Gender differencesin managerial careers: Yesterday, today, and tomorrow: JBE
Kirchmeyer, Catherine
Journal of Business Ethics; Apr 2002; 37, 1; ProQuest Central

pg. 5

Reproduced with permission of the copyright owner. Further reproduction prohibited without permissiony\w\w.manaraa.com

Gender Differences in

Managerial Careers: Yesterday,

Today, and Tomorrow

Catherine Kirchmeyer

ABSTRACT. This longitudinal study of mid-career
managers compared the career progression of men and
women during the 1990%. Unlike the subjects of
many earlier studies, these men and women had
similar education and experience profiles. Women’s
income changes were less than men’s and reflected the
greater financial strides and greater returns from
promotions for men prior to 1995. The income gaps
between men and women were explained by gender
differences in career determinants, such as work
hours, career interruptions, and having a nonem-
ployed spouse. There was evidence of subtle forms
of workplace discrimination against women in the
past but not over the most recent four-year period.
Women’s family situations, however, continued to
present obstacles to progression. In addition, a recent
decline in women’s priorities for promotion, a pre-
dictor of actual promotions, signalled an impending
decrease in their rate of promotion relative to men’.

KEY WORDS: career advancement, managerial
careers, women’s careers

Introduction

Interest in the careers of female managers remains
strong among both scholars and practitioners.
The central question is whether the hiring,
development, and promotion practices of
employers that discriminated against women in
the past have been remedied or continue in more
subtle forms to impede women’s success. Studies
of managers have found that compared to men
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women earn lower incomes (Jacobs, 1992; Judge
et al., 1995; Schneer and Reitman, 1995; Stroh
et al., 1992; Tharenou et al., 1994), are less likely
to reach top levels (Cox and Nkomo, 1991;
Reitman and Schneer, 2000), gain less financial
returns from job transfers (Stroh. et al., 1992) and
changing employers (Dreher and Cox, 2000), and
value earnings and responsibility less (Konrad et
al., 2000). Common gender differences in work
experiences, family responsibilities, and career
interruptions have failed to explain the poorer
progression of women in management (Brett and
Stroh, 1997; Schneer and Reitman, 1995; Stroh
et al., 1992). However, before ongoing discrim-
inatory practices can be considered as an expla-
nation, several methodological shortcomings in
the existing body of research must be resolved.
First, studies of managerial careers typically
have sampled women who have education and
experience profiles different from those of male
subjects (Brett and Stroh, 1997; Dreher and Cox,
2000; Melamed, 1995; Judge et al., 1995;
Tharenou et al., 1994; Lyness and Judiesch,
1999). To correct for this sampling bias, it is not
simply a matter of accounting for gender differ-
ences with the appropriate control variables, such
as university majors and years of work. Unique
education and experience profiles for women
could mean they are on career paths separate
from men’s. In addition, control variables may
not correct for differential rates of progression
across career stages and across age cohorts. To
achieve fair comparisons of men’s and women’s
careers, researchers should match male and
female subjects according to key experience and
education variables (e.g., Stroh et al., 1992).
Second, indicators of career progression for
managers are often measured as income or hier-
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6 Catherine Kirchmeyer

archical level achieved at one point in time. To
compare men’s and women’s career success,
indicators should be measured as changes in
progression over a period of time. This is advis-
able given the discrimination women often
experience at time of hire and the long-term
impact of poor starting positions (Gerhart, 1990;
Hull and Nelson, 2000). Shenhav (1992) warned
that managerial progression measured at one
point in time “cannot separate egalitarian pro-
motion systems introduced by employers in
recent years from earlier wrongdoings” (p. 890).
In other words, studies that are cross-sectional
in nature retlect both early and recent career
experiences and both old and current employer
practices. This problem becomes particularly
troublesome when attempting to gage women’s
progression beyond the early career stage.

A third shortcoming involves the vyears that
most data were collected. Findings on progres-
sion in managerial carecrs that were published up
until the late 1990% typically are based on data
collected 1n the early years of that decade or
earlier (e.g., Brett and Stroh, 1997; Dreher and
Cox, 2000: Huttman and Velasco, 1997). They
provide a picture of women's progression prior
to 1990. However, there is little evidence of how
women progressed during the most recent
decade. In addition, many women in these
previous studies began their careers before the
1980%. Given that time of entry is a known
determinant of women’s career experiences and
advancement (Hull and Nelson, 1999), the carcer
outcomes of these early entrants may not accu-
rately reflect those of the many women who
began managerial carcers over the past twenty
years.

Fourth, studies that track female managers as
they progress through the mid-career stage, such
as those of Schneer and Reitman (1990, 1993,
1995), remain a rarity. Yet it is at this stage where
achievement gains and rates of promotion are
greatest (Blair-Loy, 1999) and where institutional
barriers may be most potent (Hull and Nelson,
2000; Schneer and Reitman, 1995). Studies of
executives (e.g., Judge et al., 1995; Lyness and
Thompson. 1997) do little to explain why few
women reach top levels. More research that
compares nien and women during mid-career is

required to understand the gaps between men’s
and women'’s progression.

Lastly, trying to understand women’s careers in
terms of male formulae for success may be a case
of comparing apples and oranges (Kirchmeyer,
1998; Melamed, 1995; Tharenou et al., 1994;
Stroh et al., 1992). Stroh et al. (1992), for
example, found female managers who had *“all
the right stuft” according to the traditional
formula failed to earn the same returns as male
counterparts. Such differential effects across
gender can signify the presence of subtle forms
of workplace discrimination. In my earlier study
of career determinants (Kirchmeyer, 1998),
explanations of the greater effects of work
experience on progression for men, and of the
greater effects of gender roles for women, were
based largely on perceptual distortions and cog-
nitive biases. Researchers must compare not only
men’s and women’s progression in management
but the factors that determine progression as well.
It is sull discrimination if women have to be
better educated and more committed to earn the
same returns at work as men.

In the present study of managerial careers, I
tried to overcome the aforementioned short-
comings and provide the basis for a fair com-
parison of men’s and women’s progression during
the 1990%. The sample comprised mid-career
managers whose education and experience
profiles were the same for men and women. All
had earned an M.B.A. degree in the 1980%.
Progression was examined over three periods to
present pictures of the past, the present and the
future. Past progression was measured as changes
from the time of M.B.A. graduation to the mid
19907, present progression was measured as
changes over the most recent four-year period,
and future progression was measured by the
managers’ predictions about changes over the
upcoming three years. I employed three indica-
tors of success, the commonly-used objective
measures of progression, income and promotion,
and a subjective indicator called perceived
success. Including both objective and subjective
indicators allows testing of the possibility that
traditional indicators of success are less important
to women’s personal definitions of success
(Powell and Mainiero, 1992).
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Gender Differences in Managerial Careers 7

The main aims of the study were to examine
how men’s and women’s careers unfolded during
the 1990% and to answer threc questions: 1) Are
there gender differences in career outcomes?
2) Can known determinants of career success
account for the differences? and 3) Do the
determinants affect men and women differently?
The hypotheses that are outlined below were set
to challenge the assumption that the past barriers
to women’s success in management no longer
exist.

