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Abstract

Purpose — This paper aims to explore the relationship between workplace gender diversity among peers
and management aspirations among male and female employees. It focuses on whether gender diversity
influences men and women’s management aspirations.

Design/methodology/approach — The study builds on cross-sectional survey data from the Danish
public sector.

Findings — Results shows that in mixed-gender workplaces, male employees are less likely to express
management aspirations than male employees in mono-gender workplaces, but female employees in mixed-
gender workplaces express management aspirations to the same — low — degree as female employees in mono-
gender workplaces. All in all, the findings show that gender differences in career aspirations are not just a matter
of individual preferences and/or macro-structural factors but also a matter of factors at organizational level. The
findings suggest both positive and negative implications of gender diversity, and hence problematize a — rather
common — simplistic celebration of gender diversity. First of all, gender diversity seems to counteract the
fertilization of rigid stereotypes of men and hence prevents some men from being pushed into management
positions and a career ladder they perhaps do not want to be placed at in the first place.

Research limitations/implications — Because of the chosen research approach, the research results
may lack generalizability. Therefore, researchers are encouraged to test the proposed propositions further.
Practical implications — The findings seem to identify that the challenge of secure a large and qualified
pool of potential managers might be even extra challeging for managers in gender-diverse organisations.
Originality/value — A more nuanced view of the implications of gender diversity based on a basic
argument of gender-asymmetry. Furthermore, the study are build on a unique dataset that allows to study the
implications of gender diversity across a wide range of occupational setting and hence control for occupation
specific characteristics.

Keywords Management aspirations, Gender diversity among peers, Gender stereotyping,
Gender asymmetry
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Introduction

For several decades, most developed countries have seen increased workforce diversity

(Forbes Insights, 2012; McKinsey, 2017). Women'’s increasing participation in education and

paid employment as well as migration are important sources for workforce diversification

(Forbes Insights, 2012; McKinsey, 2017; OECD, 2017). In the social sciences, workplace Gender in Management: An
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profits and earnings (Herring, 2009; Noland ef al., 2016; Shore et al., 2009; Tinker et al., 2004).
However, workplace diversity is also an essential part of the intimate social environment for
the individual employee with possible importance for work-related experience and
wellbeing. As Pfeffer (1983) states: “the relative proportions [of social categories] condition
the form and nature of social interaction and group processes,” all of which can affect
employees’ “psychological well-being, attitudes, and even job performance” (303-304). In the
present study we hypothesize, that gender diversity among peers can affect the social and
psychological environment in workplaces in ways that may form their career aspirations.
We want to investigate whether workplace gender diversity of peers can affect entry of
employees into the recruitment pipeline for lower-level management positions.

Gender gap in management positions

After several decades of struggle for gender equality in the labor market, men still occupy a
clear majority of the authority positions in private as well as public organizations. Numbers
from the OECD indicate that men’s share of managerial employment totals almost 70 per cent
(OECD, 2017). The gender gap with respect to workplace authority increases through the
hierarchical levels, and in the OECD countries, women’s share among chief executives in 2016
amounts to 4.8 per cent on average, though coming up from 2.4 per cent in 2013 (OECD, 2017).
Even though Denmark is characterized by relatively high gender equality, especially when it
comes to labor market participation and a shrinking wage gap, women’s representation in
management in general as well as top management positions is below OECD average (OECD,
2018). In the public sector, which, on average, is numerically dominated by women, men are
also overrepresented in authority positions (European Commission, 2009). Again, when it
comes to chief executive levels in the public sector, men typically hold the positions (European
Commission, 2009). In Denmark, even in branches with overwhelming majority of women
among regular employees, senior or chief executives are typically men (Madsen et al, 2010). If
the gender gap with regard to workplace authority is less marked today than it was a century
ago, it is still quite evident, and changes are coming slowly especially in countries abstaining
from the use of quotas and other legally binding measures (OECD, 2017).

There are several reasons to worry about the gender gap with regard to workplace
authority. From an economic perspective, women’s relative underrepresentation in the
management and leadership of our working life can be regarded as inefficient. In today’s
Western welfare states, women are statistically equally or better educated than their male
peers (Beck-Domzalska, 2007; OECD, 2017). Therefore, when women do not take equal part
in the management and leadership, it can lead to underutilization of women’s competencies
and knowledge resources. Several studies indicate that corporations and organizations
perform better if qualified women hold a more equal share of the management positions
(Carter and Wagner, 2011; Hunt et al.,, 2018; Noland et al., 2016; Tinker et al., 2004). From a
broader societal or democratic perspective, the gender gap with regard to workplace
authority is problematic because it exhibits that women as a group systematically have less
influence than men on the substantial societal processes related to work and economic
reproduction that take place in the workplaces. For economic as well as democratic reasons it
is therefore important to elucidate which factors influence women’s ways into the pipeline
for workplace authority.

In the present study, we bring the literature on gender diversity together with theories
and empirical research on the forming and social construction of men’s and women’s career
aspirations in gendered work contexts (Cohen and Swim, 1995; Correll, 2004; McDonald et al.,
2004; Ridgeway and Correll, 2000). Instead of focusing on the effect of gender diversity in
management to the career aspirations of lower-rank male and female employees, we focus on



how gender diversity among peers affect their management aspirations and thereby their
entry into the pipeline for lower-level management positions. Hypothesizing that workplace
gender diversity of peers affects the social and psychological environment in ways that are
important for the forming of men’s and women'’s career aspirations, we ask how workplace
gender diversity of peers affect employees’ career aspivations, and whether female and male
employees are affected in the same way?

To put the analyses of gender diversity and career aspirations in perspective, we also
explore whether or not workplace gender diversity correlates with men’s and women’s
perceived career possibilities. Note that by workplace gender diversity of peers we
understand the mix of female and male employees in a workplace. Accordingly, we define a
workplace with high gender diversity of peers as a workplace with equal shares of women
and men among employees.

In the study, we analyze unique survey data from workplaces within a wide range of
public sector occupations (13) in Denmark. As the sample is composed by an equal number
of women and men from the 13 occupations, we are able to analyze the association between
gender diversity and management aspirations for women and men across highly different
occupational settings each representing among others different structures of opportunity
with regard to career ladders, job responsibilities etc. and hence control for these differences.
Further controlling for working hours, tenure, family situation and more, our study has good
prospects for determining whether workplace gender diversity has associations that are
generalizable across gender and occupation. Our study expands on existing diversity
research by exploring the possible associations between workplace gender diversity and
men’s and women’s career aspirations with a particular view to the generalizability of
diversity processes across a wide range of occupational settings. Theoretically, our
contribution lies in the joining of general theories on gender diversity with theories on the
Sforming of career aspirations in gendered work contexts. Our theoretical claim is that to
understand the associations between workplace gender diversity of peers and male and
female employees’ career aspirations we need to build on theories of inter-gender social
mechanisms within work organizations.

We find it particularly interesting to explore the importance of an organizational factor
like gender diversity among peers to career aspirations because, in comparison with
personal or family-related factors like motherhood and marital relationship/cohabitation,
and macro-structural factors like culturally dominant gender roles, workplace gender
diversity of peers seems to be more accessible for modification by management or political
intervention. Furthermore, by focusing on management aspirations and workplace gender
diversity of peers we focus on how political and administrative managers might be able to
cultivate a bigger and more varied resource pool to choose future public managers from.
Equal opportunities for advancement might formally solve a gender equality matter, but if
male and female employees do not use the opportunities equally because of different levels of
aspirations it does not solve matters of recruitment and optimal use of the human resource
pool.

