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Abstract

This paper studies whether demographic similarities between middle and top managers
with different tasks (strategy formation and strategy implementation) impacts organizational
performance. By drawing on relational demography theory, we investigate the effect of simi-
larity in gender, organizational tenure, and in both these demographics on the overall costs
of Dutch municipalities. The main findings of this paper show that the similarity effects are
interrelated: when middle and top managers diverge on only one demographic, performance
is increased. Also, when leaders are similar on both demographics, performance is
impaired. We conclude by discussing the implications for the literature on middle manage-
ment, relational demography, and strategy formation and implementation.

Introduction

The notion that strategy affects firm performance lies at the heart of strategic management
research [1]. For firm performance, it is paramount that strategy formation and implementa-
tion are matched [2]. Where top managers are mainly responsible for strategy formation, the
main tasks of middle management is strategy implementation [3, 4], yet middle management
also provides inputs in the strategy formation process [3, 5]. As such, the interaction between
top managers and middle managers is crucial in effective strategy formation and implementa-
tion [6].

Research has shown that the alignment between the characteristics of top managers and
middle managers is important, e.g. in the implementation of management innovation [7].
However, the literature on strategy formation and implementation has been relatively silent on
the role of the match of top managers and middle managers, even though we know from the
relational demography perspective that individuals’ supportive behavior towards others is
affected by how similar individuals are to each other [8, 9]. As such, the match between top
managers and middle managers can hinder or support the adequate implementation of formu-
lated strategy.

In this paper, we apply the relational demography perspective by studying whether similari-
ties on a biodemographic (gender) and a functional characteristic (organizational tenure)
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affect organizational performance. We also examine how the effects of these similarities may
be contingent on one another, i.e. similarity on both characteristics may amplify the individual
similarity effects on performance. Formally, we pose the research question: “To what extent
does similarity in gender and/or tenure between middle and top managers affect organizational
performance?” By focusing on the similarity of characteristics of top managers and middle
managers, we attempt to shed new light on the psychological foundations of middle manage-
ment behavior, as called for by Wooldridge, Schmid [10].

We study this question in the Dutch local government setting, which provides an excellent
arena to study our research question. First, in these organizations, there is a specific division of
strategy formation and implementation tasks, where the city manager is in charge of strategy
implementation, and the aldermen team is responsible for strategy formation [11]. This allows
us to specifically analyze the match between these individuals and to relate this to organiza-
tional performance. Second, a common problem for strategic leadership studies is that the
composition of these teams is endogenously determined [12]. In our setting, the city’s alder-
men team is predominantly formed from and by the city’s council, which are elected. The city
manager is selected by the aldermen and mayor, just as middle managers are selected by top
managers in firms. However, in our setting, this selection of middle managers needs to be
approved by the works council. As such, the top management team does not have full control
over who will be the middle manager, and as such the match between middle and top manage-
ment is less susceptible to endogeneity issues.

This research intends to contribute to the literature in multiple ways. First, we intend to
extend studies on relational demography by showing that gender and tenure similarities
between leaders responsible for strategy implementation and formation are specifically impor-
tant for organizational performance. Although similarity on these separate dimensions can be
beneficial for the organization, when similarity exists across multiple dimensions, we find that
the organization suffers. As such, we contribute to the relational demography literature by
showing that similarity across multiple dimensions may actually be adverse.

Second, we contribute to the literature on interfaces between middle and top management
[6], by specifically studying how similarities between middle and top management affect orga-
nizational performance. Although the middle management literature has drawn attention to
the importance of strategy implementation by organizational leaders [10, 13], the match
between strategic leaders who implement and who form strategies has been underemphasized.
Our paper intends to empirically show this match’s importance to explain organizational
outcomes.

Theory and hypothesis development

Top and middle management play important roles in strategy formation and implementation.
Middle managers are defined as occupants of the hierarchical layer “between the operating
core and the apex” [14: 98]. Although top management is mostly formally responsible for strat-
egy formation and middle management for its implementation [3, 4, 15, 16], we know from
the middle management literature that middle management has a large influence on the for-
mation of strategy as well [13]. Middle managers encourage their followers to engage in experi-
mentation and generate new ideas [5, 17-19]. They may relax procedures and formal controls
in order to promote such divergent activity 3, 17, 20]. Towards top management, middle
managers contribute to organizations’ strategy formation by raising new strategic initiatives
that would otherwise not be considered [e.g., 21]. This role has been described as their strategic
championing role — defined as “the persistent and persuasive communication of strategic
options to upper management” [3: 155].

PLOS ONE | hitps://doi.org/10.1871/journal.pone 0249246  March 26, 2021 2/18

www.manaraa.com


https://doi.org/10.1371/journal.pone.0249246

PLOS ONE

Gender and tenure similarity’s effects on performance

In their role as implementers of strategy, middle managers deviate in their commitment to
adequately execute their task, where some even outright resist to implement a strategy if mid-
dle and top management’s interests are not aligned [4, 22]. Although strategy implementation
may seem straightforward, the details of the strategy need to be operationalized, which occurs
through interpretation and a sensemaking process of middle managers [23-25]. Increased
involvement by middle managers in the strategy formation can enhance implementation as it
increases understanding of and commitment to the strategy [13]. For adequate strategy imple-
mentation, it is thus important that middle managers have adequate understanding of the
strategy as it is intended by top management, which is gained through interaction between
middle and top management [6]. The relational demography perspective can help elucidate
when such understanding and commitment is more pervasive.

Relational demography

In theorizing how similarity in characteristics between individuals affects their supportive or
non-supportive behavior, relational demography has been specifically influential. Relational
demography is defined as “the comparative demographic characteristics of members of dyads
or groups who are in a position to engage in regular interactions” [9: 403]. Relational demogra-
phy proposes that an individual’s difference or similarity in their demographics to others
affects the attitudes and behavior of the individuals toward each other, which affects employ-
ment outcomes [26]. The main tenets of this perspective are based on the similarity-attraction
paradigm, which states that individuals who are similar in attitudes or personal characteristics
will be attracted to each other [27-29].

Using this theoretical lens, evidence has been built that shows that demographically similar
employees like and prefer to work with one another [30], demographical similarity increases
higher levels of social integration [31], increased communication [32], a greater desire to
remain [8], more positive affect and commitment [33], enhanced group functioning [34], and
lower turnover [35]. Employees view demographically similar others as more reliable, trust-
worthy, and competent [36], and dissimilar others as more dishonest, untrustworthy, and
uncooperative [37]. Such similarity in demographics is also shown to drive selection of board
members in entrepreneurial firms [38]. Also, in employee-customer interactions, being similar
leads to fewer customer complaints [39].

As such, the relational demography literature points towards a prediction in which similar-
ity between middle management and top management is beneficial. before we discuss how
similarity in gender and organizational tenure is beneficial for the performance of the organi-
zation, we briefly take stock of the fundamental assumptions we make in this paper. First, a
core assumption in relational demography is that individuals prefer to be with similar others
[8]. Second, we assume that top and middle management frequently interact [13], as otherwise
their relational demographic characteristics would have limited effect. Third, we assume that
the individuals studies in relational demography (e.g., on supervisor-subordinate relation-
ships) can be applied to top manager-middle manager relations as well, where we note that
relational demography has already been applied to within top management relationships [40].

