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Abstract 

Women in the Swedish labor market have lower wage than men on average. There 

are multiple reasons for this gender wage differential. Among other things, processes at 

the organizational level have been stressed. Some researchers argue that the gender of the 

manager has an effect on wages and that this effect might differ for men and women. Prior 

studies have analyzed the potential effect of manager gender on wages, but few empirical 

studies have scrutinized the question. The studies that exist use the proportion of female 

versus male managers in the organization as a measure of the effect of manager gender 

on wages. This paper however offers a direct test of the association of the gender of the 

immediate manager with men’s and women’s wages. Specifically, two hypotheses were 

tested: that (i) a female manager is negatively associated with women’s wages (ii) a 

female manager is negatively associated with men’s wages. To address the hypotheses, 

the analysis provides OLS regressions (for men and women separately) using survey data 

from European Social Survey (ESS) 2004 and 2010. The analysis includes theoretically 

and empirically relevant variables clustered in block of human capital, organizational and 

individual level variables. The results show that men’s wages are negatively influenced 

by having a female manager once human capital was adjusted for. There is no evidence 

that women’s wages are affected by having a female manager, since the share of women 

in the occupation and in the firm fully explains the negative association between female 

manager and wages for women. For female respondents, organizational factors seem to 

be of greater importance for wage determination than the gender of the immediate 

manager. 
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1. Introduction 

Today as well as historically women have lower wages than men on average 

(Persson and Wadensjö, 1997). In Sweden, women earn about 80% of men’s wages, and 

these differences continue into old age because the Swedish pension system is based on 

lifetime income (Pensionsmyndigheten, 2014).  

Previously, women’s lower wages compared to men could be attributed to 

systematic differences in, for example, invested human capital (e.g., educational level, 

different work assignments, and work experience). However, a consistent body of 

research has demonstrated that the differences between men’s and women’s wages no 

longer can be fully attributed to such systematic individual differences (see, for instance, 

Albrecht et al., 2003). Hence, the reasons for the different wages of men and women are, 

at least partly, to be found elsewhere. Nevertheless, during the last few decades the labor 

market has moved toward a more individual and decentralized wage determination1 

(Lundh, 2002). In 2012, 90% of the labor force had a wage arrangement that in some way 

was individual (Medlingsinstitutet, 2013). In the public sector, the standard during the 

21th century has been wage agreements without wage ranges being specified centrally 

(Granqvist and Regnér, 2013). This new practice has created a shift in the factors that 

determine wages and increased employers’ influence over the wages of individual 

employees (le Grand et al., 2001; Granqvist and Regnér, 2013; Lundh, 2002). Some 

researchers have studied the effect of the organizational structure on men’s and women’s 

wages (see, for instance, Kanter, 1977), but there is still a lot we do not know about 

gendered organizational practices. Within organizations, managers have an active role in 

and great influence on employees’ wages (Hultin and Szulkin, 2003). Men’s 

overrepresentation in manager positions has been pointed out as a potential cause for 

women’s lower wages.2 It is stressed that having more women in managerial positions 

would contribute to increasing female wages by, for example, their becoming role models 

                                                 
1 Individual wage determination is aimed at targeting the individual achievement and the degree and difficulty of the working 

assignments when setting wages (Lundh, 2002). 
2 See, for instance, the debate about affirmative action toward women in directorate. 

http://et.al/
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for other women and hence make female employees aspire to higher paid positions (Athey 

et al., 2000; Ioannides and Datcher, 2004). Research also shows that women are less 

competitive and self-promoting in bargaining situations than men, which leads to lower 

wage bids; this behavior is more evident among women with male managers (Bowles et 

al., 2005; Säve-Söderbergh, 2007). 

This paper takes its departure in this underlying assumption and investigates how 

having a female manager impacts the wages of male and female employees, compared to 

a male manager, in a Swedish context. Because women in general have lower wages than 

men, it is of interest to examine the factors that determine wages for men and women. 

These factors will be identified by theory and previous research. 

Prior research has commonly used the proportion of female managers within an 

organization as a measure of the influence of female managers on the wages of men and 

women (see, for instance, Cohen and Huffman, 2007; Hultin and Szulkin, 2003). In this 

paper, the association between female manager and the wages of male and female 

employees is instead measured by the gender of the respondents’ immediate manager. 

The main analysis consists of two ordinary least-squares (OLS) multiple linear regression 

analyses for men and women separately. The analysis is based on Swedish data from the 

European Social Survey (ESS) from 2004 and 2010. 
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2. Theory and Previous 

Research 

The remainder of the chapter is organized as follows: First, a brief retrospective 

view of the development of men’s and women’s wages in Sweden is presented. Second is 

a short description of the consensus in theory and empirical research about wage-setting 

factors and how they influence men’s and women’s wages. Finally, theories about the 

links between manager gender and men’s and women’s wages on the organizational and 

occupational level are presented. 

2.1 Men’s and Women’s Wages in Sweden, 

Retrospective View 

Historically, it was possible to give men and women different wages and refer to 

women’s “disability” due to motherhood and caregiving duties (Löfström, 2009). It was 

not until 1962 that the concept of gender equality, “likalöneprincipen,” was introduced in 

Sweden, aiming at the same pay for the same work independent of the employee’s gender 

(Ibid.). Women were underrepresented in the labor market, and trade unions and 

employers started to collaborate to increase women’s presence (le Grand et al,. 2001). 

During the second half of the 1960s and the beginning of the 1970s, a number of political 

investments were made to increase possibilities and create incentives for women to enter 

the educational system and the labor force: child care was expanded, individual taxes 

were introduced,3 and parental leave was expanded to include fathers as well (Andrén, 

2013). The Swedish labor market were divided into private and public sector, compassing 

blue-collar and white-collar work respectively (Lundh, 2002). The wages and working 

conditions differed between blue-collar and white-collar work, but the variances were 

                                                 
3 Previously, the household paid taxes jointly. 
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small within them (Ibid.). When the amount of women in the labor force increased, it was 

above all within white-collar public administration work and often jobs with low wages 

(Ibid.). In 1980, Sweden adopted a new law that promoted gender equality with a focus 

on improving women’s position in the labor market with respect to wages (le Grand et 

al., 2001; Nermo, 2000). As a result of these political investments, women educational 

level increased as well as their work experience, which led to a narrowing of the gender 

wage gap, reaching a culminating point in the 1980s, and then staying at a constant level, 

with women wage less than men on average (Boye et al., 2014; le Grand et al., 2001). 

In 2014 women had surpassed men in terms of educational attainment (Statistic 

Sweden, 2014a). The distinction between blue-collar and white-collar work is no longer 

as clear-cut as previously (Lundh, 2002). Women are entering the labor market almost to 

the same extent as men (Statistic Sweden, 2014b), and men have increased their use of 

parental leave.4 However, women are still wage less than men on average (Boye et al., 

2014; le Grand et al., 2001). 

 

2.2 Theories and Previous Research about 

Men’s and Women’s Wages 

 

Factors associated with either horizontal or vertical segregation are considered in 

the literature as having crucial importance for men’s and women’s wages.5 This chapter 

will describe underlying structural mechanisms and factors related to the horizontal and 

vertical segregations emphasized in the literature as impacting the differences in wages 

between men and women. 

As mentioned previously, women today are more educated than men, but they still 

earn less (Boye et al., 2014; le Grand et al., 2001). One of the most significant causes is 

that men and women choose different educational tracks and hence end up in different 

occupations; occupations with a high proportion of women have lower wages (England, 

1992). The explanation for this horizontal segregation is either that men and women have 

different hereditary characteristics leading to gender differentials in preferences or that 

                                                 
4 Men do not stay home with their children as long as women on average, but compared to the 1980s there has been a great increase 

in the number of days men stay home with their children (Statistic Sweden, 2014c).  
5 Horizontal segregation refers to men’s and women’s allocation to different occupations while vertical segregation refers to men and 
women systematically, independent of industry, not having same possibilities to advance in the career ladder.  

http://et.al/
http://et.al/
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this difference is constructed by the society (le Grand, 1997). The first assumption is 

problematic in the sense that occupations that are considered female or male vary across 

time (see, for instance, Brinton, 1993) (Ibid.). The second assumption proceeds from 

children being shaped by their parents and surroundings in early ages. Children develop 

preferences and skills appropriate for their gender based on cultural standards, i.e., gender 

socialization (Okamoto and England, 1999). Due to learned behavior, men and women 

choose different educations and end up in different occupations, and horizontal 

segregation appears. 