In the following sections, we derive hypotheses based on the literature on women’s and
men’s work orientation and career aspirations and the influence of workplace gender
diversity of peers. After this, we describe data and methods, present the results from our
analyses, and last, we discuss the results and present our conclusions.

Men’s and women’s career aspirations and gender diversity of peers
Traditionally, career aspirations are heavily gendered (Alvesson and Billing, 2009;
Kirchmeyer, 2002; Powell and Butterfield, 2013). Several empirical studies have found that
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women’s and men’s orientations towards career, promotion and job authority fit different
typical patterns (Mainiero and Sullivan, 2006). In general, and in conformity with traditional
gender roles, authority oriented career aspirations are more prevalent among men than
among women (Heilman, 2012; Madsen et al., 2010; Powell and Butterfield, 2013; Sheppard,
2018). It is widely discussed across different research perspectives, however, whether the
widespread gender differences with respect to career aspirations are determined by societal
and organizational structures, or, rather, if they are the expression of free choices of women
and men. Economists, on the one hand, often referring back to the work of Becker (1985),
typically account for differences between men’s and women’s work orientation and career
aspirations on the basis of job seekers’ utility maximizing choices, and they find that women
with responsibilities in the family often choose to allocate less effort and commitment to their
jobs than men with similar levels of skill and labor market experience do (Mainiero and
Sullivan, 2006; Thévenon, 2013). Many sociologists, on the other hand, begin with the
assumption that “workers’ location in social structures affects their work attitudes and
behavior because location signals whether career advancement is possible, and workers
react accordingly” (Reskin and Bielby, 2005, p. 79). In accordance with this assumption,
Cassirer and Reskin (2000), in a study among 733 employed General Social Survey
respondents, find that the differences between men’s and women'’s career aspirations are due
to different structural opportunities for women and men when they are placed in a gender
segregated labor market.

In the present study, our aim is, as mentioned, to explore the association between an
organizational variable, gender diversity of peers, and male and female employees’
career aspirations. Thereby we wish to supplement the basic explanatory grips from the
overall economic and sociological perspectives mentioned. It is important, however, in
the analyses to control for family circumstances and for structural opportunity
structures, and thereby take into account some of the basic insights into career
aspirations from these perspectives.

Our hypotheses derive from various findings indicating that workplace gender
diversity of peers can affect the social and psychological environment among employees
in ways pertinent for processes of gender stereotyping and career aspirations among
employees. Several organizational scholars have directed attention to the importance of
workplace organizational composition for peoples’ cognition, valuations and behavior
(Pfeffer, 1997, chap. 4). In a line of research going back to Kanter (1977a, 1977b), King
et al. (2010, pp. 483-484) find that the numerical representation of women and men in
organizations is linked to “the psychological climate of gender inequality” they perceive,
and that this psychological climate is “a critical predictor of their attitudes and behaviors
at work”. Like Kanter (1977a, 1977b), King ef al. (2010) focus on organizational settings
with distinctly skewed gender composition in which persons in clear numerical minority
position is assumed to experience stereotyping. In the present study, we focus on
organizational settings with a higher degree of gender diversity, and, assuming that
increased diversity among peers can decrease stereotyping, we explore the possible direct
relationship between organizational gender diversity of peers and career aspirations
among employees.

Our hypotheses derive from various findings indicating that workplace gender
diversity of peers can affect the social and psychological environment among
employees in ways pertinent for processes of gender stereotyping and career
aspirations among employees. We will develop and state our hypotheses in the
following sections.



Gender stereotyping, diversity and career aspirations

From organizational studies it is well known that organizations in general contribute to the
construction of shared meanings, beliefs and values among the individuals they comprise
(Jaffee, 2001). As expressed by Pfeffer:

[...] who you interact with and are therefore influenced by and, in turn, influence, is a function of
the existing social structure [...] If an individual’s social environment is made up almost
exclusively of males, the opportunity for interaction with women is limited simply by the
composition of the social group, regardless of the individual’s interest in interacting with women
(Pfeffer, 1997, p. 82).

Hence, the workplace organizational composition is important for employees’ cognition,
valuations and behavior (Pfeffer, 1997, chap. 4).

Stereotyping among employees in workplaces is one of the basic social process that can
affect the formation of career preferences in organizational contexts. Stereotyping implicates
generalizations or assumptions about the characteristics of all members of a social category
based on a generalized image about what people in that category are like and what
capabilities they have. In Western societies, widespread stereotypes on gender associate job
authority and career closer with masculinity than with femininity (Alvesson and Billing,
2009; Wynn and Correll, 2018). Because career and management generally are gender typed
male, gender stereotyping in a workplace setting should affect women and men differently. If
general gender stereotypes ascribe attributes and qualities associated with job authority,
ambition and career to men but not to women, then organizational settings with pronounced
gender stereotyping could encourage men’s ambitions, and at the same time, put restraints
on women’s ambitions.

A mechanism in this process is backed up in the literature on stereotype threat, indicating
that when a person in a certain situation experiences stereotype threat (i.e. being defined in
the situation as an example of a general negative stereotype), the stereotype threat seems to
incur stereotypic features to the threatened person. A striking example of stereotype threat
from experimental social psychology is female students underperforming in advanced math
tests when they are made even vaguely conscious of their gender, but performing fine when
the importance of gender is explicitly denied in the test situation (Spencer and Steele, 1999,
Steele et al, 2002). For individuals in a category with negative stereotypical images,
stereotype threat may influence their self-image, their preferences, and even their capabilities
in the situation so that the stereotypical image is confirmed. Several studies have found that
the mechanism of stereotype threat may hold back women’s career preferences in
organizational settings with pronounced stereotyping processes (Correll, 2001, 2004; Hoyt and
Murphy, 2016; Ridgeway and Correll, 2000).

In the present study, we focus on organizational settings with a higher degree of gender
diversity, and we explore the possible direct relationship between organizational gender
diversity of peers and career aspirations among employees. Our main line of thought is that
increased gender diversity of peers may reduce stereotyping in the workplace in ways that
can affect career aspirations. This reasoning builds on a broad literature departing from the
so-called contact hypothesis (Allport, 1954) saying that inter-categorical contact tends to
dissolve stereotyping and prejudice, purportedly because face-to-face interaction often
disconfirms the generalizations implied in the stereotypical images (Linnehan and Konrad,
1999; Reskin et al., 1999; Ridgeway, 1991; Ridgeway and Correll, 2000; Ridgeway and Smith-
Lovin, 1999). According to the contact hypothesis, interaction in an organizational context
between individuals with different cognitive and evaluative starting points can thus be
hypothesized to break down differences in held values, preferences and general outlook.
DiTomaso et al note that: “Under favorable conditions [...], intergroup contact may help
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reduce the activation of bias, through mutual appreciation and friendship” (DiTomaso et al.,
2007, p. 490).

