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ABSTRACT
Gender pervades all aspects of society, and our individual and communal lives. It is evident in our individualism and communalism, our social and sexual identity, and in our interpersonal relationships. Gender affects our perceived role in the social order, our choices of family and social life, education, employment and our possibilities for advancement, and how we see ourselves and how the other perceives us and our perception of the other and how we perceive the way the other perceives us, and to the extent to which we identify as being either masculine, or feminine and in how we display to others this identity (Diamond, 2002; Lorber, 1990). Symbolic interactionism is a process whereby concepts that are used to collectively define people; class, race and gender, are examples, and only exist through socially constructed processes. The concept of gender, therefore, are found in meanings that people give them (Deutscher and Lindsey, 2014). Gender emerges from social interaction, and in their interactions with other people, individuals are ‘doing gender’ (Fenstermaker and West, 2002). Although there are numerous societal variations, during these interactions gender -based rules are scripted, negotiated, played out and reinforced (Kim, et al, 2007). Both Oakley (1972) and Lorber (1990) emphasise the socially constructed nature of gender as distinct from physical sex determinants, such as genitalia and secondary sexual characteristics.    
Perceptions of gender are everywhere; in our environment and our architecture, and in the symbols that we adopt which we consider reflect our social and gender identity, such as our clothes and hairstyles, and adornments such as make up, jewellery and tattoos and also in how we give meaning to abstract concepts such as the value of colours, art forms and shapes, and even spaces can be gendered, as in the distinction between the spheres of workplace and home (Reynaud, 1983; Oakley, 1976).

Gender is related to societal perceptions, status and social values of masculinity and femininity, which determines gender norms, and is closely entwined with perceptions of other social roles and to concepts of maleness and femaleness due to gender stereotyping, which reinforces beliefs about the other, and the differences between men and women, resulting in sexism and concepts such as the sexes being opposites (Lindsey, 2014; Wharton, 2004).
In western societies concepts of gender difference is a principle cause of social inequality, discrimination and oppression, associated with Judeo-Christian traditions and taboos, patriarchy, masculine hegemony, stereotyping, industrialisation and capitalism (Lindsey, 2014; Wharton, 2004)
The dichotomous heteronormative perspective of a binary gender, that is that an individual is either male or female, and that heterosexuality is the norm, is distinct to certain cultures and entrenched gender roles is a product of modernity arising from societal change which emerged from industrialization. However, concepts of gender are not universal among cultures and changes over time, and constructionist theories of gender have been criticized as ethnocentric as they have largely focused on western, post-industrial societies (Zevallos, 2017; Lindsey, 2014).
Differentiation in gender roles in employment has led to some kinds of work becoming ‘gendered’; that is the stereotypical ideals relating to gender are considered more appropriate to the role. (Blackburn and Jarman, 1997). These have become jobs which are traditionally done either by men, or by women and is a form of social segregation. Men tend to hold higher status jobs with higher wage returns. For example, in medicine nursing is considered a ‘female’ occupation, whilst being a doctor is thought of as a ‘male’ occupation. In incidences of gender crossover in gendered occupations, individuals of the minority gender adopt strategic ways of ‘doing gender’ in order to fit in and to maximise opportunities for advancement (Pullen and Simpson, 2009).
In this assignment, various theoretical perspectives of the sociology of gender are explored, including the social construction of gender, gender performativity, gendered aspects of leadership and gendered occupations. In particular, gender as a cause of inequality is considered, along with various feminist perspectives on the causes of female inequality in post-industrial societies and approaches to move towards equality.                  
Keywords: Gender, Gender Inequality, Gender in Organizations, Gendered Occupations, Gender Identity, Social Identity, Heteronormative Society, Gender Binary, Masculine Hegemony, Difference, Dialectic, Otherness   

ACRONYM 
LGBT

Lesbian, Gay Bisexual, Transgender

GLBT

Gay, Lesbian, Bisexual, Transgender

EIGE

European Institute for Gender Equality

EOC

Equal Opportunities Commission
1. INTRODUCTION 
In the UK, and other developed societies, gender is a principal cause of inequality between women and men (Haralambos and Holborn, 2008). Social gender inequality has been contextualized as principally a woman’s issue, but in reality, gender inequality impacts on many areas of both men’s and women’s lives (European Institute for Gender Equality, 2018; Jacobsen, 2011). Women are more likely to earn less in the formal occupation sector, are less likely to hold higher status, well paid, secure jobs, are more likely to be in poverty and to undertake more tasks in the home. Women are more likely to be victims of domestic and sexual violence. Men on the other hand are more likely to be victims of violence, to feel the impact of rigid gender expectations, to commit suicide, to become chronically sick or disabled and, by and large, men will die younger than women (Jacobsen, 2011).

The personal costs of gender inequality are inevitably carried by the individuals affected by them, but all forms of inequality have broader social consequences and human costs in loss of potential and in personal suffering (Jacobsen, 2011; European Institute for Gender Equality, 2018).

Historically, the seeds of the contemporary social structure of gender inequality can be traced to the industrial revolution which, according to Oakley (1981) resulted in the emergence of the role of housewife (cited in Haralambos and Holborn, 2008, p108) and the social construction of two spheres of work; men in paid employment and women in the home (Jacobsen, 2011, Oakley, 1976).  The rise of the women’s suffrage movement in the nineteenth century, and later the development of the feminist discourse, such as de Beauvoir (1949) and Friedan (1963) raised awareness of issues of female inequality, but many forms of lawful discrimination persisted well into the latter half of the 20th Century; for example, it was not until 1970 that differential rates of pay for men and women doing equal work became illegal (Equal Pay Act, 1970).
Yet, despite many years of equality legislation, going as far back as the aforementioned Equal Pay Act 1970, which was largely the result of the 1968 strike by female machinists working for the Ford Motor Company at Dagenham who wanted recognition of the skilled nature of their work, to the Equality Act 2010, there persists in the UK (and in other western societies) a stubborn inequality between men and women both in society and in the workplace (Lindsey, 2014). The UK Office for National Statistics (ONS) reports that there is a gender pay gap between men and women which entirely favours men, and this gap increases with the age of the employee, implying that more men gain promotion or advancement than women (ONS, 2017).

Women make up a significant proportion of the UK workforce, accounting for around 47% of employees (Mayanja, 2009), but are not represented equally across organisational structures. A core consideration of debates about gender equality in employment is occupational gender segregation; that is the degree that males and females do different jobs. Gender segregation raises important questions of social justice and broader aspects of interrelationships between work and family (Blackburn and Jarman, 1997). Segregation should be distinguished from Concentration which relates to the composition of the sexes in occupations (Blackburn and Jarman, 1997). Gendered occupations have a disproportionately high Concentration of primarily one sex in that occupation (Pullen and Simpson, 2009).  According to the 2006 Women and Work Commission occupational segregation is a significant contributory factor in pay inequality between men and women (Ward, 2012). 
Women face both horizontal and vertical segregation in their occupation (Haralambos and Holborn, 2008). Horizontal segregation describes the degree to which men and women have different occupations, whilst vertical segregation refers to the differences in higher paid and higher status jobs, which are mainly occupied by men (Haralambos and Holborn, 2008).