However, education can be viewed as being divided into two different parts, 

conventional education (school attendance) and on-the-job training (OJT) (Becker, 1967). 

While conventional education is typically viewed as general human capital, and thus 

useful to many employers, OJT is seen as human capital specific to an employer, 

occupation or an industry. OJT is considered to influence the gender wage gap because 

women do not have the same access to OJT as men do (see, for instance, Duncan and 

Hoffman, 1979; Reskin, 1988). However, the argumentation for why women do not have 

the same access to OJT as men is not straightforward (see, for instance, the debate 

between Tam, 1997 and Tomaskovic-Devey and Skaggs, 2002)6. 

Neoclassical economics offers a framework for understanding horizontal 

segregation in terms of individual rational choice. Individuals make decisions based on a 

rational choice between investments in human capital (Becker, 1967); the quest is to 

maximize the household’s outcome (even a future household that does not exist when the 

individual make choices on investments in human capital has an effect on decisions 

according to theory). Hence, couples specialize in paid or unpaid work. Since women 

tend to have a greater responsibility for “unpaid work” (Statistic Sweden, 2012) – for 

example, domestic responsibilities including children and household labor, they invest 

more in household capital than men. Men tend to be specialize in labor market work and 

thus invest more in market capital (Becker, 1985).  According to Becker (1985), women 

economize their energy expended on labor work by seeking less demanding jobs that are 

easier to combine with domestic responsibility. Thus, according to theory, women trade 

                                                 
6 Tomaskovic and Skaggs (2002) argue that it is associated to occupation with a great share of women being devalued, and 

that women are assumed to leave the workforce in periods and, therefore by own demand or by the supply of OJT offered by 

the employer, not getting the same accesses to OJT as men. Tam (1997) argue that occupation with a great share of women 
not is devalued, but that men invest more in specialized human capital i.e. firm-specific skills that increase wages. Halldén 

(2015) found in her study that the access to OJT for women varied with occupation. For women in private sector, a male 

manager compared to a female manager increased the length of OJT; for public sector no difference was found. Men had 
access to longer OJT than women independent of the gender of their manager or sector. 
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career progression and wages in favor of jobs that imply less work-family conflict. 

Therefore, women’s demand for a certain work will produce segregation in occupations 

between men and women. 

Another dimension of horizontal segregation is valuative discrimination. Valuative 

discrimination (also known as devaluation theory or comparable worth theory) means that 

after horizontal segregation has allocated men and women to different occupations, 

women’s occupations are characterized by lower wages for both men and women within 

the occupation (even though the skill requirements of the job are the same as in men’s 

occupation) (England, 1992). However, studies examining this phenomenon have 

produced mixed results depending on how the concept of devaluation is operationalized 

and measured (see, for instance, Jacobs and Steinberg, 1990; England, 1992; Magnusson, 

2009). 

Several studies have pointed out that the difference between men’s and women’s 

wages is caused by a combination of horizontal and vertical segregation. Both the 

exclusion of women from desirable promotions (vertical segregation)7 and the 

devaluation of jobs dominated by women (related to horizontal segregation) are hence 

seen as underlying mechanisms for the gender wage gap (see, for instance, England, 1992; 

Tomaskovic-Devey, 1993). The abovementioned studies are based on analyses of 

American data, but the same pattern can be seen in Sweden. Halldén (2014) explores the 

allocation of men and women in the Swedish labor market during 2000–2010. The result 

shows that men and women are allocated to different occupations (horizontal segregation) 

and that men are overrepresented in higher positions (vertical segregation). There is a 

tendency for women to increase their entrance in “masculine” work, but the opposite 

cannot be seen among men (Ibid.). The result is not shown in relationship with wages, 

but it can be assumed to affect wages as well, based on previous research and theoretical 

argumentation. 

 

 

                                                 
7 Men tend to have authority positions to a higher extent than women in general (Halldén 2011). When women have a manager position 
it is often over other women and in occupations with high proportions of women (Smith, 2002). 
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2.3 Why Should Manager Gender Matter? 

 

The theoretical framework used in this paper does not has its main focus on the 

effect of the manager’s gender on men’s and women’s wages; this is rather seen as a side 

effect from different hiring or that work related opportunities vary between employees, 

depending on their sex. The theories can nevertheless be used to clarify the links and 

explain why manager gender should matter. 

One of the first theories within this field was Becker’s (1971) taste for 

discrimination theory. This theory proceeds from the assumption that manager have a 

subjective taste or preference for one person over another, someone similar to themselves. 

In this case, they will either hire employees who have the same gender as they do, even 

if they are more expensive to hire, or hire employees of the opposite gender for lower 

wages. Building on assumptions from Becker’s taste for discrimination theory, Cardoso 

and Winter-Ebmer (2010) use the theory to explain why manager gender matters for 

women’s wages. Becker’s model would, according to Cardoso and Winter-Ebmer (2010), 

predict that firms with a high amount of females in leading positions would place women 

in somewhat more favorable positions with somewhat higher pay than a male-led firm 

would do. To investigate their hypothesis, the authors used longitudinal data covering 

Portuguese firms over the time span 1987–2001. Using regression models, they found 

that women’s wages were relatively higher and men’s wages relatively lower when the 

firm was female led compared to male led. However, it should be noted that the wages 

for both men and women were lower on average when the firm was led by women 

(Cardoso and Winter-Ebmer, 2010). 

The taste for discrimination theory and Cardoso and Winter-Ebmer (2010) study 

offer an economic approach to why manager gender should matter. Cardoso and Winter-

Ebmer (2010) mention briefly that individuals who are similar are attracted to each other 

but do not offer any further explanation of the underlying mechanism as to why manager 

gender would matter. Theories offering that kind of explanation often claim that the 

relationship between manager and employees is based on homophily (Ibarra, 1992; 

Kanter, 1977; McPherson et al., 2001). Kanter’s (1977) homosocial reproduction theory 

was the pioneering theory within this field and argues that organizational behavior 

proceeds from the interaction between individuals (in this case manager and employee), 
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which causes structural behavior. This theory implies that social networks often are 

gender homogenous; i.e., individuals with same characteristics, in this case gender, have 

a higher likelihood of interacting with one another. This results in managers in a variety 

of occupations and situations having a tendency to prefer socially similar subordinates 

and help them move up the career ladder, which will increase their wages (Ibid.)8. Several 

theories that proceed from homosocial reproduction theory strengthen the assumption of 

the importance of homosocial interaction and emphasize that representation of women in 

leading positions is of importance for women’s career ladder and work-related networks 

(see, for instance, Ely, 1995; Ibarra, 1992). Other scholars within this field argue that 

owing to homosocial reproduction, women would be role models for female coworkers 

(Athey et al., 2000). But studies about this phenomenon do not show straightforward 

support for this assumption (see, for instance, Neumark and Gardecki, 1998; Blau et al., 

2010)9. 

Another view of the association of manager gender with employees’ wages is Paula 

England’s (1992) theory, called error discrimination. The theory proceeds from the 

assumption that the manager does not have access to full information about employees’ 

productivity. The manager will therefore make assumptions about employees’ capacity 

based on their group belongings (in this case gender). Based on this inadequate 

assumption, the manager will be unwilling to choose individuals from a certain group that 

are assumed to be less productive or will hire from the group for lower wages (England, 

1992; England and Lewin, 1989). One common reason for error discrimination of women 

is that managers (both female and male) assume that women will take longer parental 

leave (Lazear and Rosen, 1990). 