Gender similarity

Gender stereotypes are widely shared and reinforced via a range of social interactions—more
so because gender is a highly visible, stable, and ascriptive characteristic [41, 42]. Individuals
use these attributions to make up for incomplete information about others, and rely on such
stereotypes in understanding others’ viewpoints [43]. Because of these mechanisms, individu-
als are evaluated by their peers on whether the content of their contributions is in line with
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prevalent gender stereotypes. When individuals do not behave in accordance to these stereo-
types, they are negatively evaluated [42]. As individuals will seek to prevent getting a negative
evaluation, this may lead to female and male executes and directors acting in accordance to
their stereotypes.

Indeed, individuals that are different in gender also have different ideas and perspectives
and give priority to different issues [44-46]. Although this may be helpful in joint decision-
making [47], if strategic leaders do not necessarily jointly make decisions, these differences in
ideas and perspectives and issues attended to can actually materialize in their actions. For
example, women have been found to focus more on philanthropy and community service than
men [48]. Thus, if the individual that is formulating the strategy is a woman, she may believe
that philanthropy and the community are important to include in the organization’s strategy.
If the individual that is executing the strategy is a man, he may believe that these issues are not
as important, thus executing a strategy that is incongruent with the one formulated.

In addition, same-sex superiors and subordinates experience more positive working rela-
tionships [49]. Likewise, women in upper echelon positions create a culture that is friendly to
women and committed to the advancement of women at all levels [50, 51], stimulating interac-
tion between top and middle management levels that are similar in gender. Tsui and O'Reilly
[9] find empirical evidence of these mechanisms and showed that differences in gender
between individuals correlated with more negative performance appraisals and affect between
the individuals.

These mechanisms stand to be particularly problematic for middle and top managers that
differ between one another, especially when they have different fundamental but interrelated
goals, such as strategy formation and implementation. When there is a decreased frequency of
communication and less affect between such individuals, it becomes less likely that the execu-
tion of strategy will follow the formulation, as the person responsible for execution will have
lesser opportunities to understand the strategy as it is formulated. Likewise, the leaders that
formulate the strategy will have fewer conversations with the leaders involved with execution,
such that the strategy formulated may become disjointed from the day-to-day business of the
organization. In such case, since a match between strategy formation and implementation is
beneficial for organizational performance, gender dissimilar strategic leaders will be less able
to ensure appropriate organizational performance. We thus hypothesize:

HI: Greater gender similarity between middle management and top management leads to
increased organizational performance.

Organizational tenure similarity

Alike to gender, organizational tenure similarity stimulates interaction between individuals.
For instance, Zenger and Lawrence [32] found that the more engineers’ tenure differed from
others in their organization, the less the engineers communicated with these colleagues.
Indeed, interpersonal workplace relationships stemming from tenure similarity have been
argued to be stronger than those deriving from any other characteristic [52]. Over and above
the general relational demography mechanisms, differences in organizational tenure also have
their own unique processes.

Individuals that have similar organizational tenure have both recently started at the organi-
zation, have been working for a long time at the organization, or something in-between. Stra-
tegic leaders that have just started have led to strategic changes of the organization as it allows
leaders to overcome organizational inertia [53-55]. Leaders that are longer in their position
are more likely to resist change as they have more power to resist such change [56, 57]. Such
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power arises from hiring other individuals in the organization that have similar ideas as the
longer tenured leader. Leaders with shorter tenures have not been able to put in place individ-
uals in the organization with similar ideas, so for these leaders it is more difficult to resist
change.

As such, strategic leaders with similar organizational tenure, are likely to be like-minded.
Either they are receptive to change the strategy, in case when they have low tenure, or may be
hostile to strategy change, when they have high tenure. This implies that leaders with similar
tenure will also have more similar ideas and perspectives on strategy, making it more likely
that strategy formulation and execution are matched. Thus, when there is an increasing orga-
nizational tenure similarity between leaders that are responsible for strategy execution and for-
mulation, the organization is likely to have higher organizational performance. We thus, based
on this and earlier mechanisms, hypothesize:

H2: Greater organizational tenure similarity between middle management and top management
leads to increased organizational performance.

Combined similarity in gender and organizational tenure

Although relational demography proposes that similarity on single characteristics increases
attraction between two individuals, we theorize further how similarity on multiple characteris-
tics could influence attraction. As gender and organizational tenure are reflective of a person’s
attitudes or values [58], similarity on each characteristic can increase attractiveness. The values
and attitudes of an individual are not simply an additive of the characteristics of a person, a
combination of characteristics can uniquely identify a person’s values and attitudes. For
instance, men care more about power, security, conformity, and tradition [59]. Their focus on
tradition may make them less likely to vouch for changes when their organizational tenure is
high, compared to women who emphasize inclusion [60] and may break with tradition.
Hence, in the combination of characteristics, the values and attitudes of a person manifest.

As individuals become more alike in their values and attitudes, they become more attracted
to one another [27-29], further increasing interaction [34, 61, 62]. Given the increased interac-
tion because of the combined similarity in gender and organizational tenure, strategy imple-
mentation is more likely to be aligned with the formed strategy by top management [6].
Hence, we hypothesize:

H3: Greater similarity on gender and organizational tenure between middle management and
top management leads to increased organizational performance.

Methodology

We study our research question in the context of Dutch municipalities. Dutch municipalities
are, after the national government and the provinces, the third layer of government in the
Netherlands. Its organization and governance is vested in the Municipality Law of 1994. The
municipality is tasked with the execution of national policy, but they also have the authority to
form their own policy regarding urban development, traffic and transportation, education,
welfare and social affairs, and taxation.

The city’s council is the highest hierarchical level in the municipality. Its members are
elected every 4 years by public elections. The board size of the council, which ranges from 9 to
45, is dependent on the number of inhabitants. Their tasks are primarily to formulate the
frameworks in which the strategy should be formulated, engaging in decision control regard-
ing the council of mayor and aldermen, and formally deciding on the budget.
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The council of mayor and aldermen carry out the day-to-day management of the munici-
pality. They are primarily responsible for the finance and budget of the municipality. Given
the frameworks stipulated by the city’s council, they form the strategy of the municipality. The
aldermen are determined by the city’s council. This is done after public elections for the board,
where political parties engage in a coalition formation process. Those parties that are in the
coalition typically select one or two of their leaders to become aldermen, although aldermen
do not necessarily need to be affiliated with a party. These aldermen remain in office until the
new elections, which are held every four years. In our sample, elections occurred three times
(in 2006, 2010, and 2014). Each alderman has his or her own specialty, e.g. education, finance,
sport and culture. Every municipality needs at least two aldermen, but cannot have more than
20% of the number of council members. In our sample, the average number of aldermen was 3
per municipality. The mayor is elected by the Crown and is primarily responsible for public
order and safety and is otherwise engaged in ceremonial activities. Given this, in our study we
primarily look at the demographics of the aldermen and how they relate with the city manager.

Next to the city’s council and the council of mayor and aldermen is the formal organization
with civil servants. Civil servants prepare decisions to be made by the council of mayor and
aldermen and execute the decisions made. The city manager heads the civil servants and is the
connection between the formal organization and the council of mayor and aldermen. The city
manager is primarily responsible for the adequate implementation of the strategy formed by
the council of mayor and aldermen [11]. As such, a focus on the aldermen and the city man-
ager provide an excellent research setting to study our research question.

