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QUALIFICATIONS, ASSIGNMENT, AND MATERIALS REVIEWED

I have been retained by the law firm of Sapcrstcin, Goldstein, Dc~achak & Ballet,

:L~ :’:, !41-"~,, ; " .-’ ;: .lead counsel for olaintiffs in Stella Mitchell et al. v. Metropolitan Life Insurance
:..~:,.,_,.:~’..: ,. . ~ ;-:~.,.., ¯ ;.. ~ ,.

" ~.~’ " ’ ,: "~.;’. ’ " ’ i’,~ "’ ’:.,~ . " ",~.~..~ ,~, :. . : Company, Inc. ( Me~fe ). I have been asked by Teresa Demchak of ~at fi~ to

:’. " .~:. ~" ~. ~ .-.’ ." m~iew materials ~e~a~in~ to ~erso~el oohc~es ~d pmcUces of MetL~fe Financial

:.~--:..,. .........":"~-::: ..~.. .:~. ~ ."     ,.
Se~ices bus~ess unit ("~FS"), focusing primarily on ~e period ~om 1999 to the

~ ~:’~" ’.~";-..’ ’7" ~    . ~ - , ....,., ’. .- . : .. present."I have been asked to ad&ess the ~dequacy of Me~fe s pohc~es for ensunng
~~,~;~ [ -.,., . . . :,~ . .              .. . .
. ~.~ -..~ :; ,, ,~: . - . equal emplo~ent oppo~m~ for women and to anai~e whether ~ere ~e umfo~

~?~".~    .’’ ".’i ."~ .... ~ .’":’1     ". ’ ".                                    ~¯ ~::.-".’,; ,,;~:,~’,~,"~.-~:’.-~: ...... , . . I . . ~ .
:-<.. " "~ ~" :’i":~. ~’ ’ f6a~res Of~ose oohcxes ~d proe~ures that place women at a d~sadvantage relatwe to
(. ¯ ¯    .’r." -" " " I : ~’ ’. " ’’ " ~ ~ ’. ’ ..    . -- -- ; ~ -

:̄.,~).,~i:..’. < :.’~ ¯ ’. ; ~e~wi~ ~egard ~o compensation, promoti,on, ~d o~er c~eer oppo~ides.

~-;-...; .....:~,. ~.~ ~;" . " ~ 1 - .. I ~ave testified as ~ ex~e~ wimess in bo~ California andFede~l
~. : , 5~’~.,’ ~, ’I I " ¯ :

...;::.- ..... ’,i , . :." . . . . .~ .    . .
¯ ;:,: . :z:. "t’~’: "Cou~ on c~es ~nvolvmg wor~lace dmcnmmat~on. I have se~ed as ~ expe~ m several
,~,~: 7~ ,.:..~ ’~    ,, ~. ,~ .
’~ . "~ ": ’ ,. , -’., - .: :    t

..,.: . . 5 ’ ~.. 0~er e~es revolving msues of gender d~scnmmat~on m ~e financial se~ces ~nd~t~,

’t . , including Ne class action c~es Martens, et aL v. Smith Ba~, Inc., et aL and Cremm, et

¯ j~.":~ ~’".r:""_." :

.’"2.,’"’.i~,:" ~i~ . .: ~

~ .... " ak ~. Me~ig Lynch, Pierce, Fenner & S~ith No. N addition, I se~ed as a statistical

-. g~mul~t to c~unsel for female brokers ~ the ma~er ~fKosen, et aL

’- :""", ~ ". " EipressNn~ncialA~isors. A list ~f cases ~ w~ic~ I have bee~ identified as ~ expe~

..., I .... :.~ ~’.::~r ~ave given expe~ testimony is a~ached as E~ibit A.
) ’£ ’g ~ ; . ’ ,’ - ~’ ." "i ,,I 1
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I received a Ph.D. in Sociology from the University of Wisconsin-~-Madison in

¯ .1976...I als0 have a B.S. in Electrical Engineering and a M.A. in Social Sciences from the

University oflllinois. I am currently Professor of Sociology at the University of

: ~ ca|ifomia, Santa Barbara, Where I chaired ,my department from 1992 to 1998. I am also

-:i~!_...!"i’~ ":. ~! ’. ......!,!’..:affiliatedwith.                 , UCSB’s.     . Department of Stati tics and Applied Probability. :Among my

.’., -:. ~.; , ~’~ .:. ~:. ~ ,, former I~oslttons are Vm~tm~ Professor of Management at UCLA and Fellow at the

:~.~-~,i~-,:~;.: ....,, ~’:~/:--.-,~.,I. ::-::.: :., Center for Advanced Study In the Behavioral Sciences at Stanford. I teac,h graduate and

-;. ,--.~:,:~ .... ,,undergraduate courses on organizational be,havior, research methods for the social

:~i i:.’. :i: -. ,¯ i.." ".. ,i sct~nces, labor m~kets, quantitative method, and social inequality. I also specialize in

¯ "! :~ :}.. .q! ~ ~: ":’..’research in each of these areas. Over the past twenty years, much of my research has

"" ¯ :’~ : :.:’ "..’,. ~" foe~ed on ~ssucs ofworkolace d~senmmat~on, and on organizational pohe~es and

.... "--’ -~ - ’.~ ’~,.~?nraetices more ~enerallv My research on these topics has been supported by four grants

’:.i,, ~: i~.: :!~.;~ :’~.i: :.j.! ’~ 2:ii’,. )~m t~ National Science Foundation, and it has been published in leading peer-

:!I "; ] -.~-:.~’: ":t ... :’ rF: :reviewed social science research journals, My Curncu]um V~tae zs attached as Exhab~t ]3,

~:~.~ : ~ ¯ _’ ’ .. ,,’!’ , ¯ ~    I have received national awards ~om three different professional associations for

~;.,.;-~’:’2 ~’, " ¯ " ’:, :: "’m~ rcsearch on l~ender, labor markets, social psychological aspects of work, and

..... -.¢< : i ’! ~.’.. organizational personnel practices. I have ,served on numerous panels, advtsory

: e6mmittees, and professional workshops on topics relating to workplace discrimination,

¯ :{L:...’ " ", orgamzattonal persormel poheles and practices, and research methodology. I have served

~, ::~ ~-. -.. ,:-.. - -,:~ .- as~m..advisor, eo~ultant, or reviewer for tile following organizatioas and agencies: the

¯ ’ i-.. ....’., " ’-i "i lJ.S.B~eau 6f the Census, the IJ.S. Department of Justice, the U.S. Dep~ir~ment of

.-. ...;~ ~ .~ .: Labi~r, the National Science Fot~da~Ion, the National Institute of Mental Health, the

¯-~-.: ....~,..~ N~itio~al’Academy of Sciences, the University of Michigan’s Institute for Social
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Research, Stanford University, and the Writers’ Guild of America, West. I have also

. | _
servea on the editorial boards of leading soc!al science journals, and I regtflarly review

,manuscripts for scientific journals on topics relating to organizational behavior,

employmen~ discrimination, gender and wori and research methodology. ~I have been

:elected to several offices in the American Sqelologmal Association. I served for three

.̄,~:.~’~-yimt~ on the ASA Council, the organization s governing body, and I am currently

r̄.., Prestdent of the Assoemtmn.             .
. :: .i~ .       ’ . ¯

I have reviewed the deposition testimony of MLFS and MetLife managers

,::.ri~sponsible for e~’~ating and implementing the company’s personnel policies and for its
~.,,    :t    ..

?":. recent’diversi~ initiatives, as well as the testimony of managers who made decisions

;about compensation and seleetton for management positions within MLFS. I have also

..~revi,ewea the documents used as exhibits in the depositions of these individuals. In the

¯ human resources and d~versity areas I have r, ev~cwed the testtmony of the following

individuals: Catherine Cortiish, Vice President, Diversity; James Boylan, Assistant Vice
¯ v!    ! ..... "

..l~resident of Human Resources who d~reets the HR function that serves MLFS; Karen..... . ,I: .. . . .
.:..!: .,~ ,... ::~ ~.: .., . : . . . ]

¯ q: Cliiistensen, formerly.National Director of Women’s Recruiting; Katherine Plazak,

-.~ former MetLffe Vice President and Administrative Officer who represented MLFS on the

Indilvidual Business Diversity Committee from mid-2001 until July 2002 and coordinated
’, ¯ ~ I ~ . . :. , :               ,                                !

¯ ’.’.the.MLFS Women’s lnitmt~ve; Thomas Regan, Asststant Vice President, Field
"-i .’ ’" "" "’ ’ " ~ ’ " I

¯ :,CompensattonAdmmmtratmn; Nancy Sklodowsk~, a Human Resources Generahst wtth

.:’i/’.:;~’re~onsibilities m MLFS; and Peter Sehwarz, Vtee President of Human Resources for

:!,,, ;ihdiMdual Bi~si~ess. I.have reviewed the deposition testimony of the following      "

:. , .’�7 ~, ."...’. .. ,, , ,.

:..individuals ..who currently are Or recently ha’ ~e been in Regional Vice President positions¯ ~-t.:.. ¯- ..y- : ..’ " :

:-~ ,:;",-. ,. "i

~;" ’t" ’- "".,. ,.." ....
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at MLFS: Joel Marlin, Anthony Nugent, John Schrieffer, and John Schmidt. I have also

reviewed the deposition testimony of: Gary Schulte, Senior Vice President with

-. r~sponsibility for the MLFS Western Zone; Michael Vietri, Senior Vice President with

¯responsibility for the MLF$ Central Zone; and Shailendra Gho~ade, Chief Executive

Officer of MetLife Bank, who represented Individual Business on the MetLife Diversity

_ . Council and chaired the MLF$ Diversity Council until July 2001.     .
.,

The documents I reviewed included: organizational charts; correspondence,

memos, rel~rts, and presentations relating to various MetLife diversity initiatives; equal

employment and anti-discriminatiou policies; the "Women ofMetLife" ieport issued in

¯ Fehr~ary 1999; ~e Ma~u~l of Instn~ct~ons for Sales Management; tabulations of the

:.’~ender ci~mposition of Financial Service 1}epresentative ("FSR") ~d sales management

.:..~i~.(,. : -.~’ ~ :~,~"".-: .. ~:". t.!"prsiti°ns’ -..... _ . ..in: MLFS,. . and, documents, relating~ to the hiring, promotion,                               .c°mpensati°n’,
". - ". ’. ’ training, and other conditions of employment for FSRs and managers employed in

.. ~, :. MLFS. In addttton to documents that are deposition exhibits, I was also provtded

~..: EEO-I Reports for ~e years 1998 through 2000 and Affirmative Action Plans for 2000.
?

¯ : :¯ (;i i        t It is my understanding that discovery in this litigation is continuing and that

’:b:~.::;~:~.:~I,}. :ir ., additionaldepositions are being taken. It is also my understanding that plaintiffs’
~’, :: "-3: -:~, ",’. ’ :’~ ’ ,",.’ ’ :~        ,                                                                                    ’

~""’~’"¢-~: :~’. ~-~~i’    .~,      -statistical.~ . expert has yet to complete his re, port. It is possible that I will be asked, to

~! 4 :~ ,? !I::...::::. ’,~ :!~.review additional testimony and materials’. Based on my review, I may supplement the

-.~ -’: .~ .. :. ,.-::-,o: opinions.expressed i~ this report.       .

¯ .~ -.. ~ �:. ..,.,’" i : . In addition to the materials described above, I have also rehed upon a large body

--,." -.: .~.".’- .: {..,-".:~. ~!~ of social research on workplace bias. Social research conducted across many decades has

~’::., .: .~. ~ , .., ,, ~enerated considerable knowledge about what generates and sustains workplace

"
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’t"-.,’.~."-" ;.’ ’-’,[ :’ : / , ~
Z’ .’;’ ;:- ¯ J    --’ ;.                  -

-’-.. :’. ’-.- , .- . : ."inei~ualities.,_ That

¯ : ~>.:~ ." .,~ .:".;,, ,workplace policies ad practices that are likely to minimize bias. The relevant rese~ch

:~ r".:~ -~ ’~ :-"~ g~ applied mul~ple ~e~ed~l~gies

::..~ : .~, .’:-,..i . "’ c~n~lled Iab~rat~ se~gs; et~grap~ie~ a~d case studies in "r~l w~dd"

~"~ ~ ’/ ;"~ ’~t? ~
.

~ ,.~:. -.: ..: ....f vc,, ~ ~rgamzatmns bo~ I~ge ~d small, pubhe a~d private, and m a range ~f mgusmes;

¯ ~ ~4: ;". . ¯ : .-. s~eys d~ne w~ represen~atwe samples of workers ~d employers; and historical
,~,/" ./, .;-" ......,.,. ~: . ,~ ¯
~.. ;., .~.. ..~ ..-.. ,
.- ,~,:, .. "-- -- ¯ " . :s~dies based on are~val mate~als ~om the United States and abroad. Thus, the
’"~4£ ~" :%
’~.. ~:"    . .. , -    .            .

