
Resources: Facts over Fiction 
 

1. Books and academic articles 

- Allyship books:  

- Showing Up by Ray Arata 

- Good Guys: How Men Can Be Better Allies for Women in the 

Workplace by David G. Smith and Brad Johnson 

- Le sexisme, une affaire d’hommes by Valérie Rey Robert [French] 

- Creating space for discussion: 

- Conflict is not abuse by Sarah Schulman 

- Nonviolent communication by Marshall B. Rosenberg 

- Say the Right Thing: How to Talk About Identity, Diversity, and Justice 

by Kenji Yoshino and David Glasgow 

- Feminism: 

- The Second Sex by Simone de Beauvoir 

- Women, Race and Class by Angela Davis 

- Changing masculinities:  

- The Will to Change by bell hooks 

- On ne naît pas mec by Daisy Letourneur [French] 

 

2. Podcasts 

- Les couilles sur la table by Victoire Tuaillon [French] 

- A bit fruity by Matt Bernstein  

 

3. Instagram accounts 

- Challenging new conservative discourses: @professor_niel or 

@thespeechprof 

- Teaching men how to redistribute Domestic, Mental and Emotional Labor: 

@zackmentallocadcoach  

- Antiracism education:@desireebelal [Spanish] 

- Popular culture and feminism: Matt Bernstein @mattxiv 

- Beyond the gender binary: Alok Vaid-Menon @alokvmenon 

 

4. Series and documentaries 

- Adolescence [series Netflix] 

- Alpha Males [series Netflix] 

- Picture a woman [documentary] 



Papers referred to in the presentation

Andrea Hofer

Papers on the child penalty

• The child penalty atlas computes child penalties across many countries in the world: Kleven H,
Landais C, and Leite Mariante G. (2024): ”The Child Penalty Atlas”

– Link to paper here

– Link to atlas here

• Importance of “greedy jobs” for gender wage gaps: Claudia Goldin (2014) ‘A Grand Gender Con-
vergence: Its Last Chapter’, American Economic Review 104(4): 1091-1119.

– Link to paper here

– Link to book here

– Link to relevant articles here

– Link to podcast episode on Freakonomics here

– Additionally relevant paper: Goldin C, Katz L. The Cost of Workplace Flexibility for High-
Powered Professionals. The Annals of the American Academy of Political and Social Science.
2011;638(1):45–67, Link here

• Importance of structure of jobs available for mother’s labour force participation: Beerli, Hofer and
Schaede (2025), “Mothers’ Labor Force Participation and the Availability of Part-Time Jobs”

– Link to paper here

• Importance of regular schedules for mothers’ labour force participation: Ciasullo and Uccioli (2023),
“What Works for Working Mothers? A Regular Schedule Lowers the Child Penalty”

– Link to paper here

Differential major and occupation choices

• Differential high-school specialisation by gender in Switzerland: Buser, Peter and Wolter (2017),
”Gender, Competitiveness, and Study Choices in High School: Evidence from Switzerland.” Amer-
ican Economic Review, 107 (5): 125–30.

– Link to paper(paid version) here

– Link to previous working paper (free) here

• More gender biased math teachers in Italy grade girls math performance harsher and affect their
self-confidence in math as well as their major choices: Carlana (2019), “Implicit Stereotypes:
Evidence from Teacher’s Gender Bias”, The Quarterly Journal of Economics, Volume 134, Issue 3,
pages 1163-1224.