The Women and Work Commission (2006 p.9) determined that occupational segregation is culturally ingrained in the UK and starts from an early age as children become influenced by gender stereotypes in employment. The Commission noted that two thirds of women were employed in jobs involving caring, administration or in functional middle management roles (2006, p10).

There are numerous theories as to the inequalities faced by women, including attempts to explain differences in behaviours of men and women based on biology, such as the functionalist approach suggested by Parsons (1955) (Lindsey, 2014; Wharton, 2011). Parsons suggests that broad personality traits of men and women leads to inequality; for example, women are considered more communal and suited to caring, and are therefore prepared to waive or interrupt careers in order to have, and nurture children whilst men are more agentic and competitive (Parsons, 1955 cited in Haralambos and Holborn, 2008; Wharton, 2011). This sexual division of labour approach has been criticized and rejected by, among others, Lorber (1991), and Oakley (1974) who point out that there are numerous examples of societies where women undertake the same work as men, or where the gender roles are juxtaposed with those seen in heteronormative western societies. Oakley finds that gender roles are not biological in nature, but are cultural, as comparisons with various cultures shows a high degree of variability in the roles and behaviours of men and women (Oakley, 1974). This cultural determination begins at birth with the allocation of sex category; the cultural response by the parent(s) to the sex determination is to name the child, dress him or her, provide toys, decorate the bedroom and interact with them according to cultural norms (Oakley, 1974; Lorber 1991). The child, therefore, learns this cultural meaning of their gender from the outset, and this is cemented and reinforced in their discourse with others they interact with; their parent(s), wider family, teachers and other children who are similarly conditioned. Oakley, (1974) however, acknowledges that gender formation is complex and fluid, constantly in a state of flux throughout an individual’s life. Lorber (1991) supports the fluidity of gender concept; however, commenting that sex and gender do not always correspond to societal expectations, and biological sex does not always match personal gender. Lorber proposes therefore, that there are, in fact, numerous gender possibilities (Lorber, 1991, 2005).
Feminist approaches to inequality, such as those proposed by Friedan (1963, 1982), de Beauvoir (1947), Firestone (1970), Walby, (1990, 1997), Abbott (2005) and others (cited by Lindsey, 2014) focus on issues of sexism, oppression and exploitation perpetuated by patriarchy and social structure. Marxist feminist approaches to inequality attribute capitalism as opposed to patriarchy as the source of the oppression of women. Liberal feminism focuses on social structures as a source of female inequality and aims to achieve equality by societal changes through, for example, equal rights (Lindsey, 2014)
2. LITERATURE REVIEW 
2.1. Introduction 
This review utilised a range of contemporary sources including internet searches via a number of search engines, including Google, Bing and Yahoo, sociology and psychology text books and original research papers, both online and hard copy. Literature utilised supported an in-depth research in relation to gender occupations in all issues related to females in general and as a consequence of any inequalities which pervade the workplace and society. 

2.2. Gender Constructs and the Gender Display  
Gender permeates throughout society; within organisations, institutions and public and private life (Acker, 1990). The understanding of gender identities is a concept which had been widely studied and debated, specifically in relation to whether gender is prescribed biologically by mother nature a product of chromosomes; a product of nature or is due largely due to the process of primary and secondary socialisation; a product of nurture (Wicks and Mills 1998: p329). Simone de Beauvoir concludes in her book The Second Sex (1949, p239) that “one is not born, but rather becomes a woman”, raising a crucial issue surrounding female identity formation (Joseph, 2008). According to de Beauvoir, becoming a woman is accomplished through stylised behaviour which continues to be developed overtime and is never fully completed; behaviours which are learned and fine-tuned and adapted over a lifetime. This supports the viewpoint that gender is developed over time and is essentially defined by the learning and the performing of the gender role which can be compared to a theatrical performance (Goffman, 1959).
Contrary to this belief of gender performance, other theories focus on the difference and similarities between the male and female binary gender and gender roles, providing an opposing argument (Collinson and Hearn, 1994: p12). The ‘Social Theory’ which provides a template for the fundamental and tacit beliefs of stereotypical roles and behaviour of masculinity and femininity arguing that it is the social roles that predetermine gendered performance and behaviour as they fulfil the expectation of societal norms of behaviour (Eagly and Karau, 1987). de Beauvoir in her writing the ‘Second Sex’ recognised that females, due to subjugation by men, adopt a produced version of themselves to fulfil the expectation placed upon them and adjust their gendered behaviour to the environment; de Beauvoir refers to this as ‘the Situation’ (de Beauvoir, 1949). 

It has been suggested that within the processes of verbal and non-verbal communication and other interactional situations people will assume the gender role of the individual by a fleeting glimpse of their overall presentation and behaviour, undertaking a swift analysis of the natural signals which are provided throughout the interaction (Goffman, 1959). The act of the display of gender, both in mannerisms, articulation and general presentation merely fulfils the cultural expectation of the social’ situation’ in which the individual will be present. This cultural act is known as ‘gender display’ the re-enactment of the conventional and expected behaviour norms (Goffman, 1976). It is therefore the performance and physical manifestation of the individual that creates and impression on the observer of the essential gender of the individual in the act of gender display (Goffman, 1959, 1982). West and Zimmerman. (1987) extend this concept of the gender display, viewing it as a normalized accomplishment in day to day interaction, calling the display the ‘doing of gender’ (1987: p125) emphasising the separation between sex as defined by birth; that is, in being male or female based on genitalia and sex category. This results in the application of the criteria associated with the biological sex which is undertaken daily through gender and behaviour displays which are associated with the appropriate and defined sex categories, and gender which is the product of the sex category by performance and display which proves the membership of the sex category. This performance, the ‘doing of gender’, is complex and relies on specific behaviours and pursuits in the representation of the binary gender stereotypes reflecting either male or female (Oakley, 1991).

According to West and Zimmerman (1987) gender begins with socialisation in the home by parents and extended family members, in education and within the labour market when gender roles are defined and underpinned by the patriarchal led social unit; such as family or workplace and the need for social control and the familiar cycle of gender roles to persevere (West and Zimmerman 1987; Pullen and Simpson, 2007).  

Women display the female gender in order to be accepted by males, a process which devalues femininity in its true sense, and presents the illusion of the way males expect to see females (Gerhadi, 1994). Simone de Beauvoir (1949) wrote that women are ‘othered’ and secondary to males, therefore to be accepted, it is crucial for females to fulfil the expectation of the gender role assumption, adapting in order to be accepted enabling them to cope and have a life which is tolerable, life as the ‘other’ for many can be unbearable (Pullen and Knights).