.::~.(,’;.’. ~...t" ..~ ... ,, .., .... .
:~,~3, "~-.’. ..,’:.,, , ¯ ,.. scientific evidence about gender bins, stereo~es, and ~e s~e~re and dynamics of

~.,;.~:~ X~ ~ r" :. ’: ;’ ,":. gender ~equaliT ~ org~tio~ ~at I rely upon has subst~tial external vslidi~ and

¯    ~. , ... ,~, , . ¯ .
¯ ;:. ~.~;"’;(,- ~"4~I ~ "." ~;’: provzdes a sound b~s for ~aly~ng the pohc~es ~d practices of MLFS. My method

,. -.:/. ~ .~ .... . to look at dmtmct~w feazes of the
,.,f ,.. ..... ,~’

I-;~}~’.’ ~: ~; .r,.f ,. ~/: a~aifist’what social science rese~eh shows io be factors ~at create and susm~ bias ~d
: ~-J ~;~ ~.].:~ ./:~:i.~."~} ~[ }~ ." r~..~ .... "
¯ ’~’~,~’;:&;:, ;’" .: ,;.~ ’~i~-~at mini~ze bias. In litigation contgxts, t~s method of analysis is ~own

’.; ~...,4;’. .~. : "soeialf~mework analysis.’’1

’.i~(X~-*’,¢ ,.’ ’ I ~’ .~, . ’- " ¯ ¯ " ¯ ¯ -
~b~f r~. ~--~:’, :.- "~ ¯ ~, ; ’ ~,~. Be]O~ l ~t ~~e my ove~ll conclusions about gender b~ and the

~"~]’,, ’-" ¯ ~    ’ ’ "~.:7 ’ ’. "’ ¯
~’:~;’~:,i? ; :~’~, ::L;’~ ~ffecilveness of ~ti-disc~ination policiesI and p~ctices at ~FS. Nex~ I desc~be the

-’.L ::L;./’; .- ’.,,. .-~.’ ’ .::.. ~, ’, .    .l
P :~ ~~ :&~. :-i~ . ~:: soeial~science,, rese~eh ~at provides ~e basis for my reason~g and conclusions. ARer

.... ~ ...." .......:~ ..:’: : ~;~a~;I~descnbe ~e ~-Wide ~lieies ~d p cfices at MLFS t~ create a~d s~

., ~~" b~ tq women s e~eersueeess and the effectiveness~ of the f~’s effo~ to idcnti~

~ ~. ~ ..~..,..:~. ¯ ......:, ~d ehmmate ~ose bamers ~d ~antee equal emplo~ent oppo~ni~.
-~Z=.’.;" ~, _ ...

"~,. :-:’,. " .,~:. ;;:::~.’,;’/, ..’ ’&.:. I See J. Mona5~ and L. Walker, ~cia, Science in Lm,: C~es and Materials, Fou~ Edition,

- " - -

~ , "
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~ ~ ~.,’;...~ ~. ..... , I have concluded ~hat decisions abbut selection into management positions and : ’ . ’
~.. .: ~ ~:..~, ~..-~’,    ~ " ;. ~.:

~,. ~ .... : " ~’about resources that affect an FSR’s compgnsation arc made in a highly discrctiona~ and ’~, : "

’ .~: ~. : .. .:":::: ~ :: ~bjeet~ve ma~er, w~ few gmdelmes, ~d w~ h~le ~vers~ght over t~e cn~ena a~d :-

.. ’.(4<: :- :’ ")’+ ~:’ :~L’ .::. p~oCe~s used to make decisions. In a mal~-dominated se~ing like sales and sales- ’

. ~-, :. " " . management a~ MLFS, decisions made ~der ~ese circ~sta~ees are ~Inerable

;~.~,~"~.~-,:: :...~,,.-,.~-""~ ~ ’      (~"’{~ .gender " stere~ping ~ gender bi~. I have also c~ncl~ded ~hat MLFS lacks effective

~r~-: ~A~, ’~:., , " ~ti-discfimination policies, ~d that several aspects of its diversi~ offo~ ~o more ha~

,.~:~ :~ ;’ ";~. ~... ;"’ ’:’"" good. The basis for these conclusions appears below.

. F~CTORS T~T C~ATE AND ~MIZE WO~LACE GENDER

" , -. ~.~:" ~INGS FROM SOC~ SCIENCE ~SE~CH
..~.’ :. L~,>’.L ,,~.:~ : ; ~-~.. i~ .... ~ ~

.".~~’.::-~ :../’-~ ~"~::~ , In ~is section of my repo~ I su~afize the scientific literature upon which my ’ ’

.~,.~...~ .:4.;n~..,.,:-.::~ ,~ -..;~..~ ... ~ . . !
~tt~~;:"( ; :);~) ~,-:... ::~: 0a~ni~ a~ based. In foomotes, I arovide citations to sources in peer refereed journals,

’~4’.4 ~’,~ :L":2 h.:~z~::..:: ;~’.la smpo~nt boo~ ~d edited volumes m relev~t fields of soczal sczence rese~eh, and,

~ :: ~ ....7~ i~ ~* :, :: ....:whenever possible, to rewew a~tcles by leading expe~ who summarize ~e findings of

¯ ~. ~; ~-~ ......:,~. :-;.:...L .;,.. -soemi.se~en~ research on geader b~as m org~t~ons, steteo~es, and related top~cs.

¯ ~: ~ ~ ." ~ ;~., ’.3]~-~. ~’, .~ ~.. :. 4;., ..’ ¯ :In s~a~ng how socsal scsence res~eh on gender stereo~es ss app~eable’ ¯

;~ ., :.~.- -"’..~ ;t~ ~:~.,..~.~ V.:’:tO’~e work context at ~FS, I also rely m pa~ on rese~eh based on foc~ ~oups w~

:: -~ ’ :~k: ’~" ~., r’~’’’ e~ent (~ of Feb~ 2002) female MetLife FS~ ~d inte~iews wi~’e~ent female

~:.-~ .::~ ~. .~ : ".;~ :: .,:: ~nage~ ~d fm~elal pl~ers ~d foyer female ~FS employees. ~at rese~ch,

’ ~::.’ ~ ......~:,t, ;:..",". eo~sston~ by ~FS and conducted by ~ out,de consulting comply, w~

" .... "’ :;- ’L:
-’. L~ ~, :.. ,’ iL.. *- , :,! ’ Foun~tionPr~s,~[,. 1998, Chapter Five, "S~ial Science Used to Provide Context."

-. .....~.. :., . :" : ¯

/ .... " ~ " " " "’1. . , ]. :: .~ , . .

:~- " .... ~-’~ ~,’:"-il l WM0143
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:’,..-ii ’ ’ ~ , , ~lualitative in its approach.2 I rely on it here not to draw conclusions about its

I ’"-;: ,~ "~J. : ! ~...,~’ :: represei~tative heSS of the perceptions of all women employed in sales and sales
/:’. " "-~ "": - .’-’);,, : ......’ " ~ ’,

- ’.::"; 2’" . .... ;; ’ " ., ’ "
~::" " " " ~/" : : : , management positions at MLFS but inste~id~ to illustrate how widely held cultural

’ !:.. ".i
,"., 7 " :i’ ’.. -: stereotypes about gender can manifest themselves in this particular work context. The

. . ~-- -, ,; . -- tssue relevant to the Mitchell, et ~! ht~gahon, whtch I address below, is whether
/ -, ....,: "., ;: I " ,

¯ ;, ."," .’.: ~ ,.,, ¯ i~"., personnel pohc~es and prachces at MLFS ,is orgamzed and implemented in a way that
.;"’-:~. .,
~’.~ :’::’:~"~.~;; f. ’-~" ".i~’. ’~i~: allows these kinds of stereotypes to influence decisions that affect emvloyees’ careers

" " ’ ","""    "~l " "" ;,.,.~1 , ".
7, ~;;~,?:,

¯ -.    , ~    ,    .    ,~ ..~, . . L . I_ . "\ " ...... ! 1 . ’ ,,
-~ .~, ". ....,: .’~ "-.:,..~.... :i.-.i.,." .:~ Depending on the job, organizatiohal setting, and work environment, there are

:! ,. . . ,
’.i:’.!-.,;~;~-.2: .-;i:.:I :.’.: "...:ii’..many reasons why men and women can hi, re different career trajectories. For example,

¯ ~:, :-’ ..i.t..,-./-<’ . .j~,bs may have job-related skill and experience requirements that differ, on average,
:i:..-:-,.:.’-,~:".,~4.~ . 27a’. ",.~ :..,r ¯ , ’ ~: "       ’                                                         ’

: !,;~’~’ ;;~L~::.:. :~;):~ ..-, ~, .:between men and women. Gender disparities arising f~om such factors would ~ot he
-"4’ ;~. :;;-." ? :~f-: ’ :

:-~::~: :":’~ ?:-~::.;.~:’: :f--:;’~:-: :"d0nSidd~ed discriminatory, so long as the 6mployer is not responsible for differences in

~-~L .’ %- ’...."-,,,
’̄"’:~. ~:. z. : ~,~: .... :.. men s and women s quahfieahons (e.g., by, not prov~dtng equal access to tra~mng).

¯ - -.¯ . ......~ ~ :~.: ,% ’~>’. :: ~,, h," ,~1,, create bamers" when make " ".:~..-~...:~... ,,,,.~ ,. : :~.. ,,: : ,~nverse,~, eme,o.~ers gender they dec|stonsabout

.. :~:~, .~" .;,~t:- .’- ;.:;~,ii~!~tv~ddals’~ smtab~lity for jobs, training, and support or ~e~r eompensatton based on
:-,,t.. :.),.’ ,,- ~ ! .,,,: ,.,1~ ; rI :’ .~;.! . , ~ I ,

’,.~" ....~:. ;:,-.’ !: ".~..":.’~-behefs about a person’s gender rather than on hts or her actual quahficattons.Employers
,. ,....,~ , .-]-..~, ~.,~-, .. : ,..         ..

"7::.’:- ,-~’" ..;I-: t.: ~ ,... also create genderbamers when they ~gnore (or encourage) an orgamzattonal ehmate that

, ,,..:<-.. ~.,~..-...:]..%,....:.. is, hostile towards women and mhtbnts them from perforrmng to their full potential.

;i,’- " .i"i ~’:’’ ’ ’S!!metime;’praetiees that appeart°be ge4der-neutra’ have the effect of~enyingto

-. -., ....-,_ % , ) . i . 2The research design for the study snd i~ results are described in a memorandum from Judi Kom

i.)... ,’~ ,’:~,o~BAI610bal to Maril3¢i~ Leitao ofMLFS Marketi~)g Strategy & Analysis, dated February 25, 2002, Bate~
.; " : "- . ML0113558=0113562 (~BAI(91obal memo"). It al.~o appenrs m a FowerPomt presentat|on titled "Financial

¯ ’ ’ - ’-    ’ :-’ ": $~-vices Career for Women, Qualitativo Researeh,:Final Report," dated March 21, 2002, Bates
;:’...,, .i::.~ .: . .; .. ML0113466-0113532 ("FSCW Report").

;-:;- ’i..’, ’;.> -

!,
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?:..:?":~,    ,~’.... -.+ +, ,

’;~’ o" , ’ ’ " ’,::’~4 - ’    ’-. :,, ": ::.’:’~".-, 1 ,,
" .: " :..’. ’.i women thesame opportunities that are available to men. For example, using employee

--" , ~. referrals as a recruitment mechanism is like, ly to reinforce a workforce’s existing gender
; - ’: .’:i !:"’’ ’ "

.... .’: ,..- composition.3,:? -i..÷!. .::.. : - ..’~ . . ,

:" " .,’":.:,-" ; ’"’ One way gender bias affects career ,outcomes is when stereotypesare allowed to; ".N,",..,, .
. _ .,: ..,-. ...;!..~: ¯ . i:’. "                                                              .
¯ ,, , ": .:r.., ,, ", :., ,-..,’~ -: -,’ ,’.:’ ¯ ~’7 "

:- )> ,. affect personnel decisions. Gender stereotypes are beliefs about traits and behaviors that

.... :.: 1.:: ’:i.i::’:’ ~.iffe~r between men and.women.4 For exam, pie, men are believed to be competitive,

aggres~ive,.assertive, strong, and independent, while women are thought io be nurturing,

�.’.i. : . : ,
.,.. , co..0Perative, supportive, and understanding. Men are assumed to place a high priority on

, :,....,.:~r.’.’. ’ .;.~’7.. .. :. theircareers, while women are assumed to be more strongly oriented towards family,

research demonstrates that thei commitments of men and women with similar
,,

0ppo.rttmities and family situations are Virtually identical.5

-, -- These kinds of stereotypes are relev~ant to the work setting at MLFS. For

-"..~:: e~ainple,,m~nagers are unlikely to support female sales agents at the same level as their

!(,~ ’"m~le ct~t~iterparts if they believe women are_ less invested in their careers:and less

~" . in pursuing business leads. Ira urturing orientation towards personal

~S is considered to be a distinctive trait of female FSRs, and business acumen
. ,.i.;.~,. ;~, ..

r,~i.:. ,’.’.-: " .’: .: ,?.