It is generally assumed that intergroup contact must have certain qualities to reduce
stereotyping and prejudice. Scholars working in the contact theory perspective often discuss
these qualities as scope conditions[1] for the contact hypothesis (Allport, 1954; Paluck et al.,
2018; Pettigrew and Tropp, 2006). Allport imagined that intergroup contact would work to
reduce prejudice and stereotyping only if contact took place in settings with equal status
between the participants, had character of collaboration, was directed by common goals, and
that the effect would be enhanced if the contact was institutionally supported (Allport, 1954;
Pettigrew and Tropp, 2006).

If the scope conditions are not fulfilled, extensive inter gender contact in organizational
settings with high degree of gender diversity of peers could lead to other outcomes. Studies
of gender and racial sensitivity training show that intergroup interaction training might
backlash and trigger salience of gender and racial stereotypes (Tinkler et al, 2007;
Tinkler, 2012, 2013; Williams, 2017).

As data in the present study is collected among Danish public employees, we argue that
the scope conditions defined by Allport (1954) for intergroup contact to reduce stereotyping
are generally satisfied. Hence, one could argue that our Danish case of public employees is a
critical case in testing the decreasing effect of diversity to the use of stereotypes.

Danish workplace culture — public as well as private — is characterized by among others
flat hierarchy, working in a team, being quite democratic, acting proactively and an informal
tone of communication (Hofstede Insights, 2018). Furthermore, in Danish workplaces, you
enjoy your lunch break with peers and there are often many recurring social activities.
Finally, most public workplaces in Denmark are characterized by educational homogeneity
(Andersen, 2014) — either by law or by agreements between government and unions. Hence,
the empirical organizational context of the data for the present study is characterized not only
by equal status between the participants, but also by a character of collaboration and
common goals, as the organizations as mentioned are characterized by teamwork in a
democratic culture. In addition, gender equality is institutionally supported by both law and
COMMON NOrms.

Accordingly, we hypothesize that gender diversity of peers dilutes stereotyping and
hence affects career aspirations among peers in public sector workplaces in Denmark.

Hypotheses

Assuming that pronounced gender stereotyping typically restrains management aspirations
among women and furthers them among men, and assuming that organizational gender
diversity of peers counteracts gender stereotyping through increased inter-gender
interaction, we hypothesize that:

Hla. Workplace gender diversity of peers is positively correlated with management
aspirations among women, but negatively among men.

Further, if pronounced gender stereotyping affects women’s self-esteem negatively (but
men’s positively), we hypothesize that:

HI1b. Workplace gender diversity of peers is positively correlated with perceived career
possibilities among women, but negatively among men.

As mentioned above, our hypotheses assume that the scope conditions for the contact
hypothesis are satisfied in the empirical setting of our study. If this is not the case, extensive



inter gender contact in organizational settings with high degree of gender diversity of peers
could lead to other outcomes than we hypothesize. Allport (1954, p. 263) explicitly warned that
if inter group contact retained a superficial and casual character, contact could lead in the
opposite direction and increase conflict and prejudice: “the more contact the more trouble”.

Based on the research reviewed above, we find that there are good reasons to assume that
workplace gender diversity of peers can affect men’s and women'’s career aspirations. We
should emphasize, however, that we do not, of course, hereby claim that gender diversity is
the only factor determining career aspirations. The associations we hypothesize between
gender diversity of peers and career aspirations are thought to be relatively independent from
overall (economic and sociological) perspectives on career aspirations and career choices, and
our explorations are not aimed at invalidating any of these perspectives. Our ambition is to
explore the possible independent importance of gender diversity of peers in the workplace for
men’s and women’s career aspirations. In our analyses, however, we do control for family
situation and for structural opportunities to construct the analyses adequately and to
subsequently discuss the different overall perspectives on career aspirations.

Research design, data and measures
In the following, we present the context and design for testing the hypotheses, the data and
measures used and how we carried out the statistics.

To test the hypotheses outlined above, we use a unique and large data set collected
among Danish public employees. Respondents were drawn from Danish public employee
registers[2]. The questionnaire was sent to 8,759 public employees and a response rate of 56
per cent was achieved[3]. As the strategy was to obtain a fairly equal share of male and
female respondents within the various representative occupations in the Danish public
sector, the survey was designed as a gender-stratified (over-sampling men) random sample
of employees and managers within 13 different occupations (Table I). Data were also
collected among a 14th category of public employees — or rather, among a redundant

No. of male and

Occupation N female respondents
Social and health workers 213 M=103,F=110
Teachers in primary schools 226 M=106,F =120
Physicians 180 M=92,F=88
Healthcare professionals® 251 M=117,F =134
Office and IT staff 250 M=107,F=143
Academic staff in public administration 249 M=120,F=129
Prof. caretakers in 24-hour care institutions for vulnerable children 229 M=109, F =120
Professional caretakers in daycare institutions 211 M=90,F=121
Technical staff and cleaning 180 M=87F=93
Teachers in youth educations” 336 M=172,F =164
Researchers 177 M=71,F=106
Police and prison staff 154 M=75F=179
Employees in the armed forces 162 M=61,F=101
Sum 2818 M=1310, F=1508

Notes: “Health-care professionals are nurses, ergotherapists, physiotherapists, health visitors etc. which —
compared to physicians — only have a bachelor-degree and not a master degree. *“Teachers in youth
educations” covers in Denmark teachers at different educations after primary school but before possible
university level (BA and MA) studies. In other words: High school teachers, business college teachers,
technical colleges etc.
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category of public employees, namely those not covered by the 13 occupations. For reasons
of simplicity and clarity in interpreting the data, we chose to exclude the 214 respondents in
the 14th job category from the analysis. Furthermore, 1,873 respondents are already in
management positions and therefore also excluded in the analysis presented in this article.
Hence, the actual sample size is 2,818.

The design and data of the article is however not without caveats. The cross-sectional
data allow us, as mentioned, to analyze the correlation between workplace gender diversity
of peers and management aspirations of women and men across highly different
occupational settings each representing different structures of opportunity with regard to
career ladders, job responsibilities etc, and hence control for these differences in
occupational settings. However, cross-sectional data are susceptible to potential omitted
variable bias and reverse causation bias. The first concern is that the occupational contexts
with high workplace gender diversity of peers on certain other variables (unobserved and
hence not controlled for by the researcher) differ from the occupational contexts with low
workplace gender diversity of peers, and that these differences may be correlated with
employee’s management aspirations. Hence, we cannot be hundred p certain that workplace
gender diversity of peers in itself is causing differences in management aspirations or
whether the observed association is driven by something affecting both workplace gender
diversity of peers and employee management aspirations. Hence caution in drawing causal
inferences is advisable. However, the fact that the data are Danish, and hence collected in a
socially homogenous setting diminishes the possibility of omitted variables related to the
workplace gender diversity of peers and the dependent variable in regard to “usual suspects”
as workplace diversity in ethnicity, race and religion or the individual employees’ own
ethnicity, race and religion. Furthermore, studying across different occupational settings
also allows us to indirectly control for level of education, as the studied occupations requires
different levels of education (e.g. to become a researcher in Denmark you need to have a Ph.
D.-degree, to be a school teacher you have to have a four year bachelor-degree in teaching
from a certified university college, and to become a physician one has to have master degree
in medicine).

