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ABSTRACT

1.
Purpose

In this study, we aim to unpack why information conveyed by high-status women are less trusted in the collaborative project setting. We theorize about the mechanism of gender-status mismatch - a cultural-cognitive mismatch between beliefs about gender and status hierarchies when a woman is associated with the high status. We set three hypotheses to test the negative effects of the mismatch on trust in women: (1) a woman who has a higher rank is considered a mismatch, (2) a woman who works for a high-status organization is considered a mismatch, and (3) a woman who has a higher network status is considered a mismatch. 


2.
Design/methodology/approach

Between November 2014 and January 2015, and between March 2015 and May 2015, we conducted online surveys of people who worked together in a London underground project. We asked them to report who they talk with, and how much they trust information from a person who they communicate with. We collected the total of 276 respondents (42 women and 234 men). The final sample was reduced to 3842 ego-alter pairs (92 respondents and 150 people who they communicate with). We chose OLS to test hypotheses after controlling for the timing of survey.


3.
Findings if paper is empirical

Our findings reveal that high-status women are more likely to suffer information mistrust due to gender-status mismatch. Women in a higher position in the organizational hierarchy are less trusted, and so are women who are working for a higher-status organization although this effect is not statistically significant. In addition, women do not enjoy the benefits of occupying a higher status in a network, while men become more trusted as they accumulate network status. 


4.
Research limitations/implications

While our study contributes to understanding gender-status mismatch and its effects on information trust, it has some important limitations that should be addressed in future research. First, we welcome the methodological development to address the possibility of reporting trust in a socially desirable way in surveys. Second, future studies with a longitudinal panel design could extend our thesis by examining change in trust over time. Lastly, future studies should compare female-typed industry (e.g., nursing and child care) with male-typed industry, which is our empirical setting, and examine whether our thesis is upheld in different industries.


5.
Originality/value of the paper

This study fills an important void in current understanding of information transfer by addressing a mechanism of information mistrust. In doing so, it advances our understanding of the underlying mechanism of common phenomena: differential rewards for women and men. In addition to providing a test of the mechanism, gender-status mismatch, our study opens a new avenue of research on such a mismatch. Taken together with theoretical contributions, our theory of gender-status mismatch carries practical implications for addressing gender inequality in the collaborative setting. 
Keywords: gender, status, mismatch, information trust, communication network, project
1. Introduction
“How will the fact of being women have affected our lives?”

―Simone de Beauvoir, The Second Sex

Disadvantages of being a woman are well known. Women are underrepresented in the top management teams and on the boards of firms (Kenney and Patton 2015); they are awarded lower benefits from occupying central network positions (Whittington 2018), and gain fewer citations for their publications (Lerchenmueller and Sorenson 2018, Beaudry and Larivière 2016). While prior studies show that women receive fewer rewards for their work, a majority of these studies identify gender as an individual attribute and its effects on outcomes (e.g., citations (Beaudry and Larivière 2016), patents (Meng 2016), and industry engagement (Tartari and Salter 2015)). Despite significant evidence of differential rewards for women and men, these studies tend to overlook mechanisms that lead to such a systematic gender gap in recognition and reward.
In this study, we investigate a mechanism through which information from women is less trusted than that from men in the context of a collaborative project. Existing studies have underscored the importance of communication and collaboration with a trusted set of partners to achieve the collective goal of the project (Swärd 2016, Ligthart et al. 2016). While the prior studies paid much attention to clear communication (van Marrewijk et al. 2016) and the 'transfer’ of information (Sydow et al. 2004:1480-1481), little is known about how much and why a person (dis)trusts information that s/he receives from others. Information mistrust can hinder information transfer and successful collaboration, and ultimately affect the delivery of a project. However, we still do not know much about information trust. This reflects not only a gap in our understanding of information transfer but also a lack of theorization about the underlying mechanisms of information trust. 


To address this gap, we attend to the fact that collaborative projects are embedded in institutional conditions (Sydow et al. 2004, Bakker et al. 2016). Drawing on recent scholarship of gender status beliefs and literature on status hierarchies, we focus on a potential mismatch between two institutional conditions: societal confidence conferred on men (versus women) 
 ADDIN EN.CITE 

(Thébaud 2015b, Tak et al. 2019, Ridgeway and Correll 2004)
 and high status actors 
 ADDIN EN.CITE 

(Podolny and Lynn 2009, Ridgeway 1987, Gould 2002)
. We theorize gender-status mismatch as a cultural-cognitive mismatch between beliefs about gender and status hierarchies when a woman is associated with the high status. Then we hypothesize that a person is less likely to trust information passed on from a woman who has a higher rank, is identified with a higher organizational status, and has a higher network status. Using survey data on 3842 pairs who worked together in a London underground project between 2014 and 2015, we test these hypotheses and find negative effects of gender-status mismatch on information trust.

