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Abstract

Compared to twenty years ago more women than men between the age of 25 and 34 years old complete
tertiary education. However, women remain underrepresented in many high-paying, managerial and male-
dominated occupations. This is a cause for concern as it remains a major candidate for the existence of the
residual gender wage gap. An overwhelming amount of women keep obtaining their degrees in “typical”
female studies such as health and welfare. The question arises whether women and man psychologically
have different tastes for the content of the work they do. There is some evidence that women are more
prone to stress due to numerous factors when they work in male-dominated sectors or industries. This
thesis researches the relation between the extent to which a sector is male-dominated and job satisfaction
in this sector. Additionally, the relation between the share of males in a sector and the chances a worker
leaves that sector after two years is investigated. The results show a significant negative relation between
the share of males in a sector and job satisfaction in that sector. They also show a significant negative
relation between the share of males in a sector and the chances a woman stays in that sector after two

years, and a positive significant relation for men.
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1. Introduction

“Did you know that in OECD countries less than three out of ten senior managers are
women?” —OECD, Closing the Gender Gap: Act Now.

With an increased employment rate, a smaller gender pay gap and decreased occupational
segregation, women have progressed dramatically in the labor market since the 1960s.
However, differences between the jobs done by women and men remain while average earnings
of women still lag behind those of men. Female convergence in many high-paying, managerial
and male dominated occupations has slowed and has maybe even stopped since the turn of the
millennium. The latter is a cause for concern as the underrepresentation of women in these types

of jobs remains a big candidate for the residual gender wage gap (Lordan & Pischke, 2016).

As traditional constraints that are used to explain occupational segregation and the residual wage
gap such as gender discrimination, lack of female labor supply, lack of investment in human
capital and barriers that make it difficult for women to combine work and private life have
weakened over time, a search for alternative explanations began. Why do many women continue
to work in certain sectors? The theory is that females psychologically have other tastes than men
for the content of the work they do (Lordan & Pischke, 2016).

To test this theory Lordan & Pischke did a study that focused on the relation between job
satisfaction and particular job attributes. Men tend to be attracted to other attributes in their work
than women are; think of working a lot with people (emotional attributes) and physical attributes
such as working with your hands. Thus, some jobs/sectors tend to become dominated by males
because of these attributes that attract mostly men. They found that females are less satisfied in
male dominated jobs while men either like it or are indifferent to it. Additionally, they also found
that women are more likely to leave their jobs in certain sectors when the proportion of men in
that sector increases, while men are more likely to stay. This study was conducted with British,
Russian and American data (Lordan & Pischke, 2016). In this thesis, the research is conducted
with Dutch data.

The Netherlands reveals a gender pay gap of 16.1%. The composition of this percentage is as
follows; about 14% belongs to full-timers, while 2% belongs to part-timers (Eurostat Statistics

Explained, 2017). Additionally, horizontal segregation, which is the under- or overrepresentation



of women in certain occupations or sectors, is also more pronounced in The Netherlands
compared to the other countries in the EU-27 (The European Commission, 2013). However,
compared to twenty years ago more women than men between the age of 25 and 34 years old
complete tertiary education. It seems that females keep choosing to obtain their degrees in
“typical” female subjects such as health and welfare studies. As much as % of Dutch tertiary
degrees in health and welfare studies went to women in 2009, while only 10% of computer
science tertiary qualifications did (OECD, 2011).

It’s also interesting to look at The Netherlands, as we are “the only part-time economy in the
whole world”. Many women (mostly mothers) work part-time (Visser, 2002). The Netherlands
has the highest part-time rate in Europe which also lies far above the EU-average. In 2012 76.9%
of Dutch women looked for part-time work while the EU-average was 32.1% (The European
Commission, 2013). Intuitively, the prevalence of part-time work has a large effect on earnings
and career profiles and more than half of the pay gap in The Netherlands is due to gender
differences in working hours (OECD, 2011).

Gardiner and Tiggemann provided empirical support for the proposition that women in male-
dominated industries might face different pressures than those faced by men in the same jobs or
faced by women and men in more female-dominated jobs. Women in male-dominated industries
reported similar leadership styles as men, however they also report greater pressure from
discrimination. Factors such as the organization and tokenism, which is the symbolic inclusion of
minority groups such as women into a company, were reported by a lot of women as causing
pressure. Despite women not showing overall differences in mental health compared to men, they
do report worse mental health than men when adapting certain leadership styles. Women in male-
dominated industries behaved more like the men in these industries, compared to how they would
behave in a more female-dominated industry. Thus a relationship can be found between being in
a male-dominated industry and leadership style, and it is this leadership style and the perceived

discrimination that in turn causes extra stress for women (Gardiner & Tiggemann, 1999).

For this research data from the LISS panel will be used, specifically data from the 9" and 7
wave of the “Work and Schooling” questionnaire. The 9™ wave is used for the hypotheses
pertaining to job satisfaction as this is the most recent data available, namely from 2016.

Additionally, the 7" wave is used to test the hypothesis that a higher share of men in a sector



increases the chances that a women leaves that sector. The two datasets are thus merged. This
questionnaire includes questions on education, employment, retirement; in other words a broad
range of social core information on the panel members that participated in this questionnaire.
Selected members from 6640 households whom are all at least sixteen years old are part of this

questionnaire. The response rate is 87.8%, 84.3% of which were completed questionnaires.

This research provides some evidence that there is a significant negative relation between the
share of males in a sector and the overall job satisfaction and the satisfaction with work itself of
workers in that sector. This relationship is stronger for satisfaction with work itself than it is for
overall satisfaction. Additionally, this relationship is stronger for women than it is for men. The
proportion of college graduates in a sector also plays a large role in the job satisfaction matter.
The satisfaction and share of males relationship is only significant for men when looking at a
specific sub-sample of full-time working individuals. The opposite can be found for part-time
working individuals as the relationship is only significant for women in that case. Besides that,
the relationship between the share of males in a sector and the chances that an individual stays in
that sector is also highly significant with a positive relation for men and a negative relation for
women, meaning that an increase in the share of males decreases the chances that a woman stays

in a sector while it increases the chances a man stays.

The next section will discuss some related literature on job satisfaction, male dominated sectors,
part-time work and more. The hypotheses can also be found in this section. The next section,
Chapter 3, will provide the empirical strategy and explain the data used for this research. Section
4 then provides the results from the analysis while section 5 will conclude this research by

answering the research gquestion and providing some additional final remarks.



2. Related Literature

In this chapter some existing literature on the research topic will be reviewed. This section starts
off with some literature on job satisfaction, followed by some literature on industry and sectors in
The Netherlands and some literature on working part- (full-) time. Finally, the hypotheses are
stated.

2.1. Job Satisfaction

The easiest way to explain job (dis)satisfaction is that it is the discrepancy between what an

individual wants (values) in a job and what one receives from this job. This determines his or her
job satisfaction. In psychological terms, reference levels are explained by Locke as a “function of
the perceived relationship between what one wants from one’s job and what one perceives it as

offering or entailing” (Locke, 1969).

By means of a fourfold matrix, a framework originally developed by Zapf (1984) for welfare
positions, job satisfaction positions can be calculated. On the one hand you have conditions of the
workplace which can be either good or bad; these represent objective employment conditions.
These conditions strongly depend on aspects such as taxation, the social security system or the
child day care infrastructure. As these all have an important impact on labor supply prospects for
both men and women, they can strongly influence labor supply opportunities through incentives
and also the quantity of labor supplied. Thus, these arise regardless of what type of job an
individual has. On the other hand of the matrix you have the subjective job satisfaction, as
individuals subjectively assess their objective employment conditions for example by means of

comparison groups (Kaiser, 2007).