~’.+ :;..... < ¯ - .~,. -: ?. , 3For a review of relevant research, see P. V. Marsden and E. German, "Social Networks, Job

.::~ ~ :, ~3,~.,, ~::.
Changes, and Reemttment, p. 467-502 ~n Sourcebook on Labor Markets: Evolvmg Stri, ctures and

i,i. :is}:: :~’ii~cei~es, ~dited by I. Berg and A. L. Kalleberg, Plenum l~blishing, 2001. ’

:’.~ , .’. ,;"~, ’ , i -,j ~i - K. Dea~ and L. Le~is, Com~onen~ of Gender Stereo~pe~,
’ ’ ;    t "~’. "e * -. " ¯

I-, ’~ +. ¯ . ., .’.++.L .;).....!,,+ .:! 13,)!1983, p. 25--34; K. Dears and L. Lewis, "The Structure of Gender Stereot~es: Interrelationships
: +~ .- ,:..+ .’ ....Among Components and Gender Label," Journal of Personality and SociaIPsychology, Vol. 46, 1984, p.
¯. .... 7 ’,’ ".’ ’ ¯    ~7, ~ : .+ ’ I’ " ¯ ¯ ’
¯ ’:. : ~ "-": ;.-. ~ ’. .’ . ¯ 99!~-1004; L E. Wfilmrns and D. L. Best, "Sex Stereotypes and Intergroup Relations," p. 244-259 in

.... """ " ~" !"’:i’:’:~ i~ )P...’s’~’,ch’ql,°~,~_~_ oflntergrout~ Relations, edited by S. Wo, rehel and W. G. Austin, Nelson-Ha, ll, 1986; S. T... ~-i:. ’ ill’ ".~. i " ’-; ’:’ ,~iske, i Stereotyping, Prejudice, and Discrimination,’ p, 357-411 in the Handbook oJ’S~ic~al P,$ychology
~: .. -. - . .,~:., . Vol: 2 (Fourth Edition), edited by D. T. Gilbert, S. T. F~ske, and G. Lindzey, McGraw=Hill, 1998,

’2.’r ¯ , , .’ t" ’ " " ~ ¯ ¯ . - . ,, ¯
¯ .~ ’ : ." I = :o ’- ~I. " Forarev|ewseeD. D.B|elby, CommtmenttoWorkandFamdy, AnnualRev)ewofSoclology,
" " :. . I , .- .... Vol. ! 8,. 1.992, p. 281-302. Also see P. V. Marsden A. L. KalIeberg, and C. R. Cook, Gender D~fferences

~" ..... t ~ :r’:’ i)’ " " "¯ " " ") "~ ".""’!t ’ , " .
:, " ’!,t " . ;) " , : ~

! . . . - .,, .:.
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:’:’:" "~" ’.      , ’is’.~onsider~d to bc a distinctively male strength, then women are likely to receive less

.... ’ ! ..... " " " " " to high net worth executives in business se-i,~os.._.~ an,t~:’ :’- ’"-.i:,i " :=~,supImrt m marketing

:" ...... instead to concentrate on the "women’s market." These stereotypes are reflected in the

- : . .. ,~:~ " . ....

...~,. -, . .:-.: .. ~ , focus group discussions and interviews cor~ducted with current and former MLFS

’!~" : ;.. :’.:: ’.’.i. , ’:"em, ployees::~ . For example, some participant,~ reported that because wome~i are thought to

~:i !i:’-~’~:" ’. ! :.: .?--~ ~: be doing the job "on the side," they are in a disadvantage relative to men in receiving
,,.,-.. : :~ ..,..,. ~         .             .

:::, . .... ".’ ,, "’: . h~gh quahty leads. It.was also suggested that women are disadvantaged in accessing
..,: _ -. L*... - .. ’ . ’;. ’     .                                                                         .

~,,~ (;: " ,~. ’ corporate markets because they are viewedas more welcome "at the kitchen table" than

.......~’..~:?~ :.. ~, -. ~- .~ .....: ¯
¯ .~:,. :’: .- -:-~, :~ : ’ " ~. mbusine.~s settings.6

.. ,... -:.-,.._ ~: ..~.. ~, ,. :.... ¯ ... ¯ When women perform successfully m male-dominated contexts, their

:,~:::/ : .":~-: ’:i!;i!:~(ila~:~,omp!ishm6nts are more likely to be attributed to luck, help from others, or special
:~:’::. .. ~:~ ~.. ’i~;~"’... .~ ’~..’. :.;’~o~ ii"’.. ¯ ’ ~ " ’ ¯ . .. ’
¯ 3..’."~... :~..~. :’ ’,; ¯ . .| ~., ~ .... . . . .
~.,:~. ’.,.~ .,~ ~:. ~., ::’tarcumstances rather than to their abd~ty, whereas comparable performance by men ~s

.:;:.,:.,.c.~:~-,~:i.:~.t~.~:~;~ .i!more’..likely.t~ be attributed to their superior skdls.7 Moreover, stereotypical behawors

.0= .~ ~: :’., .....~.: ~,.. ~ .:... :.that are beheved to be typacal of men are often viewed as inappropriate for women. For

.~, ~ ~ ~’: . . ~-: ~ :..~,. example,.~t ~s:less acceptable for a married woman wah young chddren to place a high

"-~:iieL .f,:: :": ~t:.::. :~ ~ ~ i~ Orgailizati~na| Commitment: Influences of Work Positions and Family Roles, Work and Occupations,

- ":-’ . .: : .": : ’ - .6BAIGlobal memo, p. 3; FSCW Report, p. 45, 65.
. ’-,’.~,.’~ ."~,    "    . ’. .~:,., ~ ., .

’ "~ :: :. ,. .... ’ .. , . .    For a review of relevant research, see J. K. Sw~m and L. L Sanna, He s Skdl~d, She s Lucky: A
" .’:’ ;-::’!~ ii". .;’.’,qMeta-Analys|s of Observers Attributes for Women s and Men s Successes and Fadures, Personality and
"~" ~’(; .:";~.":-. "[ ~: .- , ~’~a’c"ial Psychology Bulletin, Vol. 22, 1996, p. 507-5i9. For studies of attribution bias in employment
- .I .~ .’, , .::_..: .-:~ .:.:. !._" .. ,.¢ontegts, sde L H. Grccnhaus and S. Parasuraman, "Job Performance Attributions and Career
- ~,: ,:. ’"..~. "~’ ~: - ’: :-~ :. ,Advaacement Prospects: An Examination of Gender and Race Effects," Organizatmnal Behavior and

¯ ~i- :-:-:: ’"::~!’I : !i :i. i’H~na:n Decision Procesies, Vol. 55, 1991, p. 273-297; M. Igbaria and ~. Baroudi, i’The Impact of lob

~ :- ,, ¯ ~4 : : .. ~ ]~Pe~ormance Evaluatmn$ on Career Advancement P, rospects: An Exam~natmn of Gender D~fferences m
..... .. ", ,: >-- : ¯ :: :,,~h©,IS W~r,kplac~, Management Informauon Systems Quarterly, Vol. 19, 1995, p. 107-123. Greenhaus and

¯ ~: ":’: ",i. -i-:. :’.’" !:i.}’~ !iP~h/~.fin’.s~tudied managdrs in three companies i~ the communications, banking and electronics
-.: ’ ’~ ’" -. ~ .:’" ~’ :, "inc!us~cs, ~hilo Igbaria and Bmoudi studied profe~ionals in the field of information systems and data
: "" "’.", . " ’,: . : ;n~ocesstng For reviews of social psychological research on attnbutmn biases, see F~ske and S. E. Taylor, .

" : ’" ~’ "’" :" I : .... ~.. Soc!al Coghttton, Second Ed~tmn, McGraw-H~ll, 1991, Chapter 3, M. Hewstone, The "Lllt~mat¢

"
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pl-iority’on her career than it is for a married man. Similarly, a woman who behaves in an

competitive, assertive, and independent manner often elicits disapprova! from those

~mund her.8 In the MLFS focus group an, d interview study, some participants reported

¯ : .... -" that me~ disapproved of women making authoritative statements, and th~at ira woman in

’ .’- " an office complained she was considered to be "a bitch," while men who complained had

-,:,.’.,...:...., . .,,-:! ....
; : --       .: their concerns taken seriously. Women also, reported that their accomplishments were
i"

’: ..- " " discounted or ignored, and time spent nurturing relationships with clients was criticized.

" > ,’i ~. ’ Ira Wbman did outperform men in an office, her accomplishments were sometimes
:’,~ ’ - :,.h ",
:-:... :~:...:... i :..,~:i’.:?!::.’. . . . .’.~ ’...:.. .:, ,:: .. ¯ attributed to sleeping with her clients.~
i,’," ¯ -:!’,..:"" .’ :~ ,~?..:: ~ , ’ ’,

."7, ’-.’. ’%" ~: - ’~" " : " ;’i, "      "
~: !. !? ::..:.i... ,: ~:ii ~’".:~ i : ’ :-Because of gender stereotypes, individuals tend to ascribe "masculine" traits to

"~"::".i..:,...-’ ,....’:’_ "4’.:... ....,,.- ,.,.. -....      ." men       .and       .feminine. traits to women, and md~v~dualsl tend to assume that the prevalence

-:?: {"’::: ;~i~ :! " ~. " ’:: of ~’masculine" traits among women and "feminine" traits among men is ’rare. A large

:’.: ’/. ’. .... .’:’,, .?’:~, .: I’ ~ " " ’ I ¯ . ¯ ¯,:! ’5..:=,::, ..’,c .,. ,-’- .~ ’:.:’ ... b, ody of research demonstrates that the tendency to revoke gender stereotypes m makmR

- " -. -.. ".I ¯ .~-’. . ". I " ’

Ci:::’:~ ;~ :"~i~: iy-:::.:~’, :!..:ludgm.ents about people ~s spontaneous an,d automatic. 10 As a result, people are often
’i:" ’J " " ;" ~- .v ’~’"/ : ¯ - " ~ ~ ¯

"/: ..... "f’:: ~ ’" ’: ~i’ : ’ ’ 1 ¯
¯ C-:..:" ’ :;"~ ’." "    ",    ---,. s ..., i-: ¢-~ :! " . .!: A ~t~.’bution ~rme? A Review of the Literature on Intergroup Causal Attribution," European Journal of

"~" :-! ’ :: ~ ". "’:- ¯ "., "il ’. ¯ ’ 8T..W. Smith, "Working Wives and Women’s Rights" The Connection Between the Employment
"r,?. :~:-..’ t?" ’~       . ,- ~ , , "

"~ : " " "? ’"i’ "? " status of Wives and the Feminist Attitudes ofI-lus~bands," Sa ~oles, Vol. 12, 1985, p. ,501-508; J. $.
¯ ’~ ,~. i:::’:: .’ :’. L!:. :-,’: .i: :i; Bridges and A. M. Orza, "The Efr~cts of Employment Role and Motive for Employment on the Perceptions

-~ "-:.-/.i::.."" ’~- ~I : -: -’, :o,f M0the.~," Sex Roles,~ ~’oI. 27, 1992, p. 331-343; A. H. Eagly, M. G. Makhijani, and B. G, Klonsky,¯ -’." -"~:’ :, ’ ~J’f.,:. !~.en.der ~d the Evaluation of Leaders: A Mete-Analysis," esycholOgicaleulletin, Vol. I I I, 1992,p. ~- ’
-,: ~ .~’,z, ,- !.. ...

. :. . ,, ¯ . . ....
.. , ...., ..:..::! .....:, ,. ~, 22., M.:.L:~.am.nkio md W. L. Gardner, A Methodological Review of Sex-Related Ac.c~ss D~scnmmanon.