This study fills an important void in current understanding of information transfer by addressing a mechanism of information mistrust. In doing so, it advances our understanding of the underlying mechanism of common phenomena: differential rewards for women and men. In addition to providing a test of the mechanism, gender-status mismatch, our study opens a new avenue of research on such a mismatch. Taken together with theoretical contributions, our theory of gender-status mismatch carries practical implications for addressing gender inequality in the collaborative setting.


In the following section, we provide the theoretical grounds, gender status beliefs and status hierarchies, of three hypotheses predicting effects of gender-status mismatch on information trust. Next, we present the empirical setting and methods, followed by testing these hypotheses. Then, we explain the results of regression analyses. Finally, we discuss the implications of these results for research on information trust, differential rewards in networks, and more broadly gender inequality within a collaborative project and in organizations.
2. Gender and status

Gender scholars have long viewed gender as an institutionalized system for constituting different categories, men and women, and organizing inequality on the basis of the differences between these categories 
 ADDIN EN.CITE 

(Ferree et al. 1999, Lorber 1994, Nakano Glenn 1999)
. Although the distinction between the categories seems nominal, it is generally understood to be a status characteristic; there are societal expectations about the competence of members of a particular category 
 ADDIN EN.CITE 

(Ridgeway and Correll 2004, Thébaud 2015b, Tak et al. 2019)
. People usually expect that men are more capable than women in both professional and non-professional settings, largely independent of the specific task at hand or qualities of individuals (Ridgeway and Correll 2004). People tend to have higher performance expectations for men compared to women; male leaders to be judged as more competent than female counterparts (Foschi 1996, Foschi 2000). All these expectations shape the widely shared beliefs about the competence of the category ‘male’. This category is associated with greater perceived worth and therefore a higher social status than the category ‘female’. This is the central component of that system, and the widely held beliefs about gender or “gender status beliefs” (Thébaud 2015b, Thébaud 2015a) leads to self-reinforcing states of the distinction.


Existing studies on status has shown positive relationships between the high status and perceived competence, quality, and worth across a variety of settings 
 ADDIN EN.CITE 

(Gould 2002, Podolny and Lynn 2009, Kovács and Sharkey 2014, Sauder et al. 2012, Podolny 1993)
. People positively evaluate task performance of individuals from highly esteemed groups (Berger et al. 1977, Ridgeway et al. 1998). Differentiation in assessments of individuals has nothing to do with the actual attributes of individuals, but rather to the quality of the social standings individuals occupy (e.g., prestigious education and high-ranking jobs). However, when evaluations of quality are correspond with the social status of an individual being assessed, high-status actors are able to attract more valued resources, which then enable them to create outputs that are truly of higher quality (Merton 1968). As a result, the tendency of social judgments involving high status is self-fulfilling and a status hierarchy becomes 'enacted' (Gould 2002). Status as an institutionalized system reinforces and validates the presumption of superior quality and great worth of the high status.


While benefits of being a man and having a high status are widely known, a mismatch between being a lower status gender (woman) and having a high status has been only of recent interest to researchers. In the following section, we develop three hypotheses about different types of gender-status mismatches and how each mismatch affects the perceived level of trust in information from men and women.
2.1. A mismatch between gender and senior positions in the organizational hierarchy

Because of widely shared beliefs about men’s greater abilities in autonomy and agency than women’s, men are often believed to be more competent and “agentic” (i.e., men can achieve their goals without being dependent on others) than their female counterparts (Song 2018, Thébaud 2015b). The beliefs about the worthiness of male gender over the other (Berger et al. 1977) not only fuels unconscious gender biases but also causes actual status differences between men and women as women are given fewer rewards and held to a stricter standard of performance 
 ADDIN EN.CITE 

(Foschi 1996, Heilman 2001, Ridgeway 2011)
.

When male gender is associated with high status, we can expect that a woman who has supervisory authority is less likely to be viewed favorably due to the mismatch between her gender and her senior position in the organizational hierarchy. Senior roles are often attached to shared beliefs in one’s autonomy and competence, all of which are tinged with male gender (Reskin and Roos 1990, Ridgeway 2011). It is thus likely to lead to lack of trust in information from women in senior positions. It is especially pronounced when the work environment is male-dominant, such as engineering and construction (Tak et al. 2019). This leads to the first hypothesis:
H1. A respondent is likely to report less trust in a female alter who s/he communicates with, when the female alter is senior to the respondent. 
2.2. A mismatch between gender and organizational status


The importance of status has been recognized in organization theory 
 ADDIN EN.CITE 

(Podolny 1993, Jensen et al. 2011, Sauder et al. 2012)
. Existing studies have shown that status orders have significant consequences (Bitektine 2011); high-status organizations are given more opportunities to participate, have more influence over others, and have their performances evaluated more positively than low-status organizations. High-status organizations are expected to have more ability and exert more autonomy regardless of how much they actually have superior ability and make decisions autonomously. Accordingly, being a high-status organization is being the recipient of “accumulated acts of deference” or in the position in a social structure based on esteem that is bestowed by others (Podolny and Lynn 2009: 547-548).