Research hypotheses
Gender differences in career outcomes

The most consistent finding among carlier com-
parisons of men’s and women’s managerial careers
is the higher income earned by men (e.g., Judge
et al., 1995; Melamed, 1995; Stroh et al., 1992;
Tharenou et al., 1994). Findings concerning rates
of promotion, the other common measure of
progression, are mixed. Some studies report
women to have lower rates (Judge et al., 1995),
others report men to have lower rates (Lyness and
Judiesch, 1999), and still others report no difter-
ence between men and women (Jaskolka et al.,
1985). Such inconsistencies can be attributed
somewhat to comparing men and women who
are at different carcer stages. Rates of promotion
tend to accelerate up to mid-career and then
decline in the more advanced stages (Blair-Loy,
1999). However, the key distinction between
men’s and women’s promotions may not be rate,
but financial pay off, with women earning less
returns from promotions than men (Hersch and
Viscusi, 1996). In the past, woinen’s promotions
often did not involve the same increases in
responsibility and level as men’s (Stewart and
Gudykunst, 1982). Evidence of a glass ceiling for
female managers (Lyness and Thomspon, 1997)
suggests that regardless of rates of promotion
women will achieve lower levels overall.
Despite poorer income progression, and lower
returns from promotion, female managers may
perceive their carcers to be as successful as do
male managers. Relative deprivation theory
explains that nontraditionally-employed women

make social comparisons with women in general
as opposed to men in the same occupation, and
perceive their work situations to be relatively
favorable (Major, 1989). In addition, female
managers value achievements other than upward
advancement, such as establishing work relation-
ships, more than men (Konrad et al., 1996), and
may hold broader definitions of career success
(Powell and Mainero, 1992).

The question for this study was whether or
not the past differences between men’s and
wonlen’s careers in management, persisted during
the most recent decade. A specific hypothesis was
advanced to test the possibility that women
continue to experience poorer progression than
men.

Hypothesis 1: Men’s career progression will be
greater than women’, although perceptions
of success will be the same for men and
women.

If women face unique obstacles in managerial
careers particularly at the upper levels (Lyness and
Thompson, 1997), then gender differences in
progression should become more pronounced as
managers proceed through their careers. That is,
income and promotion gaps should widen over
time. In addition, due to growing disparities
between men’s and women’s objective success
over time, women’s perceptions of success may
dechine in the more advanced career stages. A
second hypothesis was set to test for widening
gaps across the three periods of this study.

Hypothesis  2: Gaps between men’s and
women’s career outcomes will increase over
time.

Determinants of career success

Gender differences in managerial careers have
been attributed to women lacking the ingredi-
ents for success. For example, women may be less
likely to have the professional degrees and work
experiences that determine managerial progres-
sion (Jaskolka et al., 1985; Judge et al., 1995;
Tharenou et al., 1994). Women also may lack
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8 Catherine Kirchmeyer

mentors at work (Kram, 1988) and demograph-
ically-similar peers (Tharenou and Conroy,
1994) whose support helps managers succeed.
Furthermore, family responsibilities can impede
women’s progression (Ragins and Sundstrom,
1889). In previous studies, controlling for gender
differences in career determinants and family
responsibilities, failed to explain the lower
incomes of women (Brett and Stroh, 1997; Judge
et al., 1995; Schneer and Reitman, 1995; Stroh
et al., 1992). Hence, the likelithood that female
managers faced unique obstacles remained.
Attempting to explain gender differences in
managerial careers in terms of known determi-
nants of success was another aim of this study.
Five types of carcer determinants were examined,
that 1s, human capital, individual, interpersonal,
relational demography, and family. In brief,
human capital determinants refer to personal
investments in education and experience that
enrich a manager’s value in the labor market.
Individual determinants include personality and
other personal attributes that are associated with
managerial success. Interpersonal determinants
involve supportive relationships at work such as
mentors who facilitate advancement. Relational
demography focuses on how being similar to
coworkers in terms of demographic attributes
enhances career experiences. The final type,
family determinants, encompasses family-status
variables that affect careers. Controlling for the
eftects of five types of determinants simultane-
ously was a strength of the research design. To
determine if gaps between men’s and women’s
progression remain unexplained by career deter-
minants, a third hypothesis was advanced.

Hypothesis 3: Gender differences in career
progression will remain even after known
determinants of success are considered.

Differential effects of career determinants across gender

The five remaining hypotheses of the study
concern the effects of the five types of carcer
determinants across gender. The supporting
rationales for the hypotheses were drawn from
my earlier study (Kirchmeyer, 1998) and largely

involve perceptual distortions and cognitive biases
that lead to discrimination against women in the
workplace. Understanding how career determi-
nants specifically affect women’s careers may be
critical to explaining their progression during the
1990s. The hypotheses were set to test the
assumption that discrimination against women
continues to exist.

Human capital determinants. Personal investments
in education and experience represent the
strongest predictors of managerial progression
(Jaskolka et al., 1985; Judge et al, 1995;
Tharenou et al., 1994; Whitley et al., 1991).
Human capital theory assumes perfect competi-
tion in the labor market and equal returns from
investments for all groups in society (Morrison
and Glinow, 1990). Studies of managers,
however, have found education and experience
to have stronger effects on men’s progression than
on women’s (Tharenou and Conroy, 1994;
Tharenou et al., 1994). Female managers also do
not receive the same pay premiums as men when
changing employers (Dreher and Cox, 2000;
Brett and Stroh, 1997); suggesting their experi-
ences are less valued. Furthermore, career inter-
ruptions reveal greater opportunity costs for male
managers (Schneer and Reitman, 1990).

Research on attribution theory has shown that
the equivalent accomplishments of men and
women are explained differently (Deaux and
Emswiller, 1974). Women’s accomplishments
tend to be attributed to luck and external factors
like affirmative action (Heilman, 1983) and men’s
to skill and ability. The latter have higher worth
in the labor market. In addition, theories of
statistical discrimination hold that employers
expect lower productivity returns for professional
women than for equally-qualified men based on
probability estimates of turnover, work commit-
ment, and skills from the population at large
(Bielby and Baron, 1986; Kiesler, 1978). This
thinking can lead to job assignments for women
that involve limited skill and knowledge devel-
opment.

Hypothesis 4: Human capital variables will
have stronger effects on men’s career
outcomes than on women’s.
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Individual determinants. The gender role of
masculinity and other individual characteristics,
such as career ambition and work motivation,
have been associated with success in management
(Baril et al., 1989; Judge et al., 1995; Motowidlo,
1982; Schneer and Reitman, 1993; Whitley et
al., 1991). Some evidence suggests that these
characteristics may be stronger determinants for
women. Correlations between masculinity and
performance (Motowidlo, 1982) and between job
involvement and progression (Lyness and
Thompson, 1997), for example, appear to be
stronger for women. In a laboratory study, gender
roles also proved to be particularly important to
decisions about women’s promotions (Hartman
et al.,, 1991). Because female managers are
assumed not to possess the suitable traits for
managing (Dubno, 1985; Heilman, 1983), it may
be necessary for them to demonstrate masculine
orientations and strong motivation levels to
ensure others perceive them to be competent and
fit the job demands. For men who are assumed
to fit the job well, trait variance among them
may be relatively unimportant to others’ expec-
tations and evaluations.