Data collection

We collected our data from multiple public sources. For the data on organizational performance
and the various control variables we used data from the Dutch Central Bureau of Statistics. For
the data on the tenure and gender of aldermen and city managers, we collected the data from
www.overheidinnederland.nl, which contains information on the composition of the various stra-
tegic leadership teams, including the gender and organizational tenure of the individuals involved.
In total, the number of organization-year observations is 720, with 198 unique organizations.

Dependent variable

Organizational performance;;,, We measure performance by considering the total costs per
inhabitant in euros (from Central Bureau of Statistics), or simply put, the budget deviation.
Although municipalities’ performance hinges on more dimensions of performance than cost
efficiency, the broad concepts of efficiency and effectiveness are generally held to be applicable
to them [63, 64]. Furthermore, a growing number of countries face a declining trend in eco-
nomic growth that creates fiscal pressure or “austerity” conditions [65]. As a result, cost effi-
ciency becomes a critical goal for public organizations [65, 66]. Hence, we deem total costs per
inhabitant to be an adequate performance variable for this organization. We lead this variable
by one year to make better causal inferences.

Independent variables

Gender similarity; . We measured gender similarity by constructing a dummy variable. First,
we considered the number of male aldermen and number of female aldermen in organization
i at time . When there were more female aldermen than male aldermen, and the city manager
was female, the dummy variable would be 1. If there were more male aldermen than female
aldermen and the city manager was male, the dummy variable would also be 1. In all other
cases, the dummy variable would be 0.
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Organizational tenure similarity; .. To measure organizational tenure similarity, we used a
similar approach as Heyden, Sidhu [7]. First, we calculated the organizational tenure of the
city manager, which was the number of years since the city manager was active as city manager
in organization i at year . Then, we calculated the average aldermen organizational tenure by
calculating the average number of years since all aldermen were active as aldermen in organi-
zation i at year . We then applied the following formula:

Organizational tenure similarity,,
= |Organizational tenure city manager, ,

— Average aldermen organizational tenure, | * —1

We multiplied by -1 so that an increase in this variable can be interpreted as an increase in
organizational tenure similarity.

Control variables

We controlled for several factors. First, we controlled for the budgeted total costs per inhabi-
tant in euros. Including the budgeted total costs allows us to control for factors that affect bud-
geted total costs (e.g. the tendency of certain political parties to cut costs). We lead this variable
since the budget is made one year prior to the budgeted year. Second, we controlled for gender
of the city manager with a dummy variable that equals one if the city manager was a woman,
as this may affect the city manager’s aptitude and leeway given by others in the organization to
implement strategies. Third, we controlled for the organizational tenure of the city manager by
calculating the number of years since the city manager was active as city manager in organiza-
tion 7 at year ¢. Longer tenured city managers may be more able to better implement strategies
as they have better knowledge about the role and of the organization. Fourth, since the mayor
is another important leader in our setting who may influence strategy formation and execu-
tion, the gender of the mayor was taken as a control variable, which equals one if the mayor
was a woman. Fifth, and for similar reasons, we controlled for the organizational tenure of the
mayor by calculating the number of years since the mayor was active as mayor in organization
i at year t. Sixth, we used the aldermen gender diversity measure through calculating Blau’s
heterogeneity index as a control, as more gender diverse top management teams can foster
greater municipality performance [67]. Seventh, average aldermen organizational tenure, as
specified above, was used as a control variable. This was control was added for similar reasons
as we control for aldermen gender diversity. Eight, we used the total number of individuals liv-
ing in municipality i at year ¢ as a control, given that the scale of the municipality can impact
its efficiency. Ninth, to account for economic differences, we used the average value of prop-
erty in euro’s as a control. Tenth, to further account for economic differences, we measured
the number of jobs per 1,000 inhabitants. Twelfth, we included year dummies and municipality

fixed effects.

Analysis

We employed the following fixed effects OLS (ordinary least squares) model:
Organizational performance;,

= B, + B,Gender similarity,, + f,Organizational tenure similarity,,

+ BsGender similarity,, x Organizational tenure similarity,, + ,CV,,

+ FE, + TE, + ¢,
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Table 1. Descriptive statistics (n = 766).

where CV;,is a vector of control variables for organization i at time ¢, FE; denote fixed effects,
TE, denote time effects, and €;; are idiosyncratic errors.

Results

We checked multicollinearity and the distribution of the independent variables. Multicolli-
nearity did arise from including the interaction term between gender similarity and tenure
similarity (its VIF scores are higher than 10). Given that this is due to the interaction term, we
decided to proceed to include all variables. Table 1 shows the mean, standard deviation, mini-
mum and maximum of each variable. Table 2 provides the matrix of correlations among all
variables. From these descriptives, we take note that there is sufficient variation in our depen-
dent variable, where the average costs per inhabitant is 3,061 euro, and the standard deviation
is 1,084 euro. We also note that there is limited variation in gender of the leaders (for the city
manager and the aldermen team), as is generally the case when considering leadership posi-
tions. Nevertheless, the independent variables (i.e. gender and tenure similarity of leaders)
show ample variation. Tenure of the different leaders is approximately 5 years, and has a con-
siderable range as well. Furthermore, from the correlation table, we notice that there is little
pairwise correlation between the independent variables and the dependent variable (ranging
from -0.06 to 0.10).

Table 3 shows the results of the fixed effects OLS regression. Model 1 includes the control
variables only. Model 2 estimates the effect of gender similarity on performance, including the
control variables. In model 3, we estimate the effect of organizational tenure similarity on per-
formance, including the control variables. In models 4 we include both the direct effects of
gender similarity and organizational tenure similarity and the control variables. Finally, in
model 5 we include the interaction term between gender and organizational tenure similarity.
The improved R for the full model (model 5) shows that it has a superior fit.

Variable Mean S.D. Min Max
Organizational performance -3,060.70 1,083.89 -10,131 -1,281
Gender similarity 0.69 0.34 0 1
Tenure similarity -3.49 3.94 -24.67 0
Gender similarity * Tenure similarity -2.82 3.96 -24.67 0
Budgeted costs 2,505.98 879.63 1,15 7,700
City Manager female 0.20 0.40 0 1
City Manager tenure 5.15 4.76 0 29
Mayor female 0.15 0.36 0 1
Mayor tenure 5.41 4.04 0 24
Aldermen gender diversity 0.17 0.21 0 0.5
Aldermen average tenure 3.77 2.25 0 19
Total population 55,098.27 77,123.19 1,103 789,270
Average value of property 243.78 62.86 116 672
Number of jobs 667.98 183.05 252.5 1,295.6
ydm2007 0.12 0.32 0 1
ydm2008 0.12 0.33 0 1
ydm2009 0.14 0.35 0 1
ydm2010 0.10 0.30 0 1
ydm2011 0.14 0.35 0 1
ydm2012 0.13 0.34 0 1
ydm2013 0.12 0.32 0 1
https://doi.org/10.1371/journal.pone.0249246.t1001
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Table 2. Correlation matrix (n = 766).