As the category "female" is culturally associated with having less status 
 ADDIN EN.CITE 

(Thébaud 2015a, Thébaud 2015b)
, gender status beliefs are especially likely to inform performance expectations for particularly women working at high-status organizations. While low-status organization actors usually show their deference toward high-status organizations, people from low-status organizations are less likely to credit information when they interact with women in these high-status organizations. Especially when the information is believed to be relevant to the task at hand (Ridgeway 2011), a woman’s association with higher organizational status means the mismatch between her incompetent gender and performance expectations based on higher organizational status. This leads to the second hypothesis: 
H2. A respondent is likely to report less trust in a female alter who s/he communicates with, when the female alter is working for a high status organization.

2.3. A mismatch between gender and network status


Understanding gender status belief in communication is particularly important because successful information transfer is uniquely contingent upon evaluative social interactions. Gender status beliefs generally confer men greater ability at the things that “count” in society (Ridgeway and Correll 2004), such as his ability to strategically build and use networks, and gather information and support from others 
 ADDIN EN.CITE 

(Thébaud 2015b, Thébaud 2015a, Song 2018)
. The widely shared cultural beliefs do not just discourage women from making business-related connections with others, they also disadvantage them in their interactions with colleagues, employees, or representatives of other organisations, because being a woman and being well-connected is in conflict with those pre-existing beliefs. 


Hence, we can expect that the disadvantage associated with gender status beliefs for women increases along with their status in the network. Women who have few connections with others may be able to mitigate their vulnerability to bias. However, when they are connected to well-connected others, their higher network status is linked to status-based performance expectations regarding competence. This mismatch between their network status and gender status disadvantages them and distort the perceived worthiness of information from these higher status women. This leads to the third hypothesis:

H3. A respondent is likely to report less trust in a female alter who s/he communicates with, when her network status is high. 
3. Data and methods

The empirical setting of this study is one of recent London underground projects, the Bank Station Capacity Upgrade (BSCU) project. It was initially launched in 2003 with an estimated cost of £563m. Through a tender process in 2012, the client, Transport for London (TfL), chose the Tier 1 contractor, Dragados. The conceptual design was completed May 2014 and the detailed design process started by August 2014, while the construction started in spring 2016. The structure is hierarchical with TfL at the top as the client and three tiers of contractors who are connected with immediately before or after them. (Pryke et al. 2017), as Figure 1 shows.
---------------------------------------------

INSERT FIGURE I ABOUT HERE 

---------------------------------------------


The study is based on online surveys conducted between November 2014 and January 2015 (T1 survey), and between March 2015 and May 2015 (T2 survey). Each survey aimed to understand and analyze formal communication patterns between the people involved in the BSCU project. At T1, there were 227 respondents (identified by their unique emails) and 49 new respondents were added at T2. Of the total of 276 respondents, there are 42 women and 234 men. The total number of organizations identified in the surveys is 24 (including “none”): 21 organizations at T1 and 24 organizations at T2. The unit of analysis is an ego-alter pair. After excluding isolates who reported no one to communicate with and respondents without crucial information (e.g., employment status and rank in the organizational hierarchy), the final sample was reduced to 3842 ego-alter pairs (92 egos and 150 alters). 
3.1. Dependent variable

The dependent variable of this study is a respondent’s (an ego, henceforth) perceived level of trust in information from a focal alter (a person who s/he communicated with). The score is in the range from 0 to 6. However, to operationalize an ego’s perceived level of information trust, the individual raw score was adjusted to the ego’s level of trust. Some respondents gave their alters the score of 3 at a minimum. To take this into account, we calculated the perceived level of information trust as follows: a square root of (the average score of trust in information from alters – the score of trust in information from a particular alter)2.
3.2. Control variables

We included a total of 16 control variables in the analysis. First, we controlled for the first survey because 49 new respondents were added to the second survey. To take into account the sample size change, we included the T1 survey dummy. Second, we created dummy variables for Dragados employees and M&E (Mechanical & Electrical) engineers because both comprise the majority in the sample. 


Third, we included three ego-level control variables. We took into account gender differences in reporting trust. Experimental economists have found that men exhibit greater levels of trust than women do especially when the decision to trust others can be interpreted as one with an inherent risk involved (Croson and Buchan 1999). To control for the gender differences, we included a female dummy; a female respondent is coded as 1, otherwise 0. In addition, we considered dependency-based trust (Wells and Kipnis 2001) by including a junior dummy. Because there is more dependency on those who are senior to an ego than his/her peers or subordinates (with regard to promotions, task assignments and so forth), dependency often affects one's reporting trust and leads to differences between trusting a senior versus a junior person. We created a dummy for an ego whose position in the organizational hierarchy is lower than his or her alter’s position. Lastly, we included a permanent job dummy: an ego who has a permanent job, which is coded as 1. We assumed that an ego whose job is permanent is less dependent on alters than temporary or contracted workers are.     


