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Abstract
Psychological mechanisms of occupational gender divisions in Japan were
investigated. Relationships among ratios of men to women in employees,
as well as gender differences in stereotypes, gender role identities, and selfefficacy were examined in Japanese youth (n = 720, Mean age 21.66 years;
SD =1.07). Both men and women had stereotypical perceptions that identified occupations employing more men as masculine, more women as feminine, and occupations with less gender gap as gender neutral. Comparing
self-efficacy scores indicated that men had higher self-efficacy than women
for male-dominated occupations, whereas women had higher self-efficacy
than men for female-dominated occupations. Results of hierarchical multiple regression analyses suggested that a combination of masculine and
feminine gender role identities had beneficial effects on self-efficacy for a
wider range of occupations, with masculine identity exerting a more powerful influence. Implications for vocational and educational interventions
focusing on gender stereotypes and gender role identity were discussed.
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1. Introduction
Much progress has been made in recent years in bridging the gender gap.
However, occupational gender divisions still remain in contemporary Japanese society. Women gain nearly equal access as their male counterparts to
education, but nevertheless, they remain underrepresented in traditionally
male-dominated occupations such as engineers, university professors, and
aircraft pilots (Ministry of Health, Labour, and Welfare 2016). Gender imbalances are not limited to the underrepresentation of women in male-dominated
occupations, but conventionally female-dominated occupations such as flight
attendants, kindergarten teachers, and dietitians have less than 10% of male
employees (Ministry of Health, Labour, and Welfare 2016). As indicated by
these labour statistics, people face gender-based barriers even today because
only a limited degree of gender mobility has been achieved. This study invesJournal of the Academic Society for Quality of Life
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tigated the deep-rooted occupational gender divisions in the Japanese labour market using psychological
concepts including gender stereotypes, self-efficacy, gender role identity, and gender role attitudes.
1.1 Gender Ratio and Stereotype Formation
Gender stereotypes are over-generalized beliefs about gender that are differentially related to men
and women (Williams & Best 1982; Williams, Satterwhite & Best 1999). For instance, men are expected
to be independent, decisive, good at math, and breadwinners, whereas, women are regarded as dependent, talkative, considerate and responsible for household work. People also apply these stereotypical
views to occupations by expecting men to pursue male-dominated careers and expecting women to pursue female-dominated careers. Even elementary school children make gender-specific interpretations
about occupations, implying that children have already acquired a well-developed knowledge about relationships between occupation and gender (Liben, Bigler & Krogh 2002). These gendered ideas about occupations are preserved even in adults, such that both men and women possess definite opinions about
which occupations are associated with which gender (Oswald 2003).
Krefting, Berger and Wallace (1978) explored determinants of occupational gender stereotypes and
reported that jobholders’ gender was the best predictor of stereotypes and that people regard the predominant gender of employees in a particular profession as the appropriate gender for holders of that
occupation, whereas the job content of an occupation made a unique, but only a small contribution to
the formation of stereotypes. Similarly, masculine versus feminine occupational images reflect the proportions of male and female jobholders (Glick, Wilk & Perreault 1995). Moreover, female to male ratio
had a significant impact on occupational stereotypes, whereas other factors such as earnings, working
hours, and average age has a minimum impact (Adachi 2013).
These results suggest that people create occupational gender stereotypes based on the dominant gender of jobholders, which in turn results in choosing career alternatives that are congruent with existing
gender stereotypes. To understand this better,, the relationship between the dominant gender of jobholders in an occupation and gender stereotypes was investigated by comparing gender balanced and unbalanced occupations. Also, the effect of gender stereotypes in gender neutral occupations having less pronounced gender differences in jobholders was also examined.
1.2 Self-efficacy
Self-efficacy is defined as a person’s beliefs about his or her abilities to successfully perform designated behaviours (Bandura 1977). Since the introduction of this concept into the field of career research
by Betz and Hackett (1981) and Hackett and Betz (1981), numerous studies have regarded self-efficacy as
a core concept in understanding and facilitating career development among different populations (Betz