However, a second concern with cross-sectional data is that we do not know the causal
order among variables. We do know that employee gender is first in causal order compared
to workplace gender diversity of peers and management aspirations, but we cannot be
certain that management aspirations are second to workplace gender diversity of peers or
vice-versa. This is, however, a matter we will discuss in the “Conclusion and Discussion”-
section.

As mentioned, the survey was designed as a gender-stratified random sample within 13
different occupations, and as such it is not representative of the entire population within each
of the 13 occupations. However, as our survey sample, as mentioned in footnote 2, was
drawn from register data containing information about gender, age, education and
workplace we can compare the respondents with the non-respondents of the survey. These
comparisons showed no worrying significant differences. The response rate for males and
females are almost equal (48 per cent for males and 52 per cent for females). Slightly less of
the younger employees in the sample chose to fill in the questionnaire (47 per cent of those
34 years or younger) compared to the older employees 35-44 years = 59 per cent, 45-54 = 60
per cent, and 55+ = 60 per cent). Likewise, less from police and prison staff and technical
staff and cleaning have answered (respectively 47 and 48 per cent) compared to e.g. academic
staff in public administration (66 per cent) and teachers in youth educations (63 per cent).
However, as we use these variables as control variables and hence do within-occupation-



studies these differences in response rate is not invalidating our statistic findings. The
grouping of respondents between the 13 occupations is shown in Table I.

Even though Denmark has a high level of gender equality compared to other countries,
when it comes to participation in the work force, the job market is fairly gender divided
(Bloksgaard, 2011; Emerek and Holt, 2008). Women are employed in caretaking jobs in the
public sector to a larger degree than men. At the same time, again compared to other
countries, men and women are fairly even when it comes to taking care of family and home,
being active in their spare time and organizational life, and level of education. Hence,
because of the high level of equality and the norm of both genders taking part in the work
force, one might argue that the Danish case is a critical one. In Denmark, men and women are
used to regarding each other as equals at the work place and respecting and learning from
each other, so if gender diversity of peers seems to minimize the differences in management
aspirations between women and men, it might also be negatively associated in similar
contexts. How high levels of general gender equality that is needed to expect learning in
respect to management aspirations is however difficult to say. The data covers as mentioned
only public organizations, but as the hypothesized causal mechanisms (learning respectively
stereotyping) are social-psychological mechanisms between genders there seems, however,
no reasons to expect differences between public and private organizations.

Our dependent variables are as mentioned 1) whether or not the employee is interested in
a management position or not, and 2) to which degree the employee thinks it is possible that
he/she will actually get a management position one day, either at his or her own workplace
or at another place. We choose to test the hypotheses on two variables instead of only one as
it provides a more comprehensive test of the association between gender diversity of peers
and management aspirations. Aspiring to become a manager is not only a matter of the
individual being interested but also a matter of the degree to which the individual thinks it is
realistic. At the same time, one could argue that “being interested in” is partly affected by,
how realistic it is, and hence we ought to control for perception of possibility when we study
the relationship between gender diversity and employee interest in management position.
However, if we controlled for “perception of possibility” while studying the effect of gender
diversity among peers to employees interest in management position — and hence only
measure its direct effect — we would run the risk of underestimating the importance of
gender diversity to interest in management position, as the motivational self-censorship
effect of stereotypes might be both direct and indirect — that is through the perception of the
possibilities of becoming a manager.

However, as most employees do not want to become a manager[4] the answers to the
questions “To which degree would you like to become a manager at your present workplace”
and “To which degree would you like to become a manager at another workplace” are very
left skewed[5]. Hence, we chose to recode the original five-point scale into a dummy variable
measuring “interested” (the point 2-5) versus “not interested at all” (point 1). The answers to
the two questions measuring the employees’ perception of the possibility of getting a
management position[6] are also left skewed (more employees have a negative perception
than a positive one), but the skewness is small compared to the skewness concerning the
interest in management positions (Tables Al and AIl in Appendix for descriptives for
occupations and women and men separately). Therefore, we chose to use the natural log of
the variable instead of recoding into a dummy variable. A consequence of the recoding is
that when testing our hypotheses on the employees’ “interest in management position”, we
need to use logistic regression, whereas we use OLS regression to test them on the
employees’ perception of the possibility of getting a management position. To test the
robustness of our findings based on the above recoding we tested our statistic models on
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different coding of the dependent variables. The tests of robustness showed no significant
differences in our findings[7].

Our explanatory variables of main interest, namely gender diversity of peers, employee
gender and an interaction variable between gender and gender diversity of peers we likewise
measured through survey-items. Gender is based on biological gender and is a dummy
variable, where male = 0, and female = 1. In respect to gender diversity of peers we asked
our respondents to answer the following question:

How — approximately — is the allocation of male and female colleagues at your workplace? (If you
are employed at a very large workplace divided into separate departments, think about the
department or entity of employees that you are a part of).

We argue that as the effect of gender diversity of peers to management aspirations is a
social-psychological mechanism it seems reasonable to use a self-reported — perceived —
measure of degree of gender diversity of peers. Furthermore, as the theory of gender
diversity is a theory of the effect of diversity and not a theory of the effect of either women or
men being the minority at the workplace[8], we choose to code our measure of diversity into
a variable going from 1: “more than 75 per cent of the employees being of one gender” to 3:
“about the same number of female and male employees” (and 2 = one of the two sexes being
between 74 and 51 per cent of the employees), indicating that the higher the score the higher
the level of gender diversity at one’s workplace[9]. [10] Furthermore, to test Hla and H1b we
compute an interaction variable of gender and gender diversity to evaluate different impact
on women and men.

Even though our study is a study of X’s correlation with Y the ambition of which is to test
the association between gender diversity of peers and employee’s management aspirations
depending on the gender of the employee, and not a study trying to explain the total
variation in management aspirations (Y), we still - to reduce the risk of omitted variables —
need to control for alternative explanations that might covary with our independent
variables of main interest and the dependent variables and, hence, either lead to over- or
underestimation of the association between gender diversity of peers, gender and the
interaction variable if not included. The included control variables are: Age, occupation,
working hours (measured whether or not the respondent is working part time (=/< 32 hours
a week = 0) or (almost) full time > 32hours a week = 1), children living at home (No = 0,
Yes = 1), living with partner (No = 0, Yes = 1), and finally length of employment (measured
in years). As the number of management positions, and hence structural opportunities of
advancement, and level of education differs between the different occupations included in
the survey data and gender diversity of peers differs within the occupations too, we choose
to use dummy variables to control each of the different occupations. Furthermore, in the
statistics, we choose to use “professional caretakers in 24-hour care institutions for
vulnerable children and youth” as a reference category as this profession is the one in which
employees score their management aspirations closest to the average.

Because working part time is gender biased (more women work part time than men) but
focus of the article is to test the association between gender diversity of peers and
management aspirations and possible differences between men and women and not the
association between gender and management aspirations in itself we control for part time
working. Descriptives of all variables are shown in Table AIIl in Appendix.