Hultin and Szulkin’s (2003) research takes off from homosocial reproduction theory 

and offers a direct test of the influence of manager gender on employees’ wages. The 

authors investigate how the wage gap between men and women is affected by the 

proportion of male and female managers within the organization, using a Swedish data 

set from 1995 on managers and employees in a large number of private-sector 

organizations (Ibid.).10 The authors do separate regression analyses for blue-collar and 

                                                 
8 Due to men being overrepresented on manager positions, this phenomenon will produce inequality between men and 

women employees. 
9Both studies investigated the impact of female role models within the academy. Neumark and Gardecki (1998) found no 
empirical evidence for an increased female faculty did result in more fortunate outcomes for female P.hD. Whilst Blau et.al, 

(2010) found empirical evidence for that female mentoring increased the female’s productivity. 
10 Both Hultin and Szulkin (2003) and Cohen and Huffman (2002) investigated the effect of a female manager on the wage gap 
between men and women, not the association between the gender of the manager and male versus female employees’ wages. However, 
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white-collar workers and find for both categories that a high amount of female managers 

reduces the gap between men’s and women’s wages. This means that if there was a high 

amount of male managers, the gap between the wages of men and women was larger. The 

authors found that the reason for the wage-gap difference was the proportion of male 

managers were negatively associated with women’s wages. The result was stronger 

among blue-collar workers (Hultin and Szulkin, 2003). 

Cohen and Huffman (2007) using cross-sectional data and found support for the 

notion that greater representation of women in management narrows the gap between 

men’s and women’s wages (Ibid.). However, the authors did not find any conclusive 

evidence that a greater proportion of females in manager positions gives women higher 

wages. The narrowed wage gap was instead rather a result of female managers giving 

men lower wages, while women’s wages were not affected by a higher share of female 

managers (Cohen and Huffman, 2007). 

Hensvik (2011) claims that the studies of Hultin and Szulkin (2003), Cardoso and 

Winters-Ebmer (2010), and Cohen and Huffman (2007) suffer from methodological 

issues. She argues that there are problems with the causality between manager gender and 

the wage of the employee because none of the studies take in account that the distribution 

of female and male manager might affect whom chose to begin/quit on the workplace. 

Hensvik (2011) herself used Swedish panel data on wages and employment during 1996–

2008 to investigate how manager gender impacts workers’ average wage and the pattern 

of recruitment. Hensvik found that female managers narrowed the difference between 

men’s and women’s wages, but when controlling for individual differences in 

productivity, it appeared that this effect rather reflected that the structure of the employees 

(in terms of productivity) varied by manager gender. Hensvik (2011) argues that this is 

caused either by female managers hiring more-productive women than male managers or 

by more-productive women seeking workplaces with female managers. 

2.4 Research Question 

The theoretical reasons and the empirical evidence do not present any clear 

direction as regards the association between manager gender and male and female 

employees’ wages. Among the theoretical reasoning, two main arguments can be put 

                                                 
the wage gap is closely related to the paper’s subject, and these studies are indications of how a female versus a male manager could 
influences employees’ wages. 
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forth. First, managers would favor employees of the same gender (higher wages) and 

disfavor employees of the opposite gender (lower wages). Second, independent of 

manager gender, managers give female employees lower wages. However, the existing 

evidence does not fully support any of these theoretical claims.  

To sum up the main patterns of the empirical studies, only Cardoso and Winter-

Ebmer (2010) result support the first theoretical argumentation. According the second 

theoretical argumentation, all of the studies found that independent of the gender of the 

managers, the wage gap existed which mean that women wage less than men on average 

which supports this second assumption. However, the cause of how the proportion of 

female manager narrowed the gender wage gap was not straightforward. The main focus 

of the paper is to investigate how female managers, in contrast to male managers, are 

associated with wages of male and female employees, Based on the theories and previous 

research outlined above, the paper’s hypotheses are as follows: 

(i) A female manager is negatively associated with women’s wages. 

(ii) A female manager is negatively associated with men’s wages. 
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3. Method 

In this section, the data, variables and methods are described. The remainder of the 

chapter is the following: First is a presentation of the data. Second, the variables and 

controls are discussed. Third, the procedure is defined and limitations of this paper are 

distinguished. Finally, the analytical strategy is described. 

3.1 Data 

The analysis in the paper is based on the European Social Survey (ESS), which is a 

research-based cross-national survey that has been conducted every two years since 2001. 

The survey consists of one core model that is constant each year and one part that rotates. 

The core model consists of sociostructural variables, the rotating part consists of different 

kinds of variables each year, and some of the models return across the years. In 2004 and 

2010, the rotating parts were targeting family, work, well-being, and other variables 

concerning gender structure on the occupation. These two surveys are pooled in this 

analysis. Several countries in the European Union participate in the survey, but because 

of the size limitations of this paper, the focus is exclusively on Sweden. 

The data is collected through telephone interviews. For the data set of 2004, the 

interviews were conducted during the years 2004 and 2005. For the data set of 2010, the 

interviews were conducted in 2010, 2011, and 2012. To achieve a high methodological 

standard, ESS selects individuals by random probability methods, and each country has a 

representative sample of all persons above age 15 that live within a private household. 

The sampling does not take into account respondents’ nationality, citizenship, or 

language, and ESS has a goal of at least a 70% response rate (Koch et al., 2009). 

Unfortunately, Sweden did not manage to reach this number in either of the two rounds 

(46.86% responded in 2004, 50.99% in 2010). This implies that there might be systematic 

differences between those who participated in the survey and those who did not. Also, not 

all individuals within the population over the age of 15 had the same chances of being 

selected. Therefore, the data is over- or underrepresentative of certain people (those in 

larger households, for example, are underestimated) (Koch et al., 2009). This creates a 

problem for external validity. To correct for this selection bias, the data is weighted to be 

representative and generalizable in a broader context (Bryman, 2002). 

The unit of analysis is employees (self-employed and individuals working in a 
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family business are excluded11). Sweden has a retirement age of 65, and most Swedish 

youth do not join the labor force until they graduate high school at age 19. To correct for 

outliers, the sample just includes respondents between 19 and 65 years of age. Only 

respondents who answered all questions operationalized in the final analysis are included. 

The final sample consisted of a total of 1,236 respondents – 718 respondents from 2004 

and 518 from 2010, and 614 men and 622 women – when all missing values were 

removed. 

3.2 Variables 

3.2.1 Dependent Variable 

The dependent variable, Wage, is the respondent’s wage measured in Euros earned 

per hour and is a continuous variable. It is operationalized from the question “What is 

your usual gross pay before deductions for tax and insurance?” The question does not 

specify the time period the gross pay regards, and to be able to get hourly wages, the 

question “How long a period does that pay cover?” is used. This question has these 

answers: “One hour,” “One day,” “One week,” “Two weeks,” “Four weeks,” “Calendar 

month,” and “Year.” In cases where the respondent reported another answer than “One 

hour,” the alternative was recalculated as hourly pay. However, the variable is skewed, 

and the natural logarithm of hourly wages is used for a more normal distribution (Allison, 

1999). This will affect the interpretation of the coefficients; the variable will not be 

estimating Euros anymore but rather percentages. One change in the control variables will 

give a 100* coefficient change in the variable Wage when all other variables are held 

constant (Ibid.). Two respondents (men) reported an hourly wage above 2000 Euro; 12 

respondents (six women and six men) reported an hourly wage below 5 Euro. These 

respondents were considered outliers and removed from the analysis12. 

3.2.2 Independent Variable 

Female manager measures whether the respondent’s immediate manager is a 

woman. The variable is operationalized from the question “Is your immediate 

                                                 
11 These respondents are excluded because they do not have a manager and their wage could not be assumed to be affected by an 
immediate manager within the organization. 
12 After converting all variables in the analysis to standard deviation units, these observations has a value of 2, which means their 

standard deviations were twice as large as the rest of the observations. Therefore, they influenced the standard deviation in the models 
(Allison, 1999) and were removed from the analysis.   
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supervisor/boss a man or a woman?” It is a binary variable with the category “male 

manager” used as reference. 

3.2.3 Control Variables 

The following variables are used as control variables in the analysis. They are based 

on theories and previous research accounted for in the previous sections. 

2010 is a dummy for the two years (2004, 2010) when the survey was conducted. 

It is a binary variable with the category “2004” used as reference. 

Human capital variables is a cluster that includes five control variables: High 

educational level, On-the-job training, High skill, Tenure years, and Work experience. A 

Pearson’s r correlation test was done between all human capital variables (not showed) 

which reported no problematic correlations13. 