– Link to paper(paid version) here

– Link to previous working paper (free) here

– Link to relevant articles in The Conversation and in Le Monde

• Gender-specialized parenting leads girls to pursue traditionally female majors in Denmark: Brenoe
(2022), “Brothers increase Women’s Gender Conformity (2022), Journal of Population Economics,
volume 35, pages 1859-1996
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https://doi.org/10.1093/restud/rdae104
https://childpenaltyatlas.org/
https://goldin.scholars.harvard.edu/sites/g/files/omnuum5966/files/goldin/files/goldin_aeapress_2014_1.pdf
https://goldin.scholars.harvard.edu/career-family
https://cep.lse.ac.uk/pubs/download/cp671.pdf
https://freakonomics.com/podcast/bonus-nobel-laureate-claudia-goldin-on-greedy-work-and-the-wage-gap/
https://goldin.scholars.harvard.edu/sites/g/files/omnuum5966/files/goldin/files/the_cost_of_workplace_flexibility_for_high-powered_professionals.pdf
https://andrea-hofer.github.io/uploads/part_time_jobs_maternal_ls.pdf
https://papers.ssrn.com/sol3/Delivery.cfm/SSRN_ID4572399_code3805276.pdf?abstractid=4572399&mirid=1&type=2
https://www.aeaweb.org/articles/pdf/doi/10.1257/aer.p20171017
https://docs.iza.org/dp10976.pdf
https://academic.oup.com/qje/article-abstract/134/3/1163/5368349?redirectedFrom=fulltext&login=false
https://docs.iza.org/dp11659.pdf
https://theconversation.com/girls-score-the-same-in-maths-and-science-as-boys-but-higher-in-arts-this-may-be-why-they-are-less-likely-to-pick-stem-careers-131563
https://www.lemonde.fr/idees/article/2020/07/17/anne-boring-pourquoi-les-filles-sont-elles-moins-payees-que-les-garcons_6046517_3232.html


– Link to paper here

– Link to relevant articles in IZA Newsroom

• Female STEM teachers improve STEM grades of girls and lead to higher STEM major choices:
Carrell, S. E., Page, M. E., and West, J. E. (2010). “Sex and science: How professor gender
perpetuates the gender gap”, The Quarterly journal of economics, 125(3), 1101-1144.

– Link to paper (paid version) here

– Link to previous working paper (free) here

• Same gender faculty improve grades: Griffith (2014), ”Faculty Gender in the College Classroom:
Does it matter for achievement and major choice?”, Southern Economic Journal. 81(1) 211-231.

– Link to paper here

Leaky pipeline: Hiring

• Correspondence studies typically do not find gender-based hiring discrimination:

– Academic paper: Betrand and Duflo (2016), “Field Experiments on Discrimination”, Hand-
book of Field Experiments.

∗ Link to paper here

– Lectures on the topic and generally on gender equality:

∗ “Richard T. Ely Lecture – Gender in the 21st Century,” American Economic Association
Papers and Proceedings, 2020, 110 (5): 1-24, available here

∗ “Coase Lecture - The Glass Ceiling,”Economica, 2018, 85(338): 205-231, available here

• Study on hiring discrimination with 43 352 recruiters on hiring platform of the Swiss public em-
ployment service in 2017 finds hiring discrimination in gender-separated occupations: Hangartner,
D., Kopp, D. and Siegenthaler, M. (2021), “Monitoring hiring discrimination through online re-
cruitment platforms”, Nature 589, 572–576.

– Link to paper (paid version) here

– Link to previous working paper (free) here

– Link to video summary here, and an article in the LSE Business Review here.

Leaky pipeline: Promotions

Women are take longer and are less likely to be promoted:

• Women take longer and are less likely to be promoted than men: Blau and Devaro (2007), “New
Evidence on Gender Differences in Promotion Rates: An Empirical Analysis of a Sample of New
Hires”, Industrial Relations: A Journal of Economy and Society, Volume 46, Issue 3.

– Link to paper (paid version) here

– Link to previous working paper (free) here

• Lower promotion rates of women account for 70% of gender differences in wage growth between
men and women in Sweden: Bronson and Thoursie (2021), “The Wage Growth and Within-Firm
Mobility of Men and Women: New Evidence and Theory”, R&R AEJ: Applied