To test the hypotheses, we run the analyses in three steps. First, we test a model
containing only the controls, shown in Table II as model 1. Second, in model 2, we add the
variable measuring gender diversity of peers into the equation, testing the association
between gender diversity of peers and management aspirations and whether or not adding
gender diversity of peers affects the correlations of the controls and/or the overall



uonisod JuswpSeuR B Su1)3as Jo sanifiqissod Jo uondadiog

S9 X -0N uonisod JustuaSeurl Ul 1Sa1u]

5B 0 S5EEEPERET S
sgg @ 255552555287
®n Q3 S SOLREWE =78 &
C.lm.e Tomow,%m.m.m%gm
= 2N ST oEaxs 8
2E ESETLifEL ¢
o 2% Ef %
= v g
g
(panuryuo2)
(1€T) 200— F0'1) 100— Al (€08°0) 46120~ (602°0) G60°0— Al s1ead JO AJISIDAIP IOPUID
FTP) 42100~ (ETF) 42100~ (GO'F) #5100~ (866'0) 53000~ (866°0) 200°0— (866'0) 200°0— (sTe9L)
JuswAoduws uo Y)sua|
(€0°0) 000— (S0'0) 00'0— (T0°0) 00'0— (260'T) 880°0 (T60°'T) 2800 (L20'T) SLO0 Jouyred yym SutAry
(77'9) 5010 (77'9) 52 T°0 (67'9) 5210 (#82'T) %0520 (L82'T) #4220 (062°T) %GSZ°0 Aoy Je SUIAI USIP[IY)
(22°9) 45V 10 (82°9) sV 1°0 (0£'9) 5510 (697 ) s2+G8E°0 (967 1) sx+€07°0 9LV 550670 SOy SUIYIOA
(99°8) 4100~ (2L9°9) 42100~ (@L'9) #5100~ (986°0) 5x+990'0— (2E6°0) 5x+990°0— (LE6°0) 55900~ a3y
(G0'€) 0T 0~ (G9°G) 600~ (09°) 5600~ (GO¥"0) 7060 (LT19°0) 5287 0— (629°0) 5x+€97'0— (T=4°0=1\) pusn
(2€°€) 4x:91°0 (€€°€) 5x9T°0 (I7°€) :91°0 (028T) #x1G¥0 (E2L5T) %€SV°0 (ST9'T) %670 $92.10F
paurLe 3y} ur seasojdury]
(¥2'2) %+01°0 (0£2) ++11°0 (822) 110 (82L°0) 81€°0— (#5L°0) 282°0— (952°0) 620~ Jgess uostid pue 1[0
(00%) #2810 (90°%) #28T°0 (G6°€) 5L T°0 (2692) 50660 (9G°2) 54¥10°T (799°2) 59260 SIIYDIEISRY
(S2'2) +x60°0 (T€2) 4600 (20°2) ++80°0 211 L1T0 (T9T'1) 6¥1°0 F20'T) 2L0°0 suoneonpa
INOA UI SI9YILI ],
(28°%) #2210~ (LL°2) 52210~ (88°7) sxxG 10— (€06'0) 20T°0— (gv6°0) 090°0— (866°0) G90°0— SUIUES[D PUE JJe1s [BIIUYI],
(68°%) #2010~ (98°%) 42210~ 689 2T0— (0€9°0) 297 0— (629°0) €97'0— (079°0) 477 0— suonnjnsut
9IBdARD UI SI9OYEBJIRD JOI]
(927) #45LT°0 (627) #4LT°0 0Z9) 5L T°0 (002°7) 5L8L°0 (S72°7) %5908°0 (091°7) 4x0LL°0 uonenspe
o17qnd Ul Jje)s JIULpedy
(60°0) 000 or 9 000 (20°0) 000 (€6T'T) LLT'O (G0Z'T) L81°0 (G6T'T) 8LT'0 J3e1s LI Pue adyjO
(89°%) 4x1T°0 (T22) 5x1T°0 (€8°7) 45 IT°0 (08L°0) €22°0— (618°0) 002'0— 580 69'T— s[euoIssajoId aTesy)esy
(8€°0) 200 (T70) 200 (9€0) 200 (607'2) 5416280 (697°2) 547060 (28€72) #4x0.80 SUBIISAT ]
(2L°0)€00— (12°0)€00— (0800 €00 (068°0) €9T°0— (68°0) 2ST'0— (68°0) 2ST'0— S[00Yds
Arewrid Ut SI9OUYORI T,
(96°2) 2010~ (76'2) 5210~ (98°) 5010~ (616°0) S80'0— (966'0) 990°0— (56°0) L¥0'0— SI9XI0M [}[E3Y PUE [BIO0S
(€G'LT) ses560°T (07'8T) 50T (6Z°6T) s1S0°T (@L871) #4:0L9°C (GEVTT) s EV°C (€69°6) 18T (780 ‘P101B (INOA
PUE USIP[IY J[(RISUMA
JOJ SUONINSUI 218D NOY-§/Z,
Ul SI9¥BJIIRD JOI]) JUBISUO))
€ [PPOIN ¢ [PPOIN T I°POIN € [PPOIN ¢ [PPOIN T I°POIN S[qELIEA




sosajuaIed Ul SO1ISTIB]S-7 JO SN[BA 3IN[OSCR AU} YIIM SIUSIOYJO0I UOISSOIFI POZIPIBPUR)SUN 91 SILOUD [[3)) (PI[BI-0MI) T°() = 4 GO0 > ¢ = 45 1070
> ( = gy "UOISSAISAI-ST( UonIsod Justaseuru e Suriad Jo saniiqissod jo uondsdind, urure[dxs S[Epow 3y} 10, *S9sayjuared Ul SOeI SPPo M SIUSIIFI0D
-¢] 9IB SOLIJUD [[97) “(PI[1BI-0M)) T°() = % :G0'0 > ¢ = sx :T0'0 > ¢ = s ‘UOISSAISII ONISISOT | S9 X -ON U011S0d JUSWDSBRURIA] UT }S9.10)U, SUIUIR[AXD S[9POW 10,] :S9ION

54%99°0¢ O 53:¢6G°9€ 1593

6T0 610 61°0 369870 Al Al 2T PAISNIPY//,87 9 1ox[98EeN
€LLT €LLT 8L 651 651% 917 N
J1)S1E)S [9POJAl

(€8°0) 200 Al Ul (728°1) %xG¥20 Al Al stead

JO AJISIDAIP JOPURS 4 (T= )
J1OpUaX) :D[(BLIBA UOTOBIU]

€ [PPON ¢ [PPOIN T PPOIN € [PPOIN ¢ [PPON T PPOIN d[qeLeA
uonisod JustpSeuR B Su1)as Jo sanifiqissod Jo uondadisg $9X-0N uonisod JUsaSRURI Ul }SI)U]

GM
34,6
476
Table II.



explanatory power of the model (shown as the models overall #%). Finally, we add the
interaction variable gender*gender diversity of peers into the model. In doing so, we test
whether the association between gender diversity of peers and managerial aspirations
depends on the gender of the employee.