Hypothesis 5: Individual characteristics will
have stronger effects on women’s career
outcomes than on men'’s.

Interpersonal determinants. Having a mentor has
been found to facilitate career progression among
managers (Cox and Nkomo, 1992; Turban and
Dougherty, 1994; Whitley et al., 1991). The
returns from mentoring, however, may be less for
women (Koberg et al., 1994). Because the
seasoned managers who provide mentoring tend
to be male, female managers likely have male
mentors, and the cross-sexual nature of such
relationships may impair their quality and benefits
(Ragins and McFarlin, 1990; Tsui and O’Reilly,
1989). At the same time, studies suggest that the
effects of mentoring on perceived career success
may be the same across gender (Fagenson, 1989;
Turban and Dougherty, 1994). Simply having a
mentor may make a manager feel special and
view his or her career to be successful. This could
be especially so for women who value relation-

ships at work more highly than do men (Konrad
et al., 2000).

Hypothesis 6:  Mentors will have stronger
effects on men’s career progression than on
women’s and the same effect on perceived
success for men and women.

Relational demography determinants. The theory of
relational demography is based on Byrne’s (1971)
similarity-attraction hypothesis and Turner’s
(1982) social-identity theory. It implies that being
similar to coworkers will affect one’s career
favorably. Gender similarity has been associated
with low turnover intent (Tsui et al., 1992), and
with women achieving upper levels in manage-
ment (Tharenou and Conroy, 1994). Other
studies indicate that the effects of relational
demography are not gender neutral. Women in
male-dominated settings experience poor work
conditions and low performance ratings, whereas
men in female-dominated settings do not (Ott,
1989; Sackett et al., 1991). Among managers, the
gender composition of work settings may be less
important to men’s career outcomes than to
women’s. Male managers are assumed to be
competent and meet the job requirements
(Heilman, 1983), and for them demographic
identities may be less relevant for establishing
relationships at work and gaining support for
advancement.

Hypothesis 7:
stronger

Gender similarity will have
effects on women’s career
outcomes than on men’s.

Family determinants. In the case of family deter-
minants, differential effects across gender may
involve the direction and not merely the strength
of the relationship. Having children affects
income positively for men and negatively for
women (Jacobs, 1992; Landau and Arthur, 1992).
For men, marriage and children have been
assoclated with personal stabilization that serves
to support careers (Pfeffer and Ross, 1982). In
particular, having a nonemployed wife has been
shown to benefit men’s progression (Pfefter and
Ross, 1986; Schneer and Reitman, 1993). In
contrast, for women, marriage and children often
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constitute burdens that limit careers (Marini,
1989). The inequitable division of household
labor between employed men and emploved
women can account for the opposite eftects of
family variables (Ragins and Sundstrom, 1989).
At the same time, marriage and children may
have positive effects on women’s perceptions of
success. For women, the accomplishments and
rewards from family life may be integrated into
a broad view of career success.

Hypothesis 8:  Children will have opposite
etfects on men’s and women’s career pro-
gression and the same effect on perceived
SUCCESS.

Methods
Sample and procedure

To survey mid-career male and female managers
with similar education and experience back-
grounds, selt-administered questionnaires were
mailed in 1995 to 1054 graduates who earned
M.B.A. degrees during the 1980’ from a mid-
western university. The mailing list included all
477 female graduates and 577 men who repre-
sented every third male graduate. Thirty-one
percent (30 for men, 32 for women) completed
and returned the questionnaire; a rate consistent
with the return rates of mailings to other alumni
populations (e.g., Turban and Dougherty, 1994).
The sample represented fairly the demographics
and industry sectors of this graduate population
based on comparisons to student profiles.

The initial sample comprised 153 men and
139 women. It did not include 17 nonemployed
and 15 selt-emploved respondents. On average
the alumni completed M.B.A. degrees nine years
ago. Eighty percent were married. Years of age
(X = 38.48, SD = 5.65) and work experience
(X = 15.35, SD = 5.88) confirmed that these
men and women were at the mid-career stage
(Kram and Isabella, 1985). They worked for a
wide variety of industries with manufacturing,
health care, financial and other professional
services, and banking being most common, and
mostly in general management and the functional

specialties of accounting and finance, technical
and professional support, and sales. Of them, 34
were members of an ethnic or racial minority
with 15 African Americans being most promi-
nent. The profiles of men and women were
highly similar with no difference in career stage,
type of degree earned prior to the M.B.A., years
since M.B.A. graduation, company tenure,
manufacturing sector employment, or general
management experience.

[ refer to data collection in 1995 as occurring
at Time 1. It was at this time that demographic
information and employment histories were
gathered as well as career progression since
M.B.A. graduation. Four years later, a second
questionnaire was mailed to the 292 original
respondents to gather updates on career progres-
sion and identify other variable changes. Seventy-
two percent completed and returned this
questionnaire, providing a sample of 207 (111
men, 96 women) at Time 2. Time 2 respondents
did not differ from non-respondents on any Time
1 measure.

Meastires

Career progression. At Time 1 managers were asked
to report both current annual income and that
earned in the year of M.B.A. graduation. Self-
reports of income have been shown to correlate
highly with company records (Turban and
Dougherty, 1994). Income change at Time 1 was
calculated as the difference between income in
the year following graduation and income in
1995 divided by years since graduation, and
measured in thousands of dollars. At Time 2,
managers were asked again to report income and
the change between that and income at Time 1
represented the second mnieasure of income
change.

Managers also were asked at Time 1 to report
the number of promotions since M.B.A. gradu-
ation. Promotions were defined in the question-
naire as including not only increases in
hierarchical level, but job changes and transfers
involving significant increases in responsibility as
well, in order to accommodate the flat organi-
zational structures and lateral-type moves that
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some today are experiencing.
Promotion rate was calculated as the number of
promotions divided by years since graduation.
Later, at Time 2, respondents reported whether
or not they had been promoted to a higher level
job or experienced a significant increase in job
responsibilities over the past 4 vears. The variable,
promotion, was dichotomous with 0 = no
promotion and 1 = promotion.

Both at Time 1 and at Time 2, managers were
asked about their expectations for progression in
the upcoming three years. I believed three years
to be a reasonable length of time for making
predictions about career outcomes. The variable
called future progression was measured with the
tollowing three items: “I am confident that my
salary will increase by 13% within 3 years”; “I
am confident [ will receive a promotion within
3 years”; and “I am confident I will be at a
higher level within 3 years”. Managers indicated
the extent they agreed with each item according
to a 6-point scale. A Cronbach’s alpha of .88
was achieved at Time 1 and of 0.82 at Time 2.
The Time 2 measure was collected to gage
progression beyond the period of data collection.
However, by measuring future progression at
Time 1 as well, and comparing the scores to
actual outcomes at Time 2, the measure’s pre-
dictive validity could be established.

managers

Perceived career success. This subjective indicator
of success was measured at both times with four
items adapted from Turban and Dougherty
(1994). Examples are “I am satisfied with the
success 1 have achieved in my career”, and
“Compared to my peers, my career progress has
been good”. Because managers may have ditfi-
culty distinguishing career success over a set
period of time from career success in general, |
simply asked how they viewed their careers now.
A recency ettect was assumed whereby the most
recent experiences would have the greatest effects
on perceptions (Aronson, 1972). A Cronbach’s
alpha of 0.92 was achieved at Time 1 and of 0.93
at Time 2.

