female professors in particular
were somewhat more likely to associate |eadership qual-
ities with the self in year 2 (omnibus F(5, 156) = 8.17,
p < .0009; AF(3, 156) = 2.78, p = .04).

More importantly, as predicted, we also found a sig-
nificant two-way interaction between quantity and qual-
ity of contact in the second step of the regression (B =
—.24, p = .003; omnibus F(8, 153) = 6.49, p < .0009;
AF(3, 153) = 3.14, p = .03). To interpret this interaction,
we followed the recommendations by Aiken and West
(1991) to separately examine participants whose respons-
es were 1 SD above the mean (frequent contact with fe-
mal e professors) versus 1 SD below the mean (infrequent
contact with female professors). Asillustrated in Figure
1, among participants who had frequent contact with fe-
mal e professors, the more they perceived faculty contact
to be of high quality the faster they were at associating
the self with leadership traits (B = —.55, p = .02). How-
ever, for other participants who rarely came into contact
with female professors (i.e., who had mostly male pro-
fessors), high quality contact had the opposite effect —the
more they perceived faulty contact to be of high quality
the faster they were at associating the self with suppor-
tive traits, not leadership traits ( = .45, p = .03). This
finding suggests that contact with few successful ingroup
members and instead mostly outgroup members who are
successful might threaten women'’s leadership self-con-
cept (see also Rudman & Phelan, 2010). The type of col-
lege students attended did not produce any significant ef-
fects.?

1 Quantity of contact was not controlled in step 1 because it was part of the independent variable. Specifically, we added the total number of
female professors participants had as instructors in each semester of year 1 and year 2. However, quality of contact with professorsin year
1 was controlled in step 1 of the regression because year 1 data was collected at the very beginning of the semester after only a few class
meetings, which makes it unlikely that participants would have had much meaningful high-quality contact with any of their professors by

that time.

2 Participants’ implicit and explicit self-conceptions about |eadership were not significantly affected by the proportion of gender-related classes
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Figure 1. The relationship between quantity and quality of
contact with female faculty and implicit self-stereotyping.
Note: The results presented in this graph use IAT scoresin
ms on the y-axis for ease of presentation, although the ac-
tual analyses were conducted using AT D scores (effect
size).

Another regression examined the influence of quantity
and quality of contact and the type of college on partici-
pants explicit beliefs about their leadership ability in year
2 controlling for their beliefsin year 1. A marginal effect
of quality of contact (B = .14, p = .09) indicated that par-
ticipantswho had high-quality contact with their professors
over time were somewhat more likely to attribute leader-
ship traits to themselves than others who had superficial
contact (AF(3, 156) = 2.17, p = .09). However, the quality
of contact and frequency of contact with female professors
did not interact significantly to predict students’ explicit
beliefs about themselves. No other effectswere significant.

The Relationship Between Quantity of
Contact with Female Faculty Versus Quality
of Contact and Career Goals

A similar regression examined whether students career
goasinyear 2 were significantly predicted by the frequen-
cy with which they had contact with female professors, the
quality of contact, and the type of college they attended. In
addition to controlling students' career goals and quality of
faculty contact in year 1, we also controlled their SAT
scores and citizenship status in this analysis because career
goals are likely to be constrained by students' prior aca-
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Figure 2. The relationship between quantity and quality of
contact with female faculty and future career goals.

demic skills and legal work restrictions. As predicted, re-
sults revealed a significant two-way interaction between
the quantity and quality of contact (f = .28, p = .002; om-
nibus F(9, 152) = 1.93, p = .05; AF(3, 152) = 3.42, p=
.02). Once again, we separately examined participantswho
had frequent vs. infrequent contact with female professors
using responses that were 1 SD above and below the mean
frequency of contact. As shown in Figure 2, among partic-
ipantswho had frequent contact with femal e professors, the
more the contact was high in quality, the more ambitious
were their career goals for the future (B = .44, p = .05).
However, among participants who had infrequent contact
with female professors (i.e., who had mostly male profes-
sors), there was no significant relationship between the
quality of faculty contact and their persona career goals
B=-35p=.12).