High educational level measures the respondent’s highest educational level. It is 

operationalized from question “What is the highest level of education you have 

achieved?” It is a binary variable where the category “high educational level” consists of 

respondents that have graduate from postsecondary education. “Low education” is the 

reference category and consists of respondents whose highest education is university with 

no graduation. Thus, respondents that have an upper-secondary school education (both 

theoretical and vocational) or vocational, lower-secondary, or elementary education are 

included in this reference category. 

High skill measures the respondents’ the skill required for the respondent’s job. It 

is operationalized from the question “How many years of education beyond compulsory 

are needed by an applicant for your job?” The variable is divided into two categories: 

“high skill” (about 4–5 years to 10 years or more) and the reference category “low skill” 

(less than 1 year to about 3 years). 

On-the-job training measures the amount of initial OJT the respondent acquired. It 

is operationalized from the question “Somebody with right qualification, how long to 

learn to do your job well?” The variable is divided into three categories: “high OJT” (1 

year to more than 5 years), “medium OJT” (3 months to 1 year), and the reference 

category “low OJT” (1 day to 3 months). 

                                                 
13 Pearson’s r gives a correlation coefficient. This coefficient can take values between −1 and 1, where −1 and 1 mean that there is a 

perfect linear relationship between the two variables (Dougherty, 2011) . As mentioned above, none of the human capital variables 
had a correlation considered problematic. Occupation and education had the highest correlation value at 0.540. 
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Tenure years measures the number of years the employee has worked at the current 

employer. It is operationalized from the question “In what year did you (first) start 

working for your current employer?” The answer was recalculated into years. The 

variable is continuous and skewed; i.e., the variable does not have a normal distribution. 

The logarithm is therefore used (Allison, 1999). 

Work experience measures the years the respondent has worked full- or part-time in 

his or her life. It is operationalized from the question “In total, how many years have you 

been in paid work?” The variable is continuous. One of the most important assumptions 

about the ε-term is that its mean value does not depend on the other X-variables; it is 

assumed to be equal to 0 (Allison, 1999). Work experience and Wage have a nonlinear 

relationship, meaning that wages (Y) increase with the respondent’s increasing age (X) at 

the beginning but then slow down rapidly. The effect of experience is thus not constant; 

the positive effect turns negative and becomes curvilinear. To handle this problem, an 

experience-squared variable is used in the model. The variable Work experience is 

expected to have a nonlinear relationship to both Age and Wage. 

Organization variables is a cluster that includes five control variables: 

Establishment size, Industry, Proportion of women in the occupation, Proportion of 

women in the workplace, and White-collar work. A Pearson’s r correlation test was done 

between all organization variables (not showed). No correlation was considered 

problematic14. 

Establishment size measures the size of the respondent’s work establishment. It is 

operationalized from the question “Including yourself, about how many people are/were 

employed at the place where you usually work/worked?” The variable is divided into 

three categories: “large establishment size” (100 employees or more), “medium 

establishment size” (25–99 employees), and the reference category “small establishment 

size” (10–24 employees)15. 

Industry is operationalized from the Statistical Classification of Economic 

Activities in the European Community (NACE). NACE is an industry classification and 

does not specify whether the organization is a stock corporation, a government, or a 

private business (Statistic Sweden, 2007); the categorization in NACE is defined by 

                                                 
14 White-collar work and the proportion of women in the occupation had the highest correlation coefficient, 0.549.  
15 None of the respondents reported that their establishment had 0–10 employees. This category was therefore removed.   
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production and not by those who operate it16. In this analysis, NACE is divided into five 

categories: “welfare,” “transformative,” “service and craftworks,” “finance and selling,” 

and the reference category “consuming”17. 

Proportion of women in the occupation measures the approximate proportion of 

women within the occupation. It is operationalized from the ISCO-88(com) qualification 

of occupation. ISCO-88(com) is a European descriptive classification intended to 

illustrate the hierarchical structure of a society based on the individual’s position in the 

labor market (Statistic Sweden, 2014d)18. To be able to create this variable, information 

about the proportion of women within the occupation was taken from the European Labor 

Force Survey (EU- LFS) for Sweden for 2004 and 2010. On the basis of the three digit 

ISCO-88 occupational codes this variable measures the distribution of women within the 

occupation. The variable is continuous. 

Proportion of women in the workplace measures the proportion of women in the 

respondent’s workplace. It is operationalized from the question “What is the proportion 

of women at your workplace?” The variable is divided into three categories: “high” (all 

or a large amount of employees are women), “equal” (approximately equal distribution 

of men and women), and reference category “low” (few or no women). 

White-collar work is operationalized from ISCO-88(com) qualification of 

occupation. For this variable, ISCO-88(com) is divided into a binary variable with the 

categorization “white-collar workers” with the reference category “blue-collar workers”. 

White-collar workers consist of administrative or professionals occupations – for 

example, managers or clerks in an office environment. Blue-collar workers perform 

manual labor – for example, manufacturing, agriculture, sales work, welfare, and care 

workers. 

Individual variables is a cluster that includes one control variable, Child. 

                                                 
16 More information about NACE can be found at 

http://ec.europa.eu/eurostat/ramon/nomenclatures/index.cfm?TargetUrl=LST_NOM_DTL&StrNom=NACE_REV2 or 
http://ec.europa.eu/eurostat/statisticsexplained/index.php/Glossary:Statistical_classification_of_economic_activities_in_the_

European_Community_%28NACE%29. 
17 The category “welfare” consists of education, administrative, and support service activities, public administration and defense, and 
compulsory social security, human health, and social work activities. The category “consuming” consists of information and 

communication, arts, entertainment, and recreation. The category “service and craft work” consists of wholesale and retail trade, repair 

of motor vehicles and motorcycles, transportation and storage, accommodation, and food service activities. The category “financial 
and insurance activities” consists of financial and insurance activities, real estate activities, and professional, scientific, and technical 

activities. The category “transformative” consists of agriculture, forestry and fishing, mining and quarrying, manufacturing, electricity, 

gas, steam and air conditioning supply, water supply, sewerage, waste management and remediation activities, and construction. 
18 More information about ISCO-88(com) can be found at http://www.ilo.org/public/english/bureau/stat/isco/isco88/. 

http://ec.europa.eu/eurostat/ramon/nomenclatures/index.cfm?TargetUrl=LST_NOM_DTL&StrNom=NACE_REV2
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Child measures whether the respondent has a child below the age of 13. It is a binary 

variable where respondents with children below the age 13 living in the household takes 

value 1 and those without children in the household are the reference category. 

 

3.2.4 Excluded Controls 

 

According to human capital theory age affects wages since it takes a longer time 

for individuals that invest in human capital to reach their full wage potential compared to 

those who do no invest in human capital. Differences in the distribution of wages between 

men and women can therefore diminish at older ages. However, after a Pearson’s 

correlation test19 (not showed), the variables Age and Experience did show high 

tendencies of multicollinearity, which has an impact on the standard error and makes the 

estimates biased. Experience was considered more important for the determination of 

wages, and Age was therefore removed from the analysis. 

 

3.3 Ordinary Least-Squares Multiple Linear 

Regression 

To test the paper’s hypotheses, an ordinary least-squares multiple linear regression 

(OLS) was applied because the dependent variable, Wage, is a continuous variable 

measured as the natural logarithm of the respondent’s hourly wage.  This means that we 

could estimate the proportion of the effect of having a female manager on men’s and 

women’s wages that is unexplained by other factors (control variables) (Evertsson, 2010). 

The OLS regression makes predictions about the dependent variable (Y) based on 

estimates from the independent variable (X) (Allison, 1999). The underlying assumption 

is that Y (Wage) is a linear function of the independent variable (Female manager) plus 

some error/disturbance, ε. This error/disturbance is all the causes of Y that the 

independent variable X does not capture. To reduce the ε-term and get better predictions 

of the relationship between wages and having a female manager, a number of other 

explanatory factors (control variables) are included (Allison, 1999). If an explanatory 

                                                 
19 Pearson’s r correlation test between experience and age reported a value of 0.983. The assumption is therefore that the correlation 
coefficient has too close a relationship to the regression line and will bias the estimates (Allison, 1999). 
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factor that is cofounding the relationship between Y and X is left out of the model, the 

estimates suffer from omitted variable bias. In this case, the slope of the regression line, 

when it comes to wage, will not correspond to the female manager’s actual association 

with men’s and women’s wages. This scenario creates problems for endogeneity, i.e., a 

source of bias that appears when variables that affect the dependent variable, Y, and are 

also related to the X variable are not included in the model (Dougherty, 2011; Edling and 

Hedström, 2003). The explanatory factors that are included in the analyses are derived 

from chapter 2.2, “Theories and Previous Research about Men’s and Women’s Wages,” 

and aim at targeting determinants of men’s and women’s wages – for example, 

educational level and parental leave. 