Job satisfaction is an important aspect of determining subjective well-being; and is a key factor in
determining labor market outcomes. Firms are particularly interested in job satisfaction, as
greater employee well-being tends to be affiliated with better job performance, lower
absenteeism, and reduced job turnover (Frey & Stutzer, 2002). Hamermesh stated that various
aspects of job satisfaction show the potential for being an important variable for analyzing
“inequality in the overall returns to work” (Hamermesh, 2001). In 2005 Kaiser did some research
into gender-job satisfaction across European Union member states. The Netherlands with its
extensive part-time regime has to (partially) be assessed as an “advanced” modernization country.

This means that the country has an equal opportunity regime. The part-time regime does have



specific wage and career penalties for female employees. Denmark and Finland are the only other
two countries who can be assessed as “advanced” as female labor supply opportunities also
extend to full-time jobs to a relatively high scope. In many other countries however females
displayed a significantly higher level of job satisfaction, which suggests a gender-job satisfaction
paradox. This means that the higher job satisfaction of women does not necessarily mean that
their jobs are better than those of men, but rather that there is a satisfaction gap playing a role
because a disadvantage in the labor market, for example in terms of lower pay or promotion

aspects, forces women to reduce their job expectations (Kaiser, 2007).

Moore found different levels of job satisfaction which were partially structured by the
characteristics of the labor market sectors where men and women work. Women who work in
predominantly male sectors or sectors that have a balanced amount of males and females have
high job satisfaction that is predicted entirely by their perception of fewer income problems, use
of job skills and flexibility in working hours. Women who work in predominantly female sectors
have similar job satisfaction levels, but these are related to a broader cluster of factors such as
fewer perceived income problems, challenge factors, skills and socioemotional rewards of work.
Thus, it shows that labor market sectors and the rewards available within these sectors are
important determinants for the job satisfaction of both male and female employees (Moore,
1985).

2.2. Industry/Sectors

Horizontal segregation is the under- or overrepresentation of women in certain occupations or
sectors. When comparing the most popular economic sectors of men and women in the
Netherlands, it becomes evident that horizontal segregation is pronounced. As much as 62.8% of
Dutch women work in the female top five most popular sectors while only 49.6% of men do so in
the male top five. This shows a higher density of women’s choices compared to Dutch men (The
European Commission, 2013). Figure 1 below provides an overview of the fifteen sectors that are

identified for the purpose of this research.

Two out of the five most popular sectors overlap each other for males and females, which are
“Wholesale & Retail” and “Public administration”. These two sectors reveal the lowest gender
gap and include 19.4% of women and 20% of men from the Dutch workforce. Meaning that it

was less pronounced in the Netherlands than in the other EU-27 countries. However, the sector



“Manufacturing” reveals lower participation with 5% of Dutch women and 13.8% of Dutch men
employed, while the EU averages are respectively 10.3% and 20.5% (The European Commission,
2013).
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2.3. Part-Time Work

The Netherlands is known as the “only part-time economy in the world”. What is called the “one-
and-a-half” combination is the most popular; for households with and without children and twice
as frequent than any other country in Europe. The one-and-a-half combination means that the
household has one individual working full-time while the other works a part-time job (Visser,
2002). Eurostat data from 2002 on the reasons for working part-time shows that the discrepancy
between preferred working hours and actual hours for women is fairly small, meaning that the
ones that work part-time because they couldn’t find a full-time job (“undesired part-time work™)
is as low as 3.5%. In other words, most women work part-time simply because they want to.

These percentages differ substantially from other selected EU member states (Plantenga, 2002).

Extensive part-time employment limits the amount of women that end up in management

positions; only 28% of workers with a supervisory roll are female while less than 5% of board-
members of listed companies are (OECD,2011). In The Netherlands more than half of the pay
gap is related to gender differences in working hours. Available data shows that as of 2016 the

(unadjusted) gender pay gap was about 16.1% in the Netherlands. However, more young women



than men (between 25 and 34 years old) complete tertiary education; respectively 38% and 44%
compared to twenty years ago. In typical female subjects such as “health and welfare” almost 4
of Dutch tertiary degrees went to women, while only 10% of computer science tertiary
qualifications did (OECD, 2011).

Some other research on the relation between job satisfaction and the share of males in a sector
has been done. A few writers have suggested that women tend to alter their leadership style when
an industry is numerically dominated by men. These changes in turn negatively affect their
mental health. This research, based on anecdotal evidence and limited research findings, tested
this empirically by investigating the impact of working in either a female- or male-dominated
industry on leadership style, mental health and stress levels of 60 male and 60 female managers.
Women reported more pressure from their jobs than men and women in male-dominated
industries reported the highest level of pressure stemming from discrimination (Gardiner &

Tiggemann, 1999).

2.4. Hypotheses

This thesis presents the idea that women might not like the nature that is particular to male
dominated jobs as they have different tastes for the content of the work they do. In 2008 Pinker
stated that women tend to prefer jobs in which a lot of empathy and working with people is
required, while men tend to prefer jobs where they can “make things”. This is why women rarely
become aerospace engineers and more often teachers (Pinker, 2008). As women in The
Netherlands seem to have a strong preference for certain subjects in school which ultimately
influences them to start working in specific sectors, it might be the case that working in certain

sectors has a negative effect on job satisfaction for women which leads to the first hypothesis:
H1: The share of males in a sector has a negative relation with female overall job satisfaction.

As overall job satisfaction takes into account numerous other components such as wage
discrimination, promotion prospects and job security (Clark, 1997) it would be interesting to
include a measure about how satisfied one is with the work itself that one does. This leads to

Hypothesis 1B:

H1B: The share of males in a sector has a negative relation with female satisfaction with work

itself.



In addition to this, Lordan and Pischke complemented the job satisfaction regressions with
regressions for staying in a specific occupation between two periods and called them “stayer
regressions”. If women are less satisfied in male-dominated jobs than it could be that this

prompts them to look for other work soon, this leads to hypothesis 2:

H2: The share of males in a sector has a negative relation with the chance that a female stays

in a sector.

In terms of part-time work, The Dutch are the absolute leaders (CBS, 2016). The extensive
amount of part-time work has a big effect on earnings and career profiles as more than half of the
pay gap in the Netherlands is related to gender differences in working hours (OECD, 2011). As
many women choose to work part-time (“undesired” part-time work because one couldn’t find a
full-time job is as low as 3.5%) (Plantenga, 2002), it can be argued that women simply choose to
work in sectors where working part-time is more feasible (OECD, 2011). If for any reason a

woman ends up in a (male-dominated) full-time job, it probably happened because she desired it.

This thesis argues that these women are less susceptible to (negative) influences that may arise
from working in a (male dominated) full-time job and are thus less prone to job dissatisfaction

due to the numerical domination of men in a sector. This leads to the following hypotheses:

H3: The share of males in a sector has no relation with the overall job satisfaction for full-time

working females.

H3B: The share of males in a sector has no relation with satisfaction with work itself for full-

time working females.

H4: The share of males in a sector has no relation with the chance that a full-time working

female stays in a sector.

For completeness the regressions will also be run for part-time working individuals and men.