Human capital variables. Four human capital vari-
ables were included. First, tenure was a measure
of total years with the current employer. It served

as an indicator of experience in the organization
as well as change in employers. Actual turnover
between Time 1 and Time 2 was measured with
a dichotomous variable with 0 = no turnover and
1 = turnover. Managers were asked why they
changed employers, and because of differences in
the effects of voluntary versus involuntary
turnover, the two kinds of turnover were retained
as separate variables. Career interruption was
another dichotomous measure with 0 = contin-
uous career and 1 = interrupted career. The
Time 1 measure covered interruptions between
M.B.A. graduation and 1995 and the Time 2
measure covered interruptions after 1995. Lastly,
professional degree was a dichotomous measure
of whether or not the degree earned prior to the
M.B.A. was in the fields of engineering, law, or
business, with 0 = nonprofessional and 1 =
professional. Degrees with practical orientations
are rewarded more highly than others in the labor
market (Jaskolka et al., 1985) and may provide
pay premiums prior to and upon M.B.A. grad-
uation.

Individual variables. Measures of masculinity,
ambition, and motivation were included.
Masculinity, was measured with 15 items from
the Bem Sex-role Inventory (Bem, 1974). The
original scale was shortened by five items based
on earlier factor loadings (Eichinge et al., 1991)
to keep the questionnaire as unimposing as
possible for busy managers. Shortened versions
with as few as 10 items retain their original
properties (Lubinski et al., 1983). A Cronbach’s
alpha of 0.88 was achieved. As in previous studies
(e.g., Judge et al., 1995), hours worked per week
was used to measure motivation level. Managers
were asked how many hours they typically spend
working per week. The final variable, progres-
sion priority, was used to measure ambition.
Managers were asked to indicate the extent they
agreed with the statement “Future promotion is
a top priority among my career goals” according
to a six-point scale.

Interpersonal variables. Consistent with others’
measures of the incidence of mentorship
(Fagenson, 1989; Ragins and Cotton, 1991),
mentor was a dichotomous variable with 0 = no
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mentor and 1 = mentor. In the questionnaires,
a mentor was defined as a higher ranking,
influential member of the organization or pro-
tession who is committed to facilitating the
career of a less experienced person by providing
support, guidance, friendship, and sponsorship.
The respondent was asked at Time 1 whether or
not he or she ever had a mentor, and at Time 2
whether or not he or she had a mentor over the
past four years.

Relational demography variables. Managers were
asked how similar they are to others at the same
level in the organization in terms of gender
according to a 4-point scale. Managerial level was
selected as the referent rather than the entire
managerial hierarchy. I believed that a manager
could more readily determine his or her simi-
larity to others across the same level. Cross-
company comparisons have shown the
representation of women at one managerial level
to reflect their representation in the entire hier-
archy (Blum et al., 1994). Measures were taken
both at Time 1 and at Time 2. Assuming that
there 15 little change in the gender composition
of an organization over tour years, and that values
are altered little by managers’ level changes,
scores should correlate highly across time. A
correlation coefficient of 0.64 indicated the
measure had adequate test-retest reliability.

Family variables. Three family-status variables were
included. Spouse was a dichotomous variable,
with 0 = no spouse and 1 = spouse. Non-
employed spouse also was dichotomous with 0
= no nonemployed spouse and 1 = nonemployed
spouse. Because full-time and part-time employ-
ment of the spouse appear to affect managers’
careers similarly (Peffer and Ross, 1982), no
distinction was made between the two types of
employment. Lastly, the children wvariable
measured number of children.

Gender. This variable was dichotomous with (0 =
male and 1 = female.

Age. Age was used as a control variable in the
data analysis.

Data analysis

Gender differences in the variables were assessed
by t-tests. Then multiple regression analysis was
used to determine if gender differences in career
outcomes remained once the effects of career
determinants were considered simultaneously.
Regression equations were set with the seven
outcomes, that is, income change at Time 1,
proniotion rate, perceived success at Time 1,
income change at Time 2, promotion, perceived
success at Time 2, and future progression at Time
2, representing dependent variables.

A three-step moderated regression procedure
was used to determine if the effects of the career
determinants diftered across gender. The deter-
minant was entered in Step 1 and gender, or the
moderator in this case, entered in Step 2; hence
partialing out the main effects first. In the third
step, the cross-product of the determinant with
gender was entered. The significant contribution
of the cross-product indicates an interaction
effect. The procedure was repeated for each of
the 13 determinants to determine its direct effects
on career outcomes. The nature of an interac-
tion effect was assessed by consulting the unstan-
dardized regression coetficients from separate
equations for men and women. Each coefficient
reveals the degree of change in the dependent
variable with a unit change in the independent
variable, and, unlike correlation coefficients,
remains constant over changes in the variability
of the independent variable (Cohen and Cohen,
1975). This is a critical property when com-
paring relationships across gender where inde-
pendent variables often have different ranges.

Results

Table I presents basic statistics of the variables and
intercorrelations among them. Breakdowns of the
variable means by gender revealed that men and
women had similar degrees, the same years of
work experience and of organizational tenure,
the same incidences of turnover and of mentor-
ship, similar masculinity scores, and the same
promotion priority at Time 1. At the same time,
compared to men, women were more likely to
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16 Catherine Kirchmeyer

experience career interruptions (f = 6.51, p <
0.05 at Time 1 and r =3.40, p = 0.06 at Time
2), were less likely to be married (r = 13.52,
p < 0.001) and have a nonemployed spouse (t =
65.58, p < 0.001), had tewer children (r = 28.05,
p < 0.001), more dissimilar peers (r = 73.65,
p < 0.001), and lower promotion priority at
Time 2 (+ = 9.62, p < 0.01), and worked fewer
hours (¢ = 12.92, p < 0.001). These differences
are consistent with earlier comparisons of male
and female managers (e.g., Schneer and Reitman,
1990; Tharenou et al., 1994).

Men and women also experienced differences
in career progression and support for Hypothesis
1 was provided. Women reported less income
change since M.B.A. graduation (r = 8.75, p <
0.01). Although women earned the same as men
in the year of graduation, by Time 1 women
earned $63 000 and men earned §76 000.
Promotion rates since graduation, however, were
identical for men and women, with promotion
occurring about every three years. The dollar
value of each promotion was calculated, and
promotions earned significantly less financial
returns for women. Men earned $17 140 per
promotion and women carned $11 540 (t = 9.86,
p < 0.01). Neither perceptions about career
success nor predictions about future progression
varied by gender at Time 1. Correlations
between tuture progression and actual outcomes
four years later (r = 0.38 for income change,
r = 0.33 for promotion) indicate modest predic-
tive validity for the measure.