The Relationship Between Quantity of
Contact with Female Faculty Versus Quality
of Contact and Behavior in Class

Finally, one regression examined the relationship between
thefrequency of contact, the quality of contact, and thetype
of college on participants' behavior in classin year 2 con-
trolling for year 1 variables (classroom behavior in year 1

they took in their first two years of college. Specifically, we conducted a regression in which the proportion of gender-related classes
participants took and the quantity and quality of contact they had with female professors were all entered as predictor variables; implicit
and explicit self-beliefs were the dependent variables. All effects for gender-related classes were nonsignificant (all Bs < .02, p values >

50).
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Figure 3. The relationship between quantity and quality of
contact with female faculty and class participation.

and the quality of faculty contact in year 1). Asillustrated
in Figure 3, we found a significant effect of high-quality
contact (8 = .20, p=.004) and amarginal effect of frequent
contact ( = .13, p = .06) indicating that students who ex-
perienced high-quality contact with their professors (re-
gardless of sex) were more active and participatory in class
in year 2 controlling for year 1; similarly, students who
frequently encountered female professors in particular
were al so somewhat more likely to be participatory in class
inyear 2 controlling for year 1 (omnibus F(5, 156) = 22.35,
p <.0009; AF(3, 156) = 4.52, p = .005). However, the in-
teraction between quality of contact with professors and
quantity of contact with female faculty was nonsignificant
(AF < 1).

General Discussion

The overall goal of this study was to shed light on factors
that predict changes in implicit self-stereotyping. Whereas
past research has focused on demonstrating the fact that
societal stereotypes can constrain the self-concept, our em-
phasiswas on identifying when and how such beliefs might
change. In addition, whereas previous research on stereo-
type change and the malleability of implicit bias concen-
trated entirely on people’s attitudes and beliefs toward so-
cial groups as a whole, we extended this work to the self-
concept, which had not been examined in the published
research literature until now (see a'so Rudman & Phelan,
2010).

These data suggest that the process by which beliefs
about the self are influenced are somewhat different from
the process by which beliefs about social groups are influ-
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enced. Specifically, while exposure to successful ingroup
members is sufficient to change stereotypes about the in-
group as awhole as shown by our past research (Dasgupta
& Asgari, 2004), the present data show that exposure to
such individualsis not enough, by itself, to change self-be-
liefs. Rather, both frequent contact (quantity) and subjec-
tive evaluation of that contact as meaningful (quality) are
necessary to predict changesin self-beliefs. In other words,
the critical ingredientsthat best predict changesin implicit
self-beliefs is a combination of the knowledge that other
ingroup members have achieved success in leadership do-
mains, together with the experience of personally connect-
ing with such individuals, both of which might heighten a
sense of similarity with the successful others. Moreover, as
hypothesized, our data revealed that contact with profes-
sionally successful ingroup members predicted changesin
students’ implicit beliefs about the self, not how they de-
scribed themselves explicitly, which remained relatively
stable over time.

Importantly, the present study extended beyond implicit
cognition to aso investigate whether students’ behaviors
(e.g., classroom participation) and behavioral intentions
(career goals) would be associated with the quantity and
quality of contact with successful ingroup members. Our
datarevealed that the confluence of quantity and quality of
contact with successful women was related to ambitious
career intentions. When it came to class participation,
quantity and quality of contact independently predicted
greater engagement in class. It islikely that long-term con-
tact with, and encouragement received from, successful
same-sex others made students more comfortable in terms
of participating in class discussions. Taken together, these
findings suggest that changesin implicit self-related beliefs
are not simply private thoughts that remain confined to the
mind. Rather, they can impact peopl€e's behavioral inten-
tions and goals in ways that facilitate professional success
in the future. Given the correlational nature of these data,
it isalso plausible that the association between changesin
self-beliefs and behavior in class occurred in the opposite
causal direction: That is, the process of participating in
class may have changed women'’s self-perceptions espe-
cialy when they were in the company of same-sex profes-
sors and had high-quality contact with them.