10



3. Data & Empirical Strateqgy

For the purpose of this research the “Work and Schooling” questionnaire will be used. This is a
longitudinal study from the LISS panel delivering a broad range of social core information about
labor market participation, job characteristics, pensions, schooling and courses on all the panel
members. The survey conducted yearly by CentERdata is in the field since 2008. The most recent
data is from 2016, which is the 9" wave and is conducted online as an internet questionnaire.
This questionnaire is administered in Dutch and ran from April 4" 2016 to May 31st 2016. It
consists of 6640 selected number of household members; all of whom are at least sixteen years
old. A reminder is sent twice to non-respondents. This leads to a response rate of 87.8%, of which
84.3% were completed surveys. Additionally, the 7" wave of the survey (April 7" to May 27"
2014) will also be used to compute the variable “stayers” and other corresponding variables for

the mobility regressions by merging this data with the wave 9 data.

The questionnaire has about 164 questions and starts off with some questions on education and
educational programs/courses. After that some questions on employment; such as hours worked
and the first job of the respondents follow. The questionnaire also contains numerous questions
on topics such as retirement, disability, parental leave etc. What is most important to this research
however, is that it contains various questions on job satisfaction. As not every topic in this
questionnaire is useful to this research, only questions that are helpful to answer the research
question will be used.

To measure overall job satisfaction the question “q:cwi33 — “How satisfied are you with your
current work?” will be used. Respondents could answer this question on a 10-point Likert scale
with (0) being not at all satisfied and (10) being fully satisfied. The question “g:cwi130 — “How
satisfied are you with the type of work that you do? ” is used to measure satisfaction with work
itself, because it speaks to how pleased an individual is with the kind of work he or she is doing.
This is dependent on for example in what sector the individual works. Overall job satisfaction
allows for other components such as promotion prospects, wage discrimination and job security

to determine the level of job satisfaction (Clark, 1997).

The key variable used in this research is the share of males in a sector, which will be computed

by means of (“q:cw402 — “In what sector do you work?”’) which contains information on fifteen

11



sectors. The sector classification this data sample works with is the SBI 1% digit classification.
For each sector the total amount of workers is determined. Afterwards the total number of men in
a sector is divided by the total amount of workers in that sector to find the share of males per

sector; a variable called “shareofinales”.

The control variables used in this research are the net monthly wage, weekly hours worked, the
proportion of college degree holders in each sector and age. The net monthly wage is used instead
of the gross monthly wage, as net monthly wages are what remains after taxes and social
insurance premiums have been deducted. This can differ a lot by type of job, type of company
and type of sector. Consequently, using the net income is more logical for this research. Pischke
et al. use the proportion of college graduates in a sector to capture the “Degree holders” variable
(Lordan & Pischke, 2016). After four years, college graduates obtain their bachelor’s degree
(Study in the USA, 2016). This can be considered equal to what is called HBO (hogeschool) in
The Netherlands. Thus, anyone with a HBO diploma or higher (WO-University, Other) are
considered degree holders for the purpose of this research (q:cw005 — “What is the highest level
of education you have completed with diploma or certificate?”’). Again, for each sector the total
amount of respondents that have completed some type of education is determined. Respondents
with at least a HBO diploma are considered degree holders. The “sharedegrees” variable is then

computed, dividing the degree holders per sector by the total amount of respondents per sector.

According to CBS the labor force consists of all individuals between 15 and 75 years old who are
either working 12 hours or more a week, or are willing to do so (CBS, 2016). Thus, for the “age”
variable all individuals who are between 16 years old (the respondents for the questionnaire are

all at least 16 years old) and 75 years old will be considered.

The “hoursworked” variable that will be used for the purpose of this research (“q:cwi26 — “How
many hours per week are you employed, according to your employment contract?”) are those of
the respondents between 16 and 75 years old, whom work at least 12 hours a week or are willing
to do so. To capture the effect the share of males has on job satisfaction for individuals working
full-time, a “hoursworked” of 36 and higher is considered full-time for the purpose of this research.

Consequently, a “hoursworked” of <36 is considered part-time.

12



3.1. Descriptive Statistics

3.1.1. Wave 9

Appendix A shows the descriptive statistics of the wave 9 sample used for this research. For the
overall job satisfaction almost all of the respondents (90.8%) reported that they are to some extent
satisfied with their work, as they indicate a value higher than 5 (which is the indifference point)
on the 10-point Likert scale. Most respondents (63.2%) indicate a 7 or 8 on the 10-point Likert
scale of satisfaction, which is relatively high. Less than 5% of the respondents indicated that they
are not satisfied to some extent. For satisfaction with work itself 90.1% of the respondents
reported a satisfaction of 6 or higher. 59.2% of respondents reported a 7- or 8-point satisfaction.
Among women, 62.3% report a 7- or 8-point satisfaction on the overall satisfaction scale, while
for men this is slightly higher (64%). For satisfaction with work itself, 58.8% of women report a

7- or 8-point satisfaction on the scale while for men this is 59.5%.

Figure 2 shows the distribution for the overall satisfaction and the satisfaction with work itself:

Histogram Histogram
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satisfactionoverall satisfactionworkitself
N=2.988 Mean=7,36 Std. Dev.=1,515 N=3.122 Mean=7,47 Std. Dev.=1,605

Figure 2

Most women are active in the “healthcare and welfare” sector (31.8%); “other” follows with
16.9% of women active and “education” with 11.4%, totaling to about 60.1 % of women actively

employed in these three sectors. The distribution is quite different for men. Most men are active
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in “industrial production”, “other” and “government services, public administration and
mandatory social insurances” totaling to about 40.6% of men active in these three sectors. Thus,
it also becomes evident from these numbers that the density of choices is much higher for
women. The highest share of males can be found in “construction” (85%), “utilities production,
distribution and/or trade (80.6%)”, “transport, storage and communication” (79.7%), “industrial
production” (79.3%), “agriculture, forestry, fishery, hunting” (75%), “business services” (61.9%)

and “government services, public administration and mandatory social insurances” (61.2%).

Figure 3 shows the distribution of the share of males and the share of females per sector:

Share of males Share of females

123 4 5 6 7 8 9% 101 1213 141

Figure 3
The average net monthly income for women is about 1.230e with a standard deviation of 3.802e.

For men these amounts are respectively 1.943eand 2.722¢. The maximum amount of hours

worked in a week is 137, which is stated by only one (female) respondent. The rest of the female
respondents worked for 44 hours or less a week. The average amount of hours women worked a
week was 28.4 with a standard deviation of 8.1 hours. For men the amounts are respectively 36.7
and 5.6 hours worked a week.

Most female respondents stopped schooling after obtaining a “MBO Professional training
program (intermediate professional education) (BOL)” diploma or certificate. 35.1% of female

respondents have a diploma or certificate for HBO or higher, while this is 40.7% for male

14



respondents. Most male respondents stopped schooling after obtaining a “MBO-plus to access

HBO, short HBO education (less than two years) (higher professional education).

Females make up 53.6% of the sample with an average age of 48.8 years old. The average age for
males is 51.1 years old and they make up 46.4% of the sample. Most households (61%) consist of

2 members with a standard deviation of 1.

For the purpose of this research the relation the share of males in a sector has with the chances a
female stays that sector will also be considered. To research this the “mobility regressions” with
variable “stayers” are introduced. The “stayer” variable is equal to 0 when an individual is
active in another sector at time period t+2 (wave 9) compared to time period t (wave 7), meaning
this individual has left or changed sector after 2 years. The variable is equal to 1 when an
individual remained in the same sector at time period t+2. All remaining variables such as for
example “shareofmales2014” will be computed from the wave 7 data. Out of all female
respondents, 11.8% worked in a different sector in wave 9 compared to wave 7. For men this is
10.9%.