2.3. Gendered Behaviour

The theory of gender is complex, with no overarching theory of gender construction, expression and identity. There is however, within sociological perspectives, a clear difference in terms of the distinction between gender and sex.
A person’s sex is determined at birth, identifying birth sex by differences in biological make up of chromosomes, sex organs and other secondary characteristics. Gender on the other hand is grafted onto the individual over time and is socially constructed. Behaviours associated with gender role are integrated and adopted over time, a product of primary and secondary socialisation (de Beauvoir, 1953). Whilst sex is reliant on biology, chromosomes and hormones, gender is adopted and is a cultural and psychological rather than biological (Oakley, 1972). This behaviour associated with the birth genatilia and sex identity is not instinctive or involuntary, but an ongoing process of social construction throughout the life of the individual pervading every aspect of the individual’s life and experiences (Lorber, 1994.p56). Gerhadi, (1995), however believes that at birth, when assigned a sex identity and issued a birth certificate, defines the sex of the baby, therefore becoming a member of the assigned group, fulfilling the social belief that the difference in the infant’s anatomy produces opposing binary genders these being male and female (Gherhadi, 1995). The infant becomes part of a grouping, a component for the manufacturing of future generations (Gheradi, 1995). Eagly and Karau (2002) suggest that there is a consensus in beliefs in relation to the attributes of males and female, describing behaviour norms which are generally undertaken, but also there are ‘injunctive’ norms (p574), the behaviours which is in addition to stereotypical  behaviour which represent how the gender role would be desired to be played, which linked the personality to the behaviour and the correlation and production of  both (Eagly and Karau, 2002; Wood and Eagly, 2015). 
Garfinkel (1967: pp118-140) explores the situation faced by ‘Agnes’, a teenage boy who is transsexual, going through the process of gender reassignment surgery. As part of the process of change Agnes was required to live as a female for a year. Agnes, although raised until the age of 17 as male, displayed her gender as ‘120% female’, overdoing the gender display and adopting the’ injunctive’ norms of behaviour in order to prove femininity in an effort to avoid being identified as an imposter, and face the punishments imposed by society for not conforming and being seen as a deviant (Garfinkel, 1967). During this time, according to Garfinkel (1967), ‘Agnes’ was doing gender’ therefore, it could be argued, the over display of gender was a case of Agnes fulfilling the accomplishment of gender performance (West and Zimmerman, 1987).   
 The perception of gender performance as a stylised act is challenged as being a cultural act rather than a performance, which is evidenced by using the example of drag queens, who perform as women (Butler, 2002). Newton (1972) on the other hand disagrees with the performance view, arguing that drag performance is an illusion performed by ‘homosexual’ rebels, believing that the display is more symbolic displaying as female but the true nature of the performer being masculine (Newton, 1972)
 Butler uses the concept of Drag to evidence and destabilise the idea of true gender identity, thereby challenging the belief that there is a true and authentic gender presentation (Butler, 2002). 
2.4. Gender Performativity

According to Butler (1988) gender is not preprogramed, nor is gender embodied by physical attributes. Butler argues however that it is the individual that takes on the role of gender, gender is grafted on to the individual’s behaviour and appearance over time which creates a gender template of behaviour, resulting in either a male or female body. Therefore, gender is something which is learned and developed over time, delivering the pretence of gendered behaviour in terms of what people associate as being gender appropriate. Butler argues that most gender performance is consciously adopted, a choice which is made as a definition of identity and a perception on what is appropriate for the individual (Butler, 2002). This performance had no end but is continually developing and changing following the guide of the social script, an ongoing belief fulfilling societal expectations.  The performance of gendered stylized behaviour is performed by many under duress, as it imprisons some in category of birth sex and expectation or be viewed and labelled as a deviant for non-conformity in the role expectation (Butler, 1988; Pascoe 2007).  Butler argues, therefore, that the performing of gender is a strategic response for cultural survival which enable individuals to comply with societal norms, and those who fail to comply with the excepted cultural gender display are punished (Butler, 1988, p.522; Pascoe, 2007). Tacit agreement of the collective through repetition of acts which maintain heteronormative standards lends authority to the belief that the discrete and binary categories of man and woman is “natural and necessary” (p522) underpinning the assumption that any presentation failing to fulfil the normative expectation results in individuals being labelled as deviant and facing exclusion. Thus, heterosexual relations are the default social position.  Butler argues however, that any gender identity is as fully real as any that complies with social expectations. Lorber (1994) agrees; when discussing transsexuals who have changed their gender she argues that “They do not become a third gender, they change genders”.
Kessler and McKenna (1978) state that gender performance and roles are not born form sexual preferences but have been derived from patriarchy, the dominance and control position of males; the performance does not naturally come from females (Butler, 2001; De Beauvoir, 1949). The male dominated heteronormative position imposed by society is so ingrained that even in other groups such as in the gay community the feminine and butch behaviour mimics heterosexual behaviour code of norms (Smith, 1974). Conformity to the expected norms of behaviour, and or performance is compounded by the norms placed on individuals within the masculine structures of society which result in the female adopting a compulsory female passive and subservient role to meet the requirements of society (Mead, 1935). Women will adopt the female behaviour in response to each and every situation ‘doing gender’ to meet the requirement of each situation, therefore fulfilling the illusion (de Beauvoir 1949, Nivea and Gutek 1981; Pullen and Simpson, 2007). Whilst playing out the illusion by women in each ‘situation’ seems benign and delicate, it is understood that many women would prefer to be male (Ariel Levy, 2006) but only in terms of having some aspects of masculine behaviour, referred to as being a “boi”, a young care free “butch” a role which as less responsibility and accountability diluting the need from success and power whilst also ignoring proof of interdependence (Levy 2006). 

 Expanding on the preferences of women to have the benefit of some male behaviour, Doare (1982), discussed the example of the paradox of girls getting ready to go out for the evening together, carefully applying make-up and styling their hair; a production of the feminine appearance. Whereas their appearance may be essentially female, their conduct as a group, when out together is viewed as ‘terrifying’ as they behave in a group in a rude and outrageous way, challenging the appearance of docile femininity and adopting a more masculine behaviour within the group. This performance according to Doare (1982) is about the women instilling themselves and commanding a social space while presenting as female (Doare, 1982).