Fourth, we controlled for two network-related variables: the total number of alters and ego’s degree centrality. To control for the size of an ego's communication network, we calculated the total number of alters to communicate with. We also calculated an ego’s normalized degree centrality at T1 and T2. To avoid multicollinearity, we took a natural logarithm of the latter.  


Fifth, we added four alter-level control variables. We calculated the total number of functions of alters that an ego communicated with. We included this variable to control for the potential effects of information from multiple sources (many functions) on the level of trust in received information, based on the economy of attention hypothesis (Gonçalves et al. 2011). We also calculated the total number of organizations of alters that an ego communicated with. We included this variable because the more organizations an ego communicated with, the more likely he or she is to meet an alter from a higher status organization, which is the second hypothesis. In addition, we included two alter-level control variables to take into account the effects of shared category membership on reporting trust 
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(Maddux and Brewer 2005, Macy and Skvoretz 1998, Yamagishi and Kiyonari 2000)
; increasing level of trust toward fellow ingroup members. We controlled for the membership-based trust by adding a same function dummy (whether an ego and his/her alter belong to the same function), and a same organization dummy (whether both an ego and his or her alter work for the same organization). 



Lastly, we included four control variables or the plain terms to create interaction terms to test our hypotheses. We first included a female alter dummy, which is the moderator of all three hypothesis. We then added plain terms of three hypotheses. For the first hypothesis, we controlled for an alter’s senior position in the organizational hierarchy. It is coded as 1 when the alter who an ego communicated with is labeled senior xxx, lead xxx, director, principal, or head of xxx. For the second hypothesis, we included an alter’s high status organization. It is coded as 1 when one of the following conditions is met: (1) an ego worked for a subcontractor and his or her alter worked for the tier 1 contractor (i.e., Dragados), or (2) an ego worked for a subcontractor and his or her alter worked for the client (i.e., TfL), or (3) when an ego worked for the tier 1 contractor (i.e., Dragados), and his or her alter worked for the client (i.e., TfL). For the third hypothesis, we included an alter’s network status or an alter’s eigenvector centrality that is a status proxy (Bonacich 1972) at T1 and T2.

3.3. Independent variables


We created three interaction terms to test three hypotheses. For the first hypothesis, we used an interaction between female alter dummy and alter’s senior position. For the second hypothesis, we added an interaction between female alter dummy and alter’s high status organization. For the third hypothesis, we added an interaction between female alter dummy and alter’s network status. Table I shows the descriptive statistics and pair-wise correlations of the variables mentioned above.
---------------------------------------------

INSERT TABLE I ABOUT HERE 

---------------------------------------------

3.4. Model

We chose OLS to test hypotheses. We surveyed the same respondents (except 49 respondents added to T2 survey) but ego-alter pairs at T1 were different from ego-alter pair at T2. Because our ego-alter pairs are not truly panel, we chose OLS and controlled for the T1 survey. In addition, we ruled out any reverse causation of gender-status mismatch based on our understanding of gender status beliefs (Thébaud 2015b, Tak et al. 2019): an alter who receives a high information trust score is likely to be a senior female, a women working for a high status organization, and a woman occupying a high status position in her communication network.
4. Results

Table 2 reports OLS results. Baseline model includes control variables only. The first survey dummy shows that respondents at T1 are less likely to report trust than respondents at T2. Dragados employees and M&E engineers also report less trust than other respondents. In contrast, female respondents report 0.23 point more trust in information from alters. This result resonates with what experimental economists argue (Croson and Buchan 1999); women tend to exhibit lower levels of trust than men do when the showing of trust can pose a risk in subsequent behavior. Our result suggests that trusting information received from others is not a risky decision, which is largely consistent with experimental economists' findings; for decisions involving no risk, women tend to be more generous and exhibit more trust in others (Eckel and Grossman 2008).  


Regarding dependency-based trust, an ego who is junior to his or her alter reports 0.04 point more trust and an ego whose job is permanent reports 0.06 point less trust in information from his or her alters. Although both are statistically significant, an ego's dependency on alters has a minor effect on information trust. With regard to the network-related variables, the size of an ego's communication network (measured by the total number of alters to communicate with) has no major effect on information trust although it is statistically significant. In contrast, an ego's degree centrality increases his or her trust in information from alters. 