: - ¯ : ’ il .-: ...." ~i’Pi~lfl¢fi~,’~ Sex’~ole~,’~oL 9, 1983, p. ~25-839; C.I L. Copeland, I. E. Drisk¢II, and E. Sales, "Gender and
. - " I’ ’. .... . Reaetmn.~ to Dominance, Journal of Soclal Behavmr and Personality, Vol. I 0, No 6, 1995, p 53-68; A
-... -. , .... ,..:: .:M,~ gonrad and K. Ca~ni~gs, "The Effects of Gender Role Congruence and StahsI~cal D~senm~natmn on
~ .i: ’ " I . .:...: :~.,.M,~gcna! A, dvanc~m~nt, Human Relauons, Volr 50, 1997, p. 1305-I 328, A. H. Eagly, and S. L Karau,

’ ¯ ! ’, - ~ :., ~.’::". ’"~61~ Congruity Theory of P~judice Toward Female Leaders,’ P~ychologlcal ReviewVol. 109, 2002, p

iI ’".! ""’ "i;. i ...9BAIGlobalmemo, p3;FSCWReport, p!32,39,46.
. ¯ I ~ .::" ~,: ,,~¯ ~’ ~"’:.’ ’’~’’    .’ ~. I

. .
-          . : .~ -.-:~.. :"       ",,~: .,       1,05~�, for example, M. A. garate and Eliot, R. Smith, "Person Categorization and, Stereotyping,"

.: . ~’ ... . ’.., .,~6¢iaI Cognition, Vol. 8, 1990, p. 161-185; M. R. Banaji, C. D. Hardin, and A. J. Rothman, "Implicit
I...-.. .:l.p,-...’- .
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unaware of how stereotypes affect their perceptions and behavior, and individuals whose

p~rsonal beliefs are relatively free of prejudice or bias are susceptible to stereotypes in

the same ways as people who hold a personal animosity towards a social group. 1 1

In the employment context, career barriers resulting from gender stereotypes and

gender bias are likely to be consequential for women working in a traditionally male

domains, such as the middle to upper managerial and professional ranks of large

¯ - corporations, engineering divisions of firms, in the military, and in historically male-

,:~ !:.~ ... - ¯. ; . " . " dominated industries such as skdled crafts’and construction trades. 12 At MLFS, no

"" ~ ’ "" " ’! k """ " ,I : ~
":;i’:’ ’" " l- ":, ".1 . . . ,

~~m
1.1.,’.’, ’.:,.. .: !" ~. :~ StereotypmgmPerson Judgment0 Jour~al of Personality and Social Psycholo~, Vol 65, 1993, o 272-
i,’:;." : ~-’.; ,:," :~ t . 281; M. A. Zarate and P. Sandoval, "The Effects of Contextual Cues on Making Occupational and Gender

_ Categorizations," British Journal of Social Psychology, Vol. 34, 1995, p. 353-362; M. R. Banaji and C. D.
i i.,.~ .~. .~ - Hardin, "Automatic Stereotyping," Psychological Science, Vol 7, 1996, p 136-141 For a review, see J

¯ ....;. ’:’ .i ,-’̄  .."A:BarghandT. L. Chartrand, The Unbearable Au, tomaticityofBeing, AmericauPsychologist, Vol. 54,
~.~:. "~:~: " .":’ ’ ~ " ’ " 1999, p. 462-479.

i ~.~- .... :.":,
¯ " ! 1 $. T. Fiske and $. E. Taylor, op cit., p. 2~71-294; R. Brown, Prejudice, Blaekwell, 1995; G. V.

";i" ? ?.i~:,"~i’~ :- : :’ : B~lenhausen and C. N. Macrae, "The Self Regulation of Intergroup Perception: Mcehanisrns and
I ~, :.: .’ ’: ; ’! ~.. ... Consequences of Stereotype Suppression, p. 227-253 m Stereotypes and Stereotyping, edited by C. N.

., ~. ~ -i-.-- ".    .~ ~ lVl~crae, C. Stangor, and M. Hewstoae, Gudford Press, ! 996, S. T. FIske, Stereotyping, PreJudice and
¯ ~ !f~’:~ " ~:; ’ " :.. !’ Dis,Jrimin~ition," p. 357-411 in Handbook of Social Psychology, edited by D. T. Gilbert, S.T. Fiske, and G.
;~ :.I ~.~’~i,:/.~ ~..-.~ ~( ; ’: ..i. ’. Lifidzey, McGraw-Hill, 1998; G. V. Bodenhausen, i, C. N Macrae, and J. Garst, "Stereotypes in Thought
I ’~ i ~" ’ :. ’ . ¯ and Deed: Socml Cognmve Ongms of Intergroup DIscnnunat~on, p. 311-335 tn Intergroup Cogmtion and
¯ !. ~. ". lnt’ergroupBehaviors, edited by C. Sedikides, J. Schopler, and C. A. lnsko, Erlbaurn, 1998. Both men and
~ ~ ." ~:. ’. ’. , ;women am influenced by gender stereotypes, as can be seen in the findings of focus group and interview

":"!’~ C ?L" ’.’:. ! " , " stu.dy conducted m early 2002 and m many of the company documents regarding diversity. For example,
I~ i ~ ¯ "" ," ’ ’~ in’the focus group and interview study, some respondents mentioned that women had an advantage selling
[ . .-. .. ,m th~ 19ng-term cam are~.~ m part because of the n,urtunng characteristics of the product (FSCW Report,
: : : ~, ’.,. ¯ ." .l:.. ’. ’; .’. p,’!35). One respondent reported (p.37) that the advantage to a male/female partnership was that’ the men
~; , :.-~" .-:- ’..~ ~,..,. ’ ,’., .. are good at numbers; the women provtde the canng. It ~s often assumed that women do differ from men

~ i.! ¯ .’ : ,.’ :I ""’;’ "in’both how.they sell insurance and financial products and how they manage, in the absence of any
~!!: !. ~.’I--~"L’{."II" :;:’:’ .;~!crn~tic data that this is indeed the case. All of the relevant social science research cited here shows that
-. ~). ,:-.~(’:i:.’::i: ’ ! :,~.~ . .. ~hen’th~’a~ differences between men and womeh on traits relevant to selling and managing, they tend to

¯ ’,": ’:~:.~: ;"’ I": " ’ :’ be sm~ill on average, with substential similarity in how each of these traits is distributed among women and
.. ’.. " . . ampngmen.
~’..... ’.~ I ~ ’ i’

: ~ ~; .-.,-: : : ’ i’~ :-’ :. ’i: ’ 12W. T. Bielby and J. N. Baron, "Men and Women at Work: Sex Segregation and Statistical
i ’ i. :.... : : : ’!" Di~eriminatibn,- American Journal of Sociology V01. 91, 1986, p 759-99; K. Deaux and J. C. Ullman,
.:, o. -" ." ’" :1-~:~:’..i ....?. Women of SteeL" Female Blue-Collar Workers in the Basic Steel Industry, Praeger, 1983; R. M. Kanter,
..- -, .-:~.,.. :," ;~Me’nand~’~menaftheC~rp~rati~n~BasieB~ks~977;Eag~yetaL~pcit.;M.LMartinki~andW.L.¯ . ~ - ~: ,., ~ ¯ . ,
’ t ’,, ...../"’.i: :: t!" Ger~ei, A Methodological Review of Sex-Related Access Discrimination Problems, .Sex Roles, Vol. 9,

: ’ .’ . -.. i!" ’ .’.;’ ..1983, p..825-839, C. M. Jagacmski, Engtneenng Careers. Women in a Male-Dominated F~eld,
"~,i- ::.-:’ :.:" " :1:-" i~’:~’i’.P’.s~ch~l~g)’ of~Y~men Quarterly, Vol. 1 l. 1987, p. ’97-110; P. Gliek, C. Zion, and C. Nelson, "What
, : :~,~: .’ :. :"~ " ~:. ::" Mi~iates Sex Discrimination in Hiring DecisionsT",Journal of Personality andSocialPsychology, Vol. 55,

.....’ .’ , ," ,; "., (,~,

I

WM0148



women are employed in the highest level of sales management, few women work in sales

management at the agency level, and the FSR position itself is male-dominated. As of

::i: : ~.:- -:? t"::’ , August 2002 all 13 of the Regional-level and Zone-level managers were men, and men

- ’: " ~ outnumbered women by approximately 12 to 1 among first-line management in the

....... :;,: ’,:: ’ - : * ¯ o
¯ ~.’. ’~ :;7 .~.~..:,~ ’... ~:" agenetes (165 men and 14 women). Women comprtsed 20 Yo of FSRs and 23% of

¯ ~ ~. ~: ::? ~ ~ ~: " .-~.:’,~ ., second-line m~agers in Aunt 2002.13 As of Janua~ 2002, women comprised 11% of::,..,.-..:. t:......-:,~,. , . .......

~, ~-~.. ~, ’-~.. ~ ¯. F~ct~onal Managers

~.:~.~:;j .....~ ~ .;~. , ’. . A large body ofsoe~al science rese~ch demonst~tes that stereo~pes ~e
.s,,~:.-~tk’ ":~.,~.: "’ ; ~’,~, ~ ’ ¯ ’ " t
’ , ~..,.- ’:~,"" ;.’.;’, ’ I , "

’::’~.:"~b~L’,,1"~ :"’.~. "1 ¯
",~:;:":., ~"::,’:., " ,~ ~:.:. ’~ially likely to influence personnel decisions wh~ they are based on i~o~al,
:’, .-’.,:7~-.’-, ’~ .. ,,~". - ~. ,.. . ’: I ’ ¯
-,-,~, ,..:~.,..~:; .--- :, ;.....:... ¯    ~             ¯                                                                                    .

?.,~ ~f~.’~:?~ ?. J ....’ ’ ~bi~, ~d subjective factors. 15 In such settings, stereo~pes e~ bi~ assessments of
¯ : . "-~:’" "-. ":i"~ ~’ ~’ t ¯ .,, " I

~- ’,". , "..’~ .I~ ’ .-~] ":. " ~ I
~4;". :~ .......̄ ~~ .... " "
. ’-~:-’-", .:’" ’, 2’-" ;~"" .i , ’ ’

~ ~~:’-~ ~ ’..    ~ , p , , ~ rkplace, Symbolic Interaction,:,.,~ .:., .~.,’:.~.~.’i ~ ".-~ ’ ::1988 .178-186" I. Pa~vie "~e Re-C~ation offender in a Male We
I- :: ,’ ~.~;. ’". ...... ’ ,":~ol. 14, ¯1991, p. 279-294; J. S. Mellwee and J. G~gg Robinson, Women in Engineering. Gender Power,

’.."~ .:~’~ ~. ~,~,: ~ .:~ ",~d ~or~lace Culture, S~te Umve~t~ of New ~ork Press, 1992; J. Me~ck and G Cowan, Gender
"~ ~ .~’-,",t’..t~ "~ ¯ ~ ’ ¯ . . ’ . . ~ . .

r"’, :..~.’...~ : .:?.~L ; ~. ~ ..’~ ,.,S~O~ ~d Pr~euons of Peffo~ance: Women m Atr Combat, Journal of Social Behamor and .,
’ ~ ~ ?:~::~:~ ~’ ~..~."’. ~"’ ~ersonali~, Vol. 1 !, 1996, p. 105-120; J. H. Stiehm, Arms ~d the Enl~ted Woman, Te~l¢ Unive~i~
7~?’ " :,., ~’ ~?: ., .:., press, 1989; R. He~, ’Guarding Against Women?: Res~nses of Milita~ Men and Their Wives to
~ ::f~.~? ~ .~ "?’.. ~ ;,:~’ ~ ~:):~; ;; :.. ¯Gender Inte~tio~~ Journal ofContempora~ E~hnography, Vol. 25, 1996, p. 251-284. A job ca~go~ is
¯ " ?~’:’~’2~" ~’~.,-~:’ "’ ~ ’ ’ ’. ’ c~midered m~e-dominated when men eompase ~t I~st eigh~ to eight-five percent bf~e in~mbents.
I ........’:, . .~: ¯ ~ ’,. Eor M~ttonal r~e~h on ~e bins women face m ~eh semngs, conducted m a vane~ of ~ntex~, s~. E.
[" ~’~:’.. ~-: ~."~’~.I:,-" : ’::. ~" ’ Spangler, M. A. Go,on, and R. P~p~, Token Women. An Empmeai T~t of~e ~nter H~o~esm, ,
"" ~’~;~ ."~,~.: ~: . ~.), j" ,~:~’~. ~" ".~qb~ ~ou~al ofSocioio~, Vol. 84, 1978, p. 160-170; M. E. Heilman, "~e Impict of Situational. .
t - :~ ’-:~:...’~-..’. ~:.~ ~"-.: ;-~ ~acto~ on Pe~o~el Decistere Concerning W~en: Va~mg ~e Sex Composition of~e Apphcant
[ ......... ........." "- ~’L ’ - ,i.~.,.~Pool,, ~. ~an=attonal Behavtor andHuman Pe~o~ance, Vol. 26, 1980,             p. 386-395, J. Croek~ and K. M. ¯

- ;" ....~--. :- ~"~, ~ ; ¯ ’McGraw, ,~aes Good for ~e Goose ~s not Go~ for ~e Gander: Solo S~s as an Obs~ele
" L ;~ - - ~j. ’~ ~’. :~ . ~pa~on~ Achievement for Mal~ ~d Females," Amertcan Behaworal Scient~t, Vol. 27, 1982, p. 357-
~-:;~: "~"~; " ~ "’ [ ;". ~’," ;~ ~(~~’ ~:~69~ P.’ R. Sack~ C. L. ~Bois, and A. W. Noe~ "Tokenism in Peffo~ance Evaluations: ~e Effec~ of
¯ ~ ’.-.. ~.:..? ":’:’.:~ ~.. ; ",, :’~"’ ’Work Group Repr~mtion on Male-Female and Blaek-~ite Differences in Peffo~ance Evaluations,~

.... ’ "¢’ ’ ;. ’.~- ,~: ’.. ’ ffournalbfAppliedP~cholo~, Vol 76, 1991, p ’263-267; J Rnsen~rg, H Perlsmdt, ~d W R Phillips,
~ .... . -~ ...]-... ~ow ~at We ~ He~. D~senmmatmn, D~spa~gemen~ ~d H~sment at Work and ~e Experiences
. .~. (. ~- :,.;~... : .,..~. .. ~ ......~.". ~ ¯ , . ~ ¯

. .: ..-~.,...,~...... ., ... ~f~omen La~e~, Gender & Secret, Vol. 7, ~993, p. 415d33, and J. D. Yoder, ~okmg Beyond ..
¯ ’ ~" ...; ":". ;~ -, ;"’~ ;’ ¯ ’~ .Numbs: ~e Effec~ 0fGender S~s, Job ~tige, ~d Occupational Gender-T~ing on Token~
" ~" ~. .... ." :%: -};,,Pm~os, .S~ialPsycholo~Quarterly, Vol. 57, 1994, p, 150-159.             .           . ¯ ,.