Women therefore have developed a reality which is manufactured and calculated, as identified by Mary F Rogers in the book ‘Barbie Culture’ (1999) which observes the behaviour of female role performance by the exaggeration of what is possible, showcasing sexuality and gender and inviting fantasy (Rogers, 1999). Rogers recognises the role of the female, not only in appearance but also in terms of conduct and behaviour, such as the requirement of the role to be nice, caring and helpful; roles which are seen as typical of female behaviour (Mcabe et al, 2006). Barbie is seen as the icon and culture carrier for idealized femininity, yet has no parents, no children nor family, and appears to be a permanent teenager and centre of her own world.  Barbie has been an astronaut, a doctor and a soldier, all essentially male dominated professions which signifies that Barbie crosses the boundaries which traditionally have separated men from women; therefore, in cultural meanings Barbie does not present as the stereotypical heterosexual norm (Rogers, 1999).  Lord (1994) considers that the icon Barbie may not even be a woman, explaining that her gender is defined, and heavily relies on props which support her characterisation of a woman transgressive sexuality. 
Similarly, Connell (2010) discusses the issues of people who are going through or have undergone gender reassignment and how the new gender affects their feeling and experiences within communication and similar interactions within their new sex role identity. Connell argues that people who are transgender have not only to “do gender” but also “to do transgender”, which according to Connell (2010) involves resistive styled acts of “undoing and redoing” of gender which suggests that gender ‘norms’ are negotiable when interacting with others.  A masquerade as in the female Mystique as identified by Friedan (1963) when women fulfil the culturally expected role.
2.5. Gender Power, Male Dominance and Paternalism 

According to Acker (1990) there is a recognition that most people work in organisations which are masculine and controlled by men. Key institutions which are workplaces, such as education, legal and health are masculine in their design and behaviour (Scott and Morgan, 1993). Regardless of the Equalities Act, (2010) and the intervention and complaints of feminists commentating on the imbalance of power between males and females is the dominant male assumptions and core values which pervade the workplaces (Collinson and Hearn,1994). Therefore, it could be argued that masculinity, is a performance which demonstrates power, control and domination (Fondas, 1997; Woyak 1997).  
These norms of masculine, patriarchal behaviour are ubiquitous within the workplace and organisational culture is demonstrated, for example, by the manager, a male referring to his female employees as his ‘girls’ and the female employees demonstrating subservience to the domination of the male, allowing the domination as they are grateful to have a sense of belonging (Butler, 2002) and being accepted (Pullen and Knights, 2007). These power interrelationships are more complicated, and the role of patriarchy and masculine behaviour within society has many layers as according to Kate Millett (1969), men will control women, and also males who are older will control younger men. Similarly, according to Collison and Hearn (1994), older men will adopt a patriarchal role in relation to other males in the workplace. Women are known to maintain their roles through conformity to the low-key rules of the culture of the ‘Gentleman’s Club’, fitting in to the requirement and the environment (Acker, 1990).  

The status created by paid employment and work role on men has been widely researched and has demonstrated how workplaces are steeped in masculinity, both in values and culture (Collinson and Hearn 2011:3).  The opportunity of promotion within the workplace demonstrates an ingrained masculine culture, specifically in the managerial roles, and the reliance on the need of the support of both his matrimonial partner and a wife within the workplace (Kanter, 1977; Collinson and Hearn, 1994) 

Similarly, Freidan (1963) wrote that workplace and organisations acted as a Corporate Family, derived from heteronormative expectations and hegemony and is directly derived from gender and capitalism (Parkin, 2001; Hartman, 1976). Therefore, there is consensus that the workplace and similar organisations follow the template of heterosexuality and dominate espoused values (Butler, 2000). In terms of this corporate family, the leader adopts the role of the head of the family, often demonstrating aggressive and punitive management and leadership behaviours (Adair, 2001)  

2.6. Gender and Leadership
 In 21st Century Britain, there is an assumption that most workplaces demonstrate equality, similarly that the organisations and employment provided is inherently gender neutral. Certainly, there has been some effort in female gendered roles to neutralise the gender assumption; for example, the gendered profession of secretary   is often advertised more technically as an administrator, masculinising the role (Haines et al.2016). According to Joan Acker (1990) the fabric of the workplace is gendered in terms of the structures, hierarchies, and processes. Acker (1990) believes that, not only are the organisations gendered, but the roles offered as employment are inherently gendered, requiring a disembodied individual whose existence revolves around work; this ideal worker is being male, being able to focus on his career as masculinity is at the core of each organisation (Morgan, 1989; Acker 1990). Organisations, according to their structure, are masculine and are designed for men with more senior and responsible positions delineated for men whilst the less responsible role are for females (Acker, 1990; Smith, 1989). The power and comfort role of the female being working within the home (Smith,1974). Leadership and managerial roles which have an element of control and power has been viewed and the role which is synonymous with masculinity (Fiske et al, 2002; Collinson and Hearn, 1990; Weber, 1915; Adair, 2001; Ionescu, 2012; Smirich, 1992). Control of the workplace, where symbols of male power and domination are promoted, and performed daily (Egerton 1996, Kolodry 1986, Showater 1986, Odak, 1997).  Leadership and management is, according to Eagly and Karau (2002) harder to achieve for females due the perception that females have less ability to control than men. It could be argued, therefore, that it is not necessarily the sex role of the individual which affects capabilities of leadership if one considers that workplaces’ traditional design is derived from rational workplace design and discourse created from patriarchy (Weber, 1915). The fact that the link between bureaucratic and rationale system being masculine (Bologh, 1990; Lloyd 1993; Morgan, 1996). Also, the way in which the workplace is managed demonstrates a clear preference for males rather than females, particularly in relation to women being promoted (Wicks and Mills, 1998). 
Throughout this section, a review will be undertaken of theories of leadership and gender. There are numerous reported issues, or barriers, which prevent females from progressing to higher positions within the workplace. The Glass Ceiling (Loden, 2017) is in place which can insist that workers have full time positions and or have to frequently attend meetings outside of the hours of work (Haines et al. 2016; Buchanan and Huczinzky, 2009).  The concept of the phenomenon known as Bio Power as set out by Henry Foucault (1989) where the amount of time at work is a factor in the overall performance of the individual at work (Buchanan and Huczynski, 2009) 

There are other obstructions which are subtler, such as the perception and impact of gender on leadership, and also interestingly, why the adoption of more feminine, softer behaviours is undertaken by many leaders in pursuit of their aims and objectives (Riggio and Tan, 2014) 

Leadership can be defined in numerous ways. Typically, in larger organisations, the figurehead with fiduciary duty would be the Chief Executive or Director. There are far fewer women in the upper echelons of companies, and where there are women in these roles, their directorship is either unsafe or not wanted by men, generally due to the level of financial remuneration (Buchanan and Hucksinsky, 2009). Unlike males, females in senior roles come under greater scrutiny than males (Kanter, 1977); within the nursing profession, for example, a male change nurse will command more respect than a Sister (Pullen and Simpson, 2007).

Rarely is there any succession planning, or meritocracy where there is a genuine opportunity for females to progress into leadership and executive roles (Catalyse, 2005). It is the males that have the most opportunity, typically having a monopoly on senior positions and executive posts (Crawford, 1996; Mills 1997), supporting the continuation and pattern of the culture, homogeny and heterosexuality, and open suspicion of women in roles of power (Harrison, 1998; Parkin, 2001).