Interestingly, all these effectsapplied equally well to stu-
dents at the women’s college and coeducational college,
suggesting that when it comesto changing self-stereotypes,
absolute differences in the frequency of contact with suc-
cessful ingroup members at the two colleges may be less
important than the frequency of contact combined with
high-quality interactions.

These findings extend theories of implicit attitude
change (Blair, 2002; Dasgupta, 2008; Gawronski & Boden-
hausen, 2006) by demonstrating that the process of modi-
fying implicit beliefs requires somewhat different ingredi-
ents when the attitude object is the self-concept rather than
a socia group. These findings also complement previous
research on role models and explicit beliefs about the self
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(e.g., Lockwood, 2006; Lockwood & Kunda, 1997, 1999;
Major et al., 1991; Testa & Major, 1990) by illustrating that
exposure to positive ingroup members can influence im-
plicit self-conceptions even though those changes may not
be apparent at an explicit level. Given that social desirabil-
ity is likely to play an important role in how people report
their own personal strengths, we paid special attention to
women’s implicit self-beliefs.

Caveats and Limitations

Our study is not without its limitations. First, the correla-
tional nature of our data makes it difficult to make defini-
tive assertions about cause and effect given that we did not
randomly assign participants to specific conditions where
they experienced high versus low quantity and quality of
contact with female professors. Moreover, as in the case of
other correlational research, unmeasured third variables
may have affected both implicit self-stereotypes and con-
tact with ingroup members and thus influenced the magni-
tude of the relationship between these two critical vari-
ables. These caveats are somewhat (although not entirely)
mitigated by the fact that we used a 2-year longitudinal
research design which allowed us to measure participants’
beliefs and behavior in year 1 (when they entered college)
and again at the end of year 2, in order to statistically partial
out individual differences in participants’ self-conceptions
when they entered college from the dependent variables,
which were their self-conceptions, career goals, and class-
room behavior at the end of the sophomore year.

A second potential limitation is that participants’ quality
of contact with female and male professors was measured
together and cannot be disaggregated in this study. Specif-
ically, we asked participants to indicate how supportive and
available all their professors were, on average, in a given
semester. We did not ask them to answer this question for
each professor individually. Thus, these measures do not
allow us to separately test whether the relationship between
implicit self-conceptions and the quality of faculty contact
varied as a function of faculty sex. Further research is need-
ed to replicate this effect using separate measures of close-
ness with female versus male professors.

Notwithstanding this limitation, we have reason to think
that quality of contact with female professors in particular
did make a difference. Specifically, we know from the pre-
sent data that close relationships with faculty instructors
regardless of those individuals’ sex (quality of contact) sig-
nificantly predicted more implicit self-conceptions of lead-
ership. However, over and above the main effect of contact
quality on self-beliefs, we also found the critical interaction
effect between quality of contact by quantity of contact
with female professors. This interaction shows that among
participants who had mostly female professors, high-qual-
ity contact significantly decreased implicit self-stereotyp-
ing; whereas among participants who had few female pro-
fessors high-quality contact (i.e., with mostly male profes-
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sors) significantly increased implicit self-stereotyping.
This interaction effect implies that the high-quality and fre-
quent contact with successful same-sex role models had a
combined benefit that did not occur for equivalent oppo-
site-sex role models. The fact that frequent and high-qual-
ity contact with mostly outgroup members increased self-
stereotyping in women is interesting but perhaps not all that
surprising. It suggests that this type of contact reinforces
the stereotype in women’s mind that successful profession-
als are normally men (not women) and increases the psy-
chological distance between these leadership roles and the
self. These data are also reminiscent of a finding in Das-
gupta and Asgari (2004), which showed that prolonged im-
mersion in a college environment where students had fre-
quent exposure to male faculty (rather than female faculty)
strengthened the implicit gender stereotype that women are
better suited for supportive than leadership roles.