At Time 2, income change again was less for
women (t = 4.82, p < 0.05). Women’s incomes
had increased by 35 percent to $80 000 and men’s
by 40 percent to $102 000 over the 4-year
period. Furthermore, women’s incomes had
declined from 83 percent to 79 percent of men’s
incomes. Women also were less likely to experi-
ence promotion but the difference did not
achieve statistical significance (r = 1.73). In
addition, when income change was examined
only for those managers who received promo-
tons, 1t did not difter significantly for men and
women ($34 360 for men and $28 490 for
women, t = 2.08); indicating that they earned
similar returns from promotion. Women again
percetved their careers to be as successful as did

men. However, women’s predictions about pro-
gression over the upcoming three years showed
a decline since Time 1, and although now
different from men’s priorities only at the 0.06
level of probability (r = 3.55), the change is still
noteworthy. The increasing gap between men’s
and women’s incomes as well as a new disparity
in  predictions about the future support
Hypothesis 2.

Multiple regression analysis was used to test
Hypothesis 3 and ascertain if career determinants
could explain the gender differences in career
progression. Time 1 measures of the determi-
nants served as independent variables in both
Time 1 and Time 2 equations, with the excep-
tions of career interruption, mentor, and
children. The incidences of career interruption
and of mentorship over the recent four-year
period were conceptually more relevant for pre-
dicting outcomes at Time 2 then were incidences
prior to 1995. The recent measure was used in
Time 2 equations in the case of children as well.
Nineteen percent of managers had a new child
during the four-year period and this represented
a substantive change that could alter the effects
of the determinant over this time. In the case of
future progression, Time 2 measures were used
as the independent variables. Women’s promo-
tion priority, for example, had declined by the
late 1990 and could possibly account for their
lower predictions about future progression. Other
determinants, such as work hours, gender simi-
larity, and having a spouse changed little over the
four vears. The equations for perceived success
also included income change and the promotion
measure based on the assumption that such
outcomes are important to managers’ definitions
of career success.

The results of the regression analysis are
presented in Table II. At least 22 percent of the
variance in a career outcome was explained. In
the equations for income change, gender proved
not to be significant. Hence, contrary to
Hypothesis 3, gender differences in income could
be explained by the career determinants. Gender
also failed to contribute to the equations for
promotion rate, promotion, and future progres-
sion. In contrast, gender did contribute signifi-
cantly to both equations for perceived success.
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18 Catherine Kirchmeyer

Being temale meant higher levels of perceived
success.

Moderated regression analysis was used to test
the remaining hypotheses. Testing for differential
effects of the 11 determinants at Time 1, and the
13 determinants at Time 2, on career change, the
promotion variable, and perceived success
resulted in a total of 72 3-step procedures. In 12
cases, the interaction term with gender explained
variance below the 0.05 level of probability, and
in another 12 cases, below the less conservative
0.10 level. These latter cases often reinforced the
tormer ones, and given the rigors of the regres-
sion procedure, they too are reported below. That
one-third of the tests revealed a significant gender
difference below the 0.10 level, and that most
eftects were 1n the predicted direction, support
the existence of subtle forms of gender discrim-
ination. The results are described below
according to the individual hypotheses.

Tenure and career interruption had differen-
tial ettects on the careers of men and women and
provided support for Hypothesis 4. The interac-
tion term with tenure explained significant
variance in Time [ income change (p < 0.05).
Consulting the regression coetficients in separate
regression equations for men and women showed
tenure to have a positive eftfect on men’s incomes
(b = 0.10) and a small, negative eftect on
wonten’s (b = —0.04). The interaction term with
career interruption was significant in the equa-
tions for promotion (p < 0.05) and for Time 2
percetved success (p < 0.10). The opportunity
costs of discontinuous careers were greater for
men as revealed by the larger effects on promo-

tion (b = —1.48 for men, b = —0.08 for women)
and on percetved success (b = =3.28 for men,
b = —0.75 for women). The results suggest that

men’s work experiences were more highly valued
than women’s, but the same was not evident for
education 1nvestments. Having a professional
degree prior to the M.B.A. paid off equally for
men and women.

Changing employers between Time 1 and
Time 2 reduced the likelihood of promotion and
did not carry a pay premium for managers as had
been expected. Furthermore, the differential
ettects across gender depended on whether
turnover was voluntary or involuntary. The inter-

action term with voluntary turnover explained
significant variance in promotion (p < 0.05).
Voluntary turnover had a significant negative
effect only on women’s promotions (b = —0.03
for men, b = —0.33 for women). The interac-
tion term with involuntary turnover explained
variances in promotion (p < 0.05) and in per-
ceived success (p < 0.10). Involuntary turnover
had a significant negative eftect only on men’s
promotion (b = -0.65 for men, b = 0.04 for
women) and on men’s perceived success (b =
—03.62 for men, b = 1.89 for women).

The differential eftects of individual determi-
nants were mostly consistent with Hypothesis 5.
The interaction term with masculinity explained
variance in perceived success at both times (p <
0.10, p < 0.05). As predicted, the effects of
masculinity were stronger tor women (b = 3.50
and b = 3.11) than for men (b = 2.06 and b =
0.88). The ettects of work hours varied by gender
in the cases of promotion rate (p < 0.05) and
Time 1 perceived success (p < 0.10). More hours
meant more promotions only for women (b =
0.00 for men, b = 0.01 for women), and contrary
to prediction, the effect on perceived success was
stronger for men (b = 0.25 for men, b = 0.14
for women). Promotion priority had the same
effects on men’s and women’s career outcomes.

The financial returns of having a mentor were
greater for men, but the interaction term with
mentor achieved significance only at Time 1
(p < 0.05). Mentors increased incomes prior to
1995 annually by $2010 for men and by $460 for
women. Because managers had been asked to
identity the genders of their mentors, analyses
could be undertaken to test the effects of male
mentors and of temale mentors separately. Over
80 percent of the mentors were male and their
effects on progression were similar to those
evident in the full analysis. Having a female
mentor had a positive effect only on Time 2
income change for women and the financial
return for them was the same as the return from
having a male mentor.

The results for gender similarity were not
consistent with the theory of relational demog-
raphy. The interaction term with gender simi-
larity explained variances in income change at
both times (p < 0.10, p < 0.10) and Time 1
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perceived success (p < .03). In all cases, the
effects were positive for men (b = 0.62 for Time
1 income change, b = 3.20 for Time 2 income
change, b = 0.64 for perceived success) and
negative for women (b = —0.37 for Time 1
income change, b = ~4.82 for Time 2 income
change, b = —1.15 for perceived success). For
both men and women, proportionally more niale
peers meant higher incomes and higher perceived
SUCCess.

For the family determinants, opposite effects
on men’s and women’s careers had been pre-
dicted. All three family variables produced eftects
consistent with Hypothesis 8. The interaction
term with spouse explained variances in Time 1
income change (p < 0.10) and in perceived
success at both times (p < 0.05, p < 0.10). The
effect of having a spouse was positive for men
(b = 1.54 for income change, b = 0.64 for Time
1 perceived success, b = 1.11 for Time 2 per-
ceived success) and negative for women (b =
—0.26 for income change, b = —0.83 for Time 1
perceived success, b = —1.86 for Time 2 per-
ceived success). Likewise, the effects of having a
nonemployed spouse on Time 1 perceived
success was positive for men (b = 2.29) and
negative for women (b = —3.96).