The perception of the female as leader evokes thoughts and narrative in terms of the role expectation of the female in the role, which by design conflicts with gender role assumptions; the gender role of the female blending with the leader role which is essentially masculine. This therefore presents the expectations of the behaviours expected from females and the behaviour often demanded from females in role of power and the managing of the dual role and expectation in an arena of intense scrutiny, as leadership is a gender occupation constructed from masculinity (Pullen and Simpson, 2007).
Eagly and Karau (2002) state that females in the workplace face a two-pronged prejudice in their quest and aspiration to become leaders, and moreover those females who are in such positions face similar challenges. The theory of role congruity highlights such prejudices, explaining the perception of the stereotypical behaviours of females, and that of males which are required to undertake the role of leadership effectively and successfully. It is the fundamental nature of males and females which create the disparity and incongruity, with natural characteristics, and the characteristics required within the leadership roles. Females are viewed as having more ‘communal’ softer traits, being naturally concerned with the wellbeing of others; soft and caring. Males have characteristics which are more agentic, presenting as competitive and assertive, behaviours that lend more appropriately to the role of leadership and business. This belief qualifies that women due to their communal qualities are not agentic, and males likewise are not communal.  The constraints placed on women due to the qualities necessary for leaders to control colleagues and subordinates, according to general perception, eliminates their ability to act as an agent for change, and therefore to occupy more senior decision making role (Pullen, 2004, Buchanan and Huckzinky, 2009). Eagly and Karau (2002) argue females are viewed as less capable than males, and as unsuitable for senior roles due to their communality; females in leadership roles have a further burden as the expectation of the role conflicts with their gender role. Females who are successful in senior leadership roles adopt agentic characteristics but are scorned for the violation of the gender stereotype and communality, a negative response to the role; branded devious, deviant and less rational than male counterparts. Furthermore, prejudice of women in senior roles within organisations results in the denial of career progression, barriers are put in place to prevent promotion, and the successes of the female in the role is devalued, specifically the strengths of the female in interrelation matters, even though the expectation is desirable or essential within the leadership role (Fletcher, 1999). 

However, it is becoming recognised that the role of leadership and management is experiencing change and becoming more reliant on female attributes (Nanette Fondas 1997; Fiona Wilson, 2002). Leaders are now required to display more communal characteristics in their roles of power and are more concerned with the development of employees; a ‘post heroic’ form of leadership which is more linked to social processes and relational rather than the more masculine and conventional leadership style, and more related to feminine traits and domestic values (Fletcher, 2003; Rees, 2004).
This behavioural model of leadership stems from complex interactions recognised previously as “doing gender’, ‘doing power’ and ‘doing leadership’ (Fletcher 2003: IIIp.7). An interesting case study is Margaret Thatcher who led the Conservative party to election success in 1979, who having worked in the masculine dominated Houses of Parliament, in order to succeed and be accepted, had incorporated masculine behaviours. Mrs Thatcher was known as a ‘Battle Axe’ by her colleagues and subordinates in Government, and she was named by the Russians as the Iron Lady. Whilst these efforts succeeded in her career aspirations, in order to gain popularity with a disenchanted British public and remain as Prime Minister Margaret Thatcher was advised to transform her image by softening her voice and hairstyle in order to make her more appear more feminine. However, when the satirical comedy puppet-show Spitting Image (ITV, 1984-1996) parodied Thatcher they presented her in a man’s pin-stripe suit and smoking a large cigar depicting her as one would view a powerful and successful businessman, parodying the agentic and masculine nature of the top political position and contradicting the de-masculinisation of her public image. 

Although leaders have to utilise softer approaches and emotional intelligence to their role, Deborah Rees (2004) identified that the increased financial remuneration for higher posts and executive roles did not compensate women for the inflexibility of the role (Buchanan and Huczynski: 2009). The financial rewards were deemed low on the list of requirements for females, it is the more personal aspects of the workplace and workplace design that have more importance and values and the ability to manage the commitments of the household and home (Jacobsen, 1994). 

2.7 Gendered Occupations 

Hetero-normative beliefs and expectation of the gender roles and performance have resulted in some occupations having a prescribed gender which is hidden within the job description (Blackburn and Jarman, 2006). Traditionally women have occupied a secondary place within the workplace and labour market (Roberts, 1991) and have, in the past, been seen as ‘occupying the jobs which historically were not seen as true jobs as they were part time and had no union representation’ (Haines et al .2006)   

Many positions within society have perceived gendered occupations and are seen as ‘women’s work’ (Blackburn and Jarman, 2006). Professions such as primary teaching and nursing have historically been seen as roles dominated by females as they are deemed to require traits such nurturing and care; traits which are viewed traditionally as a woman’s role and part of the communal nature of the female. Similarly, the role of a politician evokes the sense of a male gendered occupation due to its competitive, aggressive and status orientated nature; traits which are masculine and agentic contradiction of the role of women who are seen to have a motherly expectation (Pullen and Simpson, 2010)

The workplace itself is an area which promotes the de-sexuality of its inhabitants, omitting the more human attributes such as comfort and love which are linked to the feminine   in the aim of managing and controlling its employees (Hearn and Parkin, 1992). This process occurs throughout childhood and early adulthood individuals being programmed within the civilising process such a wearing uniforms to school (Hearn and Parkin. 1992). Similarly, leadership and management are viewed historically as a male dominated role, men, it is argued, prefer the company of men and are challenged and uncomfortable in terms of confidence and work role when women take on leadership roles (Mayes, 1979). It is argued that in this situation women exploit the male vulnerability by enforcing their power by the way in which they dress and present themselves, furnishing and decorating the work environment in a way which is meant to manipulate the male workforce (Korda, 1976).  However, is they did not present themselves in accepted way they would be treated with dissent as women in more senior roles are viewed as less successful if they do not wear make- up (Nivea and Gutek, 1981). A further barrier is that men prefer the company of men and tend to lead younger men and are generally suspicious of females in more senior leadership roles (Mayes, 1979)   However and opposing view is that it is other females who have the greatest difficulty with females in high ranking role leadership believing and labelling them as being hysterical, petty and inclined to gossip (Vukanovic, 2012) 
 Despite each argument females have less opportunity to assume higher ranking positions in male dominated professions, however according to the theory of the glass escalator (Williams 1992 cited by Snyder and Green, 2008) men who enter female dominated professions are more likely to have promotion to managerial positions as they carefully plan their way to the top by linking and developing relationships with other men in higher positions of power. Men also will look at the less female aspects of the role, for example in nursing a male may take the path of a less caring role and aim for a technological, more masculine, role within the female dominated profession and seek promotion through specialisation (Snyder and Green, 2008). According to Pullen and Simpson, 2007 males are compelled to seek promotion due their competitive agentic nature and instinctively are compelled to be promoted. 
 Whilst females are considered to have softer communication skills, the pressure of maintaining interpersonal relationships has resulted in females in leadership role supressing anger and not being congruent, due to fear of damaging inter-relationships (Glankos, 2002) therefore it could be argued that the role of leader as presented by a female is incongruent due to the need for a positive social identity  
 Leadership strong and dominating role the essence of masculinity, managing services and production being transactional and second nature to males (Smiricich, 1993). Masculinity is a performance of control an accepted and legitimate way of dominance and subordination of others (Eagerton, 1996; Fondas, 1997; Wodak, 1997).  It is therefore the self-image and explicit and implicit behaviour of the leader which contributes to the gendering of the workplace and organisation (Benschop and Dooreward, 1991; Mill, 1999). Managing people is seen a domain for the female as it requires communication and the softer skills of management and the establishing of relationships (Knights and Sturay, 1997) as women have a different ‘voice’ and a different ‘way of knowing’ (Jacobsen, 2007).
Some work is viewed as typical woman’s work role that naturally fall to the perceived skills and strengths of women (Garu and Pryel, 1983) a symbolic relationship between women and nurture, kindness and caring the docile aspect of the female gender (Wollerstonecraft, 1972 cited by Bordo, 1995). As identified many professions are gendered or at least have a gendered perception or assumption in relation to the role. The attributes of a nurse are to be caring helpful and soft. However, it would be assumed that a role which is female dominated profession which is tailored to the perceived attributes of the female they would achieve great success and career opportunity. However, in relation to the numbers of males in female dominated roles, there is a higher number of men in senior and managerial roles is disproportionate to the numbers within the profession (Pullen and Simpson, 2007).  As men enter female dominated roles, adopting as stated by de Beauvoir the role of the ‘other’, a role produced by women to fulfil the requirements of the ‘one’ male (de Beauvoir, 1949).  According to Pullen and Simpson, 2007) men when becoming the ‘other’ use their masculinity to dilute the female role, scattering some caring behaviour amongst a more rational and controlling approach to the work. This creates an aura of calm and control which aids career progression. Likewise, according to Knights and Kerfoot (2004), are programmed to take on control and be in charge doing so by use of fraternity, networking and by befriending males in higher positions and by adopting a role of the person that females turn to in crisis. Males adopt a dynamic approach to the gendered roles and have success in the ‘doing of identity’ (Pullen and Simpson, 2007).
Whilst Butler (1982) evidences the complex and fluidity of the act of doing gender Pullen and Simpson (2007) discuss the concept of, within work and organisational life, ‘doing identity’; a performance which captures the essence or perceived performance of the role such as in the case of nursing, the feminine caring and helping role (Pullen and Simpson, 2007).  This is consistent with the view of de Beauvoir that   gender is a situation, a role which is produced to fulfil the requirement of the moment according to where and who is present (de Beauvoir, 1949).  It could be concluded therefore, that men within female dominated professions undertake a gender role or identity performance (Pullen and Simpson, 2007). However, in contrast to the female gender and identity display the male performance is strategic in its design, driven in competitiveness and the need for control by an innate internal compulsion to progress to the top (Knights and Kerfoot, 2004).   
3 RESULTS AND DISCUSSION
3.1
Introduction