In closing, we recommend that future studies test similar
hypotheses in a controlled lab setting to ensure clarity
about cause and effect. Such studies could examine wheth-
er in addition to receiving support from successful ingroup
members, other experiences such as knowledge about the
steps taken by those successful others, being able to envi-
sion oneself following the same path, and experiencing
small-scale successes in one’s current environment might
also enhance implicit self-beliefs about leadership and fu-
ture career goals and behaviors.

Acknowledgments

This research was supported by NIMH (R03 MH66036-01)
and a Healey Endowment Grant to Nilanjana Dasgupta. We
thank Katherine McCarthy, Emily Rumph, Della Huff, Lisa
Knopf, Lisa Pistorio, Jessica Barbour, and Jane Stout for
their research support.

References

Aiken, L.S., & West, S.G. (1991). Multiple regression: Testing
and interpreting interactions. Newbury Park, CA: Sage.

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

Banaji, M. R., & Hardin, C. (1996). Automatic stereotyping. Psy-
chological Science, 7, 136-141.

Bauer, P.J. (1993). Memory for gender-consistent and gender-in-
consistent event sequences by 25-month-old children. Child
Development, 64, 285-297.

Bem, S. L. (1981). Gender schema theory: A cognitive account
of sex typing. Psychological Review, 88, 354-364.

Bigler, R. S. (1997). Conceptual and methodological issues in the
measurement of children’s sex-typing. Psychology of Women
Quarterly, 21, 53-69.

Blair, 1. V. (2002). The malleability of automatic stereotypes and

Social Psychology 2010; Vol. 41(3):203-211



This document is copyrighted by the American Psychological Association or one of its allied publishers.
Thisarticleisintended solely for the personal use of the individual user and is not to be disseminated broadly.

210 S. Asgari et a.: Successful Role Models and Implicit Self-Stereotyping

prejudice. Personality and Social Psychology Review, 6,
242-262.

Butler, D., & Geis, F. L. (1990). Nonverba affect responsesto mae
and female leaders: Implications for leadership evaluations.
Journal of Personality and Social Psychology, 58, 48-59.

Dasgupta, N. (2004). Implicit ingroup favoritism, outgroup favor-
itism, and their behavioral manifestations. Social Justice Re-
search, 17, 143-169.

Dasgupta, N. (2008). Color lines in the mind: Unconscious prej-
udice, discriminatory behavior, and the potential for change.
In A. Grant-Thomas & G. Orfield (Eds.), Twenty-first century
color lines: Exploring change in contemporary America
(pp. 97-117). Philadelphia, PA: University Press.

Dasgupta, N., & Asgari, S. (2004). Seeing isbelieving: Exposure
to counterstereotypic women leaders and its effect on the mal-
leability of automatic gender stereotyping. Journal of Experi-
mental Social Psychology, 40, 642—658.

Davies, P.G., Spencer, S.J., & Steele, C. M. (2005). Clearing the
air: Identity safety moderates the effects of stereotype threat
on women'sleadership aspirations. Journal of Personality and
Social Psychology, 88, 276-287.

Eagly, A.H., & Carli, L. (2007). Through thelabyrinth: Thetruth
about how women become leaders. Boston, MA: Harvard
Business School Press.

Eagly, A.H., & Karau, S.J. (2002). Role congruity theory of prej-
udice toward female leaders. Psychological Review, 1009,
573-598.

Eagly, A.H., & Mladinic, A. (1989). Gender stereotypes and at-
titudes toward women and men. Personality and Social Psy-
chology Bulletin, 15, 543-558.

Fagot, B.1., Leinbach, M.D., & O'Boyle, C. (1992). Gender la-
beling, gender stereotyping, and parenting behaviors. Devel-
opmental Psychology, 28, 225-230.