3.1.2. Wave 7

Overall the descriptive statistics of wave 7 are quite similar to the wave 9 descriptive statistics,
with only small deviations. For example, in 2014 most women were active in the same three
sectors as in wave 9, namely “healthcare and welfare”, “other” and “education”. Only the
proportion is slightly higher, namely 61.2%. The same applies to men as 41.9% of men are active
in the three sectors “industrial production”, “other” and “government services, public
administration and mandatory social insurances”. About 31.2% of female respondents had a
diploma or certificate for HBO or higher education. For men this is 36.9%. Thus, these

percentages are quite a bit lower than in 2016.

Appendix B shows the correlation matrix for the correlations between all variables. All control
variables are correlated with both overall job satisfaction and satisfaction with work itself, which
is why it is important to include them in the regressions. The share of males is negatively
correlated with both overall job satisfaction and satisfaction with work itself. This is also the case
for the stayer variable, as it is negatively correlated with the share of males. Additionally, the

stayer variable is positively correlated with satisfaction with work itself. The control variables
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show only small correlations between one another meaning that presumably there is no

multicollinearity problem.

3.2. Empirical Strategy

To research the relation between the share of males in a sector and the job satisfaction for females
in that sector, two different OLS models will be run. Does the fact that a sector is dominated by
men have a relation with whether females are less or more satisfied with their job and working in
that sector? Do females take this into account in advance when choosing to work in certain
sectors or not? One regression focuses on the overall job satisfaction while the other regression is
included to compute aspects of job satisfaction with the work itself. The latter is included because
it focuses on what type of job the individual is active in, in which the number of men
(presumably) is not taken into account. This leads to the following regressions, which will both

be run separately for females and males:

(1) Job Satisfactionoveraii= o+ P1 = share of males + B2 = vector of other sector controls + 3
personal control variables + €
(2) Job Satisfactionwithworkitseit= Po + P1 = share of males + 2 « vector of other sector controls +

B3« personal control variables + ¢

The sector (control) variable is the proportion of college graduates in that sector. The personal net

monthly income, weekly hours worked, age and age squared are also included in all regressions.

To research the relation between the share of males in a sector and the chances that a female stays
in that sector between two periods the variable “stayer” is added to the model. The expectation is
that if women dislike working in sectors where a lot of males are active they will increasingly try
to find other type of work or leave a particular male-dominated sector. This leads to the following

mobility regression, which will also be run separately for females and males:

(3) Stayer= o+ P1=share of males + B2 » vector of other sector controls + 3 » personal control

variables + ¢

As explained before, it is very popular among Dutch women to work part-time by choice, as
opposed to working full-time. The expectation therefore is that the job satisfaction and the

chances of leaving a sector for full-time working women will differ from women working part-
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time. This leads to regressions (1), (2) and (3) being run again for women (and additionally also

for men) working full-time. This leads to the following regressions:

(4) Job Satisfactiontuiitimeoveraii= Bo + B1 = share of males + 2 = vector of other sector controls +
B3« personal control variables + €

(5) Job Satisfactionsuntimewithworkitself= o + B1 » share of males + 32 » vector of other sector
controls + B3« personal control variables + ¢

(6) Stayeriuntime= Po+ P1+share of males + 32« vector of other sector controls + B3« personal

control variables + g

3.3. Gauss-Markov Assumptions

For the purpose of this research OLS models will be used. Consequently checking for the Gauss-
Markov assumptions is important. First, the models must not suffer from heteroscedasticity. As is
evident from figure 4 below; the scatterplots of the residuals; all models suffer from
heteroscedasticity. This means that the variance of the error term is not constant. This might be
caused by the fact that the dependent variables are ordinal variables. Additionally, the Breusch
Pagan test shows a P-value of 0.000 for all three models meaning the null hypothesis of
homoscedasticity must be rejected. Robust standard errors are used to control for this.
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Fitted values

Figure 4: overall satisfaction (upper left), satisfaction with work itself (upper right) and mobility

(bottom).

The variance inflation factors of the three models show that presumably none of the models
suffer from multicollinearity, which can also be seen in the correlation matrix (Appendix B). The
correlations between the variables are quite small. Lastly, the error terms must be checked for
normality. All of the job satisfaction models show some signs of non-normality. It is also the case
for the mobility regressions. However, as the sample used for the purpose of this research is quite
large, the central limit assumption goes into operation. This means that the interpretation of the

coefficients should be normal.
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4. Results

In this chapter the OLS results from the models explained in the previous chapter will be
discussed. The model includes three different regressions on overall job satisfaction, satisfaction
with work itself and the “mobility regression”. All regressions are also run for full-time working

females. Additionally for completeness, all models will also be run for part-timers and males.

4.1. OLS Regressions
4.1.1 Overall Job Satisfaction

The elaborate results from the overall job satisfaction model can be found in Appendix C. When
the share of males (“shareofmales ) in a sector is the only explanatory variable it has a
significant negative relation of -0.3790 with overall job satisfaction (“satisfactionoverall”’) for
women. Meaning that a one unit increase of the share of males (from 0 to 1) in a sector decreases
the overall job satisfaction of women in that sector by 0.3790 points. This can also be interpreted
as that a 1% increase in the share of males in a sector decreases the overall job satisfaction of

women by 0.0037 points. This relation is not significant for men.

Adding the proportion of college graduates (“‘sharedegrees ) to the regression results in
insignificant negative relations of share of males with overall job satisfaction for both males and
females. The proportion of college graduates has a large, positive and significant relation (1%-

level) for both females and males of respectively 0.9821 and 0.6124 with overall job satisfaction.

Figure 5 (below) shows the above-mentioned regression results for women. The correlation table
from appendix B might help in explaining these results. From the wave 9 correlation table it
becomes clear that there is a negative correlation between the proportion of college graduates in a
sector and the share of males in that sector. Meaning that an increase of the proportion of college
graduates is accompanied by a decrease of the share of males and vice versa. The proportion of
college graduates has a positive correlation with overall job satisfaction indicating that an
increase of the proportion of college graduates in a sector is accompanied by an increase in the
overall job satisfaction in that sector. The “sharedegrees” positive correlation with overall job
satisfaction is stronger than the “shareofmales” negative correlation. Thus, through an increase
in the proportion of college graduates in a sector, which in turn affects the share of males in a

sector, the share of males loses its “power”. As overall job satisfaction takes into account
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different components such as for example promotion prospects, this could be interpreted as that
higher educated individuals, regardless of what sector they work in, are less focused on attributes

pertaining to the job and more focused on for example getting promoted.

(1) (2)

satisfactionoverall satisfactonoverall

shareofmales -0,379%= 0,299
(0.183) (0.184)
shared egrees D.9g2w==
(0.223)
age

nettombk_f log

hoursworked

Constant 7522 T.065%*=
(0.0819) (0.13%9)

Observations 1,528 1,528

B-squared 00002 0.014

Robust standard errors in parentheses
== <) 01, ** p<0.05, * p<0.1

Figure 5

Adding some demographic variables such as age and also the personal net monthly income to the
regression still shows insignificant “shareofimales” results for both males and females. The age
and net personal monthly income both have small but significant positive relations with overall
job satisfaction for both men (respectively 0.0092 and 0.0658) and women (respectively 0.0172
and 0.0674).