Prior to the 1950’s there was little understanding, or desire to understand the nature of gender until Kinsey’s ground-breaking experiments on male sexuality (Kinsey, 1948). During the 20th century the study of the sociological nature of gender has developed into one of the principal areas of sociology leading to a new sociological model, particularly in the fields of inequality, feminism, race and class (Lindsey, 2014).

Social interactions between people are inherently gendered and influenced by the status and roles that the participants occupy. Stereotyping of male and female roles results in discrimination and sexism. (Wharton, 2012, Lindsey, 2014). Zevallos (2017) suggests that females have lower cultural prowess than male counterparts as patriarchal societies construct femininity through masculine ideals and male dominated cultural scripts. 
Gender is the social and psychological aspect of an individual in social interactions as distinct to sex, which is the biological aspect of their being. Sexuality and sexual orientation is about the way people derive sexual pleasure and issues of sexual attraction, sexual practice and sexual identity which may, or may not correspond with the gender and/or sex display.  These definitions are often confused (Lindsey, 2014; Zevallos, 2017).
There are a number of sociological perspectives on gender roles including functionalism which explains how gender is based in social order and stability; Feminist Marxism which explains gender inequality as a consequence of capitalism; there are several feminist perspectives which have a locus on ending oppression and the empowerment of women; and there is the theory of symbolic interaction which describes the socially constructed nature of gender, and focuses on the interactional basis of doing gender in everyday situations (Goffman, 1959, 1963, 1971; Lindsey, 2014) .

In heteronormative, mainly western, post-industrial societies there is dichotomous presumption as to the nature of gender which has led to an established power hierarchy which favours men. However, the nature of gender varies widely across cultures and changes over time through socialisation, for example the growth in celebrity culture and social media and technological advancements in communications has exposed, some might say enlightened, many younger people to the possibility of alternative lifestyle choices and viewpoints. Such changes in western societies, including the growth of social media and celebrity culture, has meant the cultural meanings attached to social norm roles of men and women and the acceptance of what is appropriate behaviours for each has changed, including behaviours previously considered as deviant. This has led to sociological changes such as, for example the widespread acceptance of gay culture and the legalization of individuals marrying others of their own sex (Zevallos, 2017).
3.2 Gender construct and gender display 
Gender is distinct from birth sex, although there is a societal expectation to define new born with adornments of either pink or blue and an assumption that the definition at birth will map out their future lives (Oakley, 1974).  

It is apparent that gender is a cultural act which is refined and changed over time and adapts and changes according to circumstances and does not directly belong to male and female, but is fluid responding to environmental and socio-cultural influences (Oakley, 1974, Goffman, 1959). Gender display evolves according to societal norms and re invents itself, however the core principles of gendered behaviour have a strong bond with heterosexuality, patriarchy, capitalism morality, obedience and expectation derived from social norms (Young, 1981; Jacobsen, 2007)
Goffman (1959) likens the gender to display to a stage performance, undertaken according to cultural scripts which influences and reinforces our perception of the other, and correspondingly influencing and reinforcing our own behaviour based on the reinforcement of cultural norms and expectations. Bauman (1991) established that gender identity, as in all social identities, involves dichotomies, that is requiring at least two interacting actors; in heteronormative societies this usually means male and female. Men and women are established in the social script as opposites; woman therefore becomes the other of man (Bauman, 1991). Gender is therefore modelled through concepts of ‘otherness’ (Bauman, 1991). In her influential book The Second Sex (1949), Simone de Beauvoir describes her experience of being Othered, and how, as society is masculine, females are incidental to males, defined only in relation to man. The concept of Otherness in gender relations is important as Otherness results in the formation of minority and majority social identities, and as described earlier, gender is one form of social identity. Concepts of difference and similarity are fundamental to social identity and belonging. Belonging to a social group relies on there being others who are not part of the social group. The majority social identity shapes the cultural norms and is inherently more powerful, creating an innately unequal relationship. The concept of gender as a social identity which is constructed through social interaction is founded in earlier sociological work on the formation of social identities. Mead (1934) determined the principle that all social identities are formed through continual social interaction; furthering Cooley’s (1902, P183-184) concept of ‘Looking-Glass-Self’, meaning that by the way we interact with others, is how we develop a social-self, and engage in a continual process of self-reflection of how the Other perceives us, and our emotional response to this perception. This self-reflection and the judgements that it arouses cause us to adjust our behaviours according to our self-image (Rosseau, 2002). 
3.3 Gendered Behaviour
Gendered behaviour refers to the perceived differences and similarities in behaviour between the sexes; commonly called the sex roles (Wood and Eagly, 2015). These perceptions begin at birth with the sex determination of boy or girl, or possibly before this if the sex is known, and the preparations that the parent(s) make for the child’s future, in the language used, the mode of dress and the toys the child will play with (Lorber,1994).  