I~ ~.;. ~ r... ;~. -’,’.; ’~. ¯ ~"’~ - .: 13~FS Field Divemi~ S~pshot: D~bution, Bat~ ML0109333. F~etiOnal m~agem
" ~: z ~ ,:" ~% ’: :.. ....included.~.~e ~bulafion for FSRs. ~

, �-~ ".~’ " 2,~ ’ " " ’ ’-? ¯ ":’ ’ I ’

~,~ ~ , 1.~ [i . ’, .
15For a review, see American Psychological Association, "In the Supreme Court of the United

v," ~tes: Price Waterhouse v. Ann B. Hopkins: Amieus Curiae Brief for The American Psychological

., -
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a woman’s qualifications, contributions, and advancement potential, because perceptions

are shaped by stereotypical beliefs about women generally, not by the actual skills and

¯ accomplishments of the person as an individual. 16 In decision-making contexts

characterized by arbitrary and subjective criteria and substantial decision:maker
!.

discretion, individuals tend to seek out and retain stereotyping-confirming information

’::and ignore or minimize information that de, ties stereotypes.17

, AsSoclahon," Amertcan Psychologist, Vol. 46, 199 , p. 1061-1070. Also see V. F. Nieva and B. A. Outek,
:. "Sex Effects on Evaluation," Academy of Management Review, Vol. 5, 1980, p. 267-275 (especially pages
¯270-274); D. N. Bersoft, "In the Supreme Court of the United States: Clara Watson v. Fort Worth Bank &
Trust, Amieus Curiae Brief for the American Psychological Association" (reprinted in American

:; Psychologist, VoL 43, 1988, p. 1019-1028); Messi~k and Mackie, "Intergroup Relations," Annual Review
of psychology, Vol. 40, 1989, p. 49-50; Fiske and Taylor, op cir. (especially Chapter 9, "Social Inference");

~ - .~L. H. K_rieger, "The Contents of our Categories: A Cognitive Bias Approach to Discrimination and Equal
Eniploym/:nt Opportunity," Stanford Lmv Review, Vol. 47 1995, p. 1161-248; B. F. Reskin, The Realities

.: ofd, Jfirmative Action in Employment, American Sociological Association, 1998; W. T. Bielby,
’:" :;"~inimizing Workplace Gender and Racial Bias," fontemporary Sociology, Vol. 29, 2,000, p. 120-129.

16For review articles on gender bias in evhluation, see Nieva and Gutek, op cir. and R. Kalin and
.’:" < r-’, ~ .- .. "D~ ~C, Hodgins, "Sex Bias and Occupational Suitability," Canadian Journal of Behavioral Science, Vol. 16,
’ :¯~."; ’ ’: ’~" ..... 1984, p. 311-325. Examples of studies of gender bias in assessments of qualificati0ns, performance and
’~ .’. -, " ~ ..... promotion potential include: G. L. Gerber, "The Mbre Positive Evaluation of Men Than Women on the
’:~:-.: ,.’:f-.~:,- ~1 ’: ,J-.; .:~G~nder-Stereotyped Traits," Psychological Reports, Vol. 65, 1989, p. 275-286; G. H. Dobbins, R. L.
~"C ’.. ~. :,’ " ’ ,’tardy’, and D. M. Truxillo, "The Effects of Purpose of Appraisal and Individual Differences in Stereotypes.,..,-.-...,:, .. : .~’ .’; ~ ..... . ¯ ,, ¯
,:. ....- .’..’. "-.. " ....of Women on Sex D~fferences ~n Performance Ratings. A Laboratory and Freld Study, Journal of Applied
~"’ :’~::.~ ;’ ’ ~ ’ :~": >’)~hologv, Vol. 71, 1988, p. 551-558; T. H. Shore, "Subtle Gender Bias m the Assessment of Managerial
~:!:.~ ~:-~ i.’¯ ;:[ "I ’ : -". P6~niial,".Sex Roles, Vol. 27, 1992, p. 499-515; M. Foschi, L. Lai, and K. Sigerson, "Gender and Double
:, :~.-:ji:r~"~-.y. ~: i., :i.i. ~ ?"St~ndaiils in the Asses.~ment of Job Applicants," Sbcial esychotogy Quarterly, Vol. 57, 1994, 326-339; J.
~..~. .~. .~ -, . ,

’~,y .7<..y....~ ’.t-’.: .:. ~.~Lafidau, ".Th~ Relationship of Race and Gender to Managers’ Ratings of Promotion Porznttal," Journal of
~.~ ... ~:..r .....:~ .. .~ Orgamzal~onaI Behavmr, Vol. 16, 1995, p. 391-400.

i’-,.. ’-.’~" ~ " ’ " i’l 17This kind of biased information-procesSing has been examined and replicated in numerous

"i’i- ’-:-.’ ’~ ’.i : . :experimental studies. See, for example, Banaji, Hardin, and Rothman, op cir.; Banaji and Hardin, op cir.; J.
v.’i ’. ~:..:, i- . ; ’~." J C/’oel~er, D. B. Hannah, and R. Weber, "Person Memory and Causal Attributions," Journal of Personality
..:~ .:;i"i?’i:, . ",. i’..:.... ’:~,’~I ~o’cia~ Psychology, Vol. 44, 1983, p. 55-66; S. M. Belmore, "Determinants of Attention During

~ ::~" ?.i .: .,, " .:"= :~ ~. Im~resston Format|on," Journal ofExper~mental Psychology: Learning, Memory, and Cogmt~on, Vol. 13,
¯ ~ ...... ,, ,: . .1987, p> 480-489, M. Sehaller, $omal Categormatt, on and the Fonnatmn of Group Stereotypes. Further
~’: i~i:, ~" :’ :.!. 9: ~ ’. :"!.:Evidefice tel. Biased Information Processing in the Perception of Group-Behavior Correlations," European
:.~-.-. .’:. [. , ,’;’ ’.Jou’rnal’ofSoci~l Psychology, Vol. 21, 1991, p. 25-35;T.E. FordandC. Stangor,"TheRoleof
.~. "~; . " ’3 ,~’~ .. ’" " !, ." .’’. . " ¯ . ¯ ¯ ’. - ,,
, ~:, : -,..,’..~ . D~agnost~e~ty tn Stereotype Formation. Perce~wng Group means and Variances, Journal of PersonaBly
~’- - "" .. f ’. v’and Social Psychology, Vol. 63, 1992, p 356-367; C. N. Maerae, A. B. Mdne, and G. V. Bodenhausen,
’,:’~: : .... ! ...::.~.~,Stereotypes as Energy-Saving Devices: A Peek Inside the Cognitive Toolbox," Journal of Personality

...- ’. ." ~ " ~ .. atlbl $ocial Psychology, Vol. 66, 1994, p. 921-935;C.N. Macrae, C. Stangor, andA. B.~Milne,"Activating
.: "~? ’.,.. ....,.~ : ::So6ialSte.reotypes: A Functional Analysis," Journal of Experimental Social Psychologv, Vol. 23,1994, p.
:~.. ; . "/.370-389; L. C. Johnston and C. N. Maerae, "Changing Social Stereotypes: The Case of the Information
_ ;, i ~ ~, " ’ i " " i"S~¢ker,9 European Journal of Social Psychology, Vol. 24, 1994, p. 356-367; M. Zuckerrnan, C. R. Knee,
’ "~ ~ " : " K: Miyake, and H. S. Hodgins, "Hypothesis Confirmation: The Joint Effect of Positive Test Strategy and
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i Social research establishes clearly that the historical representation of women in a

: jol~ has a subsiantial impact on compensation and other job rewards, mobility prospectS,

"~-"" " "’ ’ : " and workplace culture.18 Experimental studies on stereotyping show that male and

~.:q" " .!:~:’ femalej0b, applicants with identical personal traits are matched according to their gender

~’. : .., x,+i~ ;~. i. ~ ,.’ to j6bs ihat am considered predominantly-re, ale and predominantly-female.~ ~ And

:’ "~: .++:":-!" .., ;"i~; " ’~:+£/stud, los done in both experimental and natural settings demonstrate the impact of"sex
+~.~ .’~ ~’..’ . , ",C:’~- ~ ... ¯ ..,

": " :..~’:’~" ’., ’, ¯ " "’ ’ ’ ::, °’. ’i"’" . : . - .’ ~ ’ "

:̄"’ :’~-. -. i ’ ~ ~’ role spdlover, whereby gender-hnked tra~ts associated w~th male-dominated occupattons+.-,..,~:~ ’ ,-:’..-.I

:~ .. ~. ~.t .~.’ .... cariprofoundly affect the working climate for women.20 Women employed in

.~!~!’, -".+ .-     . " traditionally male-dominated jobs often attract more attention, are evaluated more

.’.:~+:. ,"::,~’:~ ~ ’ ¯ :: extremely, are percewea as m~terent, receive less support, comparea to m~le co-workers.
":~":. ":" ?’-+.’ " ; :+’ -’ t, .":., ’. ¯ ": , " ’
-.+ !~ :.-, ,’~- ’~,- l..,~.+. ¯ ~As’a re, suit, women m such settings often recewe inadequate mentonng fi’6m their male

~ ’ t’.’~., ¯ . e

: , ¯ -- ¯ ..., ; colleagues, are less likely to have £ull access to training and developmental work

~’ u:~-’~:/.t,;~:~::,~,-ass~gnments,’ aad are less hkely to receive use£ul and accurate £eexlback ab, out their

~ ~:~g}’:,;i;,.~=/::~ ~? :?.! ~’;::’ ~idffoi~ni~ce tha~ are similarly situated males in such seaings.21
,+,~’-+’.,.;.+:....+.++. ;?~:.~ ~,,;; .: .. (s+        .                                                                    ,
¯ .+.;. +++_ , ~2+.-:, ~:,;,;+.. .,. ,    , ,

.. :.’++.;+’+ "+’-+.q .~-- -,: + ’ . ,, . I . V --, ....+ ~ < ....t ..... Ac mescence Response Set, Journal of Personah~y and Soc,al Psychology,ol, 68, 1995, p. 52 60. For....+,. -++,.. +:.-.-......+++,., , ,’~ :, ,:.-,..-..:~ .... . ,.. . . . .
’ ,, , ’.--;,+-.. ~:, I ¯ "~., rewews, s¢~ Brown, op c)t. and Fiske, op c)t.[ ¯ ¯

~+:.+.. " ii:~~’. ’+:’-. .:::~,,.’-[ ¯ ~ i,~ ...t, ’ - .
,.,-)’: ~.) ’.?+ :.’:", ..,.., ,.’ !", ! .: ~. op..England, Comparable Worth: Theories and Evidence Aldine de Gruyter,, 1992; B. F.

(i ~+.-+~ 7.:’: ." ;. [ .... ~ , Res ,kin, D;+B. MeBrier, and J. A. Kme¢, "The Detcrmi, "hunts and Consequences of Workplace Race and Sex
i :+ :’.,’:~+’,:-i ii" .+’~: :f~"Cb~ip0~itii~fi, Annual Review of Socioiogy, Vol. 25, 1999, p. 335-361.                    ’.e" ;++:’.+ .+~.’-~..~....>:+.;~" +~. ! .+~l+;+hr~. .+ ~ ~:" ..+.. :. .’ .

++’- + ’ - ~+. ..:: .’+::+" .. ~+.++. ~, . .’~ ’ L9Ghcketal.,opeit. I ,

+.~. +. +.+ : +. ++’: + ++ ¯ ’+ , ~ ..+ .. Gutek and B. Morasch, Sex Ratios, Sex,Role Spiller�r, and Sexual Harassment of Women at
¯ :++ ++- -+ :+ !+ -+~++:Work," Journal 6fSocial Issues, Vol. 38, 1982, p. 55-74; B. Gutek, Se-� and the Workplace, Jossey-Bass,

+’+ + " + ,+.+ ++. +’+".1985; D.:Burgcss and E. Borg~da, Sexual Harassment: An Experimental Test of Sex-Role Spillover

~++ . ++ I~.anter, op. eli., D. F. Izraeh, Sex Effects or Structural Effects An Empmcal Test of’Kanter’s
"rhcoryofProportlons, ,~o++aIForee.~,Yol. 62, 1983, p. 15~-165, M.B. BrcwerandR.M. Kram~r,
Psychology of Intergroup Athtudes and Behavmr," Jnnual Re~ie’~, of P+y¢+ology, ¥oi. 36, 19~5; ~. M.