The OLS model will also produce a coefficient of determination, R2 (Allison, 1999). 

This is a measure of how good the predictions are – i.e., how much of the variance in the 

dependent variable the controls explain (Ibid.). 

The dependent variable wage is skewed and suffering from heteroscedasticity20. By 

taking the logarithm of wage, the standard errors will be more equally distributed along 

the regression line and the problem with heteroscedasticity might be solved. However, a 

residual plot showed that the error terms still were not homoscedastic after the logarithmic 

transformation. The model is also suffering from omitted variable bias (see chapter 3.4.1, 

“Limitations”) which also is a common cause for suspected problem with 

heteroscedasticity (Dougherty, 2011). To avoid problems with heteroscedasticity and 

biased standard errors which would lead to incorrect conclusions, robust standard errors 

is used (Allison, 1999). Robust standard errors does not change the beta-coefficient 

estimates and they might remain inefficient. However, the p-values will be accurate 

(Ibid.). 

 

 

                                                 
20 Heteroscedasticity is when the error terms isn’t being constant – i.e., the value of the control factors (x –variable) vary 

with the explained variance for Y (the respondents wage). Homoscedasticity is when the error terms are equally distributed 

along the regression line (Allison, 1999) . 



 

18 

 

3.4 Analytical Strategy 

 

Because manager gender is assumed to have different effects on male and female 

employees’ wages, male and female employees are analyzed separately. The controls are 

added to the OLS regression in different steps, resulting in seven models.  

Model 1 includes only manager gender and the survey year. This model is applied 

to see whether there is an association between having a female manager on men’s and 

women’s wage, without controls. The survey year is included to adjust for differences 

between the years of the survey caused by, for example, an economic boom or a recession. 

Model 2 includes the human capital variables cluster: the respondent’s educational level, 

work experience in years and work experience squared, how long the respondent has 

worked at the workplace (tenure years), the skill required for the respondent’s job, and 

the amount of on-the-job-training the respondent has acquired. This cluster is applied to 

adjust for differences in wages on the individual level that is related to human capital, 

which, according to theory and previous research, affect wages. Model 3 includes the 

proportion of women in the occupation and in the workplace; these variables belong to 

the cluster of organizational variables, but they are considered in previous research to be 

of great importance for men’s and women’s wages. Therefore, to be able to catch their 

specific association with men’s and women’s wages, they are included separately from 

the other organizational factors. Model 4 consists of the organizational cluster variables. 

This model is applied to control for differences within and between organizations that 

might affect employees’ wages. Model 5 includes whether the respondent has a child 

below age 13 in the household (to adjust for individual differences between the 

respondents that might affect wages). According to theory and previous research, children 

affect men and women differently, with women taking greater responsibility for domestic 

work and taking longer parental leave. Becker (1985) argues that women, owing to their 

child rearing and household responsibility, put less energy into their labor market work 

than men do. The variable Child is included to control for these differences. 

Model 6 and model 7 are the same as model 5, but they include two different 

interactions21. In model 6 the assumption is that there might be an interaction between 

having a female manager and the amount of OJT the respondent has access to, since 

                                                 
21 Interactions have been done with all control variables. No interactions except those reported showed a significant result. 
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previous research argues that men and women have different access to OJT (Halldén 

2014). In model 7 the assumption is tested that there might be an interaction between 

having a female manager and whether the employee works in blue- or white-collar work, 

as we know from previous research that men and women are allocated to different 

occupations.  

3.4.1 Limitations 

The data used for this paper is cross-sectional survey data. As mentioned in chapter 

2.3, “Why Should Manager Gender Matter?,” the studies within this research field suffer 

from methodological issues. This paper is not an exception. Owing to the structure of the 

data, this paper will not be able to link employees to their manager in their actual work 

setting. Therefore, problems with the causality between manager gender and employee 

wages will arise. There might be unobserved differences between workplaces with female 

or male managers that might affect employability (see Hensvik, 2011). The manager 

structure might impact who chooses to join or quit the workplace, and the differences in 

wages could rather be an indirect effect of different selection by the employees or the 

manager. 

Although the choice of control variables helps to minimize the effect of error and 

bias in this analysis, there might be potential sources of endogeneity and omission of 

relevant control factors that could affect the result. This paper will not control for public 

or private sector22; however, the variable Industry is assumed to partially adjust for 

differences related to private and public sector jobs. Public sector jobs is also 

characterized by having a high share of women within the sector compared to private 

sector, the variables Proportion of women within the organization and Proportion of 

women within the occupation adjust for differences related to the share of women within 

the organization and occupation. 

Due to data limitations, it is not possible to control for parental leave; however, the 

variable Child is included to, at least to some extent, control for this issue. The underlying 

assumption is that this variable (in combination with the variable measuring years of labor 

                                                 
22 The reason is due to ESS year 2004 did not ask any question about if the respondent worked in public- versus private 

sector 
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market experience) will capture some of the differences in parental leave, as having 

children brings automatically a time-out from the working life for parents. 

In addition, the data does not allow adjusting for personal characteristics (such as 

job motivation) and domestic responsibilities. According to human capital theory, women 

do the majority of all unpaid work within the household and therefore have less energy to 

spend on labor compared to men. However, Becker (1985) argues that this greater family 

and household responsibility would lead to women seeking less demanding jobs (that 

imply less work-family conflict). Therefore, this would potentially to some degree be 

captured by the variable Industry. 
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4. Result 

4.1 Descriptives 

Table 1 reports the distribution of respondents in the independent variable Female 

manager and the distribution by gender of the respondent. Table 2 presents the mean wage 

in Euros for men and women by manager gender. Table 3 shows the multiple regression 

models for women, while Table 4 reports the multiple regression models for men. 

 

Table 1. Distribution of respondents in the independent variable by gender 

of the respondent. Percentage in each category. 
Female manager   

Distribution by gender of the manager 

 

 

Distribution by gender of the respondent  

Female 

manager 

37.5 

(n=463) 

 

Male 

Manager 

62.5 

(n=773) 

 

 

100 
(n=1236

) 

 

  Women 57.1 

(n=355) 

42.9 

(n=267) 

100 

(n=622) 

  Men 17.6 
(n=108) 

82.4 
(n=506) 

100 
(n=614) 

 

The proportions male and female respondents that have a male or female manager 

are skewed (Table 1). First, fewer employees have female managers (37.5%) than male 

managers (62.5%). When this variable is broken down by male and female employees, it 

can be maintained that slightly more women have a manager of their own sex (i.e. female 

manager) (57.1%) than have a male manager (42.9%). The same tendency can be seen 

among men where a greater proportion of men have a male manager (82.4%) than have a 

female manager (17.6%). It should be noted that this first analysis is in line with previous 

research in the way that men tend to have authority positions to a higher extent than 

women in general (Halldén, 2011) and the fact that women are more likely to have female 

managers and men male managers and vice versa. The latter is related to women being 

more likely to work in female-dominated organizations in which the share of female 

managers is high, while men are more likely to work in male-dominated organizations or 

organizations where the distribution of men and women is equal (see Appendix for the 

distribution of the Proportion of women in the workplace variable, number of female 

managers, and the gender of employees). 
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Table 2. Mean wages in Euros per hour for men and women by manager gender.   

  Women      Men       

 Mean Std. dev Median Min Max   Mean Std. dev Median Min  Max  

Female 

manager 

16.3 4.4 15.5 7.1 38.0   19.9 10.2 17.5 6.2  100.8 

Male manager 18.7 7.6 16.8 4.4 63.8   20.8 10.7 18.2 7.0  168.0  

N 622       614       

 

Table 2 shows that respondents with a female manager has a lower wage than 

respondents with a male manager on average. However, it should be kept in mind that 

women wage are less than men on average independent of manager gender. Men with a 

female manager wage are on average €19.9 per hour; men with a male manager, €20.8 

per hour. This makes a average difference between men with a female versus a male 

manager of €0.9 per hour. Women with a female manager wage on average €16.3 per 

hour; women with a male manager, €18.7 per hour. This means that women with female 

managers have a wage on average €2.4 less per hour than women with male managers. 

