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Abstract

The study aims to explore the cross-stage impact of ambivalent sexism (hostile and benevolent) on
women’s career development, revealing its mechanisms through a systematic review. Research in-
dicates that hostile sexism significantly hinders career advancement by directly obstructing women'’s
entry into male-dominated fields, reducing promotion opportunities, and exacerbating workplace
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discrimination. Benevolent sexism, on the other hand, subtly reinforces traditional gender roles,
leading to women'’s self-limitation, unequal resource allocation, and underestimation of leadership
effectiveness. Both types of bias exhibit cumulative effects across career choices, workplace perfor-
mance, and leadership challenges. Future research should delve into the underlying psychological
mechanisms, differences among sexual minority groups, and interactive effects to develop targeted
intervention strategies and promote workplace gender equality.
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