Findings

The results of the analysis are shown in Table II. The question is, first of all, whether or not
gender, as expected, means anything to employee management aspirations — and, if so,
whether or not introducing workplace gender diversity of peers to the explanatory model is
in itself significant and changes the differences between males and females’ interest in and
perception of the possibility of getting a management position. As shown in Table II (both
model 1s), gender makes significant difference to both the interest in getting a management
position and to the individual’s perception of how possible it is to become a manager one
day. As expected, men are both more interested and find it more possible that they will
become managers than women (the gender variable has a significant negative effect).
However, as shown in both “model 2”-columns in the table, adding gender diversity of peers
to the explanatory model does not in itself change anything. In relation to both dependent
variables, gender diversity of peers is in itself negative — but non-significant. Furthermore, it
has a non-significant effect on the association between gender and management aspirations.
But, in both columns of model 3, we control for the interaction variable between gender and
gender diversity of peers to test whether or not gender diversity associates differently with
management aspirations for male employees than for females, and hence, we test H1a/H1b
concerning asymmetric effects for men and women. As shown in the last column (Model 3) in
Table II, the interaction variable is insignificant and introducing an interaction variable to
the model does not change the explanation of variation in the employee’s perception of the
possibilities of getting a management position. Whether or not the gender diversity of peers is
high or low, it doesn’t change either the male or the female employees” perception of their
possibilities of getting a management position. Regardless of the organizational level of
gender diversity of peers, the female employees perceive their possibilities of getting a
management position to be less than their male colleagues — and that is the case even though
we include the different control variables. Hence, even when men and women choose to
spend an equal number of hours on their work and career, are in the same profession and in
equal personal life situations, and work in fairly gender diverse organizations, women
perceive their possibilities of getting a management position to be less compared to men. The
association between gender diversity of peers and perceptions of the possibility of getting a
management position is symmetrically non-significant to men and women.

This is, however, not the case when we look at the interest in getting a management
position. Hence, as shown in Table II (the first Model 3 column), gender diversity of peers has
an asymmetric association to management aspirations for men and women. Introducing the
interaction variable to the explanatory model reveals that gender diversity of peers lowers
men’s interest in management positions while it does not have any significant association —
neither positive nor negative — with women’s management aspirations[11]. Hence, data only
partly support Hla saying that gender diversity of peers is positively correlated with
management aspirations among women but negatively among men as, as hypothesized, it is
negatively correlated among men whereas there is no positive effect among women. These
findings indicate that gender diversity of peers only counteracts male stereotyping, but not
female stereotyping — and only in relation to the interest to get a position not in relation to
the perceived possibilities of getting it. Reasons for this will be discussed in next section.
Furthermore, the association is not to be exaggerated. Calculated predicted probabilities
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based on the above findings (not shown) show that a man in a gender diverse organization
(about the same number of male and female employees) have a 4.6 percentage point lower
probability of being interested in a management position than a male being in a less diverse
organization (an organization with between 60-70 per cent men or women). However, as
mentioned in footnote 3 we tested the model with different codings of the dependent
variables, and it did not change the overall findings of our analysis. Hence, the findings seem
to be robust.

In addition, the conceptual and theoretical focus of this article is gender diversity of peers,
a different — but closely related — perspective on the matter of relationship between
organizational gender composition and male and female employees’ management aspirations
is to study gender composition as a scale going from low degree of femininity (and hence high
degree of masculinity) in one end to high degree of femininity (respectively low degree of
masculinity) in the other end. Within such conceptualization, a gender diverse organization is
in the middle. To further test the robustness of the above findings, we recoded the items
measuring gender diversity into a measure of degree of femininity (measured on a five-point
scale) and ran our statistical models with that operationalization[12] (Table AIV). Again, the
findings support our findings above. Men working in a gender diverse organization (with a
degree of femininity at point 3 on a five-point scale) have a significant lower interest in
getting a management position, while all other degrees of femininity are insignificant.
Moreover: Once again it has no significance to their perceived possibilities of getting a
management position. Likewise, it is insignificant to women'’s perception of the possibilities
of becoming manager. However, in addition, these tests give support to a third theoretical and
conceptual perspective on the matter of organizational gender composition and employees’
management aspiration, namely token-status (Greed, 2000; Gustafson, 2008; Kanter, 1977a,
1977b; Roth, 2004; Williams, 1992). The findings show that token-status — being a minority
representative of their gender in the workplace — is negative to women’s interest in
management position, while insignificant to men’s.

So, all in all, the analysis shows that the higher the gender diversity of peers at a
workplace, the less interested the male employees seems to be in management positions,
while women'’s interest in management aspirations is unassociated with gender diversity —
but still relatively smaller than men’s. When it comes to the question of the employee’s
perception of the possibility of getting a management position, gender diversity of peers has
no association at all. Hence, H1b is rejected. Regardless of the level of gender diversity of
peers in the organization, women perceive their opportunities to be much smaller than those
of their male colleagues.

Conclusion and discussion

We have explored the relationship between workplace gender diversity of peers and career
aspirations in a sample of female and male employees in workplaces within 13 public sector
occupations. The multivariate analyses disclose that the associations between workplace
gender diversity of peers and managerial aspirations are asymmetric between women and
men. We find a negative correlation between workplace gender diversity of peers and career
aspirations among male employees, while there is no significant correlation among female
employees. In other words, male employees in mixed-gender workplaces are less likely to
express management aspirations than male employees in mono-gender workplaces. Female
employees in mixed-gender workplaces, however, seem to express management aspirations
to the same degree as female employees in mono-gender workplaces. We consider this
asymmetric response to be our main result. Furthermore, this association between gender
diversity of peers and management aspirations is only relevant to interest in management



positions. Both male and female employees’ perception of the possibilities of obtaining a
management position is unassociated with gender diversity of peers. Note, however, that
management aspirations and positively perceived career possibilities are more widespread
among male than female employees, even when we include several control variables. This is
not unexpected, and it confirms findings from other studies of both private and public
organizations. As mentioned, the data used in this study covers only public organizations,
but as the uncovered correlations are argued to be based on general social-psychological
mechanisms it seems fair to expect similar findings in private organizations.

The asymmetric response to gender diversity of peers between women and men suggests
that explanations must be found in perspectives drawing on theories on stereotyping —
combined with a discussion of the attractiveness of management positions.

Prevalent societal gender stereotypes ascribe different qualities to women and men with
respect to management and career; they seem to push men towards authority and career,
while they tend to hold back women. If gender diversity of peers and interaction between
women and men in the workplace erode stereotypes, the typical responses from women and
men should reflect the differences between the stereotypical images being dissolved. Hence,
we should expect asymmetric responses. Metaphorically speaking, men lose tail wind (with
respect to a management career) when stereotypical images erode, whereas women are
“relieved” from head wind. This reasoning led us to hypothesize that gender diversity of
peers should increase management aspirations among women and decrease aspirations
among men. However, in our sample, the hypothesis only holds for men.

If we adhere to the perspective on stereotyping processes, an explanation could be that
men may be more influenced by stereotypical images than women with respect to
management aspirations, and that responses among men therefore are more pronounced
than among women. Another explanation could revolve around the “inherent” attractiveness
of workplace authority and management jobs in our sample. If management jobs were
“inherently” attractive, then women should be expected to aspire to a management career
when they are relieved from the head wind blowing from stereotypical images of femininity.
But in our sample, they are not. And, inversely, men are inclined to lower their management
aspirations under circumstances (gender diversity of peers) where stereotypes are expected
to dissolve. Hence, the asymmetric responses might be explained if we assumed that
management jobs were “inherently” unattractive to many male as well as female employees.
Under this assumption, men in our sample are inclined to refrain from management
aspirations when they are relieved from the pressure of stereotypical images of masculinity.
Men and women alike might be critical towards management careers, but gender
stereotyping tends to push men in the management direction. Under circumstances where
gender stereotypes tend to dissolve, men are thus relieved from a burden, while women
maintain their critical stance.