In addition, four alter-level control variables are statistically significant. The number of information sources, measured by the total number of functions/organizations of alters whom an ego communicated with, negatively affects the level of trust in received information, whereas an ego reports more trust in information from alters who work for the same function/organization (0.13 point and 0.17 point more, respectively). Lastly, an ego reports more trust in information from female alters than male counterparts. Some of prior research on ethics found the similar results suggesting that women are perceived to be more ethical and therefore more trustworthy than men (Jones and Kavanagh 1996, Patterson and Kim 1991). Our result could be understood in this way although there is only 0.07 point increase of trust score for female alters. All in all, these effects are consistent in other models.
---------------------------------------------

INSERT FIGURE 2 ABOUT HERE 

---------------------------------------------


From Model 1-1 to Model 3-2, we found that first and third hypotheses are supported. First, Model 1-1, 1-2 and Figure 2 show that an ego is less likely to trust in information from senior female alters. The results support the first hypothesis predicting how a mismatch between being a lower status gender (being a woman) and being a higher status actor in the organizational hierarchy negatively affects the perceived level of trust in information. Communicating with a woman in itself does not mean that her alters distrust her information as the baseline model shows. What leads to lack of trust is, however, the apparent gender-status mismatch; the lower status gender occupies a higher status in organization. The findings suggest that unintended consequences of governmental and organizational efforts to promote more women to senior positions; strategic moves to achieve gender equality may exacerbate information transfer problems because people less trust in information from women in higher ranks.

---------------------------------------------

INSERT FIGURE 3 ABOUT HERE 

---------------------------------------------

 
Second, Model 2-1, 2-2 and Figure 3 show that an ego is less likely to trust women who work for a high-status organization but the negative effect is not significant. This result could be interpreted as the fact that the effects of organizational status overshadow the effects of being a woman. As Model 2-1 shows, the plain term, alter's high organization status, has negative effects on information trust. It does not matter whether an alter is male or female when respondents generally do not trust in information from the tier 1 contractor and the client. This result seems opposite to what existing studies on gender status beliefs argue: benefits of external status conferral (Tak et al. 2019, Tinkler et al. 2015). These studies show that women associated with a high status from external entities is likely to lead to positive evaluations of them because of the external status conferral. However, our findings suggest such a prediction might differ depending on the context where high status organization has negative status conferral to the low status gender, women. 

---------------------------------------------

INSERT FIGURE 4 ABOUT HERE 

---------------------------------------------


Lastly, Model 3-1, 3-2 and Figure 4 show that an ego is less likely to trust information received from a woman who has a higher network status. The findings suggest that a woman's high network status is not advantageous for information transfer between her and others because of the discrepancy between her (low) gender status and the (high) status in her communication network. When a man knows well-connected individuals, he is often considered agentic and competent. Hence, respondents are likely to trust in information from him. When a woman knows well-connected individuals outside family, however, it is rather against gender norms (Fischer 1988). Moreover, her social capital is often seen as her lack of competence and dependency at work on more capable individuals because women are subject to much stronger expectations that they will be dependent on men (Brines 1994). Thus, an ego is less likely to trust information from a female alter whose network status is high by being connected to well-connected individuals. Although one's network status may not be pronounced, the mismatch between being a lower status gender and occupying a high status position in communication networks has negative effects on information trust.
5. Discussion 

In this study, we examine the effects of gender-status mismatch on information trust. We found that women suffer a status penalty regardless of the source of their status. Women in a higher position in the organizational hierarchy are less trusted, and so are women who are working for a higher-status organization although this effect is not statistically significant. We also found that women do not enjoy the benefits of occupying a higher status in a network: while men become more trusted as they accumulate network status, women become less trusted. The findings suggest that high-status women are more likely to suffer information mistrust due to gender-status mismatch. These findings also foreshadow significant consequences for organizations beyond the immediate drawback to information transfer. Taken together, our analysis of gender-status mismatch has broader contributions to our understanding of how gender inequality emerges and is perpetuated.
5.1. Contributions and implications


This study makes several contributions to existing literature. First, we advance current understanding of information transfer by identifying the ways and situations in which information mistrust occurs. Much attention has been paid to how successfully a person locate knowledge or individual specialties and obtain information (Sydow et al. 2004), and how clear communication can help a project succeed (van Marrewijk et al. 2016). While there is a huge emphasis on information transfer, the existing studies overlook an important aspect of information transfer; what if no one trusts the transferred information? 


In this study, we attend to this question by examining how much a person (dis)trusts information. Given the finite time span of collaborative projects, not only is it crucial to transfer information timely but also is it important to trust in transferred information. In this regard, our work is a valuable addition to the literature in part because we attend to the much-neglected topic but more so because our results reveal an important underlying mechanism of information trust: gender-status mismatch. Our study suggests that being connected is not enough to predict effective information transfer. Individual characteristics, such as higher ranks, and their interplay with alters' gender status beliefs will affect how much trust is granted to the transferred information. On the whole, our study advances the existing scholarship of information transfer and opens a new avenue of research on information (dis)trust within the current literature.

