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Abstract

The glass ceiling is an invisible barrier that prevents women from entering the top leadership. In
recent years, a large number of empirical studies have found that gender stereotype is an impor-
tant reason for the phenomenon of glass ceiling. This paper discusses the reasons for the forma-
tion of the glass ceiling through the gender stereotype of face and figure, and discusses the impact
of benevolent sexism on men and women in the workplace from a subjective perspective. From the
objective gender stereotype to the subjective gender bias, this paper discusses the causes of the
glass ceiling.
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