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Introduction
Human beings tend to reduce the world to schemes and structures with which it is much easier for us to understand the reality in which we live. From here, stereotypes frequently arise. These are nothing more than a structured image accepted by a group of people as representatives of a certain group, cataloging it only by its nationality, age, ethnicity, sexual orientation, origin, gender, profession, physical appearance, etc. The stereotypes are related to ideas, beliefs and attitudes of each individual. Gender stereotypes can also be seen in the workplace. We categorize men and women in the professions to which they must dedicate themselves, assigning them labor roles according to the gender to which they belong (Cunningham & Macrae, 2011). In this perspective we often still ask the question that does stereotyping for gender exist at workplace.
What Labor Roles Imply
Men and women have developed over the centuries specific roles that, despite having been dismantled by theorists, today are still valid in many areas. The woman has been intended to work related to domestic space and care and associate with concepts such as weakness, dependence and sensitivity. This has led to professions such as early childhood education, cleaning, elderly care, nursing or cooking being marked as feminine. The man, however, has been traditionally linked to production, technical and public space. In the same way, strength, rationality and independence are ideas that we associate with when working. The result is that technical professions, such as engineering, medicine, repair and maintenance of systems and other sectors such as education at high levels, politics or leadership positions, historically relate to masculinity (Lazar, 2017).
What Do These Gender Stereotypes Imply?
The problem that the gender stereotype implies in the workplace is essentially a question of inequality. Men and women are pigeonholed not only in certain professions, but we also expect them to behave in a specific way. Thus, for example, surely one has seen how hard it is to judge the directive woman who is strict in her orders or how to question female work that involves strength or knowledge of mechanical or technical matters. In the same way, we also do not expect a man to show a certain delicacy or sensitivity in his work. Reason why, as an example, the man who dedicates himself to the care can usually be criticized for it, because he does not respond to those simplistic stereotypes that pigeonholed him in other areas. Thus, we see how stereotypes are reductionist cultural schemes, that hardly respond to reality and that can give rise to situations in which equality between men and women is violated (Plickert & Sterling, 2017). 
Why Change Is Not Visible
There are attitudes that remain in society as if they were inherent in it and were integrated into our culture. A clear example is when we talk about gender stereotypes at work. To answer the questions posed earlier gender stereotypes can be defined as those characteristics or qualities that, because of gender, are assumed in the person at work. It is clear by giving some elements that are assumed as masculine and feminine characteristics. The masculine represents emotional stability, self-control, dynamism, courage, aptitude for science or rationality. Whereas the feminine is associated with emotional instability, lack of control, passivity, tenderness, dependence or fear. If we situate ourselves in the sphere of work, we see very clearly how these gender stereotypes have marked, and continue to mark, occupations (M Khan, 2017). 
There are professions that have traditionally been associated with gender. Eminently male professions are firefighter, police, scientific or mechanical, representing attitudes of courage, rationality, dynamism, etc. And traditionally feminine professions are those of nurse (non-medical), caregiver of elderly people (not geriatric assistant) or cleaner. Although changes and advances are currently taking place, they continue to be stereotypes in force. To respond to the thesis we can say that there is still a persistence of gender-based distribution of the woman-teacher-doctor and man-engineer-technician models around the world. Women still select to a more prominent degree than men assembled inside the parts of Health Sciences, Arts and Social Sciences. Despite what might be expected, the degrees of Engineering, Architecture keep showing a dominatingly men’s field (Cunningham & Macrae, 2011).
Discrimination in treatment
One possibility is that in the workplace, females are dealt with uniquely in contrast to men with no other clarification than separation. This can occur at different dimensions. From the business liking to offer more to males than to females, from the work environment possibly colleagues make life simpler for males than for females, for customers that like to manage males than with females or even associations arranging compensation if more males are the leader of the family and more females the optional worker, it bodes well to imagine that the associations guard more the wages of the previous. Traditionally, there is often a distinction between discrimination based on tastes and statistical discrimination. Segregation dependent on tastes is the thing that we may call patterns and here separation is immediate. Measurable separation is the thing that shows up because of us utilizing sexual orientation as an intermediary for different things. On the off chance that females are more terrible in a specific measurement, it does not make a difference if a particular female escapes that generalization in light of the fact that the business or customer does not know it and will regard it as though it were same like others (Plickert & Sterling, 2017).