These means were tested with a two-sample t-test (not showed), which showed a 

significant result (p<.001).23 

The aim of the paper is to investigate how female managers is associated to male 

and female employees’ wages, in contrast to male managers. The results from previous 

studies were mixed by if anything a conclusions based on theories and previous research 

would imply that (i) a female manager is negatively associated with women’s wages.(ii) 

a female manager is negatively associated with men’s wages. This first analysis shows 

that female managers are associated to male and female employees’ wages since both men 

women with a female manager wage less on average than men and women with a male 

manager. Thus, based on this first analysis, female managers seem to be negatively related 

to both men’s and women’s wages, which is corresponding to the paper’s both hypothesis.  

The analysis will continue to investigate the potential association between female 

managers and men’s and women’s wages separately, with multiple regression techniques. 

                                                 
23 Two-sample t-test tests if each coefficient is equal to 0 (the null hypothesis) for the mean of two populations (in this case, respondents 
with female and male managers) (Allison, 1999). 
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Male managers are the reference category; the models therefore tell us something about 

the implication of female managers, compared to male managers, on employees’ wages. 
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4.2 Models of the Association between 

Female Manager and Women’s Wages 

 

Table 3. OLS regressions of log of hourly wages for women using robust 

standard errors (not shown). 
        

 Model 1 Model 2 Model 3 Model 4 Model 5 Model 6 Model 7 

Female manager −.101*** −.069*** −.011 −.008 −.010  .015   .131*** 

        

2010   .215***   .226***   .225***   .211***   .211***  −210***   .209*** 

        

High education    .176***   .166***   .149***   .152***   .155***   .150*** 

        

Work experience    .016***   .017***   .019***   .017***   .016***   .016*** 

        

Work experience squared  −.000 −.000*** −.000** −.000*** −.000*** −.000*** 

        

Tenure years  −.002  −.000 −.000 −.000 −.000 −.000 

     .    

High skill    .117***   .109***   .092***   .092***   .093***   .098*** 

        

On-the-job training 

Low (ref) 

Medium 

High 
 

  
 

  .081*** 

  .039 

 
 

  .053* 

  .016 

 
 

  .035 

  .005 
 

 
 

  .034 

  .003 

 
 

  .100** 

  .004 

 
 

  .040 

  .009 

Proportion of women in 

workplace 

Low (ref) 

Equal 

High 

   

 
  .003 

−.059 

 

 

 
  .208 

−.241 

 

 
  .019 

−.026 

 

 
  .015 

−027 

 

 
− 029* 

−.015 

        

Proportion of women in 

occupation 

  −.003*** −.002*** −.001*** −.002*** −002*** 

        

Establishment size 
Small (ref) 
Equal 

Large 

    

 
−.001 

  .068** 

 

 
−.001 

  .038** 

 

 
−.002 

  .073 

 

 
  .004 

  .071** 

        

Industry 

Consuming (ref) 

Welfare 
Transformative 

Service and craftworks 

Finance and selling 
 

    

 

  .031 
−.057 

  .081* 

−.021 

 

 

  .039 
−.055 

  .082 

−.015 

 

 

  .035 
−.059 

  .075 

−.029 

 

 

  .033 
−.060 

  .063 

  .032 

White-collar work      .062**   .059*   .072**   .175** 

        

Child (age 0-13)       .037   .038   .031 

        

Female manager * On-the-job-

training 

      
−.120** 

  .009 

 

        

Female manager * White-collar 

work 

      −.182*** 

        

N 622 622 622 622 622 622 622 

R2 adjusted 15.7% 37.7% 42.2% 44.6% 48.8% 45.2% 46.4% 

Source: European Social Survey. Employees aged 19–65. 

Significance level: ***=p<0.001 **= p<0.01 *=p<0.05 
Ref= reference category 
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In model 1 (Table 3), female managers’ correlation with women’s wages is analyzed 

without control factors (except year of the survey). The first model (model 1) displays a 

significant and negative result (p=<0.001), indicating that having an immediate female 

manager is negatively associated with women’s wages. Having a female manager is 

related to a decrease in wages for women by 10.1 on average. This is in line with the 

predicted hypothesis about female managers’ influence on women’s wages. 

In model 2 (Table 3), when adjusting for individual differences in human capital, 

the correlation between having a female manager and women’s wages persists but is 

slightly diminished (p<0.001). Having a female manager is connected to a decrease in 

wages for women by 6.9% on average. High education level, work experience, high skills, 

and to some extent on-the-job training are affecting wages positively, but having a female 

manager is still significantly and negatively associated with wages. Regarding the R2 

value, it is relatively high in model 1 (15.7%) and it then increases to 37.7% when the 

human capital variables are added to the analysis (model 2). 

In model 3 (Table 3), when adding the proportion of women in the occupation and 

in the workplace, the significant association between having a female manager and 

women’s wages disappears. This might be derived to female manager is often manager in 

women’s occupations, which often has lower wages (horizontal segregation). This can be 

related to table 2,that reports a tendency that employees’ with a female manager have 

lower wages. As we can see in model 3, the proportion of women in the occupation (and 

in the workplace) are strongly associated with women’s wages. When these controls are 

added to the model, the R2 value increases to 42.2%, and as previously mentioned, the 

significant association between having a female manager and women’s wages disappears. 

In model 4 and model 5, where occupational and organizational variables are introduced 

and having children is added to the model, the same trend persists. There is no significant 

difference between women with a female manager and women with a male manager. It 

can also though be noted that white-collar work and working in a large firm imply higher 

wages. In model 4, when the rest of the organizational variables are added, the R2 value 

reaches a value of 44.6%. When having children below age 13 is added to model 5, the 

R2 value reaches 48.8%.  

In a general sense, the conclusions drawn from these results are in line with neither 

the previous theoretical reasoning nor the paper’s hypotheses. The theoretical reasoning 
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argued either that employees benefit from having a manager of the same gender 

(increased wage) or that managers, independent of manager gender, would give female 

employees lower wages. However, the result is somewhat in line with previous empirical 

research: Hensvik (2011) did not find any effect of having female manager on women’s 

wages. 

Model 6 and model 7 show the interactions between having a female manager and, 

respectively, the employee’s level of OJT and whether the respondent worked in blue-

collar or white-collar job. As reported in model 6, the interaction between having a female 

manager and the level of OJT did show that the association between manager gender and 

female employees’ wages varies with the level of OJT. Among women with a female 

manager, having a medium level of OJT had a negative association with wages with 12%, 

compared to those women with a low level of OJT and a male manager. As reported for 

model 7, women working within white-collar work, having a female manager is related 

to a decrease in wages by 17.5% on average. However, among those women who work 

within blue-collar work, having a female manager is positively associated with wages 

with 13.1%. 
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4.3 Models of the Association between Female 

Manager and Men’s Wages 

 

Table 4. OLS regressions of log of hourly wages for men using robust standard errors 

(not shown). 
 

 

          

 Model 1 Model 2 Model 3 Model 4 Model 5 Model 6 Model 7  

Female manager −.057 −.125** −.101** −.067* −.062*  −.072  −.030  

         

Year 2010   .184***   .207***   .206***   .194***   .196***   .197***   .197***  

         

High education    .208***   .210***  .154***  .151***   .154***   .152***  

         

Work experience    .025***   .025***  .024***  .021***   .021***   .021***  

         

Work experience squared  −.000*** −.000*** −.000*** −.000*** .−000** .−000**  

         

Tenure years  −.000 −.000 −.002 −.001 −.001 −.001  

         

High skill    .208***   .209***  .163***   .171***   .171***   .172***  

         

On-the-job training 

Low (ref) 

medium 

high 
 

  
 

 

  .073** 
  .064* 

 
 

 

  .075** 
  .064* 

 
 

 

.053* 

.045 

 
. 