Variable 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19 20| 21
1 | Organizational 1
performance
2 | Gender 0.10 1
similarity
3 | Tenure similarity | -0.04 | -0.17 1
4 | Gender -0.06 | -0.41 | 0.92 1

similarity *
Tenure similarity
Budgeted costs | -0.81 | -0.11 | 0.04 | 0.06 1

6 | City Manager -0.06 | -0.79 | 0.17 | 0.32| 0.06 1
female
7 | City Manager 0.06 | 0.21-0.78 | -0.77 | -0.07 | -0.21 1
tenure
Mayor female 0.05| 0.03 | -0.03 | -0.03 | -0.05 | -0.06 | -0.02 1
Mayor tenure -0.01 | 0.04 | -0.06 | -0.08 | 0.02|-0.03 | 0.15 -0.07 1
10 | Aldermen -0.13|-0.43 | 0.05| 0.20| 0.16 | 0.02 | -0.07 | 0.01 | -0.05 1
gender diversity
11 | Aldermen 0.03| 0.03-0.17 | -0.14 | -0.02 | -0.00 | 0.14 | 0.00 | 0.04 | -0.06 1

average tenure
12 | Total population | -0.57 | -0.08 | 0.08 | 0.10 | 0.60 | 0.07 | -0.07 | -0.05 | -0.05 | 0.13 | -0.04 1
13 | Average value of | 0.22 | -0.06 | -0.09 | -0.06 | -0.21 | 0.00 | 0.07 | 0.05 |-0.01 | -0.01 | -0.11 | -0.14 1

property
14 | Number of jobs | -0.34 | -0.07 | -0.08 | -0.06 | 0.37 | 0.06 | 0.09 | 0.00 | 0.00 | 0.10|-0.00 | 0.28 | 0.01 1
15 | ydm2007 -0.04 | 0.03 | 0.00|-0.01|-0.03 | -0.05 | -0.02 | -0.01 | -0.02 | 0.01 | -0.12 | -0.00 | -0.02 | -0.02 1
16 | ydm2008 -0.14 | 0.01 | -0.00 | -0.01 | 0.05|-0.05|-0.03 | -0.00 | -0.01 | 0.02|-0.03 | -0.00 | 0.06 0.01]-0.10 1
17 | ydm2009 -0.04 | 0.02| 0.01| 0.00| 0.08 |-0.03-0.03|-0.01| 0.02| 0.02 0.04-0.00| 0.10| 0.02 | -0.10 | -0.10 1
18 | ydm2010 -0.04 | 0.01 | 0.01|-0.00| 0.06 | 0.00 -0.01| 0.01|-0.00|-0.04 0.08-0.00| 0.11| 0.01 | -0.10|-0.10 | -0.10 1
19 | ydm2011 0.00 | -0.04 | -0.02 | -0.01 | 0.04 | 0.03|-0.02 | 0.02 | -0.02| 0.06 |-0.11| 0.00 0.08| 0.02|-0.10|-0.10  -0.10|-0.10 1
20 | ydm2012 0.05|-0.06 | -0.01 | 0.01 | 0.02| 0.05|-0.00 | 0.02-0.01| 0.05|-0.03| 0.00 0.05| 0.02|-0.10|-0.10  -0.10|-0.10 | -0.10 1
21 | ydm2013 0.05|-0.06 | 0.00| 0.02| 0.01| 0.04| 0.01|-0.00 0.00| 0.07| 0.05| 0.00 -0.00| 0.01|-0.10|-0.10 -0.10|-0.10|-0.10 | -0.10 | 1

https://doi.org/10.1371/journal.pone.0249246.t002

To interpret the direct effects of gender similarity and organizational tenure similarity sepa-
rately on organizational performance, we turn to model 4. The positive coefficient of gender
similarity is consistent with hypothesis 1 (8 = 352.203, p = 0.107). Yet, given the relative high
p-value, we cannot claim that there is a direct effect of gender similarity on performance.
Hence, hypothesis 1 is not supported.

Tenure similarity has a negative but small effect on performance (3 = -4.825, p = 0.710),
contrary to our hypothesis 2, which stated that tenure similarity would have a positive effect.
The magnitude is small, such that one year difference in tenure between the aldermen and city
manager would increase costs by 4.83 euro per inhabitant. Thus, we do not find support for
hypothesis 2.

Turning to model 5, the main effects of gender similarity and tenure similarity become sig-
nificant when the interaction term between them is included. The effect of gender similarity
becomes more less strong (8 = 132.575, p = 0.568), when organizational tenure similarity is 0
(which implies very high tenure similarity since tenure similarity has no positive values by con-
struction). A one-unit increase in gender similarity would thus decrease the costs per inhabi-
tant by 132.58 euro when the aldermen and city manager have equal organizational tenure. As
for organizational tenure similarity, the effect becomes positive, consistent with hypothesis 2
(B =45.632, p = 0.047) when gender similarity is 0 (which implies no similarity in gender). A
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Table 3. Fixed-effects OLS results.

DV = Organizational performance

Model 1 2 3 4 5
Coef. p-value | Coef. p-value |Coef. p-value |Coef. p-value |Coef. p-value

Gender similarity (HI +) 354.590 0.104 352.203 0.107 132.575 0.568
(217.669) (217.936) (231.857)

Tenure similarity (H2 +) -5.440 0.675 -4.825 0.710 45.632 0.047
(12.968) (12.955) (22.899)

Gender similarity * Tenure similarity (H3 +) -67.265 0.008
(25.238)

Budgeted costs -0.376 0.000 -0.386 0.000 -0.377 0.000 -0.387 0.000 -0.371 0.000
(0.071) (0.072) (0.072) (0.072) (0.071)

City Manager female -175.899 0.210 90.895 0.673 -175.379 0.212 89.561 0.678 16.790 0.938
(140.294) (215.511) (140.405) (215.712) (216.238)

City Manager tenure -4.238 0.691 -2.147 0.842 -6.159 0.596 -3.865 0.741 -6.863 0.557
(10.673) (10.734) (11.621) (11.691) (11.680)

Mayor female 36.585 0.812 21.842 0.887 39.064 0.799 24.140 0.875 45.696 0.765
(153.348) (153.383) (153.578) (153.629) (152.985)

Mayor tenure -0.069 0.994 -0.518 0.953 0.619 0.945 0.095 0.992 4.357 0.633
(8.884) (8.875) (9.041) (9.033) (9.124)

Aldermen gender diversity -176.308 0.267 106.930 0.649 -170.558 0.285 110.123 0.640 204.334 0.389
(158.550) (235.143) (159.261) (235.486) (236.824)

Aldermen average tenure 16.023 0.210 15.732 0.218 14.879 0.255 14.720 0.260 14.347 0.269
(12.765) (12.747) (13.063) (13.044) (12.972)

Total population -0.005 0.525 -0.008 0.315 -0.005 0.527 -0.008 0.317 -0.008 0.318
(0.008) (0.008) (0.008) (0.008) (0.008)

Average value of property 3.296 0.364 3.721 0.306 3.390 0.352 3.801 0.297 3.389 0.350
(3.629) (3.632) (3.638) (3.642) (3.625)

Number of jobs -0.682 0.569 -0.786 0.512 -0.705 0.557 -0.805 0.502 -1.207 0.316
(1.197) (1.197) (1.199) (1.199) (1.202)

