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It is apparent today that fewer and fewer women are occupying positions of leadership in professional spheres, and for a wide variety of reasons. Federal Justice Minister Peter MacKay made some misguided remarks in June about the disparate ratio of male to female federal judges, saying that many women do not apply because they are afraid the job will take them away from their children. Beyond the immediate implications regarding work-life balance and family responsibilities, I believe this perspective is evidence of a larger issue. It is essentially an example of residual institutionalized sexism, and perceived gender roles in the workplace, which presents a considerable obstacle for women in pursuit of leadership positions. It is my contention that this disparity is actually due to a brand of sexism that is still evident in many work settings, in terms of how women are perceived in leadership roles.
	A 2006 study reported that “Problems arise for female leaders in that the expectations for how women should behave are in contrast to the expectations for how leaders should behave.” (Johnson, 2006, p.40). This notion follows role congruity theory in determining how gender roles mesh with workplace roles, and in the case of this particular study, of leadership roles. I feel as though this notion is rather out-dated because gender roles have been expanding and changing for years. It is important to contest these long-standing ideas about strict and stereotypical gender roles so we can expand our perspectives, and reduce the application of stereotypes to individuals overall. It has been found that “exposure to counter-stereotypic targets does change the way in which individuals form impressions and process social information.” (Leicht, 2014, p.1026). This is to say that the less we rely on prototypical impression formation, the better an understanding we can have of people as individuals, without pigeon-holing them to a preconceived stereotype, and this directly ‘applies to the ways in which women are largely perceived in leadership roles.
	MacKay’s comments also make the assumption that women are focused on their kids more than their careers, and additionally, they will forgo career opportunities in favor of prioritizing their domestic responsibilities. This further implies that these responsibilities fall primarily on women, and it has be found that women do actually perform a disproportionate amount of domestic work, and while this trend is shifting narrowly, it still remains largely the same (Werner et al., 2014). This marginal change only serves to further perpetuate the perception that women are more likely make work-related sacrifices than are their male counterparts, thus giving some weight to MacKay’s comments, however presumptuous or problematic they may be.	
Given that work-life conflicts happen in terms of time constraints, scheduling conflicts and the problems that arise from the spillover between work and home life, (Padavic, 2002, p.149-177), it is important that someone in as prominent a public position such as MacKay should always strive to use more specific and inclusive language when discussing issues of female representation in the workforce, and making assumptions about individuals’ pertinent choices.
[bookmark: _GoBack]There are a few other issues that play into this obstacles women face in pursuit of leadership roles in the workplace. While the numbers of female role models are few, women also still experience a significant wage gap as compared to men and this affects families’ decisions to have the woman stay home as the husband or partner will presumably make more money anyway. 
I believe that further progress on these issues will depend on coordinated efforts by federal agencies, advocacy groups and organizations’ voluntary implementation of equal employment opportunity programs, which aided considerably in the progress evident of the 1970’s in the United States (Padavic, 2002, p. 97-121). In addition, efforts on individual levels to reduce the stereotypical attribution of certain traits between female and male counterparts should continually be made, so as to maintain equal assessment of each other’s competencies and qualities in the workplace. 
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