The second contribution of our study is to theorize gender-status mismatch in communication networks. Although prior studies noted that people generally evaluate favorably 
 ADDIN EN.CITE 

(Berger et al. 1977, Kovács and Sharkey 2014, Sauder et al. 2012)
 or at least show their deference to high-status actors (Ridgeway and Nakagawa 2017), gendered effects of occupying a high network status have been largely under-examined. While few studies acknowledge possibilities of such effects in a network, they often underscore the fact that men and women have different network structure or composition (Faris and Felmlee 2011, Burt 1998) (cf. Brands and Kilduff 2014). Unlike prior studies, we focus on how and why a woman occupying a high-status position in a network is evaluated differently from a man who has the high status in the same network. Our study is among the first to elaborate the mechanism, gender-status mismatch, and empirically test the mechanism that creates differences in the perceived level of trust in information in communication networks. 

Our theorization of gender-status mismatch, offers important insights for the current theoretical discussion on network-based benefits 
 ADDIN EN.CITE 

(Burt 1998, Brands and Kilduff 2014, Ibarra et al. 2005)
. In this study, we evidence that men benefit from having a higher network status, while women suffer a status penalty. Our theory of gender-status mismatch suggests that women experience mistrust from people whom they communicate with not because they lack social capital or are connected with wrong people (Lin 2001). Instead, their ability to mobilize and maintain ties with well-connected others is associated with the competence of men (Ridgeway and Correll 2004) and members of the high status are believed to have such competency 
 ADDIN EN.CITE 

(Ridgeway et al. 1998, Gould 2002, Berger et al. 1977)
. Accordingly, men, not women, are associated with the high status in a network. A woman’s occupancy of a higher network status does not match her gender, leading to negative responses from others. In this study, we argue such a mechanism of gender-status mismatch and confirm its effects in communication networks. To our knowledge, this study is the first to make this case. It contributes to understanding differential rewards for men and women in networks. We hope future work attempts to replicate this finding in different samples.

Finally, this study is clearly a call for more research into a mismatch between institutional conditions and its effects on collaborative projects in particular and organizations in general. While existing studies acknowledge the embeddedness of projects in structural conditions (Sydow et al. 2004, Bakker et al. 2016), few of them actually examine potential mismatches between conditions and possible impact on collaboration. In contrast, literature beyond research on collaborative projects, have paid attention to clashes between institutional conditions and how individuals/organizations respond to the mismatches. Literature on institutional complexity, for example, highlights institutional complexity: incompatible social scripts from multiple institutional logics at the same time and space (Greenwood et al. 2011). The scarcity of research on this topic suggests that our findings would be valuable to enrich current understanding of collaborative projects.  


In addition to identifying a mismatch between institutional conditions, this study makes important advances over existing research on responses to such a mismatch. The complexity literature underscores fragmentalization or compartmentalization as one of the most common responses and often effective strategy to deal with clashes between different institutional conditions. Organizations compartmentalize their tasks and divisions to deal with competing institutional demands (Reay and Hinings 2009). Individuals also differentiate their roles and identities depending on situations (Meyerson and Scully 1995). In this study, however, we show how individuals respond to a mismatch between institutional conditions where an individual's fragmentation strategy is almost impossible. Senior women in the organizational hierarchy or women who know well-connected individuals cannot fragmentalize one from the other, unless they conceal their gender or give up their high status positions. More importantly, even if a senior woman decides to differentiate her official role from her gender, her fragmentalization is not seen as her autonomous decision because the female gender is rarely associated with agency and autonomy (Thébaud 2015b). Both ego and alter cannot compartmentalize when they face gender-status mismatch. Such a mismatch results in the lower level of trust in information from high status women. Taken together, our study offers important insights for the current understanding of mismatches between institutional conditions and how status-based gender inequality is perpetuated in collaboration.


Taken together with theoretical contributions, our study on gender status mismatch has practical implications for individuals in collaboration to mitigate negative effects of gender-status mismatch on women. Despite the non-recurring nature of collaborative projects (Hobday 2008), effects of gender-status mismatch on trust might be reduced once members in the current collaboration are aware and mindful of their own gender status beliefs. When more people begin to routinely challenge gender status beliefs and status hierarchies that are taken for granted in society, it is possible to change institutional conditions. Collaborative projects in the future would be benefitted by current action because future projects carry “shadows” of current exchanges and possibilities (Engwall 2003, Grabher 2004). Any collaboration that is embedded in such improved conditions would mitigate gender inequality. 
5.2. Limitations and future research

While our study contributes to understanding gender-status mismatch and its effects on information trust, it has some important limitations that should be addressed in future research. First, we used surveys to measure a person's perceived level of trust in information received from his or her alters. Due to the possibility of reporting trust in a socially desirable way, we must be cautious when interpreting how much a person trusts information. Although we took this into account by adjusting each individual's raw score to his/her average score, the future development of complementing survey design would shed light on methodological issues relating to assessment of information trust. 

Second, an additional limitation of this study is associated with time. While we conducted two surveys between November 2014 and May 2015, it is not sufficient to see change in information trust over time. We think the effects of gender-status mismatch are likely to be stable unless there is a radical change in institutional conditions, but that remains an empirical question. Future studies could extend this focus by considering longitudinal panel research. 