For the children variable, the interaction term
with gender explained variances in income
change at both times (p < 0.05, p < 0.05) and
perceived success at both times (p < 0.05, p <
0.05). The effects were positive for men (b =
0.40 for Time 1 income change, b = 4.91 for
Time 2 income change, b = 0.78 for Time 1
perceived success, b = 0.59 for time 2 percetved
success) and negative for women (b = —0.52 for
Time 1 income change, b = -2.29 for Time 2
income change, b = —0.20 for Time 1 perceived
success, b = —0.75 for Time 2 perceived success).

Moderated regression analysis also was used to
test for differential effects of career progression
on perceived success across gender. There was no
evidence that income changes or promotions
were less important to women’s definitions of
success. In fact, promotion rate had a slightly
stronger effect on women’s perceptions at Time
1 (p < 0.10), with b = 5.22 for men and b = 6.04

for women.

Discussion

The findings of this study provide a clear picture
of how managers’ careers unfolded during the
1990%s. Moreover, they help to ascertain if
women continue to experience discrimination in
the workplace and face other obstacles to success.
Women and men earned the same incomes at the
time of M.B.A. graduation, but approximately
nine years later, men’s incomes had risen more
than women’s, and over the next four years, the
income gap widened further. Women also were
less optimistic about future progression. It appears
that the greater financial strides made by men in
the past continue to place them in better finan-
cial positions now and in the near future. Many
of these managers are moving into the advanced
career stages, and with the income gap contin-
uing throughout mid-career, the likelihood of
women ever achieving the same financial success
as men becomes remote.

In contrast, women achieved the same rate of
promotion as men in the past and in the present.
Prior to 1995, however, the financial returns
from promotions were greater for men. Whether
women’s promotions involved lower increases in
responsibility and level than did men’s, or women
simply were rewarded less for the same increases,
remains unknown. Over the recent four-year
period, women did achieve the same returns
from promotions as men. Hence, the poorer
financial positions of women retflect lower returns
from promotions only before the mid 1990%.

The picture of women’s careers in the future
was less clear. Women's predictions about future
progression were less optimistic than men’s,
although the difference achieved significance
only at the 0.06 level of probability. Of more
concern is the gap between men’s and women’s
priorities for promotion that emerged over the
four-year period. This gap helps to explain
women’s poorer predictions about the future.
Managers’ priorities for promotion can be
expected to decline with age (Ornstein and
Isabella, 1990), but the faster decline in women’s
priorities may signify an impending difference
in promotions across gender. Promotion priority
was a significant predictor of actual promotions
over the recent four-year period. Other studies
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20 Catherine Kirchmeyer

have found the scaling back of careers to be more
common among women than among men in
general (Becker and Moen, 1999).

Although women earned lower incomes than
men, they perceived their careers to be as suc-
cessful. Once the eftects of the career determi-
nants were considered simultaneously, women’s
perceptions of success were even higher than
men’s. Women being “more satisfied with the
same” 1s consistent with relative deprivation
theory (Jackson, 1989). Major (1989), for
example, reported that women in male-domi-
nated occupations are more likely to compare
themselves to women than to men. If so, the
female managers of this study may have assessed
their careers largely in terms of what other
professional women or women in general
achieve, and viewed their situations favorably. At
the same time, income changes and promotions
proved to be equally important to men’s and
women’s perceptions of success.

The differences between men’s and women'’s
income changes were explained with the career
determinants. In previous studies of the income
gap between men and women in the same occu-
pation (e.g., Gerhart, 1990; Jacobs, 1992), even
though gender differences in variables such as
hours of work explained a portion of the gap, the
effect of gender remained. The inclusion of the
nonemployed-spouse variable in the regression
equations was a distinguishing feature of this
study. Having a nonemployed spouse was a sig-
nificant predictor of income and explained more
variance than gender with which it shared con-
siderable variance. Women also worked fewer
hours and experienced more career interruptions,
mostly due to family demands, and both factors
worked against women's progression in the past
and 1n the present. Hence, women’s weaker
financial position was explained largely by gender
differences existing beyond the workplace in the
family domain.

On the other hand, difterential effects of the
career determinants across gender suggest the
presence of subtle forms of workplace discrimi-
nation particularly in the past. Length of time
with the current employer was a determinant of
income change by 1995 only for men; replicating
the greater returns from work experiences for

male managers found earlier (Tharenou et al.,
1994). Over the recent four years, there was no
differential effect from tenure on income. In
addition, career interruptions revealed greater
opportunity costs for men. Interruptions had
larger negatives effects on promotions and per-
ceived success over the recent four years for men.
The ditterential effects could stem from gender
difterences in the causes of interruptions.
Women’s interruptions were mostly for mater-
nity leave and men’s resulted mostly from job loss.

The findings concerning the effects of
turnover had not been predicted. Involuntary
turnover due mostly to firm downsizing and
restructuring hurt men’s chances for promotion
and perceptions of success but not women’s. In
this case, women’s experiences demonstrated
greater value in the external labor market. On
the other hand, voluntary turnover hurt only
women’s chances for promotion. Other studies
have found women’s careers to be better served
by internal labor markets where gender biases are
less likely to arise than by external labor markets
(Lyness and Judiesch, 1999). In this study, most
of the managers who chose to change employers
did so tc pursue better opportunities elsewhere,
and perhaps, for women, such opportunities were
expected to occur in the long term. The associ-
ation between voluntary turnover and predictions
about future progression was positive for both
men and women.

The stronger effect of masculinity on perceived
success for women was consistent with the
research hypothesis and some earlier, less rigorous
testing (Motowidlo, 1982). For women to view
themselves as successful in non-traditional
occupations like management, the possession of
personal traits commonly assumed to fit those
occupations may be critical. Work hours, the
indicator of work motivation, had a stronger
effect on promotion rates for women until 1995.
Although this tfinding supports the argument that
women must demonstrate high motivation levels
to earn advancement, such an interpretation
requires caution at this time. Women’s hours of
work were significantly less than men’s and
spanned a wider range in this study. Work hours
also had a differential effect on perceived success
in 1995. In this case, work hours were more
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important to men’s perceptions. Over the recent
four-year period, the effects of work hours were
the same across gender.

Having a mentor produced greater financial
returns for men, but the differential effect was
significant only for 1995 income. The managers
worked mostly in male-dominated environments
with the majority of their mentors being male.
For women, the cross-sexuality of the mentor
relationship may have reduced its career advan-
tages. Specific testing for the effects of female
mentors revealed that they had no effect on
incomes prior to 1995, and the same effect on
women’s incomes as that of male mentors over
the next four years. Hence, women’s careers were
not better served by female mentors. It is possible
that female mentors did not hold the same status
and power as male mentors, and consequently
were less able to perform important career-
enhancing functions (Kram, 1988).

The differential effects of gender similarity on
career outcomes were more consistent with the
income penalty associated with female-domi-
nated work settings (Huffman and Velasco, 1997)
than with the theory of relational demography.
For both male and female managers, male-
dominated settings meant higher income change
prior to 1995 and over the next four years, and
higher perceived success in 1995. The findings
support earlier evidence that work performed by
women has less value in the labor market than
work performed by men (Huffman and Velasco,
1997).