Our findings suggest both positive and negative implications of gender diversity of peers,
and hence problematize a — rather common — simplistic celebration of gender diversity. First
of all, gender diversity of peers seems to counteract the fertilization of rigid stereotypes of
men and hence prevents some men from being pushed into management positions and a
career ladder they perhaps do not want to be placed at in the first place. However, the
findings also seem to identify a human resource challenge for managers: our results indicate
that diversity reduces the likelihood that men will compete for management positions and
un-affects women’s already low interest, and part of the reason can be an inherent
unattractiveness of lower-level management positions in the Danish public sector. In the
public sector, such management positions are mostly characterized by clarifying objectives
and roles, planning work activities, and monitoring operations and performance of
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professional or semiprofessional employees (Yukl, 2013). Moreover, protecting the
organization from disruption is a core lower managerial function (O"Toole and Meier, 2011;
Thompson, 1967). In public agencies, such protection often means buffering against
interruptions from two levels: upward (buffering interruptions from political and
administrative principals) and downward (buffering interruptions from clients and users). In
other words, a job as lower-level manager is often characterized by a potentially
uncomfortable cross-pressure from above (political and administrative principals) and below
(employees, clients and users). Furthermore, to many public employees becoming a manager
means that one must opt out a core element of one’s professional identity — namely the daily
interaction with specific groups of citizens. Finally, lower-level managers are those who
must implement new policies and resources cutbacks in close interaction with the
employees.

How do gender-diverse organizations secure a large and qualified pool of potential
leaders? This study cannot give the answer but suggests that managers look for advice in
studies of management recruitment strategies and means. Moreover, as women still
represent the largest pool of available resources in public organizations, managers might
benefit most from looking into strategies and means that enhance women’s interest in
management positions. Future research should take a more systematic and thorough look at
the apparent unattractiveness of lower-level management positions, in particular whether
the unattractiveness sticks more to public than to private organizations. The present study
only analyzes public organizations, and even though we expect organizational gender
diversity of peers to counteract the social-psychological mechanism of stereotyping
independently of organizational ownership, our study cannot determine whether the non-
association among women is caused by management positions being unattractive in general
or by an unattractiveness of lower-level Danish public management positions in particular.

Gender diversity of peers and hence the task of securing a large and qualified pool of
potential leaders, as male employees become less interested in management positions and
women are unaffected, may not only challenge and potentially harm organizations; it may
also have positive effects. First, relief from the pressure of stereotypical management
aspirations might increase satisfaction and reduce stress for some male employees. Second,
it might relieve organizations from recruiting male managers who may turn out to be bad
managers because they did not want that position wholeheartedly.

Finally, the lack of correlations between gender diversity of peers in the workplace and
perceived career possibilities among male and female employees seems a bit puzzling
considering the correlations between gender diversity of peers and career aspirations. If
career preferences are partly determined by gender diversity of peers, then why is diversity
not correlated with perceived opportunities? As sociologists, we are used to thinking of
preferences as (partly) determined by structures of opportunity. This result could be a
reminder of the “partly”. Although gender diversity of peers seems to have significance for
forming career preferences among (especially male) employees, the significance could be
confined to interactional patterns among employees and the subjective responses to these.
“Real-world” structures of opportunity, which we believe must have important significance
for perceived opportunities, could be untouched by interactional patterns among employees,
and instead, perhaps, be determined by occupational specificities and material resources.
However, all in all the findings suggest that gender differences in career aspirations are not
just a matter of individual preferences and/or macro-structural factors, but of factors at the
organizational level.

The present study is however, as mentioned, not without limitations. Even though the
Danish cross-section data allow us to partly control for confounding variables, partly rule



out others based on characteristics of the Danish settings, we cannot jump from the observed
correlations to a claim of causality, as there is still a risk of omitted variable bias.
Furthermore, despite comprehensible and forceful theoretical arguments we cannot be
certain that management aspirations are second to organizational gender diversity of peers
or vice-versa. It might be so that if Peter does not want to be a manager, he will try to work in
places where the pressure for being interested in a manager job is relieved, which may mean
places with a high level of gender diversity of peers. Hence, future studies might focus on
putting the concluded correlations and thus deduced hypothetical explanations to a more
thorough test by using instrumental variables (which unfortunately was not possible within
the present data set) or longitudinal data.

Furthermore, within this article the conceptual and theoretical focus is gender diversity of
peers. Different — but closely related — theoretical perspectives on the matter of composition
of employees’ gender and male and female employees’ managerial aspirations are fokenism
(Kanter 1977a, 1977b) and degree of masculinity/femininity (Acker, 1990). The theoretical
arguments of all three perspectives build on insight from theories on gender socialization
and stereotyping, intergroup contact, role encapsulation, and stereotype threats, but as their
starting points are different operationalizations of the same primary data they basically look
at different aspects of workplace composition of male and female employees. However, our
study — and its robustness test — indicates that the correlation between gender composition
of peers and management aspirations probably is more nuanced and complex than one
perspective can encapsulate and hence future studies should try to work out the differences
and similarities between existing theoretical perspectives, concepts and operationalizations
of gender workplace composition and focus on the interaction effects of gender diversity and
token-status depending on the work place gender composition being masculine or feminine.

Notes

1. Pettigrew and Troop in an influential meta-analysis did not find evidence for Allports scope
conditions (Pettigrew and Tropp, 2006), but Paluck ef al (2018) conclude that there is not
empirical ground for either rejecting or accepting the importance of scope conditions.

2. The registers are used for paying salaries, and contain among others information about gender,
age, education and workplace.

3. The response rate was achieved by, first, sending the respondent the questionnaire by email and,
after a couple of weeks, calling those who had not filled it in, offering them to answer the
questionnaire over the phone.

4. The five original response categories and the distribution of responses were as follows: Question:
To which degree would you like to become a manager at your present workplace?: Not at all:
56per cent, To a low degree: 20 per cent, Partly: 13 per cent, To a high degree: 6 per cent, To a
very high degree: 3 per cent. Question: To which degree would you like to become a manager at
another workplace?: Not at all: 46 per cent, To a low degree: 17 per cent, Partly: 18 per cent, To a
high degree: 11 per cent, To a very high degree: 4 per cent.

5. Furthermore, a fairly large amount (23 per cent) of respondents did not answer or answered “Do
not know” the questions. Therefore, the analysed N dropped further regarding this dependent
variable.

6. “Do you think you have the possibility to become manager at your present workplace?” and “Do
you think you have the possibility to become manager at your present workplace?” (measured on
a five-point scale).

7. We ran the statistics on the following different coding of the dependent variables: Interest in
Management position as a 1-5 variable using OLS and as both a 1-5 variable and a dummy
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10.

11.