Constant -1,962.210 0.090 | -2,131.910 0.066 | -1,977.610 0.088 | -2,144.428 0.065 | -1,693.050 0.147
(1,154.282) (1,157.23) (1,155.740) (1,158.636) (1,164.547)

Observations 766 766 766 766 766
R? 0.211 0.215 0.211 0.215 0.225

Municipality-fixed effects and time-fixed effects are included in all models.

https:/doi.org/10.1371/journal.pone.0249246.t003

one unit increase in tenure similarity thus reduces the costs per inhabitant by 45.63 euro when
the aldermen and city manager have a different gender. This implies that the direct effects of
gender similarity and tenure similarity are contingent upon one another, which we hypothe-
sized in H3, although in a different manner.
In model 5, the interaction term between gender similarity and tenure similarity is negative
and significant with a magnitude of -67.65 (p = 0.008). This is inconsistent with H3, which pre-
dicted a positive interaction effect. Fig 1 elucidates how gender similarity and organizational
tenure similarity jointly affect performance. The figure shows that increasing tenure similarity
is beneficial for organizational performance when gender similarity is low, but decreases per-
formance when gender similarity is high (based on one-standard-deviation departures from
the mean). Likewise, gender similarity increases organizational performance when tenure sim-
ilarity is low, but has relative low impact on organizational performance when tenure similar-
ity is high. Therefore, we also fail to find support for hypothesis 3.
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Fig 1. Interaction effect of tenure similarity and gender similarity.

https://doi.org/10.1371/journal.pone.0249246.9001

Supplemental quantitative analyses

In Table 4, we further use the D-score as an alternative measurement approach for gender sim-
ilarity, by calculating the Euclidean distance (D-score) [68]:

D_l_ﬂi)—Z(si—sjf

where D is the D-score, # is the number of city manager-alderman pairs, S; the gender/tenure
of the city managers, and S; is the gender/tenure of alderman j.

The results are broadly in line with those found earlier. Nevertheless, gender similarity has
a different signs when using the D-score as measurement in the final model. Gender similarity
is also insignificant in the final model (model 9) (8 = -57.732, p = 0.704). Also, the finding that
gender similarity and tenure similarity jointly affect performance is consistent with the origi-
nal measurement of the two variables.

Although we noted in the introduction that the similarity between middle and top manage-
ment can be treated exogenously, the council of aldermen does have the responsibility to select
the city managers. As a robustness check, we ran additional models on a subsample of the data-
set in which observations where the city manager was selected by the council of aldermen were
excluded.

Table 5 shows that the results are consistent with those of the main results. As such, our
results are robust to exclusion of the observations where the city manager started. Hence, we

can rule out self-selection concerns.

Discussion

We started this paper by arguing that the literature on strategy formation and implementation
has been relatively silent on the match between top and middle managers. Assuming that this
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Table 4. Fixed-effects OLS results-using D-scores for gender and tenure similarity.

DV = Organizational performance

Model 6 7 8 9
Coef. p-value Coef. p-value Coef. p-value Coef. p-value

Gender similarity (HI +) 104.219 0.432 104.616 0.431 -57.732 0.704
(132.581) (132.720) (151.971)

Tenure similarity (H2 +) 0.051 0.876 0.056 0.865 39.171 0.030
(0.327) (0.328) (18.033)

Gender similarity * Tenure similarity (H3 +) -39.115 0.030
(18.030)

City Manager female -0.378 0.000 -0.377 0.000 -0.379 0.000 -0.371 0.000
(0.071) (0.072) (0.072) (0.072)

City Manager tenure -103.604 0.537 -175.782 0.211 -103.202 0.539 -156.362 0.356
(167.793) (140.422) (167.960) (169.172)

Mayor female -3.421 0.750 -4.169 0.697 -3.343 0.756 -0.125 0.991
(10.727) (10.691) (10.746) (10.812)

Mayor tenure 32.242 0.834 36.498 0.812 32.131 0.834 49.940 0.745
(153.502) (153.487) (153.640) (153.338)

Aldermen gender diversity 0.250 0.978 -0.037 0.997 0.286 0.974 2.684 0.764
(8.897) (8.894) (8.907) (8.945)

Aldermen average tenure -83.034 0.675 -176.418 0.267 -82.799 0.676 -12.197 0.951
(198.079) (158.694) (198.261) (200.249)

Total population 15.022 0.242 15.983 0.212 14.975 0.244 18.215 0.158
(12.833) (12.779) (12.848) (12.891)

Average value of property -0.006 0.481 -0.005 0.523 -0.006 0.479 -0.006 0.430
(0.008) (0.008) (0.008) (0.008)

Number of felonies 3.444 0.344 3.308 0.363 3.458 0.342 2.948 0.418
(3.635) (3.633) (3.639) (3.634)

Number of jobs -0.713 0.552 -0.682 0.570 -0.713 0.552 -0.961 0.424
(1.198) (1.198) (1.199) (1.201)

Constant -2,031.02 0.080 -1,961.690 0.090 -2,030.710 0.080 -1,637.430 0.162

(1,158.001) (1,155.323) (1,159.039) (1,169.235)
Observations 766 766 766 766
R? 0.212 0.211 0.212 0.219

Municipality-fixed effects and time-fixed effects are included in all models.

https:/doi.org/10.1371/journal.pone.0249246.t004

match would improve the strategy formed and the way they were implemented would affect
organizational performance [2, 6], our findings showed that this match is indeed related to
organizational performance, albeit in unexpected ways. Although our findings of direct-

although not always significant-effects of similarity on gender and organizational tenure were
generally aligned with work in relational demography [8, 9], our results showed an important
boundary condition for these effects. That is, the effect of the degree to which individuals are
similar on one dimension, is affected by the degree to which individuals are similar on other
dimensions. In short, the main message is that similarity on one of two characteristics is bene-
ficial, similarity on none and both characteristics is suboptimal.

One reason why too much similarity can impair organizational performance is in the
nature of the individuals involved and their multiplex roles. Middle managers engage in both
integrative and divergent roles [3]. The interaction resulting from similarity is expected to be
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Table 5. Fixed-effects OLS results-excluding observations where the city manager started.

DV = Organizational performance

Model 10 11 12 13
Coef. p-value Coef. p-value Coef. p-value Coef. p-value
Gender similarity (HI +) 332.393 0.164 330.077 0.167 95.528 0.709
(238.322) (238.215) (256.102)
Tenure similarity (H2 +) 18.328 0.228 18.157 0.232 67.465 0.008
(15.194) (15.179) (25.407)
Gender similarity * Tenure similarity (H3 +) -66.566 0.016
(27.587)
City Manager female -0.296 0.000 -0.279 0.000 -0.290 0.000 -0.274 0.000
(0.078) (0.078) (0.078) (0.078)
City Manager tenure -109.598 0.635 -309.126 0.093 -115.457 0.617 -169.338 0.463
(230.797) (183.776) (230.738) (230.584)
Mayor female -18.181 0.183 -13.396 0.350 -12.984 0.364 -14.529 0.308
(13.623) (14.304) (14.293) (14.230)
Mayor tenure 124911 0.479 141.409 0.421 121.572 0.490 127.651 0.467
(176.213) (175.748) (176.150) (175.224)
Aldermen gender diversity -2.562 0.783 -4.046 0.668 -4.496 0.634 -0.358 0.970
(9.295) (9.434) (9.430) (9.535)
Aldermen average tenure -62.018 0.803 -333.793 0.055 -84.712 0.735 -1.717 0.995
(249.04) (173.404) (249.642) (250.674)
Total population 9.609 0.475 13.652 0.319 12.694 0.354 11.653 0.392
(13.436) (13.672) (13.675) (13.609)
Average value of property -0.005 0.658 0.000 0.969 -0.005 0.631 -0.005 0.622
(0.010) (0.010) (0.010) (0.010)
Number of felonies 0.895 0.827 0.477 0.907 0.724 0.860 0.226 0.956
(4.093) (4.094) (4.094) (4.077)
Number of jobs -1.524 0.235 -1.353 0.292 -1.465 0.254 -1.868 0.147
(1.283) (1.282) (1.283) (1.287)
Constant -1,310.590 0.312 -1,258.930 0.332 -1,268.820 0.328 -780.197 0.550
(1,295.036) (1,296.195) (1,294.883) (1,303.762)
Observations 650 650 650 650
R? 0.223 0.222 0.225 0.235