++M~+ick aa~ D. Mac~ie, op cir.; T. F. Pettigrcw and J. Martin, "Shaping the Orgaaizatioaal Context for
Bla~ :Ammqeah Inclusion," Journal o/Social ~ssues~ Vol. 43, 1987, p. 41-78R, A. Nee, "Women and
Mentofifig: A Review and Research.Agenda," Academy of Management Review, Vol. 13, 1988, p. 65-78;
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A large body of research in industrial sociology, dating back to the 1950s, shows

~, ..... -:~ ¯ l~ai individuals who find their opportunities for advancement blocked respond by

",::?.~y.. A ....,. : .l,o~enng their goals and aspirations, and b                                                                 , lowcring their commitment to lheir work

.-,.:"..i " .,-
. I.

~-     ~ ~:-, -,, interview study conducted m February 2002 ~ncludcd zcsponscs consistent with these
.?,!-=,:’: , i ,.~ ~,,’~.- : . ’ ~" /
! "=":~~; " ~ ~: ’; . fmdin~ from social science research. Inclddcd wcrc rcports of! "-’~:;-’- ¯ L.’ women becoming

¯ ~:_:.~,.~. ~. ... ~, ;"~ . disinterested., in management because of barric~s~ they had encountered, and some also

:.;~: .. . ~ ~ acknowledged:      ,that their production suffered as a result,23

~ ~-, .’~ . i " Minimizing Workplace Gender Bias
’?,,’~,’’.: ;. ~.~ :"!.~i -",~ ~’-’

~.. ;,. . " I :’ " ’.l ¯

! ’ .. ,,-,-~’ ,., ..:!.,,,: ,~:    ,;~¯ "" ,Org~izati°nal’:. ;: ~, :          , policies and practice~ that create barriers to career advancement

.~:" ,.~.~.,~ .~ . ’,, "."." :’i"’~ "’,. f", " ,, : ¯ . ,’ :i’,;.,) for women.and minorities, once m place, become lnstttutmnahzcd and rarely change ~n
..~,:,;~ . ,M..5,.-~ ,. ~ . I
Y!~ i.i~:.. ~ ~(7: ~:, the ’absence of any substantial change in a fh-m’s business, technical, or legal

"~.~,, ,-~.’ :,!..: ,.~ .....~l:.. , , ,

~~,’~,~:’:,: ,~. ~,!,",.~ ,,~,, " ..!’1 ," ’ , ] ,
~’" "~-v~~’- ,I’"~L’.~,~~’’~’ ~ ’I~" ’ ° ’ "    , ~ ° ~ °
~ - , , ,., ; ,,; R..Ragms,. Bamers ~o Mentonng. The Female Manager’s Ddemma, Human Relatmns, Vol. 42, 1989, p.

¯ ~ ~-.’ ". "-’-~ ’ ~:’; 1-22; B R Ragins and .I L Cotton, "Easier Said than Done" Gender Differences m Pcrcenved Barnem to
’ ~...;~ ~ ~: .~ ,. ¯ Gaming a Mentor, ~cadem2 of Managemen ournal, Vol. 14, 1991, p. 939-951.

.’.t,.r ~. ~.’~’.i.~.’~. i.~/.- ;.~;. ’,- ’.;;. ..~ : ’. :,[ 7 ~. 22R. Guest, "Wo~k Carccxs and Asp~raCaon of Automobde Workers," tImerican Sociologlcal
". ~,: :~’~..~" .., ~ .., ’...’ "~ Review, Vol. :l 9,’1954, p. 155-63; E. Ch~noy, Automobile Workers and The ,~merican Dream, Doubleday

-’. ’~"’:;..". ;~,! ".?; J~.~f.3955; ,.T~:V~!Purcell~ Blue CoIIarMan: Patterns ofD, ualAIIegiance in Industry, Harvard Umvers~ty Press,
, ::-. - ~... ..... ~," ,~. ,1960, R.Blanner,,~henauon and Freedom, Umverszty of Chlcago Press, 1964, O. Grusky, Career
,~ ....... ,~- - .. Mo~hty and Organ|zal|onal Commitment, ~dmm#sfraftPe Science Quarterlyo Vet 10, 1966, p. 489-502,

::-.,’: ~ ,.?~" ~.i .’ /q."Kan~r, oP. cm;J.A:Jacobs, RevolvmgDoors: 8exSegregalmnandWomenaCareers, Stanford       "
{!.. i-..:!:. ¯ i %: "’ Oiilve~i~ ~..~s,, 1989; and K. Loscocco, "Rca¢fion~ to Blue-Collar Work: A Comparison of Men and

, -’~ :.- ~-:c.., :,~. ,~;,..:Women,~;...IVork and Occupatmns, Vol. 17, 1990, p.l 152-I 77; L. M. Shore snd S. J. Wayne, ’Commitment

, ~.-". - ¯-: ::~ ~ .... -.~.. :~-and EmPloyee Behavior: Comparison of Affcctive Commitment and Continuance Contrnilment with
, -~, : ; ~ i ,.’~,~;i~:’Pczceived Organizational Su~ort," Journal

~- ~" " ’ ~ i’: ".’ and R,’~3; IJde~, "Social l~xchange in O~sa~izafions~ I’e~cei~ed Organizalional S,ppo~ Leader-Member
.:.~ ..... ~ ....~ ..... Exc.h~gc~ and Employee Reciprocity, Journal q/’.4pphedP,~ychology, Vol. 81, 1996, p. 219-227. For
... - ~ ~ ~::~,.- ." .mv~ews;sce,W’. T. Markham, S. L. Harlan, and E. J.. Hackctt, Promohon Opportumty m Organlzatmns.

, - .’.I~ ~ ~..’ Ca~es and Cons~luences," ReSearch in Personnel and Human Resource Management, Vol. 5, 1987, p.
_..~ -..::~.:I~ . ~.~.=~.223~87andD.’D~ Bielby,"Commitment~o Work and Family," /lnnualReviewofSociolo~,,Vol. 18, 1992,

,,%,, memo, p. 4-5; FSCW Repo., p. 52-55, 60.
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environment.24 This is especially true of personnel practices and policies that are

reinfor, ced by, the fu-m’s culture.25 However, gender bias in the workplace is by no

.,,I : ....me, arts inevitable, ~nd social science research shows what kinds of policies and practices

.effecti~eiy minimize bi~.
.

Through deliberate efforts, the effects of stereotypes can be controlled.26

,Research studies show that the effects of st, ereotypes and outgroup bias on evaluative

ju~lgm, ents such ~s those involved in recruitment, hiring,.job assignment, promotion, and

16

’~ ~:" .:.i;’ ’’" .. 1 ,: "":’ a~sessmen~s of skills and qualifications can be minimized when decision-makers know

~:~ ~( .: "- -~ :’ ’ "~", t~t ~¢y wdl be held acco~ble for the criteria used to make decisions/for ~e acc~acy

’. -.’...~. :.;~. -.,,[ : ,-~ of~e mf~atmn upon which ~e decisions are b~ed, ~d f~r the consequences ~elr

~i.. "-g ":’- ~- ~ .... ’~ ~ ’~ ~ . ’~:- .. ~’+L.’Stincheombe, "Social 8~e~ro and Ors~niz~fions," ~. 1~2-93 in ~and~ok af "
- : .~~.::,:,~ ..... , "..’.. ’: O~amzauon~, ed~t~ by J. G. Mamh, ~nd McNally, 1965; M. T. ~an and J. H. Freem~, S~c~l
. ~:- ::.:..,, :..,1 . ’ ...... ’ Ine~a an~ O~amzat~onal Chang~ Amer~c~ Soctologtcal Rev~, Vol. 43, 19~, p. 143-1 ~; J. N.
l ~"~(~:~’~-. ~’" ~ [~:~’~:~:~ ~ B~fi: ~’or~i~fional Evidence of~c~tion in ~abor Marke~," in N~Appmach~ to Economic and
I ;"~.-: ~ : :~,’ ~:" :~7g:S~tal ~na&~ of D~crtmmal~on, edited by ~ Cornwall and P. Wunnava, P~eger, 1991. The concur of

~ ~ .. ,~ ~ :’ ;... ,. .. ,. ,~. ,.: ,. : ~.~..........,.~ ...... . ......... ¯
. .: .:.: ~ .::~.. , .,.~..; .......-org~onal me~m h~ be~ apph~ m sc~ent~ficlsm&es conducted ~n a w~de ~nge ~fm~smal seu~ngs.

:.:~::~ (,::’. ~: ~,~ .~. ~’. :’S~, fo~’ex~l~, I. Ro~ema and M. H. Sm~, "Organizational Ch~ge in ~e Shipping ~dus~: lssu~
’ ~.~:.~ ":: -~. : ,~.. ?:.)’~in ~d~T~sfo~tion bfBasio ~sumpfions, Human Relations, VoL 36, 1983, p. 765-790i E.

"

:’~:" " ’-:~ : ’ ?: ~’~:~’ .::~ :~’~Ab~d~ and c. i. Fomb~, "Macr~ul~s: Dete~nan~ and Comequences," Academy of
=F: ;.~:,~.~: ,..-~ " .~.~::~ .:~dnd~ent’R~i~, ~ol. 19, 1994, p. 728-755; L~ Gardensw~ and A. Rowe, "Dive~i~ Manag~ent:
~~ ~. ~:.~ ~"~" ~~" g-: .’~.~;~�fi~lA~ii~tion iha H~l~ Care ~i~tio~," Frontiers of Health Se~ices M~agement, Vol: 11,

- ~f. :.~ : :~~,~ . ~-:.~:’ :~!9~4~:p. 36~0~’G. T. Fakhu~ S. Green, and J. C~u~ "~e~ial Fo~ ~d ~e Im~lemen~tion of a
: ~’-:’ ’~/. ~ :-’::~.:... ’~ :S~i~t~hfiidal~Systd~ ~pp~ach: A Co~icafion Study," Organization Science, Vol. 6, 1995, p .....
I ~ ~ "~,~:’ ’..;.-~.;~,,,~ :~ ,~--, .......... .... ~ . . .
.,. .... . ~. ~. ~:~.-.; .-(..~168:1S~; c. Doucouhagos, ?Conform, R¢ph~tmn of Design ~d Business H~ches,"Joumal of ¯

""~’¢ "]~ " ;:~, " ’: ~"; ’~6Omic ~@~ior & O~anizalion, Vol. 30, 1996, p. 45-62; and M.. Ruef, "Assessing Organintional
, ;.~,:: . . .-[, ... :’ ~. Fi~ on a D~a~c ~n~p~: ~ E~i~l Test of th~ Relative Ine~i~I

¯ .. -+ .~ ~ >~ ~ ,:-., ] 2~P. Do¢~g~r and M. Pio~, [nle~al Labor Marke~ and Manpower

¯ :’, ,~ " "’. . Po D~ "
’ ,~ .’~ " ."~ ." " .,a~a! of~e~o~aii~ a~d ~oc~al P~cholo~, Vol. 56, ]989; ~. T. Fiske, M. Lio, nnd
"~.: ~’ ~ .~ ~: . :., , .’Confinu~ M~eI: Ten Y~ Later," p. 231-54 in ~al ProCess ~eori~ in 8~ial P~cholo~, edited by
; :’" "~ ; " :’" " ’ " ",S. ~iked ~d Y. ?~pe, ff~lford P~s, 1999. ’

,- ~ .;,~
~ ’,.~,.~",, . ... .
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actions have for equal employment opportunity.27 Below I assess the extent to which

such oversight and accountability exists at MLFS.