Third, our study is limited in the examination of a project in a typical male-typed industry: the construction industry. Although gender and status hierarchies in general are consistent across contexts, existing studies on gender status beliefs point out that specific status beliefs vary with gender-typing of the market (Tak et al. 2019). Thus, future studies should compare female-typed industry (e.g., nursing and child care) with male-typed industry and examine whether our thesis is upheld in different industries.

Lastly, we urge that future research continues to improve our understanding of gender-status mismatch by considering societal beliefs about female/male tasks or roles. There are specific expectations that men are more capable at stereotypically masculine tasks (e.g., sports), while women are more capable at stereotypically feminine tasks (e.g., caretaking) 
 ADDIN EN.CITE 

(West and Zimmerman 1987, Song 2018, Doering and Thébaud 2017)
. Due to the data limitations, we could not compare or control for individual roles and tasks. It is important for future work on gender-status mismatch to collect measures of male and female roles/tasks of individuals and compare their relative effects on information trust. In doing so, future studies will be able to delve deeper into the gender-status mismatch and its consequences for collaborative projects as well as organizations.
5.3. Conclusion

Although collaborative projects are embedded in institutional conditions, few studies have examined a mismatch between multiple conditions and its effects on projects. Our research advances current understanding by investigating gender-status mismatch and how such a mismatch can be a mechanism of information mistrust. The mismatch hinders information transfer, devalues information from certain individuals, and impedes collaboration. In this regard, our study underscores the underlying mechanism of information trust problems and has important practical implications for addressing gender inequality. We hope our paper fuels scholarship in this vein.
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Table 1 Summary of variables and correlations.
	
	Mean
	Std. Dev.
	Min
	Max
	1
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12
	13
	14
	15
	16
	17
	18
	19
	20

	1.Trust
	.600
	.628
	0
	4.77
	1
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	2.1st survey
	.460
	.498
	0
	1
	-.11
	1
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	3.Dragados
	.443
	.496
	0
	1
	-.15
	.00
	1
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	4.M&E
	.103
	.304
	0
	1
	-.15
	-.04
	-.30
	1
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	5.Female
	.093
	.290
	0
	1
	.02
	-.07
	-.11
	.39
	1
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	6.Junior position
	.050
	.218
	0
	1
	.08
	.11
	-.20
	-.07
	-.07
	1
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	7.Permanent job
	.582
	.493
	0
	1
	.09
	.10
	-.28
	-.18
	.12
	.19
	1
	
	
	
	
	
	
	
	
	
	
	
	
	

	8.Total number of alters
	33.7
	18.0
	0
	77
	-.10
	-.41
	.15
	.26
	.10
	-.23
	-.06
	1
	
	
	
	
	
	
	
	
	
	
	
	

	9.Degree centrality^
	-1.50
	.552
	-4.07
	-.733
	-.06
	-.22
	.18
	.17
	-.04
	-.29
	-.03
	.84
	1
	
	
	
	
	
	
	
	
	
	
	

	10.Total number of alters’ functions
	11.9
	4.05
	2
	19
	-.18
	-.18
	.30
	.20
	.02
	-.22
	-.11
	.83
	.81
	1
	
	
	
	
	
	
	
	
	
	

	11.Total number of alters’ organizations
	7.53
	2.64
	2
	12
	-.12
	-.19
	.09
	.15
	-.21
	-.15
	-.11
	.65
	.70
	.62
	1
	
	
	
	
	
	
	
	
	

	12.Same function 
	.167
	.373
	0
	1
	.09
	.15
	-.00
	-.02
	.00
	.01
	.10
	-.16
	-.15
	-.19
	-.16
	1
	
	
	
	
	
	
	
	

	13.Same organization 
	.420
	.493
	0
	1
	.14
	.02
	.16
	-.08
	.06
	-.02
	-.00
	-.12
	-.13
	-.12
	-.21
	.20
	1
	
	
	
	
	
	
	

	14.Female alter
	.110
	.313
	0
	1
	.05
	-.03
	.02
	.00
	.01
	.02
	-.10
	.01
	-.00
	.02
	-.10
	-.01
	.09
	1
	
	
	
	
	
	

	15.Senior alter
	.047
	.213
	0
	1
	.06
	.07
	-.19
	-.01
	-.05
	.43
	.13
	-.08
	-.10
	-.12
	-.00
	.03
	-.01
	.04
	1
	
	
	
	
	

	16.Alter’s high organizational status
	.234
	.423
	0
	1
	-.10
	.02
	-.12
	.03
	-.08
	-.08
	.00
	.07
	.09
	.07
	.10
	-.07
	-.47
	-.02
	-.07
	1
	
	
	
	

	17.Alter’s network status
	.414
	.282
	.000
	1
	.04
	-.07
	-.03
	-.03
	-.05
	.00
	-.05
	-.06
	-.03
	-.03
	.01
	-.09
	-.09
	-.09
	-.08
	.00
	1
	
	
	