Municipality-fixed effects and time-fixed effects are included in all models.

https:/doi.org/10.1371/journal.pone.0249246.t005

especially helpful for middle managers’ integrative role, as a greater understanding of the strat-
egy will help in implementing the strategy accordingly [2]. Yet, when individuals become too
similar and engage in more and more interaction [34, 62], a limited range of divergent ideas
will be explored, leading to suboptimal strategies. Characteristics, such as gender, education,
and functional experience, serve as proxies for members’ information, points of view, and
mind-sets [69]. When there is similarity on too many characteristics between middle and top
management, middle management will be more limited in the points of view and information
they can bring to top management. Indeed, this may also be the reason why we observe that
the tenure of the city manager negatively impacts the performance of the organization.

In particular high gender match and low organizational tenure match proved to be most
beneficial for organizational performance. The nature of the characteristics may play a funda-
mental role here, where similarity on a biodemographical characteristic (gender) can help in
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fostering a positive relationship between two individuals, dissimilarity on a functional charac-
teristic may help individuals to engage in task-related conflict which is beneficial for the orga-
nization [69, 70]. The study of interactions of these types of characteristics may thus be helpful
in understanding broader interpersonal, but also organizational outcomes. Although there is
some work in relational demography that stipulates that dissimilarities can be beneficial (when
considering relational norms) [71], to our knowledge, no study has studied the interaction
effects of multiple characteristics. As such, this paper brings novel theoretical contributions to
the relational demography literature.

This paper extends the growing literature that focuses on the interfaces between middle and
top management [6]. Where Heyden, Sidhu [7] show that the alignment of characteristics of
top and middle managers is important in the implementation of management innovation, we
show that such alignment has even larger repercussions—affecting the overall performance of
the organization. The focus on interfaces between middle and top managers, particular in how
similar these managers are, also builds on and extends work on the psychological foundations
of middle management behavior [as called for by 10]. Although we do not measure interaction
between middle and top managers, using and building on relational demography does provide
more insight in why some organizations are more efficient than others.

In general this paper also contributes to our understanding of organizational performance
more generally. For organizational performance, it is paramount that strategy formation and
implementation are matched [2]. Conceptually, Raes, Heijltjes [6] have advocated that the
interaction between top managers and middle managers is crucial in effective strategy forma-
tion and implementation. Our paper sheds light on in which way interaction can be fostered
so that top and middle managers communicate effectively to form and implement strategy.
Although interaction stimulated by similarity is important, similarity on too many characteris-
tics (especially functional characteristics) can hinder organizational performance.

Managerial implications

The managerial implications of this study are threefold. First, as this study shows, it is impor-
tant to take in consideration the demographic characteristics when selecting top and middle
managers. Strategic leaders should be selected that do not differ on multiple dimensions with
other important leaders whose tasks and responsibilities are interrelated. Specifically, in our
setting, when selecting a city manager, top management should select an individual that is sim-
ilar, but not on multiple demographic characteristics. Likewise, when the city council selects
their aldermen team, they should take into account how they match with the city manager, to
properly ensure that strategy execution and formulation are synchronized. Ensuring there is
an appropriate match will increase organizational performance. Therefore, the seemingly
political acts of leaders to promoted like-minded individuals in other powerful positions [56,
57], can in fact be beneficial for organizational performance.

Second, if middle and top managers that are not similar on any demographic dimension,
they and others in the organization should be aware of the potential drawbacks they may face
because of the mismatch. Although such leaders may unconsciously escape conversations, it is
important to ensure that middle and top managers do meet and discuss their ideas and perspec-
tives, especially when their tasks and responsibilities interrelate. In our setting, city managers and
the aldermen team need to work together to execute and formulate strategy, in which cooperation
and interaction between them is paramount. Overcoming this demographic dissimilarity bias
starts with being aware of it and taking appropriate actions to ensure the bias is mitigated.

Third, specific recommendations for this setting revolve around our results that show when
the city manager and aldermen team deviate on their tenure, but are similar in their gender,
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higher potential organizational performance can be reached. Specifically, this suggests that if a
new aldermen team comes into place with no tenure, it is paramount that a longer tenured city
manager is in place (and they are similar on gender). Likewise, to ensure proper organizational
performance, it is important to refrain from changing the city manager when the aldermen
team has low organizational tenure, as their tenure similarity will be low.

Limitations and suggestions for future research

Notwithstanding its contributions, this study has some limitations that suggest areas for future
research. One possible limitation of this study is the external validity. Municipalities are public
organizations, where the tasks and responsibilities of strategy execution and formulation are
clearly disentangled between individuals. Although this allowed us to better infer the mecha-
nisms by which demography similarities impact performance, more work in other research
settings is warranted. If strategy implementation and formation are not as clearly disentangled
between individuals, this could force individuals to cooperate and overcome demography mis-
matches, however it could also exacerbate the adverse effects.

Second, not only is the external validity limited in the industry setting, but also the institu-
tional context. For instance, the Netherlands is a country that scores particularly low on power
distance, which may have implications for the results of the study. That is, as power distance
decreases, top and middle managers more cooperatively work together to execute and formu-
late strategy, whereas in countries with higher power distance, top managers may enforce a
more top-down management approach. In the latter case, the negative effects of being similar
on multiple characteristics may be less detrimental as the middle manager will be less engaged
in divergent roles. Therefore, replications in different settings would thus be warranted.

Third, our data precluded us to test the effects of other demography dimensions, such as
age and race. Although it is expected that the mechanisms specified for gender work similarly
for age and race, it remains an empirical question whether they do so indeed. Also, different
combinations of demography matches may have different effects (e.g. individuals that are simi-
lar in race and age may perceived as more similar than individuals similar in gender and age)
on performance. Again, future work on this is warranted.

Fourth, our dependent variable, total costs per inhabitant, is an overall important indicator
for municipal performance, the effects of our variables on other dependent variables, such as
the implementation of specific strategies, are likely to be different. Although data limitations
precluded us to specifically analyze how gender similarity would be for instance be more
important for gender-affiliated strategies (e.g., such as value creation for the community),
understanding when demographic similarity has an effect on which particular strategies,
remains a fruitful area for future research.