Formal written policies alone are not sufficient to minimize bias in personnel

decisions. A written equal employment opportunity ("EEO") policy that is simply

reactive and lacks effective accountability is vulnerable to bias against women and

minorities. Often, such a system is simply a symbolic exercise in "going through the

mot, ions," with little substantive impact on creating a work environment that is free of

bias~.28 True "EEO accountability" has three key elements,29 and below I assess the

27T. E. Nelson, M. Acker and M. Manis, "Irrepressible Stereotypes," Journal of Experimental
SociaiPsychology, Vol. 32, 1996, p. 13-38; J. L. Eberhardt and S. T. Fiske, "Motivating Individuals to
Ch~ge: What Is a Target to Do?" p. 369-415 in StereoO,pes and Stereotyping, edited by C. N. Maerae, C.
Slangor, and M. Hewstone, Guilford Press, 1996; A. M. Konrad and F. Linnehan, "Formalized HRM
Structures: Coordinating Equal Employment Opportunity or Concealing Organizational Practices?"
Academy of Management Journal, Vol. 38, 1995, p. 787-829; T. F, Pettigrew and J. Martin, "Shaping the
Organizational Context for Black American Inclusion," Journal ofSoctal lssues, Vol. 43, ! 987, p. 41-78;
(3.1~ Salancik and J. Pfeffer, "Uncertainty, Secrecy, and the Choice of Similar Others," Social Psychology,
VoI.’,41, 1978, p. 246-55; C. T. Schreiber, K. F. Price, and A. Morrison, "Workforcc Diversity and the
Glass Ceiling: Practices, Barriers, Possibilities," Human Resource Planning, Vol. 16, 1993, p. 51-69; P. E.
Tetloek, "Accountability: The Neglected Social Context of Judgment and Choice," p. 297-332 in Research
in OrganizationalBehavior, Vol. 7, edited by L. L. Cummings and B. M. Staw, Jai Press, 1985; P. E.
T¢tlock and J. I. Kim, "Accountability and Judgment Processes in a Personality Prediction Task," Journal
of Personality and Social Psychology, Vol. 52, 1987, p. 700-709; P. E. Tetlock, "The Impact of
Accountability on Judgment and Choice: Toward a Social Contingency Model," Advances in Experimental
SocialPsychology, Vol. 25, 1992, p. 331-376; Reskin, op cit.; P. M. Tetloek and M. Lemer, "The Social
Contingency Model: Identifying Empirical and Normative Boundary Conditions on the Error-and-Bias
Portrait of Human Nature," p. 571-585 in Dual Process Theories in Social Psychology, edited by S.
Chaiken and Y, Trope, Guilford Press, 1999; W. Bielby, 2000, op cir. To see how Imman resource
professionals apply these principles in the design of personnel systems, see R. D. Gatewood and H. S.
Field, Human Resource Selection, Third Edition, Dryden Press, 1994; and H. G. Heneman, III, R. L.
Heneman, and T. A. Judge Staffing Organizations, Second Edition, Mendota House and Richard D. Irwin,
1997.

28L. B. Edelman, "Legal Ambiguity and Symbolic Structures: Organizational Mediation of Civil
Rights Law," American Journal of Sociology, Vol. 97, 1992, p. 1531-1576; L. B. Edelman, S. Patterson, E.
Chambliss, and H. S. Erlanger, "Legal Ambiguity and the Polities of Compliance: Affirmative Action
Ofticers’ Dilemma," Law and Policy, Vol. 13, 1991, p. 73-97; L. B. Edelman, H. S. Erlaager, and J. Lande,
"Employers’ Handling of Discrimination Complaints: The Transformation of Rights in the Workplace,"
Law & SocieOtReview, Vol. 27, 1993, p. 497-534; L. B. Edelmano Lauren B. and S. Petterson, "Symbols
and Substance in Organizational R.espons¢ to Civil Rights Law," in Research in Social Stratification and
Mobi’llty, 1999; M. E. Heilman," Sex Stereotypes and their Effects in the Workplace: What We Know and
~�’hat we Don’t Know," Journal of Social Behavior and Personality, Vol. 10, 1995, p. 3-26; J. S. Leonard,
"Women and Affirmative Action," Journal of Economic Perspectives, Vol. 3 (No. 1), 1989, p. 61-75. Also
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effectiveness of each in MLFS’s policies and practices for minimizing gender bias. One

is the regular monitoring and analysis of patterns of segregation and differences by

gender and race in pay and career advancement as a routine part of an organization’s

personnel system. Such monitoring assess whether disparities are greater than what

plausibly might be expected based on differences in job-related knowledge, skills,

abilities, and interests and other job-related factors that influence an employee’s

contributions to the organization.30

A second component of EEO accountability is systematic analysis of feedback

from~employees about perceptions of barriers to and opportunities for career

advancement. Systematic monitoring of trends in employees’ perceptions of barriers to

career advancement and of top management’s commitment to EEO can be used to

identify subtle forms of bias and related problems not immediately apparent from

analyses of more objective workforce data.

I The third component of EEO accountability is explicit evaluation of managers

and Supervisors on their contributions to an organization’s EEO goals. Nearly all

medium- to large-scale organizations have a written antidiscrimination policy, and many

have a written policy stating that implementing the objectives of the At’tirmative Action

Plan is the responsibility of every employee. However, such policies are merely

see J. S. Leonard, Use of Enforcement Techniques in Eliminating Glass Ceiling Barriers, Report prepared
for the U. S. Department of Labor, Glass Ceiling Commission, April 1994.

29W. Bielby, 2000, op cir.

30Organizations with Affirmative Action Plans usually do something like this under the rubric of
"availability and utilization analyses," but often such’analyses are generic reports generated by off-the-
shelf programs with little real connection to a company’s overall personnel system, Effective monitoring is
not based on the generic formulae and broad occupational categories typically used in Affirmative Action
Plans, but instead relies on actual job wansitions and is based on the same information used by those who
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symbolic unless they also delineate explicit duties and responsibilities relating to equal

employment opportunity in each manager’s or supervisor’s job description, which can

then be related to specific evaluative dimensions in the performance reviews of those

employees.

19

DISCRETIONARY AND SUBJECTIVE PROCEDURES FOR MAKING

DECISIONS THAT AFFECT PAY AND CAREER ADVANCEMENT

Compensation

Compensation for incumbent FSRs is almost entirely commission-based, tied to

the quantity and quality of business they generate and retain.31 However, agency

managers have discretion to make decisions about resources such as sales leads that can

influrnce an FSR’s productivity. Sales leads include walk-ins and call-ins, "E-leads"

(e.g., leads via calls to a company 800 number or generated by the institutional division

of the company that are transmitted electronically to an agency), and contacts with

potential clients through the delivery of death claim checks. MetLife has developed

structured programs for the distributions of some leads, such as the "Deliver the Promise"

program for death claim deliveries, and the ESS program for E-leads. But others, such as

walk-ins and call-ins to an agency, are distributed at the discretion of the Managing

Director. For those kinds of leads, there are no written criteria and no review or

make decisions about hiring, job assignment, training, performance evaluation, promotion, compensation,
and the like.

31Regan depo..p. IlS-124.
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oversight over 1he process used to make decisions about distributing them.32 Similarly,

there are no written criteria and no monitoring of the process used by Managing Directors

to reassign "orphaned accounts" (the books of business left behind by FSRs who leave

the firm).33 Perceptions of gender bias in the distribution of leads were highlighted in

the February 2002 focus group and interview study, and while both Mr. Boylan and Ms.

Plazak testified that they believed someone was going to look into the issue, neither was

aware of any report being issued or any action taken as a result.34

Selection into First-Line and Second-Line Management Positions

James Boylan, who directs the human resou,ce function for MLFS, testified that

ther~ is no policy or document that established criteria for selection into the position of

Managing Dixector.35 There is no review of the process or criteria used for making

selection decisions, and thcrc is no written record of the reasons for selecting a specific

candidate.36 Instead, the process and criteria for filling Managing Director positions is

left.to the discretion of individual Regional and Zone Vice Presidents.37 There is no

formal application process or system for registering interest in a first-line management

32Boylan depo., p. 543; Sehrieffer depo., p. 162-179, 186-188; Nugent depo., p. 154-160; Sehulte
dept., p. 143-144, 146; Vielri depo., p. 130-132; Marlin depo., p. 81-88.

33Sehdeffer depo., p. 195-200; Sehmidt depo., p. 205-216; Nugent depo., p. 160-166; Sehulte
dapo., p. 144-145, 147-149; Vietri depo., p. 122-130.

34Boylan depo., p. 538, 541-543; Plazak depo., p. 143-145.

35Boylan depo., p. 399. The company has developed position descriptions that include written
ttualifieations, but these documents a~e not used as guidelines for selection decisions, and they do not
prey.ire direction on how to assess candidates on the wfiUen qualifications. Mr. Boylan did not know if the
position tleseription was based on a formal job analysis (Boylan depo., p. 600-603).

36Sehrieffer depo., p. 228-229.

37Nugent depo., p. 37-43 Sehfieffer depo., p. 215-216, 228; Sehulte depo., p. 75-77.
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position.38 The company has a computerized job posting system, but there is no

requirement that vacant first-line positions be posted, and there is no monitoring or

review of how many positions are filled through the system.39 Ifa hiring manager

identifies a candidate he believes is qualified, that person can be promoted into the

position without posting.40

Hiring managers testified that they relied on a variety of factors to fill first-line

management positions. These range from relatively objective and potentially measurable

factors such as compliance conduct, FSR hiring and retention, sales productivity and

growth, to subjective factors such as management style, leadership quality, integrity, and

vision.41

Hiring for second-line managers is similarly organized, with the process and

cfitei’ia left to the discretion of Managing Directors in the agencies.42 The criteria relied

uporl by hiring managers is equally varied, again ranging from objective factors such as

compliance record to highly subjective ones like being "favorably known in the

organization and in the community" (Schulte depo., p. 84) and a strong desire to move

into management.43

Selection of Functional Managers

38Boylan depo., p. 590-592.

39Boylan depo., p. 584-589; Schulte depo., p. 72.

40Boylan depo., p. 589; Sehwar’z depo., p. 144-145; Schrieffer depo., p. 224-225.

41Schulte depo., p. 70-78; Nugent depo., p. 39-41; Sehrieffer depo., p. 212-215, 229-231.

: 42Schmidt depo., p. 56; Sehulte depo., p. 84-86, 102-103; Nt~gent depo., p. 96; Sehrieffer depo.,
p. 239-41.

43Sehulte depo., p. 84-85, 99-100; Nugent depo., p. 100-101, Schrieffer depo., p. 231-234.
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Functional Managers are FSRs who receive a weekly salary supplement for

taking on management duties such as recruitment and training under the supervision of a

Managing Director. Written guidelines exist for the appointment of a Functional

Manager, but these mainly pertain to payroll and compliance issues; they do not specify

the criteria or process to be used in selecting Functional Managers.44 Functional

Managers are selected, without posting, by the agency’s Managing Director.45

In sum, managers have considerable discretion in selecting individuals to place in

firsbline, second-line, and functional management positions. Little exists in the way of

written guidelines for the criteria to be applied or the process to be followed inmaking

management selections, and there is hardly any monitoring or oversight of the process.

Testimony from individuals who participate in selecting individuals to place in

manhgement positions indicates that they rely on a range of factors, including many that

are highly subjective. No policies or procedures are in place to ensure that assessment of

subjective factors is done in a systematic, reliable, and valid manner. Similarly, the

distribution of unassigned accounts and some kinds of sales leads, which can affect an

FSR,’s productivity, is left to the discretion of individual managers, with no monitoring or

oversight. Moreover, the highly discretionary and subjective system for making selection

and ~’esouree allocation decisions is set in a historically male-dominated work context

where men predominate in positions of status and authority. The social science research

I de~cdbed above demonstrates that this is the kind of decision-making Context that is

vulnerable to gender stereotyping and gender bias.

44Manual of Instructions For Sales Management, PER-17-1 to 17-4, Appointment of a Functional
Manager," Bates ML005630-005634; Boylan depo., p. 607; Nugent depo., p. 64-67.
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ANTI-DISCRIMINATION POLICY AND DIVERSITY EFFORTS AT MLFS

I have described above three key elements oi" EEO policy to establish effective

accountability and minimize gender bias: (l) monitoring of disparities in career

outcomes such as pay and promotion; (2) on-going assessment of employees’ perceptions

of discriminatory barriers; and (3) systematic assessment of managers’ contributions to

the company’s EEO objectives. In this section I evaluate MLFS on each of those

dimensions.

Monitoring of Gender Disparities

Peter Schwarz, the Vice President of Human Resources for Individual Business,

testified that to his knowledge there has never been a study of gender disparities in rates

of promotion into first-line management at MLFS. Neither Mr. Schwarz, nor Mr. Regan,

the executive in charge of compensation administration for the field sales force, was

aw ,e~’e of any statistical study of gender disparities in compensation among FSRs.46

i Tracking of gender disparities at MLFS is limited almost entirely to point-in-time

snapshots of the gender composition of job categories. Mr. Boylan testified that the only

time he generated such a report was in December 2001, when, at the request of’Mr.

Schwarz, he compiled a tabulation of the gender composition of the FSR position, first-

line management, and second-line management at four points in time, 1998, 1999, 2000,

and 2001. Mr. Boylan that the report was "just a review of taking a historical look at the

various positions at MLFS" and he did not know if the report was intended to be used to

45Boylan depo., p. 607-610; Marlin depo., p. 72:]5

46Schwarz depo., p. 143-144; Regan dcpo., p. 148. Also see Schult¢ depo., p. 219-220.
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assess whether women had been under-represented.47 The tabulation compiled by Mr.