Adding weekly hours worked to the regression now significantly increases the negative relation
the share of males has with overall job satisfaction to -0.4892 for women. For men this relation is
-0.4134 (significant at the 10%-level). Thus, the amount of hours worked a week is the main
variable that significantly changes the relation the share of males in a sector has with overall job
satisfaction, for women. Figure 6 (below) shows these findings for women. The correlation table
from appendix B shows that the weekly hours worked have a bit of a strong positive correlation

with the share of males.
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(1) (2) 3 “@

satisfactionoverall satisfactionoverall satisfactionoverall satisfactionoverall
shareofmales 0379 0.299 0271 0.489**
(0.183) (0.184) (0.189) (0.200)
sharedegrees 0.982%== 0.843%%= 0.607%*=
(0.223) (0.230) (0.233)
age 0.0172%%* 0.0165%%*
(0.00336) (0.00373)
nettomnk_f log 0.0674** 0.0328
(0.0321) (0.0430)
hoursworked 0.0101*
(0.00612)
Constant 7.522%%3 7.065%>= 5,800 6.093%*=
(0.0819) (0.139) (0.270) (0.342)
Observations 1,528 1,528 1427 1,177
R-squared 0.002 0.014 0.043 0.034

Robust standard errors in parentheses
25 00 01, ** p<0.05, * p<0.1

Figure 6

The (“hoursworked ) variable has a positive correlation with overall job satisfaction. Thus,
longer work weeks are accompanied by an increase in the share of males which in turn decreases
the overall job satisfaction. As more women tend to work part-time than men (thus they overall
work less hours than men, which is also evident from the descriptive statistics) this relation
makes sense. The correlation magnitudes of the weekly hours worked and the share of males with
overall job satisfaction lay quite close together. Weekly hours worked has a positive correlation
of 0.0562 with overall job satisfaction, while share of males has a negative correlation of -0.0445
with overall job satisfaction. Thus, the longer work weeks pick up a higher share of males by
means of longer hours significantly increasing the relation the share of males has with overall job

satisfaction.

4.1.2. Satisfaction With Work Itself
The elaborate results from the regression on satisfaction with work itself can be found in

Appendix D. When share of males is the only explanatory variable in the regression the relation
with satisfaction with work itself is negative and significant for women with a magnitude of -
0.5770 (significant at the 1%-level). For men this relation is -0.3302 (significant at the 10%-
level). When adding the proportion of college graduates in a sector to the regression, the negative
relation the share of males has with satisfaction with work itself decreases to -0.4839 for females

but remains significant. The relation for males is no longer significant. The relation
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“sharedegrees” has with satisfaction with work itself is very large for females, namely 1.0215
and significant at the 1%-level. For males the effect is 0.8384 and also significant at the 1%-level.

Thus the results compared to the overall job satisfaction are stronger.

The negative correlation (Appendix B) “shareofmales” has with “satisfactionworkitself” is
larger than the correlation it has with overall job satisfaction. When individuals asses their
satisfaction with work itself, it could be that they look at attributes that are unique and specific to
the type of job they are doing. As these attributes might be more attractive to men than they are to

women, these could be experienced as less satisfying.

Adding the personal net monthly income and age for females decreases the relation the share of
males has with satisfaction with work itself to -0.4019 but it remains significant. For men the
relation is -0.3836, significant at the 10%-level. The age and personal net monthly income also
have significant and positive relations with satisfaction with work itself for both men
(respectively 0.0076 and 0.1051) and women (respectively 0.0213 and 0.0640).

Adding weekly hours worked to the regression for females does not result in insignificant
results. The share of males relation is now largely increased with a magnitude of -0.6172 of the
share of males with satisfaction with work itself (significant at the 1%-level). For men this
relation is -0.4083, significant at the 10%-level. Figure 7 shows the results on satisfaction with

work itself, for women.

0] @ &) )

satisfactionworkitself satisfactionworkatself satsfactionworkatself satsfactionworkatself
shareofmales 5T7xxe ). 484%= .402%* D617
(0.198) (0.198) (0.201) (0.209)
sharedegrees 10224 0.631*=* 0.441%
(0.227) (0.238) (0.246)
nettomk f log 0.0640** 0.0308
(0.0299) (0.0386)
age 0.0213%** 0.0190***
(0.00333) (0.00374)
hoursworked 0.00954
(0.00621)
Constant 77133 724]%es 6.046%** 6.318%**
(0.0862) (0.139) (0.233) (0.316)
Observations 1.622 1.622 1513 1183
R-squared 0.005 0.016 0.058 0.039

Robust standard emrors in parentheses
+9% 50 01, ** p<0.03, * p<d.]

Figure 7
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Longer work weeks are accompanied by a higher share of males. The “hoursworked” variable
also has a larger positive correlation with satisfaction with work itself than it has with overall job
satisfaction. Presumably all of these higher correlations ensure that the share of males in a sector

relation with satisfaction with work itself remains significant.

4.1.3. Mobility Regression

Moving on to the “mobility regressions” (elaborate results in Appendix E) with share of males
in a sector being the only explanatory variable gives a negative relation of -0.2385 with the
chances a female stays (“stayer”) in that particular sector (significant at 1%-level). This means
that a 1% increase of the share of males in a sector decreases the chances a female stays in that
sector by 0.0023 points (or increases the chances she leaves by this amount). For males the
relation is positive and also significant at the 1%-level with a magnitude of 0.1770. This is an
interesting finding as it seems that a higher number of men in a sector means that the chances a
female stays (“stayer”) in that sector decreases but has the opposite effect for men, namely that

it increases their chances of staying.

Adding the proportion of college graduates to the regression gives a significant negative relation
of “shareofmales2014” with the chances a female stays in a sector of -0.2166 (significant at the
1%-level). For males this relation is 0.2218, also significant at the 1%-level. The relation
“sharedegrees2014” has with the chances an individual stays in a sector is positive and
significant for both females and males with magnitudes of respectively 0.1896 and 0.1405, which
is lower than the relation it has with both types of job satisfaction. However, adding the
proportion of college graduates to the regression did not result in an insignificant share of males

relation.

The wave 7 correlation table from Appendix B shows a higher negative correlation between the
proportion of college graduates (in 2014) and the share of males (2014) than in 2016. The
proportion of college graduates again has a positive but smaller correlation with the chances an
individual stays in a sector, meaning that an increase in the number of people that have a college
degree or higher is accompanied by a higher chance that a person stays in a sector.

Adding age and personal net monthly income gives a significant negative relation of -0.2104 for
females and a significant positive one for males of 0.1654 of the share of males with the chances
an individual stays in a sector at time t+2. Both are significant at the 1%-level..
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Lastly, adding weekly hours worked still gives a significant negative relation of -0.2007 for

females and a significant positive relation of 0.1374 for men, both significant at the 1%-level, of

share of males with the stayer variable. Thus, adding all the control variables only results in small

changes in the magnitudes of the share of males relation with the “stayer” variable. Most results

however are significant at the 1%-level. Figure 8 shows these findings, for women.