2004). Current findings on the role of self-efficacy in career decision making indicate a relationship between self-efficacy and managerial ambitions (Annelies 1999), occupational considerations (Gore &
Leuwerke 2000), and interests (Rottinghaus, Larson & Borgen 2003). Also, a number of studies have
demonstrated the critical role of self-efficacy in understanding the disproportionate distribution of men
and women in different occupations.
Some studies have highlighted detrimental effects of gender stereotypes on self-efficacy. For instance,
Lerdpornkulrat, Koul and Sujivorakul (2012) indicated that the endorsement of stereotypes such as men
are better than women in physics has a negative impact on self-efficacy among female students. Moreover, Sweida and Reichar (2013) found that female entrepreneurs have to contend with embedded masculine gender stereotypes even today and that the activation of gender stereotypes lowers self-efficacy of
entrepreneurs. On another note, a study conducted by Muldoon and Reilly (2003) reported the negative
effect of gender stereotypes among men, by demonstrating that the stereotype of nursing as a career better suited for women acted as a barrier for male nursing students. As a result, they argued that gender
stereotype could be one reason why female-dominated professions fail to attract more men. Most studies
investigating relationships between gender stereotypes and self-efficacy have focused on specific occupational fields, without including different occupational alternatives. Therefore, this study was designed
to investigate relationships between self-efficacy and the ratio of men to women in a wide range of occupational fields.
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1.3 Gender Role Identity and Gender Role Attitudes
It is important to consider the socio-psychological and biological aspects of gender when examining
gender differences in career development. Bem (1974) first proposed the idea of psychological androgyny, defined as having high scores for both masculine and feminine gender role identities. In a study
conducted in 1975, Bem reported that androgynous people displayed situationally effective behaviours
across masculine and feminine type of situations. This suggests that the combination of masculine and
feminine gender role identities increases adaptability to a wide range of occupational settings. Subsequent studies have explored the role of masculinity and femininity in explaining gender differences in
careers. Muldoon and Reilly (2003) for example confirmed the central role of gender role identity by
demonstrating that psychologically androgynous students had broader occupational horizons and were
least affected by gender stereotypes. Ngo, Foley, Shuang and Loi (2014) compared effects of masculine
and feminine roles in career success. Their study highlighted the central function of masculinity, which
exerted strong and positive effects on self-efficacy, whereas femininity had a less significant effect.
Hence, it is possible that combinations of masculine and feminine gender role identities have positive effects on career self-efficacy, with masculine identity exerting a more powerful influence.
The concept of gender role attitudes provides more information regarding gender differences in career self-efficacy. Gender role attitudes are described as beliefs and expectations about what is acceptable
and appropriate in society for men and women to do (Chatterjee & McCarrey 1991). Its effects on the career decision process have been well documented. For instance, egalitarian attitudes toward women’s
rights, roles, and privileges are known to increase confidence in managing obstacles to career exploration and to exert a positive impact on self-efficacy for engaging in behaviours necessary for career development (Gushue & Whitson 2006). Moreover, it has been reported that male students contribute to
traditional perceptions of gender roles and that these traditional gender role attitudes result in an unwillingness to become early childhood educators, which is a traditionally female-dominated occupation
(Rentzou 2013). A recent study conducted with Japanese students has reported that effects of gender
stereotypes on self-efficacy differed according to gender role attitudes, such that gender role attitudes
served as a moderator neutralizing the effects of stereotypic occupational concepts (Adachi 2014). Taking
these findings into consideration, it was predicted that egalitarian or androgynous gender role identities
would expand possible career alternatives for men and women, whereas a traditional gender role identities and attitudes would be expected to narrow their potential.
1.4 Purposes
This study was designed to assess degree of occupational self-efficacy and examine its predictive validity after considering the effects of gender stereotypes, gender identity and gender role attitudes. The
following hypotheses were tested. Hypothesis 1: Men and women would recognize male-dominated occupations as being masculine and female-dominated occupations as being feminine, whereas, gender
neutral occupations would have no gender stereotypes. Hypothesis 2: Men and women would have