 

  .052* 
  .046 

 
 

 

  .041 
  .051 

 
 

 

  .041 
  .052 

 

Proportion of 

women in workplace 

Low (ref) 

Equal 

High 

 

   

 
  

  .045 

−.061 

 

 
 

.030 

.026 

 

 
 

  .025 

  .047 

 

 
 

  .028 

  .027 

 

 
 

  .028 

  .027 

 

Proportion of women in 

occupation 

  −.000 −.001 −.001 −.001 −.001  

         

Establishment size 

Small (ref) 
Medium 

Large 

 

    

 

−.021 

  .043 

. 

 

−.026 

  .037 

 

 

  .027 

  .032 

 

 

−.026 

  .033 

 

Industry 

Consuming (ref) 

        

Welfare      .021 −.008   .014   .011  

Transformative    −.084** −.084**  −.083 −.084**  

Service and craftworks      .089*   .089**   .084*   .086*  

Finance and selling    −.135*** −.136*** −.132*** −.133***  

         

White-collar work      .177***   .173***   .176***   .180***  

         

Child (age 0-13)       .072***   .069**   .072**  

         

Female manager * On-the-job-

training 

     −.041 
  .052 

  

         

Female manager * White-

collar work 

       −.044  

         

N 614 614 614 614 614 614 614  

R2 adjusted 0.6% 36.8% 37.3% 45.3% 46.0% 46.0% 45.9%  

Source: European Social Survey. Employees aged 19–65. 

Significance level: ***=p<0.001, **= p<0.01, *=p<0.05 
Ref= reference category 

Model 1 (Table 4) shows that the association between having a female manager and 

men’s wages, without controls (except year of the survey), is negative but not significant. 
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Model 2 (Table 4) adjusts for differences in human capital. This model shows a 

significant (p<0.001) and negative result, indicating that having a female manager is 

related to a decrease in wages for men by 12.5% on average. This indicate that men having 

a female manager on average attain higher degrees of human capital. When human capital 

variables are added to the model and held constant, a negative correlation between female 

manager and men's wages becomes visible. The R2 value increases from 0.6% (model 1) 

to 36.8% (model 2), which indicates that mainly all variance in the dependent variable 

(logarithmic hourly wages) is explained by human capital variables. Hence, high 

education level, work experience, high skills, and on-the-job training affect wages 

positively, 

In model 3 (Table 4), the association between having a female manager and men’s 

wages is still negative and significant (p<0.01) when adding the proportion of women in 

the workplace and in the occupation, but the beta coefficient is markedly reduced. Having 

a female manager is correlated to a decrease in wages for men by 10.1% on average. The 

proportion of women in the workplace and in the occupation seems to explain a large 

share of the association between manager gender and men’s wages, but not all of it, and 

it should be noted that none of the variables are significant24. The expectation in this paper 

with respect to the wages of men was that having a single female manager would be 

negative associated to men’s wages. This expectation has held so far in the analysis. 

In model 4 (Table 4), when adjusting for differences on the occupational and 

organizational level, the association between having a female manager and men’s wages 

is still negative and significant (p<0.05), although the beta coefficient is slightly reduced. 

White collar jobs imply higher wages, and it is also clear from model 4 that wages varies 

substantially across industries for men. The R2 value in model 4 is 45.3%, which indicates 

that when adjusting for differences at the occupational and organizational level, an 

increased part of the variance in the dependent variable of logarithmic hourly wages is 

explained, compared to previous models. The organization where the respondent works 

has a great influence on wages, but having a female manager is negatively associated with 

wages for men, independent of occupational and organizational factors. In model 5, when 

having a child below age 13 is added to analysis, the negative association between having 

                                                 
24 It can be derived from Appendix that the number of men respondent with female manager in organization with low 

proportion of women, is low. The number of men respondent with both female- and male-manager are low within 

organization with a high proportion of women. This might cause that the variable proportion of women within the 
organization is significant.      
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a female manager and men’s wages persists (p<0.05), and the R2 value reaches a value of 

46.0%. Note that this is almost the same value as for women in model 3 (48.8%). These 

control variables explain almost the same variance in the wage for both men and women 

employees.   

As mentioned in chapter 3.4, “Analytical Strategy,” model 6 and 7 are attributed to 

interactions between having a female manager and, respectively, the employee’s level of 

OJT and whether the respondent worked in blue-collar or white-collar work. As reported 

in model 6 and model 7 in Table 4, none of the interaction terms are significant. The 

negative correlation between having a female manager and men’s wages thus does not 

vary between men that differ in terms of white-collar jobs and OJT. 

A conclusion after this second analysis with multiple regression techniques is 

twofold. Firstly, there is a negative association between having a female manager and 

wages for women. However, this association disappeared when the share of women in the 

occupation was controlled for. Secondly, the negative association between having a 

female manager and men’s wages became significant once human capital factors were 

added. 

Hence, the paper’s first hypotheses find not support in the analyses. Instead, the 

results show that women’s wages are not positively associated with having a female 

manager, contrary to the paper’s first hypothesis. In addition, men’s wages are negatively 

correlated to having a female manager, corresponding to paper’s second hypothesis. I will 

return to these results in the discussion. 
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5. Discussion and Conclusion 

Men’s and women’s wages in Sweden have been a topic of debate for years. Several 

political investments have been made to increase women’s presence in the labor market 

and to reduce gender wage differences. Even though women have surpassed men in terms 

of educational attainment and gained more work experience, they still have lower wage 

than their male colleagues on average. The decentralization of the labor market, where 

the organization and the immediate manager can be assumed to have more influence on 

wage setting today than before, has been argued to affect men’s and women’s wages 

differently due to the manager having greater influence over the wage setting. The 

overrepresentation of male managers has been emphasized in the literature as increasing 

men’s wages while inhibiting women’s wages. The contribution of this paper was to 

investigate how manager gender is associated with the wages of male and female 

employees in a Swedish context using pooled cross sectional 2004 and 2010 data from 

European Social Survey (ESS). 

The theoretical part of the present paper has provided arguments from the taste of 

discrimination theory, homosocial reproduction theory, and error discrimination theory to 

clarify the links between manager gender and men’s and women’s wages. These theories 

resulted in two theoretical arguments: The first theoretical argument suggested a positive 

correlation between women’s wages and having a female manager and a negative 

correlation between men’s wages and having a female manager, based on managers 

having a tendency to prefer socially similar subordinates which will increase their wages. 

The second theoretical argument suggested a negative correlation between having either 

a male or female manager and women’s wages because both male and female managers 

assume that women employees are less productive and will therefore hire women for 

lower wages. 

The descriptive part of the analysis works as an overview of the wage distribution 

for men and women with respect to manager gender. I found, as expected, that men always 

have higher wage than women, independent of manager gender. However, I also found 

that both male and female respondents with a female manager wage less on average than 

respondents with a male manager. This somewhat corresponds with Cardoso and Winter-

Ebmer’s (2010) finding that men and women in female-led firms had lower wages. 
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The results from the OLS regressions suggests that having a female manager is 

differently associated with men’s and women’s wages. For men, having a female manager 

is negatively correlated with the wages slope once human capital is adjusted, while for 

women, the significant and negative association between having a female manager and 

wages disappears when the proportion of women in the occupation is introduced into the 

analysis (see Table 4). This does not correspond with any of the theoretical arguments. 

However, the result somewhat corresponds with Cohen and Huffman (2010), who found 

that the wage gap is narrowed with a female manager because men’s wages are depressed 

by a female manager. I return to this issue below.  

The previous studies were almost unanimous that a high proportion of female 

managers narrowed the wage gap, but they were not clear on what caused the wage gap 

to narrow. Cardoso and Winters-Ebmer (2010) found that in female-led firm women's 

wages were higher while men’s wages were lower, which narrowed the wage gap 

compared to when firms that were male-led. Hultin and Szulkin (2003) found that the 

wage gap narrowed because women’s wages were depressed by a high proportion of male 

managers. Hensvik (2011) found no effect of manager gender on either men’s or women’s 

wages. However, previous research used as a measure the proportion of women in 

managerial positions. The reason why the results of this paper do not correspond with 

previous research might be derived from the fact that the direct effect of the immediate 

manager differs from the effect of the proportion of women in manager positions at the 

workplace. A high proportion of female managers at the workplace might have another 

outcome on wages, while single female managers are associated with depressed wages 

for men. If I had used the proportion of women in managerial positions as a measure of 

the correlation between female manager and men’s and women’s wages, my results could 

have been different. This measure was not present in the data though. 