(1) (2) 3) @)
staver stayer stayer staver
shareofmales2014 -0.239%== -0.217%== -0.210%=* -0.201***
(0.0388) (0.0389) (0.0389) (0.0391)
sharedegrees2014 0.190%== 0.122%= 0.0415
(0.0492) (0.0491) (0.0466)
nettoink f log 0.0267%** 0.03290%=
(0.00753) (0.0130)
age2014 0.0046]1 === 0.00287 ===
(0.000751) (0.000793)
hoursworked2014 -0.000479
(0.00137)
Constant 0.974%== 0.887%*= 0.535%%= 0.629%==
(0.0135) (0.0268) (0.0593) (0.0886)
Observations 1,362 1,362 1,273 1,003
R-squared 0.021 0.031 0.104 0.066

4.1.4. Full-Time/Part-Time

All the regressions are also run for the sub-sample of full- and part-time working individuals
(Appendix F-K). Surprisingly, the relation the share of males in a sector has with overall job
satisfaction is only significant for males (-0.6365) at the 1%-level. Meaning that the more men

are active in a sector the less (overall) satisfied full-time working men are. Figure 9 (below)

Robust standard errors in parentheses

=% <001, ** p<0.05, * p<0.1

Figure 8
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shows the overall job satisfaction findings for full-time men (left) and full-time women (right).

(1) (1)

satisfactionoverall satisfactionoverall
shareofmales 0.670%+* shareofmales 0320
(0.246) (0.367)
sharedegrees 0301 sharedegrees 1.228%+
(0.287) (0.444)
nettoink f log 0.115 nettoink f log 0.0871
(0.0767) (0.0593)
age 0.00185 age 0.00557
(0.00435) (0.00619)
hoursworkedfulltime 0.000323 hoursworkedfulltime 00132
(0.0210) (0.0401)
Constant 6.669+** Constant § §77HHH
(0.902) (1.599)
Observations 938 Observations 356
R-squared 0018 R-squared 0.040
Robust standard errors m parentheses Robust standard etrors in parentheses
¥4 p<0.01, ** p<0.05, * p<0.1 ¥ 5 01, ¥ pe<0 05, ¥ pe0]
Figure 9

The results for satisfaction with work itself are the same as the results for overall job satisfaction.
The negative relation of -0.5283 of share of males with satisfaction with work itself is only

significant for men, significant at the 5%-level (Appendix G).

“Shareofmales2014” has no significant relation with the chances that a full-time working
females stays in a sector. A positive significant relation of 0.1912 is found for full-time working
men (significant at the 1%-level), meaning more full-time working men tend to stay in a sector
when the share of males increases in that sector (Appendix J). The correlation table for the sub-
sample of full-time working individuals in Appendix B shows that longer work weeks have a
negative correlation with the share of males and the chances an employee stays in a sector.

Meaning that an increase in the weekly hours worked is accompanied by higher shares of males.
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Additionally, the length of the workweek has e negative correlation with the “stayer” variable.

The share of males correlation with stayer is however not significant.

For completeness, al regressions are also done for part-time working individuals. The relation the
share of males in a sector has with overall job satisfaction of part-time working women is now
reversed and significant only for women, with a magnitude of -0.5244 (Appendix H). The
relation with satisfaction with work itself is -0.6701, also significant for women at the 1%-level
(Appendix ). Figure 10 shows the overall job satisfaction results for part-time women (left) and

part-time men (right).

(1) (1)

satisfactionoverall satisfactionoverall
shareofmales {).548%+ shareofmales 0.2
(0.248) (0.564)
sharedegrees 0304 sharedegrees 1.156*
(0271) (0652)
nettoink f log 0.0294 nettoink f log {.146
(0.0629) (0.0947)
age 0.0220%+* age 0.0183%*
(0.00469) (0.00928)
hoursworkedparttime 0.0262*++* hoursworkedparttime 0.0223
(0.00946) (0.0162)
Constant 6.076*+* Constant 7.380%%+
(0.435) (0.766)
Observations 821 Observations 192
R-squared 0.045 R-squared 0.051
Robust standard emrors in parentheses Robust standard errors in parentheses
¥4 p<0.01, ** p<0.05, * p<0.1 #HE 5<) 01, ¥ p<0.05, * p<0.1
Figure 10

Comparing the correlation tables for the sub-sample of full-time working individuals and part-
time working individuals (Appendix B) shows that “hoursworkedparttime” has a smaller
positive correlation with the share of males in a sector than “hoursoworkedfulltime” has. As

more women than men tend to work part-time, this correlation is less pronounced than for the
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sub-sample of full-time working individuals. This makes sense. Additionally, the weekly hours
worked of part-time working individuals have a positive correlation with overall job satisfaction
while for full-timers this correlation is negative. This may give some insight as to the (different)

results found for full- and part-time working individuals.

“Shareofmales2014” has a negative significant relation of -0.1942, significant at the 1%-level,
for part-time working women with the chances that they stay in a sector. Meaning that, the higher
the number of men in a sector, the smaller the chance a part-time working female is still active in
that sector at t+2 (Appendix K).

4.1.5. Summary

Overall, there is a negative relation between the share of males in a sector and both types of job
satisfaction for both men and women. The relation is more pronounced for women than for men,
and is stronger for satisfaction with work itself. The proportion of college graduates also play a
large role in how satisfied individuals are. The mobility regressions give a negative significant
relation between the share of males and the chances a women stays in a sector and a positive
significant relation for men. An interesting finding arises when it comes to full-time working
individuals as the relation the share of males has with overall job satisfaction and satisfaction
with work itself is highly significant, albeit only for males. For part-time individuals the opposite
effect can be found as the relation of the share of males in a sector with overall job satisfaction
and satisfaction with work itself is only significant for part-time working women. These results
are the same for the mobility regressions.
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5. Conclusion

This thesis researches the relation between the share of males in a sector and the overall job
satisfaction and satisfaction with work itself for women in those sectors. Also, the relation the
share of males in a sector has with the chances an employee stays in that sector over a period of
two years is researched. Following an interesting paper by Lordan and Pischke on the matter with
Russian, English and American data the idea came about to do part of their research with Dutch
data. Data from the 71" and 9" wave of the “Work and Schooling” questionnaire from the LISS

panel is used for that purpose.

From the results it follows that there is a significant negative relation between the share of males
in a sector and both types of job satisfaction of workers in that sector. This negative relation is
stronger for satisfaction with work itself than it is for overall job satisfaction and it is also
stronger for women than it is for men. This confirms the first hypothesis and hypothesis 1B of the
share of males having a negative relation with job satisfaction for women. Thus, the higher the
numerical dominance of men in a sector the less satisfied workers are in those sectors. This

corresponds with the findings by Lordan and Pischke and also some other related literature.

The relation of the share of males in a sector with the chances an employee stays in that sector is
significantly negative for women and significantly positive for men, confirming the second
hypothesis. This means that when the share of males increases in a sector the chances a female
remains in that sector after two years decreases. For men however, the opposite is found as the
chances of staying increases when the share of males in a sector increases.

There is a negative relation between the share of males in a sector and the satisfaction of full-time
working women in that sector, however this relation is not significant. As these results can’t be
fully interpreted the third hypothesis and hypothesis 3B can’t be confirmed nor rejected.
Interestingly, a significant negative relation is found for full-time working men for both overall

job satisfaction and satisfaction with work itself.

The results are the same for the mobility regressions as the relation is only significant for full-
time working men. The last hypothesis of the share of males having no relation with the chances

a full-time working female leaves a sector can thus not be confirmed nor rejected.
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The opposite results are found for part-time working employees as the results are only significant

for part-time working women, while they are not for men.

One limitation of this research is that the data used is not on more specific employment, think of
for example at company level. This would give the opportunity to use aspects that are more
specific to the type of job an individual is active in, which might play a larger role in the
satisfaction of employees. Two examples of these aspects could be company size or type of
task/responsibility at the job. It’s plausible that the data becomes more representative at this level.
Another limitation is that a large part of the dataset is not highly educated (HBO or higher). As
the proportion of college graduates does seem to have a highly significant and large relation with
job satisfaction, it could be that this would slightly change the outcomes or at least the sizes of
the outcomes. Lastly, the observations for the sub-sample of full-time working women and of
part-time working men is relatively small thus it would be handy to have more data on these two

sub-samples.