	18. Female alter × senior position
	.008
	.092
	0
	1
	.00
	.04
	-.08
	.00
	-.00
	.28
	.06
	-.01
	-.01
	-.01
	-.00
	-.03
	-.06
	.26
	.41
	-.03
	.02
	1
	
	

	19. Female alter × high organization status
	.022
	.149
	0
	1
	-.03
	.02
	.01
	-.00
	-.00
	-.02
	-.07
	.01
	.04
	.05
	-.01
	-.03
	-.13
	.43
	-.00
	.27
	-.05
	.04
	1
	

	20. Female alter × network status
	.037
	.141
	0
	.796
	.01
	-.07
	-.06
	-.02
	-.04
	.08
	-.13
	-.00
	-.01
	.01
	-.05
	-.07
	.04
	.75
	.08
	-.02
	.14
	.30
	.29
	1


Obs = 3842 ego-alter spells (92 respondents) at T1 and T2.
VIF = 1.2074.  P<.05 is in bold. ^ logged variable.
Table 2 Regressions predicting gender status effects on trust.
	
	Baseline
	Model 1-1
	Model 1-2
	Model 2-1
	Model 2-2
	Model 3-1
	Model 3-2

	Control variables
	1st survey
	-.229(.022)***
	-.230(.022)***
	-.229(.022)***
	-.225(.022)***
	-.224(.022)***
	-.224(.022)***
	-.228(.022)***

	
	Dragados
	-.277(.024)***
	-.277(.024)***
	-.275(.024)***
	-.284(.024)***
	-.283(.024)***
	-.275(.024)***
	-.300(.024)***

	
	M&E
	-.485(.040)***
	-.485(.040)***
	-.483(.040)***
	-.487(.040)***
	-.489(.040)***
	-.482(.040)***
	-.507(.040)***

	
	Female
	.229(.039)***
	.229(.039)***
	.230(.039)***
	.220(.039)***
	.223(.039)***
	.229(.039)***
	.223(.039)***

	
	Junior position
	.039(.046)***
	.219(.050)***
	.233(.051)***
	.206(.047)***
	.206(.047)***
	.224(.046)***
	.250(.046)***

	
	Permanent job
	-.064(.022)**
	-.065(.022)**
	-.063(.022)**
	-.064(.022)**
	-.065(.022)**
	-.062(.022)**
	-.079(.022)***

	
	Total number of alters to communicate with
	-.007(.001)***
	-.007(.001)***
	-.007(.001)***
	-.007(.001)***
	-.007(.001)***
	-.007(.001)***
	-.007(.001)***

	
	Ego’s degree centrality^
	.447(.038)***
	.447(.038)***
	.450(.038)***
	.446(.038)***
	.448(.038)***
	.444(.038)***
	.442(.037)***

	
	Total number of alters’ functions
	-.024(.004)***
	-.024(.004)***
	-.024(.004)***
	-.023(.004)***
	-.023(.004)***
	-.024(.004)***
	-.022(.004)***

	
	Total number of alters’ organizations
	-.017(.005)***
	-.017(.005)***
	-.017(.005)***
	-.018(.005)***
	-.018(.005)***
	-.017(.005)***
	-.017(.005)***

	
	Same function
	.127(.026)***
	.127(.026)***
	.126(.026)***
	.130(.026)***
	.130(.026)***
	.131(.026)***
	.126(.026)***

	
	Same organization
	.165(.020)***
	.165(.020)***
	.161(.020)***
	.133(.022)***
	.131(.022)***
	.168(.020)***
	.173(.020)***

	
	Female alter
	.065(.030)*
	.065(.030)*
	.082(.031)**
	.068(.030)*
	.084(.034)*
	.071(.030)*
	.291(.048)***

	Alter’s senior position in the organizational hierarchy
	
	.013(.049)
	.048(.052)
	
	
	
	

	H1.  Female alter × senior position
	
	
	-.232(.117)*
	
	
	
	

	Alter’s high organizational status
	
	
	
	-.080(.025)***
	-.073(.026)**
	
	

	H2.  Female alter × organization status
	
	
	
	
	-.079(.073)
	
	

	Alter’s network status
	
	
	
	
	
	.073(.033)*
	.139(.035)***

	H3.  Female alter × network status
	
	
	
	
	
	
	-.641(.108)***

	Constant
	2.12(.116)***
	2.12(.116)***
	2.13(.116)***
	2.15(.116)***
	2.16(.116)***
	2.08(.118)***
	2.05(.117)***

	R2
	0.1599
	0.1599
	0.1608
	0.1621
	0.1624
	0.1609
	0.1685


†P < 0.1, *P < .05, **P < .01, ***P < .001

^ logged variable 

Fig. 1. The contractual network between organizations for BSCU project.
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Fig. 2. A mismatch between her gender and her position in the organizational hierarchy.
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Fig. 3. A mismatch between her gender and her organization status.
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Fig. 4. A mismatch between her gender and her network status.
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