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One mechanism is the role of moral credentials: () individuals are more prone to express prejudiced

attitudes when they feel that they have established their moral credentials as a non-prejudiced person

(Monin and Miller, 2001). The moral credentials argument is consistent with our prediction that managers
making decisions about employees on behalf of an organization will be more likely to discriminate against
women when that organization explicitly promotes itself as meritocratic. When the culture of an
organization includes the strong belief that the organization is meritocratic, and particularly when
managers themselves explicitly endorse this belief, this serves as a form of meritocratic moral credentialing
that makes future bias more likely. An organizational culture that prides itself on meritocracy may
encourage bias by convincing managers that they themselves are unbiased, which in turn may discourage

them from closely examining their own behaviors for signs of prejudice.

<High> Used with permission of Sage Publications Inc. Journals, from The Paradox of Meritocracy in Organizations by Emilio J. Castilla
et al., December 1, 2010; permission conveyed through Copyright Clearance Center, Inc.
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One mechanism is the role of moral credentials: () individuals are more prone to express prejudiced

attitudes when they feel that they have established their moral credentials as a non-prejudiced person

(Monin and Miller, 2001). The moral credentials argument is consistent with our prediction that managers
making decisions about employees on behalf of an organization will be more likely to discriminate against
women when that organization explicitly promotes itself as meritocratic. When the culture of an
organization includes the strong belief that the organization is meritocratic, and particularly when
managers themselves explicitly endorse this belief, this serves as a form of meritocratic moral credentialing
that makes future bias more likely. An organizational culture that prides itself on meritocracy may
encourage bias by convincing managers that they themselves are unbiased, which in turn may discourage

them from closely examining their own behaviors for signs of prejudice.

<> Used with permission of Sage Pfub}ications Inc. Journals, from The Paradox of Meritocracy in Organizations by Emilio J. Castilla
et al., December 1, 2010; permission conveyed through Copyright Clearance Center, Inc.
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