This thesis only researches the relation between the share of males in a sector and overall job
satisfaction and satisfaction with work itself. It would be interesting to include another
satisfaction aspect such as for example satisfaction on the atmosphere among colleagues to the
research. It could also be interesting to add more waves to check the mobility to see how large the
trend is over a longer time period. And following findings by Gardiner and Tiggemann it is not
necessarily the share of males but the effect the share of males has on the mental health of
women, through for example leadership style, which also plays a role in their job satisfaction.
Thus it would be interesting to check for aspects such as stress, mental health and more in future

research.
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7. Appendix

Appendix A: Wave 9 Descriptive Statistics

Overall Job Satisfaction (“q:cwi133 — “How satisfied are you with your current work?”)

N=2.988
Min=0 Max=10
Mean=7.36
St. Dev.=1.51
satisfacti EFender

onoverall Mzle Femzale Total
a 5 g 11
0.34 o.325 o.37
1 a 2 2
0._0a0 0.13 o.0a7
2 15 14 zZ3
1.03 0.8z 0._.37
3 17 40
1.58 1.11 1.34
4 z7 38 a5
1.85 Z.4%5 Z2.18
5 a4 a4 1z8
4_38 4_.1%5 4_Z8
a 145 1&0 203
10.21 10.47 10.34
7 41&a 4z3 833
ZE .43 27 .88 zZg .08
=] 515 523 1,048
35.5E5 24 .82 25.07
5 181 187 3a8
12 .40 12 .24 1z .32
10 el =1=] 145
4.18 5.78 4._.595
Total 1,40 1,528 Z,.3988
100 _00 100 _00 100 _00

31



do?”)
N=3.122
Min=0 Max=10
Mean=7.47
St. Dev.=1.60
satisfacti Fender

onoverall Male Female Total
a 5 3 11
0.34 a0.3%5 a.37
1 a Z Z
a.aa0 0.1z a.av
2 15 14 25
1.03 0.9z a.a7
3 23 17 40
1.58 1.11 1.34
4 27 a8 (=11
1.85 Z2.45 Z2.18
5 od od 128
4_38 4_1%5 4. 28
3 145 1&d 309
10.Z21 10.47 10.34
7 418 423 839
28.439 27.88 28.08
2] 515 529 1,048
35_55 34 82 35.07
= 181 187 388
12.40 12.24 12.32
10 &l ga 145
4.18 5.7¢6 4_.9%5
Total 1,4&0 1,528 2,988
100.00 100.00 100.00

Satisfaction With Work Itself (“q:cwl30 — “How satisfied are you with the type of work that you
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Sector Analysis (“q:cw402 — “In what sector do you work?”)
N=3.361
Min=1 Max=15

agriculture, Iforestry, [ishery, hunting 1
mining 3

industrial producticn | 3

utilities production, distribution and/ 4
construction 5

retail trade (including repairs of cons &)
catering 7

transport, sStorage and commnication B
financizl g

business gServices (lncluding real estat 10
government services, public administrat 11
education 12

hezltheoare znd welfare 13

environmencal sServices, culture, recres 14

other | 15
Cender

Mz=le Female Total

agriculture, forestry 51 17 a8
3.1le a.97 Z_.0Z

mining = a =

0.1z o.00 o.0a

industrial production ZZE 549 Z85
14.01 .38 2.4

utilities production, Z= 7 =1
1.80 O.40 1.07

construction 108 15 1z7
&_.70 1.0% 3.78
retail trade (includi 130 145 275
g.0% 5.30 8.18

catering 5& 1 147

3.47 5_.Z21 4._3
transport, Storage an 1z& 3z 158
7 i.83 4.70
financial TE TO l4&
4_7T1 4_00 4_34
business services (in 14& a0 238
9.05 5.15 T.0Z
government sServices, 178 113 Z91
11.04 e.4a a.age
education 105 155 204




healthecare and welfar 100 55& &858
g.20 31.81 1%.52

envirconmental service Z5 55 g4
1.80 3.15 Z2.50

octher 251 Z85 548

15.5& la.88 1la.Z5

Total 1,813 1,748 3,381

100.00 100._00 100.00

Share of Males and Share of Females Per Sector

Share of males Share of females

90%
8%
0%
b0%
50%
40
3k
bl
10%

1

I3 45 6 7 8 5 00 12U NKDE 123 4 5 6 7 8 9% 101 1213 14 15



Proportion of College Graduates (q:cw005 — “What is the highest level of education you have
completed with diploma or certificate?”)
N=5.831
College Graduates (HBO and higher; female=35.1% male=40.7%)

Fender
Hale Femzle Total
HB? (higher professio 431 499 980
17.81 15.54 1a6.81
teacher training acho 112 154 Zein
415 4. 52 4_58
conservatory and art 1z 14 Zi
0.44 0.45 0.45
academic education (i 28 18 dg
1.04 0.57 0.73
gcademic education (i 81 37 118
3.00 1.18 Z2.02
academic education, b [1=] oz 130
Z.52 1.538 Z2_.23
academic education, m 1&7 156 323
.15 4_598 5.54
doctor's degree (Ph.D 57 48 105
Z2.11 1.53 1.80
octher a3 112 205
3.44 3.58 3.52
Total 2,700 3,131 5,831
100.00 100.00 100.00




No College Graduates (lower than HBO; female=64.7% male=58.6%)

Gender
Male Female Total
did not complete any 10 3 33
a.37 a.75 a.57
did not complete prim b ] 3 12
0.33 0.10 0.21
primary school a7 114 Z11
3.5%9 3.64 3.82
lower and continued = Z1 13 24
a.78 0.42 0.58
VELD (comtinmued lower 1z 2 41
0.44 0.393 0.70
LBO (lower profession [ 55 117
Z2.30 1.78 2.01
lower technical schoo 175 z 280
.83 Z .52
MULO, ULD, MAVD (lowe 213 35835 g12
T.89 1z2.74 10.5
VMBO wocaticnal train 103 75 178
3.81 2.40 3.05
VMBO thecretical ocr c 40 Se Se
1.48 1.75 1.85
MMS (intermediate gir 5 43
a.1% 1.37 a.
HBS (former pre-unive E1 31 77
1.70 0.35%5 1.32
HAVO (higher general 148 151 335
5.48 &.10 5.81
VWO (pre—university e 58 7 13e
2.1 Z2.4%5 2.
gymnasium, atheneum, E 45 102
1.9& 1.58 1.75
FMBO (short intermedi 3z 44 Te
1.1% 1.41 1.30
MBO professional trai 403 455 858
14.33 15.81 15.40
MBO professional trai 3 z a5
a_.85 1.34 1.
MBO-plus to access HB a7 a0 177
.22 2.87 3.04

No Education (female=0.83% male=0.40%)
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Personal Net Monthly Income: N=6.081

Age: N=6.454 Min=16 Max=98
Weekly Hours Worked (“g:cwi126 — “How many hours per week are you employed, according to
your employment contract?”’): N=2.953 Min=0 Max=137

Male

Female

Averaoeincome. 1.943€

Averaoemcome. 1.230€

St.Dev meome: 3.363€

St.Dev meome: 3.802€.