– Link to paper here
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https://www.dropbox.com/scl/fi/yl4w8lv1bvvtreaezlm0d/Bren-e-2021-Gender-Conformity.pdf?rlkey=rofvpp9u624uvtdcv9nt3jd3a&e=1&dl=0
https://newsroom.iza.org/en/archive/research/brothers-foster-womens-gender-conformity/
https://academic.oup.com/qje/article-abstract/125/3/1101/1903648
https://www.nber.org/papers/w14959
https://www.jstor.org/stable/23809671
https://faculty.chicagobooth.edu/-/media/faculty/marianne-bertrand/research/discriminationchapter_7jan2016.pdf
https://faculty.chicagobooth.edu/-/media/faculty/marianne-bertrand/research/june-2020/gender-in-the-twenty-first-century.pdf
https://faculty.chicagobooth.edu/-/media/faculty/marianne-bertrand/research/the-glass-ceiling_112117.pdf
https://www.nature.com/articles/s41586-020-03136-0#citeas
https://eprints.lse.ac.uk/107549/1/Nature_main_revision_v3.pdf
https://www.youtube.com/watch?v=AAFK1W67KeY
https://blogs.lse.ac.uk/businessreview/2021/04/01/how-clicks-on-a-job-platform-can-reveal-gender-ethnic-and-racial-bias/
https://onlinelibrary.wiley.com/doi/abs/10.1111/j.1468-232X.2007.00479.x
https://www.nber.org/papers/w12321
https://drive.google.com/file/d/12QeTmLT68ovDumIVtc6dIE6ZM6pooYJO/view


Reasons:

• Women are perceived as having less potential, despite continuously better performance rankings:
Benson, Li and Shue (2021), “Potential” and the Gender Promotion Gap, RR American Economic
Review.

– Link to paper here

– Link to article in BBC, and MSNBC.

• Male managers spend more time with male employees and promote them more: Cullen and Perez-
Truglia (2023), “The Old Boys’ Club: Schmoozing and the Gender Gap”, American Economic
Review, Volume 113, Issue 7, pp. 1703-1740.

– Link to paper here

– Link to article in NPR Planet Money, and Bloomberg, Forbes and Der Spiegel

• Male managers assign women less often as project leaders despite equal performance and thus
impede their promotion prospects: Bircan, Froebel and Stahl (2024), “Gender Promotion Gaps in
Knowledge Work: The Role of Task Assignment in Teams”.

– Link to paper here

• Women receive less recognition for group work in academia and in an experimental setting: Sar-
sons (2017), “Recognition for Group Work: gender Differences in Academia”, AEA Papers and
Proceedings. Vol 197, Issue 5. And Sarsons et al. (2021), “Gender Differences in Recognition for
Group Work”, Journal of Political Economy, Vol. 129, No.1.

– Link to paper (paid version) here

– Link to previous working paper (free) here

• In an experiment, women are more likely than men to be asked to volunteer for, and to accept,
low-promotability tasks, contributing to gender disparities in career advancement: Babcock et al.
(2017), “Gender Differences in Accepting and Receiving Requests for Tasks with Low Promotabil-
ity”, American Economic Review, Vol. 107, No. 3.

– Link to paper (paid version) here

– Link to previous working paper (free) here

– Link to article in Harvard Business Review, and Business Insider, and Gender Economy

• Female physicians spend significantly more time on clinical note-taking than male physicians,
largely due to writing longer and more detailed notes, despite no corresponding career benefit: Chu
et al. 2022, “Gender Differences in Non-Promotable Tasks: The Case of Clinical Note-Taking”.

– Link to paper here

• Doctors judge female surgeons more harshly when patients die and have a rosier view of male
surgeons abilities when things go well: Sarsons (2017), “Interpreting Signals in the Labor Market:
Evidence from Medical Referrals”, R&R Review of Economic Studies.

– Link to paper here

– Link to article in The Economist

• Women are perceived as less competent due to women being more likely to apologise conditional
on having the same ability: Liu and Mo (2024), “Gender Gap in Apologies”.

– Link to paper here

– Link to article in The Economist

• For the same results on a male-type task, women self-evaluate themselves more negatively: Exley
and Kessler (2022), “The Gender Gap in Self-Promotion”, The Quarterly Journal of Economics,
Vol. 137, Issue 3, pp. 1345-1381.