Fifth, although endogeneity issues are less severe as in typical leadership studies, given that
in our setting the top management team does not have full control over who will be the middle
manager, endogeneity remains a potential concern. As such, we should be cautious in making
causal claims based on the results.

Conclusion

We started this paper by claiming that the strategy formation and implementation literature
has underemphasized the linkages between middle and top managers [6]. Our paper sheds
light on this aspect from a relational demography lens, and shows that similarity between mid-
dle and top management is associated with greater organizational performance, especially
when there is similarity on one characteristic and dissimilarity on another characteristic. In so
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doing, our paper contributes to the middle management, relational demography, and strategy
formation and implementation literatures.

Author Contributions

Conceptualization: Kornelis F. van den Oever.
Data curation: Kornelis F. van den Oever.

Formal analysis: Kornelis F. van den Oever.
Investigation: Kornelis F. van den Oever.
Methodology: Kornelis F. van den Oever.

Project administration: Kornelis F. van den Oever.
Resources: Kornelis F. van den Oever.

Software: Kornelis F. van den Oever.

Validation: Kornelis F. van den Oever.
Visualization: Kornelis F. van den Oever.

Writing - original draft: Kornelis F. van den Oever.

Writing - review & editing: Kornelis F. van den Oever.

References

1.  Rumelt RP, Schendel D, Teece DJ. Strategic management and economics. Strategic Management J.
1991; 12(Winter):5-29.

2. Mair J. Exploring the determinants of unit performance: The role of middle managers in stimulating profit
growth. Group and Organization Management. 2005; 30(3):263—88.

3. Floyd SW, Wooldridge B. Middle management involvement in strategy and its association with strategic
type: A research note. Strategic Management J. 1992; 13(Summer):153-67.

4. Guth WD, MacMillan IC. Strategy implementation versus middle management self-interest. Strategic
Management J. 1986; 7(4):313-27.

5. Burgelman RA. A process model of internal corporate venturing in the diversified major firm. Adm Sci Q.
1983; 28(2):223—-44.

6. Raes AML, Heijlties MG, Glunk U, Roe RA. The interface of the top management team and middle man-
agers: A process model. Acad Manag Rev. 2011; 36(1):102—26.

7. Heyden MLM, Sidhu JS, Volberda HW. The conjoint influence of top and middle management charac-
teristics on management innovation. J Manag. 2018; 44(4):1505-29.

8. TsuiAS, Egan TD, O'Reilly CA. Being different: Relational demography and organizational attachment.
Adm Sci Q. 1992; 37(4):549-79.

9. TsuiAS, O'Reilly CA. Beyond simple demographic effects: The importance of relational demography in
superior-subordinate dyads. Acad Manag J. 1989; 32(2):402-23.

10. Wooldridge B, Schmid T, Floyd SW. The middle management perspective on strategy process: Contri-
butions, synthesis, and future research. J Manag. 2008; 34(6):1190-221.

11. De Waal AA, Gerritsen-Medema G. Performance management analysis: A case study at a Dutch
municipality. International Journal of Productivity and Performance Management. 2006; 55(1):26—-39.

12. Johnson SG, Schnatterly K, Hill AD. Board composition beyond independence: Social capital, human
capital, and demographics. J Manag. 2013; 39(1):232-62.

13. Wooldridge B, Floyd SW. The strategy process, middle management involvement, and organizational
performance. Strategic Management J. 1990; 11(3):231—41.

14. Mintzberg H. Mintzberg on Management: Inside our Strange World of Organizations. New York: Free
Press; 1989. PMID: 2628775

15. Nutt PC. Indentifying and appraising how managers install strategy. Strategic Management J. 1987; 8
(1):1-14.

PLOS ONE | hitps://doi.org/10.1871/journal.pone 0249246  March 26, 2021 16/18

www.manaraa.com


http://www.ncbi.nlm.nih.gov/pubmed/2628775
https://doi.org/10.1371/journal.pone.0249246

PLOS ONE

Gender and tenure similarity’s effects on performance

16. Huy QN. How middle managers’ group-focus emotions and organizational social identities influence
strategy implementation. Strategic Management J. 2011; 32(13):1387—410.

17. Bower JL. Planning with the firm. Amer Econ Rev. 1970; 60(2):186—94.

18. Floyd SW, Lane PJ. Strategizing throughout the organization: Managing role conflict in strategic
renewal. Acad Manag Rev. 2000; 25(1):154-77.

19. Schubert T, Tavassoli S. Product innovation and educational diversity in top and middle management
teams. Acad Manag J. 2020; 63(1):272—-94.

20. Chakravarthy BS. Adaptation: A promising metaphor for strategic management. Acad Manag Rev.
1982; 7(1):35-44.

21. Ahearne M, Lam SK, Kraus F. Performance impact of middle managers’ adaptive strategy implementa-
tion: The role of social capital. Strategic Management J. 2014; 35(1):68-87.

22, Meyer CB. Destructive dynamics of middle management intervention in postmerger processes. Journal
of Applied Behavioral Science. 2006; 42(4):397—419.

23. Balogun J. From blaming the middle to harnessing its potential: Creating change intermediaries. British
Journal of Management. 2003; 14(1):69-83.

24. Balogun J, Johnson G. Organizational restructuring and middle management sensemaking. Acad
Manag J. 2004; 47(4):523—49.

25. Huy QN. Emotional balancing of organizational continuity and radical change: The contribution of mid-
dle managers. Adm Sci Q. 2002; 47(1):31-69.

26. FarhJ-L, Tsui AS, Xin K, Cheng B-S. The influence of relational demography and Guanxi: The Chinese
case. Organ Sci. 1998; 9(4):471-88.

27. Newcomb TM. The prediction of interpersonal attraction. AmP. 1956; 11(11):575-86.

28. Byrne DE. The attraction paradigm. New York: Academic Press; 1971.

29. Byrne D. Interpersonal attraction and attitude similarity. Journal of Abnormal and Social Psychology.
1961; 62(3):713-5. https://doi.org/10.1037/h0044721 PMID: 13875334

30. GlamanJ, Jones A, Rozelle R. The effects of co-worker similarity on the emergence of affect in work
teams. Group and Organization Management. 1996; 21(2):192-215.

31. O’Reilly CA, Caldwell D, Barnett W. Work group demography, social integration, and turnover. Adm Sci
Q. 1989; 34(1):21-37.

32. Zenger TR, Lawrence BS. Organizational demography: The differential effects of age and tenure distri-
butions on technical communication. Acad Manag J. 1989; 32(2):353-76.

33. Riordan CM, Shore LM. Demographic diversity and employee attitudes: An empirical examination of
relational demography within work units. Journal of Applied Psychology. 1997; 82(3):342-58.

34. Chatman JA, Polzer JT, Barsade SG, Neale MA. Being different yet feeling similar: The influence of
demographic composition and organizational culture on work processes and outcomes. Adm Sci Q.
1998; 43(4):749-80.

35. Jackson SE, Brett JF, Sessa VI, Cooper DM, Julin JA, Peyronnin K. Some differences make a differ-
ence: Individual dissimilarity and group heterogeneity as correlates of recruitment, promotions, and
turnover. Journal of Applied Psychology. 1991; 76(5):675-89.