lower self-efficacy for opposite gender dominated professions, whereas no gender differences would be
observed for gender neutral occupations. Hypothesis 3: Gender role identity and gender role attitudes
would explain unique variations in self-efficacy above and beyond the effects of gender and gender
stereotypes.
2. Methods
2.1 Participants
Japanese youth aged between 20 and 23 years who were registered as survey monitors with an internet survey company were invited to participate in an online survey. All survey procedures were in accordance with the Helsinki Declaration of 1975, as revised in 2008.Valid responses were obtained from
720 people (360 men and 360 women, mean age 21.66 years (SD=1.07). They gained points by completing
the questionnaires, which could later be exchanged for money. Of the participants, 60% were university
students, 28.9% were employed and 11.1% were unemployed.
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2.2 Instruments
a) Occupational titles
Thirty occupational names were adopted from Adachi (2013). Ten were male-dominated occupations
with 30% more male jobholders than women, including carpenters, system engineers, janitors, and f college and university professors, whereas ten were female-dominated professions with 30 % more female
jobholders than men, including salesclerks, dietitians, and kindergarten teaches. The remaining ten occupations were gender neutral having a gender difference among jobholders of less than 30%, such as
physical therapists, occupational therapists, pharmacists, and insurance agents.
b) Occupational gender stereotypes
Participants indicated their gender stereotypes regarding the 30 occupations on a 5-point rating scale
ranging from 1 (very masculine) to 5 (very feminine). The alpha coefficients for ratings in this study were
0.88 for male-dominated occupations, 0.53 for gender neutral occupations, and 0.82 for female-dominated occupations.
c) Occupational Self-efficacy
Participants indicated their confidence about successfully engaging in each of the 30 occupations using a 5-point rating scale ranging from 1 (no confidence at all) to 5 (very confident). The reliability coefficients in this study were 0.90 for male-dominated occupations, 0.84 for gender neutral occupations, and
0.85 for female-dominated occupations.
d) Gender role identity
Twenty items on masculinity (e.g. self-reliant, analytical, and acts as a leader), and 20 items on femininity (e.g. cheerful, sensitive to other's needs, and tender) were adopted from the Japanese translation
(Azuma 1991) of Bem Sex Role Inventory (Bem 1974). Participants indicated how well each item described them using a 7-point rating scale ranging from 1(never true) to 7(very true). Azuma (1991) has
reported internal consistency of 0.87 for the masculinity scale and 0.84 for the femininity scale. The coefficient alpha in this study was 0.92 for the masculinity scale and 0.93 for the femininity scale.
e) Egalitarian gender role attitudes
Short form of the Scale of Egalitarian Sex Role Attitudes (SESRA-S: Suzuki 1994) containing 15 items,
which is a shortened version of the original 40 item scale was used. A sample item on the form is, “Domestic duties should be shared by man and woman.” Participants indicated their attitudes about each
item on a 5-point rating scale ranging from 1 (strongly disagree) to 5 (strongly agree), such that a higher
score reflected more egalitarian and a lower score reflected more traditional gender role attitudes. The
internal consistency of the scale reported by Suzuki was. 91 and that of this study was 0.83.
3. Data Analyses
First, mean scores for occupational gender stereotypes and self-efficacy for male-dominated, femaledominated, and gender neutral occupations, gender role identity (masculinity, femininity) and gender
role attitudes were computed. Subsequently, mixed-design ANOVAs using a 2 (gender) × 3 (occupational
gender dominance) were performed on occupational gender stereotypes and occupational self-efficacy to
test Hypotheses 1 and 2. Thirdly, to test Hypothesis 3, three steps hierarchical multiple regression analyses were conducted with self-efficacy for each male-dominated, female-dominated, and gender neutral
filed as a dependent variable. Participant’s gender was entered at the first step, then gender stereotypes
for each male-dominated, female-dominated, and gender neutral occupation was entered at the second
step, and lastly, gender role identity and gender role attitudes were entered at the third step to examine
the unique contribution of gender role identity after controlling for the contribution of occupational
gender stereotypes.
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Table 1. Descriptive Statistics and Correlations between Variables
1
1. Gender
―
2. Stereotypes for male-dominated field
-.13 **
3. Stereotypes for gender neutral field
-.02
4. Stereotypes for female-dominated field
.10 **
5. Masculinity
-.11 **
6. Femininity
.10 **
7. Egalitarian gender role attitudes
.21 ***
8. Self efficacy for male-dominated field
-.33 ***
9. Self Efficacy gender neutral field
-.02
10. Self Efficacy for female-dominated field
.10 **
α
―
Mean
1.50
SD
0.50
Note: gender 1=male, 2=female ** p<.01, *** p <.001