These perceived differences and similarities result in the formation of gender role assumptions and gender stereotypes which influences behaviours which are considered gender normative roles (Eagly and Karau, 2002). Men and women internalize and incorporate these beliefs into their behaviours through the process of observation and socialization (Eagly and Karau, 2002). By and large, these behaviours and beliefs are internalized as a result of a tacit consensus of gender role beliefs, but most individuals also incorporate other behaviours based on their personality or own interpretation of the gender expectation, called injunctive norms. There are, therefore, a range of behaviours which fall within the premise of acceptable masculine and feminine behaviours (Wood and Eagly, 2015; Eagly and Karau, 2002). However, even these must fit within narrow role expectations, otherwise the individual is considered deviant and will be subject to social control, punishment or exclusion (Garfinkel, 1967, Pascoe, 2007).
In order to meet these gender normative expectations, men and women perform a stylised performance in accordance with cultural scripts which reflect their perception of the gender role which are in turn determined by societal values (Goffman, 1959).  This gender performance continues throughout life, and therefore gender role identity is continually in a state of flux and development (Goffman, 1959, Zevallos, 2017). Gender forms an integral part of our social identity (Haralambos and Holborn, 2008) and as with all forms of social identity the role performance revolves around interactions with other actors (Goffman, 1959, 1972) and is therefore formed in terms of aspects of ‘otherness’ (Zevallos, 2017).  
Gendered behaviour can be explained partly to the evolutionary process of humans as undertaking the tasks necessary for survival were dependent on biological and psychological traits resulting in the division of tasks (Wood and Eagly, 2012). In modern societies, there is a heteronormative expectation, and an assumption of hegemonic masculinity, based on cultural scripts which are a consequence of the industrial revolution when the defined roles of housewife and provider materialized from the emergence of two distinct spheres of gender roles; the female private or domestic world and the male public world which included the economic world of business, employment and production and politics and culture (Oakley, 1976).

Gendered behaviour is part of the fabric of social structure by which society organises itself, and this varies across cultures. However, social structures change over time through generational and intergenerational adjustments and through social, legal, media and technological advancements; therefore, notions of masculinity and femininity and stigma change also (Lorber and Farrell, 1990). Such changes, for example, mean that in the UK there are now many more women employed, although there remain structural and social barriers to their full participation in the workforce (Haralambos and Holborn, 2008). Other examples include the loosening of ideals of female and masculine behaviours, and the transformation of other sociological phenomena such as same sex marriage, one parent families, women having tattoos men wearing make-up (Lindsey, 2014) 
3.4 Gender Performativity
Gender performativity is one of the central tenets of contemporary gender theories.

Gender identity is constructed through a series of stylized performances based on cultural scripts which society has developed to order itself and maintain stability (Parsons, 1955; Butler, 1988; Lorber and Farrell, 1990). 
Goffman (1959) compares gender performativity to the imagery of a theatre performance with each actor undertaking a role in order to give meaning to themselves, to others and to the situation they are in. Facets of the role, including props such as dress and adornments, and aspects such as manner and appearance have socially attributable meanings such as social status and gender which deliver impressions to the audience, reinforcing the social identity of the actor to the others in the interaction. Therefore, different situations will require the performer to alter their performance according to the setting. Unfamiliar social scripts or settings may lead to othering as the actor fails to fulfil the expectation of the audience (Goffman, 1959).

Butler (1988) sees gender performativity as a means of cultural survival, as a means of avoiding punishment for not doing gender in accordance with societal expectations, reinforcing heteronormative values. However, both Butler (1988) and Lorber (1994) conclude that gender performativity is only part of the scenario, considering that when people do gender, they in fact, become the gender they are performing. Therefore, gender performativity is constantly being refined and adjusted, as people not only do gender, but also undo and redo gender according to the situation in which they find themselves, reinforcing the view that gender is a fluid concept, constantly in flux.
3.5 Gender Power, Male Dominance and Paternalism
 A recurrent theme in gender in contemporary sociology is the recognition of the heteronormative nature of modern post-industrial western societies. In such societies there is a presumptive as to the nature of masculinity and femininity and to the roles of men and women.
Current societal presumptions as to these sex roles evolved out of the industrial revolution and remained largely unchallenged until the emergence of the feminist movement in the 1960’s. Simone de Beauvoir (1949) and Betty Friedan (1963) were early exponents of the nature of female inequality, arguably founding the feminist discourse.

According to Acker (1990) female inequality in the workplace arises because institutions and workplaces are owned, controlled and managed by men, and are masculine in their structure and behaviour; demonstrating power and control.

Friedan (1963) suggested that corporate life reflects family life with the male as its head and the female as subordinate, which is derived from heteronormative societal norms.

Both men and women suffer inequalities in modern societies, however female inequality derives from the disproportionate power that is afforded to men from societal gender norms (Haralambos and Holborn, 2008; Eagly and Karau, 2002). As has been seen these gender norms have their foundation in the discrete sex roles that developed from societal changes as a result of the industrial revolution (Oakley, 1990). Masculine power is interpreted in different forms. Lindsey (2014) provides an overview of the theories of gender inequality due to disproportionate male power, principally from a feminist perspective. Radical feminism considers that female inequality lies directly through the oppression and exploitation of women by men through a patriarchal society. However, radical feminism has been criticized as demonizing men, and failing to provide any rationale for the position of women. Marxist feminists attribute the inequality of women to the nature of capitalism; to the exploitation of women as unpaid workers in the home and to the disproportionate advantage that is afforded to men under a capitalist system. Liberal feminism proposes that social structures and the socialization of the gender roles results in rigid gender focused assumptions leading to stereotyping and sexism. The aim of liberal feminism is to eliminate inequality through societal change by promoting equality of opportunity and the elimination of discrimination (Lindsey, 2014). 

3.6 Gender and Leadership

As has been demonstrated, social gender theory such as those proposed by Butler (1988), Acker (1990) and Lorber (1994) suggests that society establishes norms of behaviour which fit the model expectations of the traits of men and women. 

Such beliefs carry over into the workplace where leadership is an essential element of organisational culture. The notion that there are two spheres of activity for women and men; the private home for women and the public workplace for men influences the stereotype of the role of housewife resulting from societal structural changes as a consequence of industrialization (Acker 1990, Oakley, 1976).