Boylan showed women’s representation among FSRs declining from 24.3% in 1998 to

19.8% in 2001. According to Mr. Boylan, he was unable to form any assessment based

on those statistics without additional information about individuals entering and leaving

the business at different points in time, but he made no effort to acquire and analyze such

information. He chose not to do so "because I was not providing any analysis of this

information.’’48 Mr. Boylan was unable to say whether data on labor force availability

trends would allow him to draw conclusions from the data he compiled.49 Similarly,

when Ms. Plazak assumed responsibility for diversity issues in the Individual Business,

sheI had statistics compiled for the gender composition of jobs within each unit but made

no attempt to assess them relative to any external industry standard or relevant labor

po~l.50

Gender composition statistics are also compiled as part of the company’s

obligations as a government contractor to file EEO-1 forms and Affirmative Action Plans

with the United States Department of Labor. However, these statistics are even less

useful than those described above, which Were compiled as part of the company’s

diversity initiatives. The EEO-1 statistics do not differentiate between entry-level and

higher management, and instead are classified by broad categories that have little relation

47Boylan depo., p. 434-437. Also see p. 426-428.

48Boylan depo., p. 438-443.

49Boylan depo., p. 443-445. Similarly, as.background for a talent review meeting in May 2002,
Mr~ Schwar-z had data compiled on the gender composition of new hires into Managing Director and
Agency Director positions, but he was unaware of any effort to compare those statistics to relevant data on
availability (Sehwarz depo., p. 202-203).

50plazak depo., p. 118-122.
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to actual management career paths in the firm. The Affirmative Action Plans for

agencies with 50 or more employees apparently were not produced at all for several years

during the 1990s.51 The plans for 2000 that I reviewed contained the same "boilerplate"

language across offices and were largely devoid of substance.52

Neither Mr. Boylan nor Mr. Schwarz reviews the company’s Affirmative Action

Plans. Mr. Schwarz testified that monitoring the preparation of the reports was Mr.

Boylan’s responsibility, and that Mr. Boylan had never brought to his attention any

eon~:erns with utilization as reflected in those plans.53 Mr. Boylan testified that while he

has responsibility for making sure that the reports are completed, he does not personally

review them. Catherine Cornish, the Vice President for Diversity at MetLife, also

testified that she has never read any of the company’s Affirmative Action Plans.54 The

actual preparation of the reports is delegated to an "EEO unit" within Human Resources,

and the work of that unit seems to have no connection whatsoever to actual human

resources policies and practices at MLFS.55

The MLFS human resource executives took the same laissezfaire stance towards

statistics on gender disparities in terminations. Statistics compiled as background

51Sehwarz depo., p. 47-49.

52For example, in the entry for "composition of the workforce by minority group and sex," the
Plan for each office uses identical language to describe utilization analyses, accompanied by the statement
’~job groups where underutilization exists have been identified and affirmative action goals have been
established." These statements are contrary to the testimony of the company’s executives responsible for
human resources and diversity initiatives.

53Sehwarz depo., p. 49-5 !.

54Cornish depo., p. 149.

55Boylan depo., p. 435-436. Mr. Schulte, the executive in charge of the MLFS Western Zone,
testified that he was not sure if he had ever seen an Affirmative Action Plan for the company that was
submitted to the Department of Labor (Schulte depo., p. 211-212). Also see Sklodowski depo., p. 71-76.
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information for the May 2002 talent review meeting show that in the Atlantic Zone,

women accounted for 47?/0 of the Agency Directors terminated between April 1,2001

and March 1, 2002, while they comprised just 23.5% of the Agency Directors in that

Zone as of March 31, 2002. A larger disparity was evident in the Western Zone, where

women accounted for 75% of the terminated Agency Directors and comprised 28°/’0 of the

Agency Directors as of March 31, 2002.56 Asked about those disparities, Mr. Boylan

testified that he did not do any analysis of why those disparities existed.57 Mr. Sehwarz

testified that this information was compiled as "nothing more than background data to be

available for the meeting in case someone asked." According to Mr. Schwarz, he did not

ask anyone to analyze gender disparities in the rates of termination, and when he looked

at those statistics himself"it didn’t show anything that I felt was noteworthy."58

Mr. Boylan and Mr. Schwarz also testified that they were aware of no analyses

being conducted on how the consolidation offices under the company’s segmentation

process was having a disproportionate impact on women’s positions in management.59 It

is Mr. Schwarz’s opinion that because the consolidations were being made as a business

decision, there could not possibly be any gender bias in terms of how the process was

impiemented.60 Finally, Mr. Schwarz was not aware of any effort to conduct an analysis

of disparities by gender in performance evaluations under the company’s recently

56MLFS Field Management Landscape Current (As of March 31, 2002), Bates ML0109292;
MLFS Field Management Terminations (April 1, 2001 - March 1,2002), Bates ML0109311.

57Boylan depo., p. 530-531.

585chwarz depo., p. 204-207.

59Sehwar’z depo., p. 167-177; Boylan depo., p. 615-619.

60Sehwarz depo., p. 174-176.
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implemented Performance Management Process. Again, to him, such an analysis was

unnecessary, because "ratings are an indication of an individual’s personal performance

and they are what they are." Mr. Schwarz said that if any analysis of gender disparities

were to be conducted at all it would be by Mr. Boylan.61 Mr. Boylan was not aware of

any such analysis.62

In sum, efforts to monitor gender disparities in career outcomes at MLFS are

extremely limited, and those that are undertaken are rarely examined analytically to see if

there is evidence of barriers to equal employment opportunity for women.63 Even those

efforts that are mandated by the Federal government are ignored by the human resources

executives responsible for the company’s personnel policies and practices. At MLFS, the

exercise of assembling AtTtrmative Action Plans is almost exclusively one of going

through the motions.

Monitoring Employees’ Perceptions

MetLife does an annual employee survey which assesses employee satisfaction

and opinions on a variety of work-related issues, although apparently diversity is not a

focus of the survey and no analyses are conducted on issues related to gender that are

61Schwarz depo., p. 201-202.

62Boyish depo., p. 648

63A previous effort to examine gender disparities in women’s representation in management at
MLFS as a starting point for assessing discriminatory barriers was virtually ignored by Senior management.
The Women in MetLife report, conducted by former National Director of Women’s Recruitment Karen
Chr/stensen, was intended as the first step in a larger initiative to understand the reasons behind women’s
low representation in sales management at MLFS. However, aRer completing her report, Ms. Chr/stensen
was told to limit her work on the topic, and her report was never distributed beyond her immediate
sup,eriors (Christensen depo., p. 38-51, 55-69, 86-128, 144-146). Neither Catherine Cornish, who became
Diversity Vico President for MetLife in July 2000, nor Katherine Plazak, who assumed responsibility for
diversity issues in Individual Business in Fall 2000, was given copies of the Women of MetLife report,
despile its obvious relevance to their job responsibilities (Cornish depo., p. 474; Plazak depo., p. 219).
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communicated to MLFS human resource professionals.64 The one systematic effort to

monitor employees’ perceptions of gender barriers at MLFS was the qualilative focus

group and interview study conducted in February of 2002. It was designed as the first

step of an ongoing assessment of issues related women’s concerns at MLFS, including a

possible quantitative survey.65 However, Ms. Plazak, who headed the Women’s

Initiative, began sealing back her involvement in July 2002 when she knew she would be

leaving the firm in the Fall.66 Apparently, a replacement has yet to be named to

coordinate the Women’s Initiative, the MLFS Diversity Committee has stopped meeting,

and the work that began with the focus groups and qualitative interviews seems to have

stalled.67

Evaluation of Managers on EEO Contributions and Diversity Goals

’ Managers in MLFS are not evaluated on their contributions to the company’s

EE(~ or diversity objectives. It is not part of the company’s Performance Management

Process that was first applied to first-line managers in 2000 and second-line managers in

2001.68

In early 2001, diversity goals for placing women in first-line management

pos!tions were established, and goals for second-line management and FSR. positions

64plazak depo., p. 195-196.

65plazak depo., p. 117, 197-198.

66plazak depo., p. 37-39.

67Boylan depo., p. 374, 656-662; Schwarz depo., p. 209-210; Mr. Sehwarz testified on November
20, 2002 that he was not aware that anyone had replaced Ms. Plazak as coordinator of the Women’s
lnitiativo ($chwat-z depo., p. 207-208).

68Boylan depo., p. 64-65,638-640; Schwarz depo., p. 146; Schulte depo., p. 223.
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were established for 2002.69 It has been communicated to senior managers that their

compensation could be affected by failure to reach those goals.70 While setting goals

and making compensation partially contingent on meeting them might seem to be a

proaetive way to redress an imbalance in the recruitment, retention, and promotion of

women at MLFS, there are several reasons why it is likely to do more harm than good as

designed and implemented at MLFS.

First, there is uncertainty among senior managers about whether they are in fact

being held accountable for meeting numerical goals. Nothing was put in writing

rega~rding compensation and attaining numerical goals.71 Mr. Sehwarz could not recall

wheflaer he was told specifically by MetLife CEO that his own incentive compensation

could be affected adversely if Zone Vice Presidents did not meet their goals or whether

he simply "inferred it.’’72 Similarly, Western Zone Vice President Gary Schulte testified

that.he was not told expressly that his compensation would be affected by his success in

attaining diversity goals, he was not aware if his compensation for 2001 was affected by

whether or not he achieved diversity goals, and he was not aware of any document that

would reflect whether his compensation was at all affected by diversity issues.73 Neither

~ 69Schwar-z depo., p. 116-124; Plazak depo:, p. 80-82; Sehulte depo., p. 224; Schrieffer depo., p.
248 249

70Boylan depo., p. 184-185.

71Schwarz depo., p. 185-186.

72Schwar’z depo., p. 186-187.

73Schulte depo., p. 224-225.
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Mr. Schmidt nor Mr. Schrieffer was aware that goals had been set for placing women in

second-line management positions for 2002.74

Second, numerical goals were not established through a systematic aualysis of

available pools of qualified individuals intemally and externally and appropriate

selection rates absent discriminatory barriers. Modest goals that are easily obtained may

have some symbolic value by signaling that concerns about inequities are being

addi’essed, but hiring or promoting a few token women does little to redress workplace

inequities. Conversely, goals that are inappropriately high create an incentive to place

women in management positions for which they are not yet fully prepared, setting them

up for failure and reinforcing stereotypes that women are not qualified for management

positions.                                                   ~

I Third, through its Diversity Council initiative, MLFS has taken proactive steps to

target women (and minorities) in second-line positions to be given developmental

support. However, it has based those selections on a highly arbitrary and subjective

ra~.’ ing system which is unlikely to result in the most qualified women being selected for

pro~motion.75 Again, such an approach that does not attend to the job-relatedness and

validity of the underlying process is likely to set some women up for failure.

. Fourth, and most importantly, ~e MLFS approach to diversity goals treats the

symptom -- poor representation of women in management positions -- while ignoring the

ca~e -- discriminatory barriers in the process used to make selection decisions. Without

a sustained and systematic attempt to identify and remove discriminatory barriers,

745¢hmidt depo., p. 197; $chrieffer depo., p. 262.
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women in MLFS will remain disadvantaged in promotion and compensation. Even those

women who get ahead by virtue of the diversity goals are likely to face disadvantages in

thei~r new position, especially if they and their coworkers do not believe that their

accomplishments are attributable to a fair assessment of their qualifications in a system

that is free of bias. Selection under such circumstances can compound the isolation and

lack of support that token women in male-dominated settings typically experience.76

i In sum, there are significant deficiencies in the anti-discrimination policies and

diversity initiatives at MLFS. First, there has been virtually no effort to analyze gender

disparities in selection and compensation in a way that provides useful information about

pot ntial discriminatory barriers. Second, efforts to build upon t~e qualitative research

tl~t assessed womea employees’ workplace experiences and perceptions of career

ban’iers have been dropped, and ~ere has been little effective follow-up on the issues

raised in that study. Third, the company’s approach to diversity goals represent a modest

effort to treat a symptom and ignores the underlying causes, leaving discriminatory

barriers intact.

CONCLUSION

I I have concluded that decisions about selection into management positions and

ab~iut resources t~at affect an FSR’s compensation are made in a highly discretionary and

subjective manner, wi~ few gnidelines, and with little oversight over ~e criteria and

75Boylan depo., p. 407-412, 420-424, 557-558; Plazak depo., p. 99-102, 113-114; Schwarz depo.,
p. 150-153; Sehmidt depo., p. 233.

WM0168



32

process used to make decisions. In a male-dominated setting like sales and sales-

management at MLFS, decisions made under these circumstances are vulnerable to

gender stereotyping and gender bias. I have also concluded that MLFS lacks effective

~ti-diserimination policies, and that several aspects of its diversity efforts to more harm

William T. Bielby, Ph.D.
December 2, 2002

. ! 76For research relevant to this issue, see, for example, M. E. Heilman and V. B: Alcott, "What I
¯Think You Think of Me: Women’s Reactions to Being Viewed as Beneficiade9 of Preferential Selection,"

Journal of Applied Psychology, Vol. 86, 2001, p. 574-582.
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