Fiske, S.T., & Stevens, L. E. (1993). What's so special about sex?
Gender stereotyping and discrimination. In S. Oskamp & M.
Costanzo (Eds.), Gender issues in contemporary society: Ap-
plied social psychology annual (pp. 173-196). Newbury Park,
CA: Sage.

Gawronski, B., & Bodenhausen, G.V. (2006). Associative and
propositional processesin evaluation: Anintegrative review of
implicit and explicit attitude change. Psychological Bulletin,
132, 692—731.

Greenwald, A.G., McGhee, D.E., & Schwartz, J.K.L. (1998).
Measuring individual differences in implicit cognition: The
implicit association test. Journal of Personality and Social
Psychology, 74, 1464-1480.

Guimond, S., Chatard, A., Martinot, D., Crisp, R.J., & Reders-
dorff, S. (2006). Social comparison, self-stereotyping, and
gender differences in self-construals. Journal of Personality
and Social Psychology, 90, 221-242.

Haines, E.L., & Kray, L.J. (2005). Self-power associations. The
possession of power impacts women's self-concepts. Euro-
pean Journal of Social Psychology, 3, 643-662.

Heilman, M. E. (2001). Description and prescription: How gender
stereotypes prevent women's ascent up the organizational lad-
der. Journal of Social Issues, 57, 657—674.

Hogg, M. A. (1996). Socia identity, self-categorization, and the
small group. In E.H. Witte & J.H. Davis (Eds.), Understand-
ing group behavior, Vol. 2: Small group processes and inter-
personal relations (pp. 227-253). Hillsdale, NJ: Erlbaum.

Jost, J.T., Bangji, M. R., & Nosek, B.A. (2004). A decade of sys-

Social Psychology 2010; Vol. 41(3):203-211

tem justification theory: Accumulated evidence of conscious
and unconscious bolstering of the status quo. Political Psy-
chology, 25, 881-919.

Killeen, L. A., Lopez-Zafra, E., & Eagly, A.H. (2006). Envision-
ing oneself as a leader: Comparisons of women and men in
Spain and the United States. Psychology of Women Quarterly,
30, 312-322.

Konrad, A.M., Ritchie, J.E. Jr., Lieb, P, & Corrigal, E. (2000).
Sex differences and similaritiesin job attribute preferences: A
meta-analysis. Psychological Bulletin, 126, 593-641.

Lips, H. M. (2000). College students’ visions of power and pos-
sibility as moderated by gender. Psychology of Women Quar-
terly, 24, 39-43.

Lockwood, P. (2006). Someone like me can be successful: Do
college students need same-gender role models? Psychology
of Women Quarterly, 30, 36-46.

Lockwood, P, & Kunda, Z. (1997). Superstarsand me: Predicting
the impact of role models on the self. Journal of Personality
and Social Psychology, 73, 91-103.

Lockwood, P, & Kunda, Z. (1999). Increasing the salience of
one's best selves can undermine inspiration by outstanding
role models. Journal of Personality & Social Psychology, 76,
214-228.

Major, B. (1994). From socia inequality to personal entitlement:
The role of social comparisons, legitimacy appraisals, and
group membership. In M. Zanna (Ed.), Advances in experi-
mental social psychology (pp. 293-355). San Diego, CA: Ac-
ademic Press.

Major, B., Testa, M., & Bylsma, W. (1991). Responsesto upward
and downward social comparisons: The impact of esteem rel-
evance and perceived control. In J. Suls & T. Wills (Eds.),
Social comparison: Contemporary theory and research
(pp. 237-260). Hillside, NJ: Erlbaum.

Markus, H., & Nurius, P. (1986). Possible selves. American Psy-
chologist, 41, 954-969.

Mclintyre, R.B., Paulson, R. M., & Lord, C. G. (2003). Alleviating
women’s mathematics stereotype threat through salience of
group achievements. Journal of Experimental Social Psychol-
ogy, 39, 83-90.