Another possible explanation to the result might be derived from omitted variable 

bias. I was not able to separate between managers at different levels. Women are often 

managers at lower hierarchical levels than men and work more often for less pay and on 

less demanding job assignments (vertical segregation). Cohen and Huffman (2007) did 

not separate managers by level either but found that the association between a narrowing 

wage gap and female managers was much stronger when female managers held relatively 

high-status positions. This indicates that there is a selection effect by manager gender that 

neither they nor I, most likely, am able to capture. However, Hultin and Szulkin (2003) 
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did separate lower-level and higher-level managers. The share of women on both levels 

had an effect, as previously mentioned, but the impact on women’s wages was stronger 

when a higher proportion of female managers were on a lower level rather than a higher 

level. 

Hence, this could be one way of understanding the result of the present paper. The 

results could indicate that gender-differentiated access to organizational power structures 

(vertical segregation) might be essential for manager task discretion and organizational 

leverage, which potentially would trickle down to subordinated in terms of higher wages. 

Thus, my result could be produced by vertical gender segregation, where men with female 

managers work on lower levels than men with male managers. Nevertheless, the analyses 

adjust for several measures of job skills. Also, as showed in table 6, the results indicate 

that men with a high degree of human capital work under female managers. 

Unfortunately, this paper was not able to control for public versus private sector (as this 

variable was not available in the data for 2004), so the variable Industry was added to 

(partially) adjust for this bias. However, a speculative argumentation might be that the 

variable Industry was not able to capture all of the public versus private sector variation. 

As mentioned in chapter 3.2.3, “Control Variables,” the variable cannot distinguish 

whether the occupation is a stock corporation, a government or a private business. The 

public sector has lower wages than the private sector, but still some segments within the 

public sector jobs require high degrees of human capital (i.e., jobs within public 

administration and the governmental sector). Public administration is a female dominated 

sector, and one might assume that men with female managers might be overrepresented 

in this sector, which would to some extent account for the result that a female manager is 

negatively correlated with men's wages once human capital is adjusted.  

If we go back to the result of women, a woman in white-collar work with a female 

manager has lower wage on average than a woman in white-collar work with a male 

manager. This result might also strengthen the assumption of vertical segregation, as 

female managers (in this case in white-collar work) tend to be managers at lower levels, 

while male managers (in this case in white-collar work) tend to work higher up in the 

organization hierarchy (Smith, 2002; Halldén, 2011). However, the finding that, a woman 

in blue-collar work with a female manager has a higher wage on average than a woman 

in blue-collar work with a male manager is not corresponding to the above mentioned 

reasoning. Hultin and Szulkin (2003) found that the proportion of male managers was 
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negatively associated with women’s wages. The result was stronger among blue-collar 

workers. These two results might imply that among women in blue-collar work a male 

manager seems to be negatively associated with wages.  One speculative and perhaps far-

sighted argument might be derived from the structure of people working within blue-

collar- versus white-collar-work. Blue-collar-work is historically considered as a 

masculine work area and the sight of women might still be old-fashioned and prejudiced. 

The manager might have the preferences for that work with “mannish”- work assignments 

should be done by men and therefore suppress women’s wages.  If that’s the case female 

managers within blue-collar-work might have a lower taste for discriminate against 

women employees than male managers have, which might increase women’s wage.    

 Another explanation of the result for women employees might be found by the 

homosocial reproduction theory. As previously mentioned homosocial reproduction 

implies that managers in a variety of occupations and situations have a tendency to prefer 

socially similar subordinates and help them move up the career ladder, which will increase 

their wages. Since female managers often are managers over other women and at lower 

levels, female managers might not have the same possibilities to help women employees 

to move up the career ladder (due to glass ceiling, see for instance Albrecht et al., 2003) 

and having a female manager might thus not generate in a higher wage for women. This 

explanation also works with the results for men. Male manager and men employees might 

have a higher interaction and commit stronger social bonds than female manager and men 

employees which will help them move up the career ladder, which would cause a decrease 

in wage for a man with a female manager.     

To sum up, there is a need to further investigate the causes of differences between 

men’s and women’s wages. This paper indicates that horizontal and vertical gender 

segregation tend to be of great importance. It should be noted that none of these tests of 

the hypothesis in the present paper are causal, the control variables are drawn from 

inference and will help to make correct conclusions; but, I am rather offering tests of 

wheatear the data is associable with the hypothesis, not a causal effect. Future 

investigation is needed to overcome the issues in this study and to be able to draw causal 

conclusions. This can be done by, for example, separating by managerial level and linking 

employees and managers to their actual work settings. Even though I am not able to draw 

causal interpretations based on this data, and since my analysis seems to suffer from 
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omitted variable bias, I still, by way of conclusion and based on my findings, argue that 

having a female manager to some extent matter for employees wages. 
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Appendix 

Table 5.  Distribution of respondents in the control variables. Percentage in each 

category. 
Female manager   Men Women  

  Male manager 82.4 17.6 100 

  Female manager 42.9 57.1 100 

Year 2010      

  2004 52.5 47.5 100 

  2010 45.8 54.2 100 

High education      

  Low 57.0 43.0 100 

  High 39.6 60.4 100 

High skill      

  Low 51.8   

  High 47.5   

On-the-      

job training  Low 38.1 61.9 100 

  Medium 55.1 44.9 100 

  High 64.8 35.2 100 

      

High proportion of women at 

the workplace 

  

Low 
Equal 

High 

 

87.6 
51.4 

12.1 

 

12.3 
48.6 

87.9 

 

100 
100 

100 

      

Establishment size  Small 51.2 48.8 100 

  Medium 41.5 58.5 100 

  High 56.5 43.5 100 

 

 

     

Industry      

  Consuming 78.5 21.5 100 

  Service and craftwork 63.5 36.5 100 

  Transformative 58.5 41.5 100 

  Finance and sales 61.9 38.1 100 

  Welfare 26.5 73.5 100 

White-collar work      

  White collar 44.5 55.5 100 

  Blue collar 58.8 41.2 100 

      

Child (age 0–13)  No 50.0 50.0 100 

  Yes 49.4 50.6 100 

      

N   614 622  

 

 

Table 6. Distribution of female respondents in the independent variable 

proportion of women at the organization distributed by gender of the 

manager. Percentage in each category. 
 Female employees   

 

Low proportion of women 

Female 

manager 

1.7 
(n=6) 

Male 

manager 

12.7 
(n=34) 

 

  Equal proportion of women 31.8 

(n=113) 

59.2 

(n=158) 
 

  High proportion of women 66.5 
(n=236) 

28.1 
(n=75) 

 

 

   100 
(n=355) 

100 
(n=267) 
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Table 7. Distribution of male respondents in the independent variable proportion 

of women at the organization distributed by gender of the manager. 

Percentage in each category. 
 Male employees   

 

Low proportion of women 

Female 

manager 

14.9 
(n=16) 

Male 

manager 

53.0 
(n=268) 

 

  Equal proportion of women 60.1 

(n=65) 

43.9 

(n=222) 
 

  High proportion of women 25.0 

(n=27) 

3.1 

(n=16) 

 

 

   100 
(n=108) 

100 
(n=506) 

 

 

Table 8. Distribution of female respondents in the independent variable white-

collar work distributed by gender of the manager. Percentage in each 

category. 
 Female employees   

 

Blue-collar work 

Female 

manager 

36.3 
(n=129) 

Male 

manager 

19.9 
(n=53) 

 

  White-collar work 63.7 

(n=226) 

80.1 

(n=214) 
 

   100 
(n=355) 

100 
(n=267) 

 

 

Table 9. Distribution of male respondents in the independent variable white-

collar work distributed by gender of the manager. Percentage in each 

category. 
 Male employees   

 

Blue-collar work 

Female 

manager 

28.7 

(n=31) 

Male 

manager 

45.3 

(n=229) 

 

  White-collar work 71.3 

(n=77) 

54.7 

(n=277) 
 

   100 

(n=108) 

100 

(n=506) 
 

 

 

 

 