The family determinants had opposite eftects
on men’s and women’s careers. Having a spouse
meant more income for men and less income for
women in 1995, and higher perceived success for
men and lower perceived success for women at
both times. The effect of having a nonemployed
spouse also was positive for men’s perceived
success and negative for women’s in 1995.
Differential effects of children on income and on
perceived success existed at both times. Children
had been expected to lower progression for
women but not their perceptions of success. The
greater responsibility for child care that women
carry may lead to conflict between parenting and
work roles and lower work-related attitudes.
Men, on the other hand, may enjoy the positive

spillover from parenting to work that role
theorists have described (Marks, 1977). The
consistently negative effects of the family vari-
ables suggest that marriage and children continue
to present unique obstacles to women’s success
in management.

In summary, this study of managerial careers
over the 1990’ has revealed both favorable and
unfavorable aspects of women’s progression.
Women’s financial positions are poorer than
men’s and are expected to remain so in the
future. The present income gap largely stems
from greater strides made by men prior to 1995,
and the differential effects of organizational
tenure, mentors, and individual traits support the
presence of subtle forms of workplace discrimi-
nation in the past. There is little evidence of such
discrimination by the late 1990%s. Women’s family
situations, however, continue to present unique
obstacles to women’s progression. Although such
obstacles do not stem directly from the work-
place, employers can help to mitigate them with
family-friendly practices. Finally, some uncer-
tainty about women’s progression in the future
has been raised. A decline in women’s priorities
for promotion suggests that their rates of pro-
motion may begin to decrease relative to men’s.
Premature slowdowns in women’s progression
would result in fewer of them eventually reaching
the top levels in organizations.

References

Aronson, E.: 1972, The Social Animal (W. H. Freeman
& Company, San Francisco, CA).

Baril, G. L., N. Elbert, S. Mahar-Potter and G. C.
Reavy: 1989, ‘Are Androgynous Managers Really
More Eftective?’, Group & Otrganization Studies 14,
234-249.

Becker, P E. and P Moen: 1999, ‘Scaling Back: Dual-
Earner Couples” Work-family Strategies’, Journal of
Marriage and the Family 61, 995-1007.

Bem, S. L.: 1974, “The Measurement of Psychological
Androgyny’, Journal of Counseling and Clinical
Psychology 42, 155-162.

Bielby, W. T. and J. N. Baron: 1986, ‘Men and
Women at Work: Sex Segregation and Statistical
Discrimination’, American Journal of Sociology 91,
759799,

Reproduced with permission of the copyright owner. Further reproduction prohibited without permissionyywww.manaraa.com




22 Catherine Kirchmeyer

Blair-Loy, M.: 1999, “Career Patterns of Executive
Women in Finance: An Optimal Matching
Analysis’,  American  Journal of  Sociology 104,
1346-1397.

Blum, T. C., D. L. Fields and J. S. Goodman: 1994,
‘Organization-level Determinants of Women in
Management’, Academy of Management Journal 37,
241-268.

Brett, J. M. and L. K. Stroh: 1997, ‘Jumping Ship:
Who Benefits from an External Labor Market
Career Strategy?’, Journal of Applied Psychology 82,
331-341.

Byrne, D.: 1971, The Attraction Paradigm (Academic
Press, New York, NY).

Cohen, J. and P. Cohen: 1975, Applied Multiple
Regression /correlation  Analysis for the  Behavioral
Sciences (Lawrence Erlbaum Associates, Hillsdale,
NJ).

Cox, T. H. and S. M. Nkomo: 1991, ‘A Race and
Gender-group Analysis of the Early Career
Experience of M.B.A.s", Work and Occupations 13,
431-446.

Deaux, K. and T. Emswiller: 1974, ‘Explanations of
Successful Performance on Sex-linked Tasks: What
is Skill for the Male is Luck for the Female’, Journal
of Personality and Social Psychology 29, 80-85.

Dreher, G. E and T. Cox: 2000, ‘Labor Market
Mobility and  Cash  Compensation:  The
Moderating Effects of Race and Gender’, Academy
of Management Journal 43, 890-900.

Dubno, P: 1985, ‘Atctitudes toward Womnien
Executives’, Academy of Management Journal 28,
235-239.

Eichinger, J.. L. J. Heifetz and C. Ingraham: 1991,
‘Situational Shifts in Sex Role Orientation:
Correlates of Work Satisfaction and Burnout
among Women in Special Education’, Sex Roles 25,
425-430.

Fagenson, E. A.: 1989, ‘The Mentor Advantage:
Perceived Career/job Experiences of Proteges
versus Non-proteges’, Journal of Organizational
Behavior 10, 309320,

Gerhart, B.: 1990, ‘Gender Differences in Current
and Starting Salaries: The Role of Performance,
College Major, and Job Title’, Industrial and Laboy
Relations Review 43, 418-433.

Hartman, S. J., R. W. Gritteth, M. D. Crino and
O. J. Harris: 1991, ‘Gender-based Influences: The
Promotion Recommendation’, Sex Roles 25,
285-300.

Heilman, M. E.: 1983, ‘Sex Bias in Work Settings:
The Lack of Fit Model’, in L. L. Cummings and
B. M. Staw (eds.), Research in Organizational

Behavior, vol. 5 (JAI Press, Greenwich, CT), pp.
269-298.

Hull, K. E. and R. L. Nelson: 2000, ‘Assimilation,
Choice, or Constraint? Testing Theories of Gender
Differences in the Careers of Lawyers’, Social Forces
79, 229-264.

Huffman., M. L. and S. C. Velasco: 1997, ‘When
More 15 Less: Sex Composition, Organizations, and
Earnings in U.S. Firms’, Work and Occupations 24,
214-244.

Jackson, L. A.: 1989, ‘Relative Deprivation and the
Gender Wage Gap’. Journal of Social Issues 45,
117-133.

Jacobs, J. A.r 1992, ‘Womens Entry into
Management: Trends in Earnings, Authority, and
Valucs among Salaried Managers’, Administrative
Science Quarterly 37, 282-301.

Jaskolka, G., J. M. Beyer and H. M. Trice: 1985,
‘Measuring and Predicting Managerial Success’,
Journal of Vocational Behavior 26, 189-205.

Judge, T. A., D. M. Cable, ]J. W. Boudreau and R. S.
Bretz: 1995, *An Empirical Investigation of the
Predictors of Executive Career Success’, Personnel
Psychology 48, 485-519.

Kiesler, S. B.: 1973, ‘Actuarial Prejudice toward
Women and Its Implications’, Journal of Applied
Social Psychology 5, 201-216.

Kirchmeyer, C.: 1998, ‘Determinants of Managerial
Career Success: Evidence and Explanation of
Male/female Differences’, Journal of Management 24,
637-692.

Koberg. C. S., D. Chappell and R.C. Ringer: 1994,
‘Correlates of Protege

Group &

and Consequences
Mentoring in a Large Hospital’,
Organization Management 19, 219-239.

Konrad, A. M., E. Corrigall, P. A. Lieb and J. E.
Ritchie: 2000, ‘Sex Differences in Job Attribute
Preferences among Managers and Business
Students’. Group & Organization Management 25,
108-131.