12.

variable measuring “present workplace” and “in another workplace” separately. Likewise, we ran
OLS statistics on a no-log coding of “Perception of possibilities of getting a management position”. As
mentioned, the statistics showed basically the same findings. One interesting difference, however, is
that the tested models are slightly better at explaining variation in both “interest in” and “perception
of possibilities of getting” a management position at another workplace than at one’s own. The
explanation is probably that interest and perception linked to “present workplace” compared to
“another workplace” are more affected by local colleague-to-colleague and colleague-to-manager
features, which are not included in the present explanatory model.

. This is the main within the studies of token theory, and as we discuss in the conclusion, gender

diversity studies might benefit from combining insight from token theory with the theory of the
effect of diversity. See Author (f2018) for a study focusing on the effect of token status on
management aspirations.

. Within the literature of diversity (and among these of gender diversity) there is a broad variety

of indices measuring gender diversity — by example Blau’s index. In Blau’s index heterogeneity
equals 1- =pi?, where pi represents the fractions of the population in each group. However,
Blau’s index of heterogeneity is based on a ratio or continuous scale (Buckingham & Saunders,
2004), so the index increases as the representation of men and women in the organization
becomes more equal (Blau, 1977). For gender diversity, the index ranges from zero representing
homogeneity (0/100 gender proportions) to 0.5 representing maximum gender diversity (50/50
gender proportions). Because of the wording of the survey item used in our analysis
(respondents were asked to answer to intervals and not specific numbers), we are not able to
construct an index like Blau’s. However, we argue that the measure used makes the study a
conservative test of the hypotheses, since by using intervals we ask for more significant
differences in gender diversity to go from e.g. a score one to a score two than an index running
from 0-100 does.

As mentioned, even though Denmark has a high level of gender equality compared to other
countries, when it comes to participation in the work force, the job market is fairly gender divided
(Bloksgaard, 2011; Emerek and Holt, 2008). Our data also reflects this. 47 percent of the
respondents are in workplaces with more than 75 percent of the employees being of one gender,
32 percent is at a workplace were one of the two sexes counts for between 74 and 51 percent of the
employees, while 21 percent works at a workplace where there is “about the same number of
female and male employees”.

The association between the interaction variable (being a women * gender diversity) and the
dependent variable is +0.242 but does only slightly exceed the negative — significant —
association between gender diversity and management aspirations to men which is 0.219 since
the variable “gender diversity” now measures the association for males only, since males are the
residual category not included in the interaction variable gender * gender diversity.

To be able to identify potential non-linear correlations we treat each category of degree of
femininity as a dummy variable, and to avoid problems of multicollinearity we ran the statistical
models as split file models between men and women.
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Public sector

All Men Women kol .

N=2785 N=1201 N=1494 workplaces in
Variable Metric Mean Mean Mean Denmark
To which degree would A scale from 1 to 5 with 1.78 1.87 1.69
you like to become endpoints indicating “Not
manager at your present  at all” and “To a very
workplace? large degree” 487
To which degree would A scale from 1 to 5 with 2.07 2.15 1.99
you like to become endpoints indicating “Not
manager at another atall” and “To a very
workplace? large degree”
Do you think you have the A scale from 1 to 5 with 2.23 2.33 2.14
possibility to become endpoints indicating “No, Table AIL
manager at your present  notat all” and “Yes, Descripti
workplace definitively” Descriptives
Do you think you have the A scale from 1 to 5 with 2.79 2.89 2.70 concerning male and’
possibility to become endpoints indicating “No, female employees
manager at another not at all” and “Yes, management
workplace? definitively” aspirations
Variable Mean Std.
The interest in management position (No-Yes) 0.44 0.50
The perception of the possibility of getting a management position
(Scale: 1 to 5) 2.50 1.05
Gender diversity of peers (Scale: 1 to 3) 1.74 0.78
Gender 0.54 0.50
Age 4342 11.79
Occupation — Dummy variables measuring each of the 13 different categories of occupations Table AIIL
Working hours — Dummy variable (=/< 32 hours a week = 0, o
> 32hours a week = 1) 0.81 0.39 Des%relgzlr\;g:r?tf
Children living at home (No =0, Yes = 1) 0.51 0.50 . !
Living with partner (No = 0, Yes = 1) 0.76 043 independent and
Length of employment (Years) 9.34 10.14 control variables
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Table AIV.

The effect of gender
and different degrees
of employee
femininity on
employees’ interest in
a management
position and
perception of the
possibilities of
getting a
management
position —. Statistics
divided between men
and women

Interest in Management position

Perception of possibilities of

No-Yes getting a management position
Variable Women Men Women Men
Constant (Prof caretakers in
24-hour care institutions for
vulnerable children and youth
working in a org with degree
of femininity at 5 (very high)
are ref. cat.) 1.948#* 1.905%*%* (12.93)*** (12.98)**
Social and health workers —0.019 -0.117 —0.09%* (2.85) —0.04 (1.23)
Teachers in primary schools 0.351 —0.499 0.02 (0.51) —0.05 (1.37)
Physicians 1.542%#% 0.267 0.05 (1.58) —0.03 (0.97)
Healthcare professionals 0.068 —0.440 0.07** (2.34) 0.05 (1.37)
Office and IT staff 0.370 0.421 —0.02 (0.558) 0.03(0.72)
Academic staff in public
administration 1.725%%* 0.003 0.14%%* (4.19) 0.06 (1.70)
Professional caretakers in
daycare institutions —0.243 —0.335 —0.06 (1.89) —0.07** (2.09)
Technical staff and cleaning —0.007 —0.021 —0.07** (2.37) —0.07#* (1.97)
Teachers in youth educations 0.721%* 0.125 0.09%* (2.50) 0.01 (0.16)
Researchers 1.347%%* 1.027%* 0.12%%* (3.78) 0.02 (0.49)
Police and prison staff 0.673 —0.847 0.03 (0.93) 0.02 (0.45)
Employees in the armed forces 1.489%** 0.119 0.07 (1.76) 0.04 (1.03)
Age —0.058%*** —0.060%F*F  —(,18%* (5.88) —0.22%%% (6.34)
Working hours 0.180 0.6907%** 0.10%** (3.76) 0.12%%* (4.27)
Children living at home 0.073 0.334%* 0.13*** (5.08) 0.11%%* (3.70)
Living with partner —0.297 0.4807%#* —0.04 (1.55) 0.06 (1.93)
Length on employment —0.026%%* —0.012 —0.09%** (2.86) —0.08%* (2.42)
Degree of femininity 1(very
low) —0.550%* 0.169 0.04 (1.27) 0.02 (0.53)
Degree of femininity 2 0.209 0.016 0.05 (1.77) 0.05 (1.54)
Degree of femininity 3 0.248 —0.533%* —0.02 (0.50) —0.01 (0.24)
Degree of femininity 4 (high) —0.090 —0.060 —0.04 (1.64) —0.03 (0.87)
Model statistic:
N 1,178 972 1,488 1284
Nagelkerke #%/Adjusted R? 0.3k 0.243%% 0.22 0.14
F-test 21.02%%% 10.92%#*

Notes: For the models explaining “Perception of possibilities of getting a management position” OLS-
regression. *** = p< (0.01; ** = p< 0.05; (two-tailed). Cell entries are standardized regression coefficients
with the absolute value of t-statistics in parentheses. For models explaining “Interest in Management
position No-Yes” Logistic regression, *** = p< 0.01; ** = p< 0.05; (two-tailed). Cell entries are B-coefficients
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