2
―
.06
-.54
.12
-.03
-.04
.28
.10
.11
.88
2.05
0.53

3

***
**

***
**
**

―
.54
.20
.18
-.04
.10
.16
.12
.53
3.03
0.33

4

***
***
***
**
***
**

―
.09
.22
-.02
-.10
.08
.04
.82
3.67
0.52

5

*
***
**
*

―
.56
-.08
.44
.46
.44
.92
3.85
0.93

6

***
*
***
***
***

―
-.04
.22
.44
.47
.93
4.17
0.89

7

***
***
***

―
-.09
.02
.06
.83
3.33
0.53

8

*

―
.76
.65
.90
2.52
0.82

9

***
***

―
.88
.84
2.87
0.72

10

***

―
.85
2.79
0.73

4. Results
4.1 Preliminary Analyses
The mean, standard deviation, and correlations between variables that were investigated are presented in Table 1. Gender stereotypes and self-efficacy were moderately correlated in male-dominated
occupations (r=.28) and less correlated in gender neutral occupations (r=.16), whereas no significant relationship was found for female-dominated occupations. Moreover, masculinity and femininity were moderately correlated with self-efficacy for all three types of occupations (ranged from r=.44 to r=47), with
the exception of a weak relationship between femininity and male-dominated occupations (r=.22). Egalitarian gender role attitudes did not show any significant relationships with self-efficacy (ranged from
r=.02 to r=09), and consequently, it was deleted from the regression analyses described below.
4.2 Comparison of stereotype scores
Mixed-design ANOVAs were performed for occupational gender stereotypes and occupational selfefficacy for male-dominated, female-dominated, and gender neutral occupations using a 2 (gender) × 3
(occupational gender dominance) design; with occupational gender dominance as a within-subjects factor. A significant interaction was observed for occupational gender stereotypes, F (2, 1436) = 11.03, p < .
001. Results of simple main effect tests indicated significant effects of occupational gender dominance for
men and women. Multiple comparisons revealed that stereotype scores for female-dominated professions (male M=3.62; female M=3.73) were higher than for gender neutral occupations (male M=3.04; female M=3.03). Moreover, scores for male-dominated (male M=2.12; female M=1.99) and gender neutral
occupations were significantly higher than for male-dominated occupations, indicating that both men
and women perceived male-dominated occupations as masculine, and female-dominated professions as