The corporate world has traditionally been the realm of the male, and businesses is viewed as synonymous with masculinity (Collinson and Hearn, 1990). The masculinity ideal pervades organisations, both in terms of their structures which reflect patriarchal norms, and as the prerequisite for leadership through symbolic male power displays and the belief that men are more deserving of power (Collinson and Hearn 1990; Egerton, 1996; Weber, 1915). People tend to see men as having the agentic traits desirable for leadership; intelligence, competitiveness, competence, confidence and being socially dominant (Fiske, et al, 2002). Conversely, such traits are considered undesirable in women (Prentice and Carrenza, 2002). For women in leadership roles the desirability of agentic traits causes role incongruity as the social normative stereotype of the passive female is violated (Rudman, et al, 2012). Women who do-leadership and display agentic behaviours and exert dominance are often denigrated or belittled (Rudman, et al, 2012). They are also subject to more scrutiny (Kanter, 1977). Good examples are two females in the predominantly male field of politics; Margaret Thatcher and Hillary Clinton. Thatcher, who as Prime Minister (1979-1990) was denigrated by cabinet colleagues as a ‘battle-axe’ and represented in the media with stereotypical masculine traits, whilst the media coverage of the Clinton’s candidacy for the Presidency in of the USA in 2008 and 2016 focused on her personality, alleged unlikability, untrustworthiness and feminist agenda. Misogyny was undoubtedly used by her opponents as a campaign strategy (Carroll, 2009).
Women are therefore seen as less legitimate leaders and will meet resistance to their authority. However, there is evidence that women are considered more legitimate leaders in situations where female stereotypical traits are valued, such as caring, nursing and teaching where a more communal approach is desirable (Eagly and Karau, 2002).

As described earlier, women face barriers in employment on two fronts, horizontal and vertical (Harlambos and Holborn, 2008, Ward, 2012). The term ‘glass ceiling’ (Loden, 1978) has become a culturally established term for the apparently invisible barrier to women’s advancement. Indeed, Clinton used the symbolism of smashing the glass ceiling in her campaign.

There is also some evidence of cultural change in this area, however, as leaders may be adopting what are considered more feminine behaviours, as interpersonal skills, nurturing and positive people management, motivation and emotional intelligence become core concepts in organisational management. Furthermore, issues such as corporate responsibility, social justice and ethics have become important business considerations in recent years prompting more communal responses from organisations (Woods and West, 2014).
Equality laws have certainly made a difference in gender equality, most people today would support the concept of gender equality, however entrenched societal structural barriers remain and women continue to be treated less equally than men in terms of pay and opportunities (Haralambos and Holborn, 2008; Hearn and Parkin, 2002). 
3.7 Gendered Occupations
Kanter (1977) highlighted the differences in experience of women and men as employees in organizations, and in doing so founded sociological interest in the process by which gendered occupations give rise to inequalities.

Occupations become gendered when societal expectations of gender stereotypes determine that the abilities or traits of one gender are deemed more appropriate for a particular role, for example women are more caring and therefore more suited to nursing (Ridgeway, 2011). Since an individual’s social identity is significantly vested in their job, whether paid or not, gender biased wording in job adverts, job titles, job descriptions and person specifications which reflect attributable social normative traits to the role, exacerbate the issue (Pullen and Simpson, 2010; Ridgeway, 2011). Over time, gender stereotypes become strongly associated with particular types of work, affecting the way the job is perceived, undertaken, rewarded and represented, fixing the job in stereotypical amber (Ridgeway, 2011). This process is the result of social interaction, similar to that of gender construction, through which individuals categorize types employment by sex category (Ridgeway, 2011).
Eagly et al. (1995) found that perceptions of a job are often influenced by the post holders gender. This tends to advantage men in male stereotyped roles; for example, if a male manager leaves, there is a presumption that his replacement will also be a man which impacts on, for example women candidates seeking promotion through internal processes. However, in female stereotyped role, women are similarly advantaged (Eagly, et al, 1995). Simpson (2004), however found that men in female gendered occupations gain advantage from their minority gender status because of their assumed leadership capabilities and being considered more ambitious. ‘Token women’ in male dominated work environments however, have to contend with enhanced career barriers and a hostile working environment, including the increased possibility sexual harassment (Simpson, 2004, p4).

Gendered occupations have prevailed despite equal opportunity legislation such as the Equality Act, 2010, which makes it unlawful, except in very defined circumstances, to recruit people according to their sex, and one area that there has been a focus on is factors which can influence perceptions of sex bias in recruitment. The Equal Opportunity Commission (EOC) states that in recruitment processes “Females must be treated the same as male applicants” (Equal Opportunities Commission, 2018). There is a tacit implication in this statement of preferential treatment of men, since the EOC does not specify that males must be treated the same as females.  

However, as a consequence some job labels have become obsolete and have been superseded by job titles which are gender neutral; there are no longer policemen or policewomen, but police officers; firemen/women are firefighters and the term actress is rarely used for a female actor, in nursing Matrons are resigned to history to be replaced by Ward Managers though Sisters persist, Chairman is Chairperson or Chair, Secretary has morphed into Administrator, Air Hostess is Cabin Crew, and these days, few people would use the term housewife in everyday language (Haines et al, 2006).    
4 CONCLUSION AND RECOMMENDATIONS 
Whilst sex refers to the biological aspect of male and female; chromosomal, hormonal, physical and psychological, gender describes the interactional social identity of masculine and feminine.  Contemporary sociological theory considers that gender is part of our status set, a cultural social identity that is constructed through interaction with others which establishes, reinforces and refines normative traits which are perceived as the ideal or appropriate behaviours for masculine and feminine as the embodiment of male and female. There are however, many different masculinities and femininities possible, and sociologists such as Oakley and Connell believe that there is no predetermined way for men and women to behave.  There is some debate as to whether biological functions such as hormonal and brain processes influence gender traits. Goffman considers that gender is a type of performance that individuals undertake in social interactive situations which changes with the audience, whilst others such as Zimmerman and West believe that people ‘do gender’ according to societal norms and expectations and their present situation.  Sociologists such as Judith Butler and Joan Acker consider that the social construction of gender begins at birth with the designation as boy or girl which determines the parental and societal response, such as dressing in pink or blue, the choice of toys and expectations and planning as to the child’s future.   However, there are wide cultural variations in the meaning of gender difference across societies, and in societies at different times, leading to criticism that the social construction theory of gender is ethnocentric, based principally on research and observation in predominantly white, developed societies.

In the UK and in other western societies, gender difference is a principal indicator of inequality between men and women. The causes of this inequality are a result of modernity, through the societal structural consequences of industrialization and the emergence of separate spheres of activity for women and men, the private home and the public place of employment, creating divergence in roles; housewife and provider. These societal structural developments have led to western societies becoming heteronormative and male hegemonic, emphasizing male dominance and patriarchy. This has given rise to feminist movements which are aimed at ending the oppression of women and securing equality. Feminism has made important contributions to the understanding of gender difference and relations, and the position of women in society and to sociological science.   

Both men and women bear the consequences of inequality in many aspects of their lives, though women are generally considered to be the most disadvantaged, particularly in areas such as employment where men tend, not only to earn more, but to hold more senior, prestigious jobs; women face both vertical and horizontal barriers in employment. Other barriers for both sexes exist as some types of work have become gendered due to certain gender normative traits are considered more appropriate to the job.
Although there have been significant advances in women’s place and role in society, there is ample evidence that there remains in many areas of life inequality and gender disparity. 
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