– Link to paper (paid version) here

– Link to previous working paper (free) here

– Link to article in The Harvard Business Review and in VoxEU
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https://papers.ssrn.com/sol3/papers.cfm?abstract_id=4747175
https://www.bbc.com/worklife/article/20220603-why-women-have-to-sprint-into-leadership-positions
https://www.msnbc.com/know-your-value/career-growth/how-women-bosses-are-being-robbed-career-development-opportunities-n1289049
https://zcullen.github.io/assets/docs/BODY -- Cullen and Perez-Truglia -- Old Boys Club.pdf
https://www.npr.org/2021/03/29/982470955/schmoozing-and-the-gender-gap
https://www.bloomberg.com/news/articles/2019-12-09/smoking-with-the-boys-may-be-leaving-women-executives-behind
https://www.forbes.com/sites/lindsaykohler/2021/04/22/new-research-finds-the-old-boys-club-at-work-is-real---and-contributing-to-the-gender-pay-gap/?sh=4ebbf5404101
https://www.spiegel.de/wissenschaft/mensch/warum-sollte-ich-mit-dem-rauchen-anfangen-zoe-cullen-a-00000000-0002-0001-0000-000169122943
https://www.ebrd.com/home/news-and-events/publications/economics/working-papers/gender-promotion-gaps-in-knowledge-work.html
https://www.aeaweb.org/articles?id=10.1257/aer.p20171126
https://scholar.harvard.edu/files/sarsons/files/groupwork.pdf
https://www.aeaweb.org/articles?id=10.1257/aer.20141734
https://sites.pitt.edu/~vester/aer_promotability.pdf
https://hbr.org/2022/04/are-you-taking-on-too-many-non-promotable-tasks
https://www.businessinsider.com/women-do-one-month-more-non-promotable-work-than-men-2022-4?utm_source=chatgpt.com
https://www.gendereconomy.org/women-more-often-volunteer-for-tasks-that-hinder-their-promotability/?utm_source=chatgpt.com
https://eml.berkeley.edu/~ulrike/Papers/Gender_Paper.pdf
https://scholar.harvard.edu/files/sarsons/files/sarsons_jmp_01.pdf
https://www.economist.com/graphic-detail/2017/11/24/doctors-judge-female-surgeons-more-harshly-when-patients-die
https://drive.google.com/file/d/1BZjERezjJ6ouG4s5ooO5asGK3tEgk_Cb/view?pli=1
https://www.economist.com/graphic-detail/2025/04/09/what-your-boss-makes-of-your-apology
https://academic.oup.com/qje/article/137/3/1345/6513425
https://www.nber.org/system/files/working_papers/w26345/w26345.pdf
https://hbr.org/2019/12/why-dont-women-self-promote-as-much-as-men
https://cepr.org/voxeu/columns/gender-gap-self-promotion


How to counter bias

• Overview over strategies to reduce bias in the short-term: Lai et al. (2016), “Reducing implicit
racial preferences: Intervention effectiveness across time”, J Exp Psychol Gen, 145(8):1001-16.

– Link to paper (paid version) here

• Counter-stereotypical pictures overcome spontaneous gender stereotypes: Finnegan et al. (2015),
“Counter-stereotypical pictures as a strategy for overcoming spontaneous gender stereotypes”,
Frontiers in Psychology, Vol. 6.

– Link to paper here

• Joint evaluations, i.e. evaluating two candidates next to each other, reduces bias: Bohnet et al.
(2016), “When Performance Trumps Gender Bias: Joint vs. Separate Evaluation”, Management
Science, Vol. 26, No. 5.

– Link to paper here

Books by Iris Bohnet, Harvard University

• Bohnet and Chilazi (2025): “Make Work Fair”, available here

• Bohnet (2016): “What works: Gender Equality by Design”, available here
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https://pubmed.ncbi.nlm.nih.gov/27454041/
https://www.frontiersin.org/journals/psychology/articles/10.3389/fpsyg.2015.01291/full
https://ofew.berkeley.edu/sites/default/files/when_performance_trumps_gender_bias_bohnet_et_al.pdf
https://irisbohnet.scholars.harvard.edu/make-work-fair
https://irisbohnet.scholars.harvard.edu/what-works-gender-equality-design