Kram, K. E.: 1988, Mentoring at Work: Developmental
Relationships in Organizational Life (University Press
of America, Lanham, MD).

Kram, K. E. and L. A. Isabella: 1985, ‘Mentoring
Alternative: The Role of Peer Relationships in
Career Development’, Academy of Management
Journal 28, 110-132.

Landau, J. and M. B. Arthur: 1992, “The Relationship
of Marital Status, Spouse’s Career Status, and
Gender to Salary Level’, Sex Roles 27, 665—
681.

Lubinski, D., A. Tellegen and J. N. Butcher: 1983,
‘Masculinity, Femininity, and Androgyny Viewed

Reproduced with permission of the copyright owner. Further reproduction prohibited without permissiony\w\w.manaraa.com




Gender Differences in Managerial Careers 23

and Assessed as Distinct Concepts’, Journal of
Personality and Social Psychology 44, 428-439.

Lyness, K. S. and M. K. Judiesch: 1999, ‘Are Women
More Likely to be Hired or Promoted into
Managerial Positions?’, Journal of Vocational Behavior
54, 158-173.

Lyness, K. S. and D. E. Thomspon: 1997, *‘Above the
Glass Ceiling? A Comparison of Matched Samples
of Female and Male Executives’, Journal of Applied
Psychology 82, 359-375.

Major, B.: 1989, ‘Gender Differences in Comparisons
and Enttlement: Implications for Comparable
Worth', Journal of Social Issues 45, 99-115.

Marini, M. M. 1989, ‘Sex Differences in Earnings
in the United States’, Annual Review of Seciology 15,
343-380.

Marks, S. R.: 1977, *Muluple Roles and Role Strain.
Some Notes on Human Energy, Time and
Commitment’, American Sociological Review 42,
921-936.

Melamed: 1995, ‘Career Success: The Moderating
Etfect of Gender’, Journal of Vocational Behavior 47,
35-60.

Morrison, A. M. and M. A. V. Glinow: 1990,
‘Women and Minorities in Management’, American
Psychologist 45, 200-208.

Motowidlo, S. J.: 1982, ‘Sex Role Orientation and
Behavior in a Work Setting’, Journal of Personality
and Social Psychology 42, 935-945.

Ornstein, S. and L. Isabella: 1990, *Age vs Stage
Models of Career Attitudes of Women: A Partial
Replication and Extension’, Journal of Tocational
Behavior 36, 1-19.

Ott, M. E.: 1989, ‘Effects of the Male-female Ratio
at Work: Policemen and Male Nurses’, Psychology
of Women Quarterly 13, 41-57.

Pfeffer, J. and J. Ross: 1982, ‘The Ettects of Marriage
and a Working Wife on Occupational and Wage
Attainment’, Administrative Science Quarterly 27,
66-80.

Powell, G. N. and L. A. Maintero: 1992, ‘Cross-
currents in the River of Time: Conceptualizing the

Complexities of Women’s Careers’, Journal of

Management 18, 215-237.
Ragins, B. R. and J. L. Cotton: 1991, "Easier said
than Done: Gender Differences in Perceived

Barriers to Gaming a Mentor’, Academy of

Management Journal 34, 939-951.

Ragins, B. R. and D. B. McFarlin: 1990, ‘Perceptions
of Mentor Roles in Cross-gender Mentoring
Relationships’. Journal of Vocational Behavior 37,
321-339.

Ragins, B. R. and E. Sundstrom: 1989, ‘Gender

and Power in Organizations: A Longitudinal
Perspective’, Psychological Bulletin 105, 51-88.

Reitman, E and J. A. Schneer: 2000, ‘Is the
Traditional Career Path for Managers Really Gone?
Evidence from a Longitudinal Study of MBAS’,
paper presented at the annual meeting of the
Academy of Management, Toronto.

Sackett, P ., C. L. Z. Dubois and A. W. Noe: 1991,
‘Tokenism in Performance Evaluation: The Effects
of Work Group Representation on Male-female
and White-black Differences in Performance
Ratings’, Journal of Applied Psychology 76, 263-267.

Schneer, J. A. and E Reitman: 1990, ‘Effects of
Employment Gaps on the Careers of M.B.A.s:
More Damaging for Men than for Women?’,
Academy of Management Journal 33, 391-406.

Schneer, J. A. and F Reitman: 1993, ‘Effects of
Alternative Family Structures on Managerial
Career Paths’, Academy of Management Journal 36,
830-843,

Schneer, J. A. and E Reitman: 1995, "The Impact of
Gender as Managerial Careers Unfold’, Journal of
Iocational Behavior 47, 209-315.

Shenhav, Y.: 1992, ‘Entrance of Blacks and Women
into  Managerial Positions in  Scientific and
Engineering  Occupations: A Longitudinal
Analysis’,  Academy of Management Journal 35,
889-901.

Stewart, L. P and W. B. Gudykunst: 1982,
‘Difterential Factors Influencing Hierarchical Level
and Number of Promotions of Males and Females
within an Organization’, Academy of Management
Journal 25, 5386-597.

Stroh, L. K., |. M. Brett and A. H. Reilly: 1992, *All
the Right Scuft: A Comparison of Female and
Male Managers’ Career Progression’, Journal of
Applied Psychology 77, 251-260.

Tharenou, P and D. Conroy: 1994, *‘Men and Women
Managers’ Advancement: Personal or Situational
Determinants?’, Applied Psychology: An International
Review 43, 5-31.

Tharenou, P, S. Latimer and D. Conroy: 1994, ‘How
to Make it to the Top? An Examination of
Intfluences on Women’s and Men’s managerial
Advancement’, Academy of Management Journal 37,
899-931.

Tsui, A. S, T. D. Egan and C. A. O'Reilly: 1992,
‘Being Ditterent: Relational Demography and
Organizational Attachment’, Administrative Science
Quarterly 37, 549-579.

Tsui, A. S. and C. A. O'Reilly: 1989, ‘Beyond Simple
Demographic  Effects: The Importance of
Relational Demography in Superior-subordinate

Reproduced with permission of the:copyright:owner. Further reproduction prohibited without permissionyyapnw.manaraa.com




24 Catherine Kirchmeyer

Dvads’, Academy of Management Journal 32,
402-423.

Turban, D. B. and T. W. Dougherty: 1994, ‘Role of
Protege Personality in Receipt of Mentoring and
Career Success’, Academy of Management Journal 37,
688-702.

Turner, J. C.: 1982, ‘Toward a Redefinition of the
Social Group’, in H. Tajfel (ed.), Social Identity and
Intergroup Relations (Cambridge University Press,
Cambridge).

Whitely, W., T. W. Dougherty and G. G. Dreher:

1991, ‘Relationship of Career Mentoring and
Socioeconomic  Origin  to  Managers’ and
Professionals” Early Career Progress’, Academy of
Management Journal 34, 331-351.

Wayne State University,

School of Business Administration,
Detroit, Michigan 48202,

US.A.

E-mail: c.kirchmeyer@uwayne.edu

Reproduced with permission of the copyright owner. Further reproduction prohibited without permissionyz\w\w.manaraa.com