Figure 1. Occupational Gender Stereotypes scores for Male dominated, Gender neutral, and Female dominated Fields
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feminine. In addition, the score for gender neutral occupations was close to the mid-point, suggesting
that these occupations were perceived as neither masculine nor feminine. Therefore, Hypothesis 1 of this
study was supported.
4.3 Comparison of self-efficacy score
The comparison of occupational self-efficacy scores is shown in Figure 2, which indicates a significant interaction (F (2, 1436) = 210.61, p < .001). Results of simple main effect tests revealed significant effects of gender for male- and female-dominated occupations. Men (M=2.79) had higher score than
women (M=2.24) within male-dominated professions, whereas women (M=2.87) had higher score than
men (M=2.72) within female-dominated professions. No gender differences were observed in gender
neutral occupations. Simple main effect tests also showed significant effects of occupational gender dominance for both sexes. Multiple comparisons revealed that neutral professions (M=2.89) were higher
among men than male-dominated (M=2.79) or female-dominated occupations (M=2.72) and male-dominated professions were higher than female-dominated professions. Among women, female-dominated
professions (M=2.87) and gender neutral occupations (M=2.85) were higher than male-dominated professions (M=2.24), which supported Hypothesis 2.
4.4 Predictors of occupational self-efficacy
To examine the determinants of occupational self-efficacy, three step hierarchical multiple regression
analyses were conducted for male-dominated, gender neutral, and female-dominated occupations with
occupational self-efficacy as the dependent variable. After controlling for gender (coded as a dummy
variable such that 1= males and 2= females) at the first step, occupational gender stereotypes were entered at the second step, and gender role identity (masculinity and femininity) was entered at the third
step. Results are presented in Table 2. It can be seen that gender had a significantly negative regression
(β=-.33) and accounted for 11% of the variation in self-efficacy for male-dominated occupations. Entering
occupational gender stereotypes at the second step explained an additional 6% of variance and it showed
a significant regression (β=.24). Adding the gender role identity at the third step explained an additional
14 % of the variance with masculinity showing a significant regression (β=.35). Gender did not make any
significant contributions for gender neutral occupations. Occupational gender stereotypes entered at the
second step accounted for 3% of the unique variation in self-efficacy and it showed a significant regression (β=.16). Entering gender role identity at the last step accounted for 23% of the unique variation in
self-efficacy, with both masculinity and femininity and also indicated a significant regression (β=.30 and
β=.26, respectively). Moreover, gender showed a significant positive regression (β=.10) and accounted for
1% of the variation in self-efficacy in female-dominated occupations. Introducing occupational gender
stereotypes showed neither unique variance nor significant regression. Entering gender role identity at
the last step accounted for 27% of the unique variation in self-efficacy, with both masculinity and femi-

Figure 2. Self-Efficacy scores for Male dominated, Gender neutral, and Female dominated Fields
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ninity showing a significant regression (β=.28 and β=.32, respectively). Therefore, Hypothesis 3 was partially supported.
5. Discussion
The present study assessed occupational gender stereotypes, gender role identity, and gender role attitudes among Japanese youth and examined the predictive powers of these variables on occupational
self-efficacy. The result of comparing gender stereotype scores showed that masculine versus feminine
gender typing was affected by gender dominance among jobholders. Namely people recognized occupa tions dominated by men as masculine and the occupations dominated by women as feminine, Moreover,
this tendency was consistent among both men and women. These results replicated findings of prior
studies reporting relationships between the gender of jobholders and gender stereotypes (Krefting,
Berger & Wallace 1978; Glick, 1995; Adachi 2013). Additionally, these results demonstrated the absence
of gender stereotyping in gender neutral occupations having less than 30% jobholders of either gender.
These findings suggest that gender ratio among jobholders in a given profession has a profound effect on
the formation of stereotypes.
According to Oswald (2003) one psychological mechanism of occupational gender division could be
the activation of traditional gender stereotypes, which contributes to self-efficacy for traditional occupations and draws people to these occupations. Oswald (2003) also indicated the possibility that even after
entering certain occupations, gender stereotypes influence worker’s decision to stay or leave that profession, which might also reinforce existing occupational gender disparities. Therefore, this process could
become a vicious spiral of gender ratio, stereotype formation, and occupational gender divisions.
As predicted, there was a relationship between participant’s gender, occupational gender dominance
and self-efficacy. Women possessed higher self-efficacy for female-dominated professions, whereas they
had lower self-efficacy for male-dominated occupations. Therefore, this study, which was conducted in a
different time period and a different culture, replicated the lower efficacy among women for male-dominated occupations reported by Bez and Hackett (1981). Moreover, as reported by Adachi (2014), it is not
only women that show reduced self-efficacy for professions dominated by the opposite gender: Men also
exhibited less efficacy for female-dominated professions, implying that people find it hard to identify
same gender role models in opposite gender dominated professions and as a result have difficulties in
cultivating self-efficacy for that field. Providing role models for opposite gender dominated professions
should be one effective solutions for reducing gender stereotypic views on occupations and for reinforcing self-efficacy for a given occupation (Pelaccia et al. 2010). As expected, no gender differences were
found for gender neutral professions with a balanced gender ratio among jobholders.
Theory of circumscription and compromise maintains that once gender stereotypes are formed, they
exert profound effects on career choices and career development (Gottfredson 1981). People restrict their
occupational preferences to ones that match their gender in order to be socially acceptable and eliminate
career alternatives that project different gender types. Therefore, both men and women become more
confident and more interested in occupations in which they observe more workers of the same gender
Table 2. Summary of Hierarchical Regression Analyses Predicting Self-Efficacy
Independent
variable
/step
Gender