Richards, Z., & Hewstone, M. (2001). Subtyping and subgroup-
ing: Processes for the prevention and promotion of stereotype
change. Personality and Social Psychology Review, 5, 52—73.

Rudman, L. A. (1998). Self-promotion asarisk factor for women:
The costs and benefits of counterstereotypical impression
management. Journal of Personality and Social Psychology,
74, 629-645.

Rudman, L.A., & Glick, P. (1999). Feminized management and
backlash toward agentic women: The hidden costs to women
of akinder, gentler image of middle managers. Journal of Per-
sonality and Social Psychology, 77, 1004-1010.

Rudman, L.A., & Glick, P. (2001). Prescriptive gender stereo-
types and backlash toward agentic women. Journal of Social
Issues, 57, 743-762.

Rudman, L. A., & Phelan, J. E. (2010). The effect of priming gen-
der roles on women's implicit gender beliefs and career aspi-
rations. Social Psychology, 41, 192-202.

Signorella, M. L., Bigler, R.S., & Liben, L.S. (1993). Develop-
mental differencesin children’s gender schemataabout others:
A meta-analytic review. Developmental Review, 13, 147-183.

Spears, R., Doogje, B., & Ellemers, N. (1997). Self-stereotyping
in the face of threats to group status and distinctiveness. The

© 2010 Hogrefe Publishing



This document is copyrighted by the American Psychological Association or one of its allied publishers.
Thisarticleisintended solely for the personal use of the individual user and is not to be disseminated broadly.

S. Asgari et a.: Successful Role Models and Implicit Self-Stereotyping 211

role of group identification. Personality and Social Psycholo-
gy Bulletin, 23, 538-553.

Tajfel, H. (1978). Social categorization, social identity and social
comparison. In H. Tgjfel (Ed.), Differentiation between social
groups (pp. 61-76). London: Academic Press.

Tesser, A. (1986). Some effects of self-evaluation maintenance on
cognition and action. In R.M. Sorrentino & E.T. Higgins
(Eds.), The handbook of motivation and cognition: Founda-
tions of Social Behavior (pp. 435-464). New York: Guilford.

Testa, M., & Magjor, B. (1990). The impact of social comparison
after failure: The moderating effects of perceived control. Ba-
sic and Applied Social Psychology, 11, 205-218.

Turner, J.C. (1982). Toward a cognitive redefinition of the social
group. InH. Tafel (Ed.), Social identity and intergroup relations
(pp- 15-40). Cambridge, UK: Cambridge University Press.

Turner, J.C. (1999). Some current issues in research on social
identity and self-categorization theories. In N. Ellemers, R.
Spears, & B. Dooge (Eds.), Social identity (pp. 6-34). Oxford,
UK: Blackwell.

Turner, J.C., & Oakes, P.J. (1986). The significance of the social
identity concept for socia psychology with reference to indi-
vidualism, interactionism and social influence. British Journal
of Social Psychology, 25, 237-252.

Turner, J.C., Oakes, P.J.,, Haslam, S.A., & McGarty, C. (1994).
Self and collective: Cognition and social context. Personality
and Social Psychology Bulletin, 20, 454-463.

© 2010 Hogrefe Publishing

Wood, W., Christensen, P.N., Hebl, M.R., & Rothgerber, H.
(1997). Conformity to sex-typed norms, affect, and the self-
concept. Journal of Personality and Social Psychology, 73,
523-535.

Sheki Asgari

Department of Psychology

Rose Hill Campus

Fordham University

Bronx, NY 10458

USA

E-mail shakiasgari @yahoo.com/asgari @fordham.edu

Nilanjana Dasgupta

Department of Psychology
University of Massachusetts
Amherst, MA 01003

USA

E-mail dasgupta@psych.umass.edu

Social Psychology 2010; Vol. 41(3):203-211