Preferences and priorities
Often, as mentioned above, it is often emphasized that discrimination is not such because it is the result of decisions made fairly freely by women-demanding less salary, having different vital priorities and who is the state to meddle in that. We would only like to link with the idea of ​​the formation of these preferences, expectations and ideas are obviously something that occurs in response to the circumstances of the labor market and social pressure (Tissier-Desbordes & Visconti, 2018).
Women are less competitive
Numerous employments require intensity, forcefulness, administration, fearlessness, and so forth. This is particularly valid in the most elevated amounts of the professional chain of command, for example, the administrative places of the organizations. There is an entire degree in financial matters and psychologists attempt to check whether people are diverse in this sense, these distinctions are enormous and noticeable, under this unique situation or establishment we can say that females are less dominant or competitive then men significant to clarify the distinctions in results in the work place.
Women do not ask 
Women do not ask is the norm in the business community it is an understanding that depicts women are less competitive. These findings say that people acted diversely while arranging their circumstance in the organization demonstrates females are less effective in the all the more testing or requesting employments. They would in general have less trust in themselves and to be less forceful requesting an expansion or arranging career advancement, at that point men take the lead and are more demanding (Tissier-Desbordes & Visconti, 2018).
Social networks
Human beings tend to trust more people who look like us. The people we understand best, we consider more predictable and prefer to work with them than with others. This phenomenon is what is called homogamy. In economic life, many hiring decisions depend on this as we prefer to work with people close to us, who we know, etc. which is within our network of contacts. When males have the larger share in places of work and tend to designate other men for different positions, at that point there is an impact of that majority share. Likewise, as disclosed here is by all accounts some proof that people weave their systems of contacts in an unexpected way. Males have more contacts and less connectivity and females have fewer contacts but remain highly connected, something that has ramifications for the work since it is progressively imperative to know numerous individuals (Lazar, 2017).
Absenteeism and probability of leaving work
Men and women seem to have different levels of commitment to their careers. In particular, whether by a free choice, or by an effect of socialization and stereotypes, a greater burden of domestic work and care falls on women. This observation led to the theory that differences in wages and investment of the employer in their promotion policy would depend on the expectations that would have about men and women leaving work, opt for a reduced working day to take care of their children, or have absenteeism, etc. (Tissier-Desbordes & Visconti, 2018).
The linearity of occupations 
[bookmark: _GoBack]If one looked at different occupations, even stratifying by level (managerial, etc.), the wage gap was much higher in some than in others. In the legal profession, for example, the wage gap was one of the largest; among pharmacists, on the other hand, it was almost nonexistent. Researchers suggested that none of the previous theories could explain this sectorial difference. Legal practice is an occupation in which one must be constantly present, it is beyond the realm of imagination to expect to appoint and in this manner being incidentally missing, or having an adaptable calendar has a high cost for employers. Along these lines, compensation develops more than relatively with time worked and experience. Then again, having a drug store, regardless of requiring a similar capability, is something in which a steady availability in the work environment isn't essential and in this manner compensation generally develops all the more directly with time and experience. To the degree that females bear a more prominent weight of residential work, the less direct occupations can harm those (Tissier-Desbordes & Visconti, 2018).
Conclusion 
After viewing the long list of explanations of the mechanisms that are potentially behind labor market differences in gender context and stereotyping. We can conclude that stereotyping for gender exists at workplace even today and it is not restricted to a certain industry or a geographic location. The main difference between the explanations has to do with whether they assume that inequality is formed in the labor market or before entering it. In order to remove the gender stereotypes it is essential for the government to design policies that will have a more equalizing effect. However, the policies that are already in place lack the required execution or implementation in the business world due to which the stereotyping still exists. To be more candid here, there is a huge difference if we relate the situation of today with two or three decades back. Still, it remains a paradox on how much time is required when there will be zero stereotyping of gender in the workplace.  
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