Male-Dominated
1
-.33

2

Gender neutral
3

1

-.30

***

-.27

***

.24

***

.20

***

Masculinity

.35

***

Femininity

.06

***

Stereotypes

R2
ΔR2

.11

***

.17

***

.31

***

.06

***

.14

***

-.02

2

3

1

-.02

-.02

.10

.16

.00

Female-Dominated

***

2
**

.06

.10

3
**

.03

.11

**

-.07

.30

***

.28

***

.26

***

.32

***

.28

***

.27

***

.03

***

.26

***

.03

***

.23

***

.01

**

.01
.00

**

Note gender 1=male, 2=female **p<.01 ***p<.001
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(Gottfredson & Lapan 1997). The other important finding of this study were obtained from hierarchical
multiple regression analyses and concern the determinants of self-efficacy. Results showed that after
controlling for gender and occupational gender stereotypes, socio-culturally developed gender; namely,
gender role identity explained the unique variance in self-efficacy. Femininity was related to self-efficacy
for gender neutral and female-dominated occupations whereas, masculinity was related to self-efficacy
for all three types of occupations. These results are consistent with the findings of Muldoon and Reilly
(2003), who reported that psychologically androgynous individuals are least affected by perceived sextyping of careers, and that masculine or androgynous individuals possessed higher occupational self-efficacy than feminine individuals.
It is noteworthy that masculinity was positively related to self-efficacy for female-dominated professions, which suggest that both masculinity and femininity are beneficial, though masculinity had a consistent influence over self-efficacy for a wide range of occupations including female-dominated ones.
This finding is consistent with Weisgram, Dinella and Fulcher (2011) who reported that both masculinity
and femininity were predictors of endorsing altruistic values. These results imply that researchers and
educators must not only guarantee equitable opportunities for educational access, but also have to endeavour to eliminate the so called “hidden curriculum” in school setting, including stereotypical descriptions of men and women in textbooks (Jackie F. K. Lee 2014), gender specific use of language, and gender
imbalances in school staff (Kreitz-Sandberg 2007).
Egalitarian gender role attitudes failed to show any relationship to self-efficacy. This could be because the SESRA-S is focused on general attitudes regarding lifestyle, such as the work-life-balance,
household work, and child care responsibilities. As a result, gender role attitudes might not have been
related to perceptions of one’s capabilities for performing designated behaviours. Therefore, these results
partially supported Hypothesis 3.
6. Conclusions
The current study reinforced previous work by endorsing the relationship among gender ratio, gender stereotypes and self-efficacy. The other important finding of the study is the absence of gender
stereotyping and gender differences in self-efficacy for occupations having less gender gaps. These results suggest that people recognize occupational professions having more men as being masculine and
assume that they are appropriate for men and recognize occupations having more females as feminine
and assume that they are appropriate for women. These stereotypes in turn affect access versus avoidance behaviours, and therefore, gender disparities remains unchanged, which is an unending repeating
cycle. In the process of career development, young people lacking work experience might be more susceptible to biased notions about gender and occupation. Educators and career guidance counsellors
should spearhead the movement to counteract these stereotypes by enabling young people’s access to
precise information to better understand different occupations. This could include interventions incorporating the collection of information about different occupations and teaching methods of processing this
information, as well as providing role models who are active in non-traditional occupations.
Future studies that might be beneficial include investigating the relative impact of stereotypes in
combination with other sources of information about self-efficacy, including personal achievements, vicarious learning, verbal persuasion, and emotional arousal. Career support targeting young people that
incorporate teaching about psychological mechanisms of stereotypes and informational sources would
help people in Japan and other Asian countries to solve persistent occupational gender divisions.
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