36. LauDC, Lam LW, Salamon SD. The impact of relational demographics on perceived managerial trust-
worthiness: Similarity or norms? Journal of Social Psychology. 2008; 148(2):187-209. https://doi.org/
10.3200/SOCP.148.2.187-209 PMID: 18512418

37. Pelled LH, Eisenhardt KM, Xin K. Exploring the black box: An analysis of work group diversity, conflict
and performance. Adm Sci Q. 1999; 44(1):1-28.

38. Balachandran C, Wennberg K, Uman T. National culture diversity in new venture boards: The role of
founders’ relational demography. Strategic Entrepreneurship Journal. 2019; 13(3):410-34.

39. Dwertmann DJG, Kunze F. More Than Meets the Eye: The Role of Immigration Background for Social
Identity Effects. J Manag. forthcoming.

40. NgES, Sears GJ, Arold KA. Exploring the influence of CEO and chief diversity officers’ relational
demography on organizational diversity management: An identity-based perspective. Management
Decision. forthcoming. https://doi.org/10.1037/dec0000083 PMID: 30320145

41. Borkenau P, Mauer N, Riemann R, Spinath FM, Angleitner A. Thin slices of behavior as cues of person-
ality and intelligence. JPSP. 2004; 86(4):599—-614. https://doi.org/10.1037/0022-3514.86.4.599 PMID:
15053708

42. Rudman L, Phelan JE. Backlash effects for disconfirming gender stereotypes in organizations.
Research in Organizational Behavior. 2008; 28:61-79.

PLOS ONE | hitps://doi.org/10.1871/journal.pone 0249246  March 26, 2021 17/18

www.manaraa.com


https://doi.org/10.1037/h0044721
http://www.ncbi.nlm.nih.gov/pubmed/13875334
https://doi.org/10.3200/SOCP.148.2.187-209
https://doi.org/10.3200/SOCP.148.2.187-209
http://www.ncbi.nlm.nih.gov/pubmed/18512418
https://doi.org/10.1037/dec0000083
http://www.ncbi.nlm.nih.gov/pubmed/30320145
https://doi.org/10.1037/0022-3514.86.4.599
http://www.ncbi.nlm.nih.gov/pubmed/15053708
https://doi.org/10.1371/journal.pone.0249246

PLOS ONE

Gender and tenure similarity’s effects on performance

43. Kunda Z, Spencer SJ. When do stereotypes come to mind and when do they color judgement? A goal-
based theoretical framework for stereotype activation and application. PsyB. 2003; 129(4):522—44.

44. Post C, Byron K. Women on boards and firm financial performance: A meta-analysis. Acad Manag J.
2015; 58(5):1546-71.

45. Hoobler JM, Masterson CR, Nkomo SM, Michel EJ. The business case for women leaders: Meta-analy-
sis, research critique, and path forward. J Manag. 2018; 44(6):2473-99.

46. Wowak KD, Ball GP, Post C, Ketchen DJ. The influence of female directors on product recall decisions.
Manufacturing & Service Operations Management. forthcoming.

47. Herring C. Does diversity pay?: Race, gender, and the business case for diversity. American Sociologi-
cal Review. 2009; 74(2):208-24.

48. Groysberg B, Bell D. Dysfunction in the boardroom. Harvard Bus Rev. 2013; 91(6):89-97.

49. Vecchio RP, Brazil DM. Leadership and sex-similarity: A comparison in a military setting. Personnel
Psychology. 2007; 60(2):303—-35.

50. Daily CM, Dalton DR. Women in the boardroom: A business imperative. Journal of Business Strategy.
20083; 24(5):8-9.

51. Bilimoria D. The relationship between women corporate directors and women corporate officers. Jour-
nal of Managerial Issues. 2006; 18(1):47—-61.

52. North MS. A GATE to understanding "older" workers: Generation, age, tenure, experience. Acad
Manag Ann. 2019; 13(2):414—43.

53. Romanelli E, Tushman ML. Organizational transformation as punctuated equilibrium: An empirical test.
Acad Manag J. 1994; 37(5):1141-66.

54. Simons R. How new top managers use control systems as levers of strategic renewal. Strategic Man-
agement J. 1994; 15(3):169-89.

55. Giambatista RC, Rowe WG, Riaz S. Nothing succeeds like succession: A critical review of leader suc-
cession literature since 1994. The Leadership Quarterly. 2005; 16(6):963-91.

56. PfefferJ, Salancik GR. The external control of organizations: A resource dependence perspective.
New York: Harper & Row; 1978.

57. Miller D. Stale in the saddle: CEO tenure and the match between organization and environment. Manag
Sci. 1991; 37(1):34-52.

58. Hambrick DC, Mason PA. Upper echelons: The organization as a reflection of its top managers. Acad
Manag Rev. 1984; 9(2):193—-206.

59. Adams RB, Funk P. Beyond the glass ceiling: Does gender matter? Manag Sci. 2012; 58(2):219-35.

60. Rosener JB. America’s Competitive Secret: Utilizing women as a management strategy. New York:
Oxford University Press; 1995.

61. Lincoln JR, Miller J. Work and friendship ties in organizations: A comparative analysis of relational net-
works. Adm Sci Q. 1979; 24(2):181-99.

62. Chatman JA, Flynn FJ. The influence of demographic heterogeneity on the emergence and conse-
quences of cooperative norms in work teams. Acad Manag J. 2001; 44(5):956-74.

63. Rainey HG, Backoff RW, Levine CH. Comparing public and private organizations. Public Admin Rev.
1976; 36(2):233—44.

64. Afonso A, SchuknechtL, Tanzi V. Public sector efficiency: An international comparison. Public Choice.
2005; 123(3):321-47.

65. Pollitt C, Bouckaert G. Public management reform: A comparative analysis—into the age of austerity.
Oxford, U.K.: Oxford University Press; 2017. 416 p.

66. Ostroff C, Schmitt N. Configurations of organizational effectiveness and efficiency. Acad Manag J.
1993; 36(6):1345-61.

67. Opstrup N, Villadsen AR. The right mix? Gender diversity in top management teams and financial per-
formance. Public Admin Rev. 2014; 75(2):291-301.

68. Riordan CM, Wayne JH. A review and examination of demographic similarity measures used to assess
relational demography within groups. Organizational Research Methods. 2008; 11(3):562-92.

69. Jehn KA. A multimethod examination of the benefits and detriments of intragroup conflict. Adm Sci Q.
1995; 40(2):256-82.

70. Jehn KA. A qualitative analysis of conflict types and dimensions in organizational groups. Adm Sci Q.
1997; 42(3):530-57.

71. Tsui AS, Porter LW, Egan TD. When both similarities and dissimilarities matter. Extending the concept
of relational demography. Human Relations. 2002; 55(8):899-929.

PLOS ONE | hitps://doi.org/10.1871/journal.pone 0249246  March 26, 2021 18/18

www.manaraa.com


https://doi.org/10.1371/journal.pone.0249246

© 2021 Kornelis F. van den Oever. This is an open access article distributed
under the terms of the Creative Commons Attribution License:
http://creativecommons.org/licenses/by/4.0/(the “License”), which permits
unrestricted use, distribution, and reproduction in any medium, provided the
original author and source are credited. Notwithstanding the ProQuest Terms
and Conditions, you may use this content in accordance with the terms of the
License.

www.manaraa.com