Averagesss 51

Averagess 48

St.Dev. g 18

St.Dev g 18

Averasehous: 34

Averagehous: 25

St Dev hours: 10

St.Dev hours: 11

Part-Time Work Weeks

Full-Time Work Weeks

hoursworke Fender hoursworke Fender
dparttime Mzale Femzle Total dfulltime Male Femzle Total
12 1z 41 53 38 251 151 44z
13 a 7 7 a7 15 2 17
14 1 11 12 38 180 a7 217
15 5 ZZ z7 33 7 2 3
14a =] 78 B& 40 585 157 T4Z
17 a 14 1a 4z 3 2 5
18 4 32 38 43 1 a 1
13 a 11 11 44 z z 4
Z0 20 82 102 45 3 a 3
Z1 1 15 1a 48 1 a 1
ZZ z 30 32z 50 3 a 3
Z3 1 11 12 54 1 a 1
z4 32 1&5 157 55 1 a 1
Z5 4 ] 32z =1 1 a 1
g 1 21 ZZ &0 Z a 2
27 Z ZZ z4
Z8 7 a7 54 Total 1,058 353 1,445
Z3 2 5 7
30 13 45 [
31 z 5 7
3Z2 =1=] 205 253
33 10 1 11
34 14 21 35
35 5 @ 11
Total 234 Sg5 1,155

37



Stayer/Mobility
Value 0 if individual has left the sector at t+2
Value 1 if individual has remained in the sector at t+2

Fender
Stayer Mzle Femzle Total
a 142 181 303
1 1,171 1,202 2,373
Total 1,313 1,383 Z,878
Mobility Per Sector
Stayer agricultu mining industria wtilities construct retail tr catering transport Total
o] 5 1 13 3 5 38 Z1 -] 303
1 35 1 ZZ4 20 103 173 &5 114 2,373
Total 44 Z 237 Z3 108 2039 Be& 1zz2 Z,878
Stayer financial business governmen education healthcar environme other Total
a 14 258 1g 15 23 1z 102 303
1 104 187 2z4 211 513 50 385 2,373
Total 118 138 40 Iz 538 Bz 487 Z,878
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Appendix B: Correlation Tables

Wave 7

stayer shareo.. shared~4 nettoi~f

ageZ0ld ho-d2014

Stayer

shareofmal~4

sharede~Z014

nettoink £

ageZlld

hoursw~dz0l4

Notes: Correlation is significant at the 1%-level (***) and the 10%-level (*)

1.0000

-0.0144 1.0000

o.o73z ¥t

o.1g73%**

0.187z ***1 _pooo

0.0526%%%g _p331%%%1 gooo

0.2236%%%g o116 -0.0350%%%0_1053%%%1 _gQooo

0.0120 0.3733%%¥0 _ 0485 0.4743

Wave 9

ExE

0.03z8® 1.0000

satisf~]l satisf~f s~fmales nettoi~f hoursw~_ shared~s leeftijd

satisfacti~l

satisfacti~f

shareofmales

hoursworked_

sharedegrees

nettoink_£

leefrijyd

1.

0000

-829&** 1.0000

.0445* -0.0556++ 1.0000

.1385*%* 0.176€6** 0.0563**

.0562+« 0.0967** 0.2943**

-093€** 0.1039%*=0.0552++

.1371** 0.1742++-0.0083

i

0.

0.

0.

.0000

5979*%* 1.0000

06€61~+ 0.103€6** 1.0000

0977%* 0.1312++-0.1844""

Notes: Correlation is significant at 1%-level (**) and 5%-level (*)

1.0000
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Wave 9 Full-Time

satisf~1 satisf~f s~fmales shared~s nettoi~g leeftijd ho~ltime

satisfacti~1

satisfacti~L

sharecfmales

sharedegreaes

nettoink g

leeftijd

hoursw~ltime

1.0000
Q.gza8* 1.0000
—0_.0445* —0_055&8* 1.0000

0._09z&* 0_.1035% —0_055Z* 1.0000

0_.1371+ O.1742+% —0_0053 —0_1544%

—0.0058 Q.0003 QO_.ZZ23930% —0_.1304%*

Wave 9 Part-Time

1.0000

0.2420% 1.0000

0.0545* —0_0551~* 1.0000

satisf~1 satisf~f s~fmz=les shared~s nettoi~g leeftijd ho~ttime

satisfacti~1

satisfacti~f

sharecfmales

sharedegrees

nettoink f~g

1.0000

0.825%g* 1.0000

—-0.0445% -0.0558% 1.0000

0.05%38*% 0.1035%*% -0.0552Z* 1.0000

0.1l025+« 0.1474% 0_0B827* O0.2Z08*

1.0000

sharede~2014
nettoink_ f£~g
ho~ltime2014

leeftijd

g.0732* -0.1872+ 1.0000

-0.0518

leeftijd 0.1371* 0.1742* -0.005% -0.1844*% 0.3430% 1.0000
hoursw~ttime 0.0Z&6 0.0528 0.0757% 0.1527% 0.3082Z% -0_0481 1.0000
Wave 7 Full-Time
stayer shareo.. shared~4 nettoi~g h~full~4 lesftijd
Itayer 1.0000
shareofmal~4 -0.0124 1_0000

0.2254* 0.092€+ 0.1748* 1.0000
0.22€1* -0.1415* 0.0409
0.22597+ -0.0232 -0.135%7+ 0.3318* -0.0422

i1.0000
i.0000
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Appendix C: OLS Regression Overall Job Satisfaction

Overall Job Satisfaction Women

) @ 3) )
satisfactionoverall satisfactionoverall satisfactionoverall satisfactionoverall
shareofmales 0.379%* 0.299 0271 0.489%*
(0.183) (0.184) (0.189) (0.200)
sharedegrees () 98 0. §43%==* 0.607%**
(0.223) (0.230) (0.233)
age 0.0172%*= 0.0165%*=
(0.00336) (0.00373)
nettoink f log 0.0674** 0.0328
(0.0321) (0.0430)
hoursworked 0.0101*
(0.00612)
Constant 7520k T0p5*** 5.89(%** 6.093%x*
(0.0819) (0.139) (0.270) (0.342)
Observations 1,528 1,528 1,427 1.177
R-squared 0.002 0.014 0.043 0.034
Robust standard etrors in parentheses
2% 00,01, ** p<0.05, * p<0.1
Overall Job Satisfaction Men
1) 2) 3 @
satisfactionoverall satisfactionoverall satisfactionoverall satisfactionoverall
shareofmales -0.302 -0.181 -0.281 0.413*
(0.191) (0.197) (0.206) 0224)
sharedegrees 0.612%%* 0.517%* 0.441*
(0.232) (0.242) (0.264)
age 0.00923 %= 0.00516
(0.00347) (0.00397)
nettomnk_f log 0.0658* 0.0611
(0.0376) (0.0651)
hoursworked 0.00547
(0.00784)
Constant YA 7.203%%* 6.391%%* b.491%**
(0.115) (0.171) (0.301) (0.491)
Observations 1.460 1,460 1,365 1,130
R-squared 0.002 0.006 0.019 0.011

Robust standard errors in parentheses
R p<0.01, %% p<0.05, ¥ p<0.1
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Appendix D: OLS Regression Satisfaction With Work ltself

Satisfaction With Work Itself Women

1 @ () @
satisfactionworkitself satisfactionworkitself satisfactionworkitself satisfactionworkitself
shareofmales {577 0.484%* 0.402%* 0.617***
(0.198) (0.198) (0.201) (0.209)
sharedegrees 1.022%%= 0.631%* 0.441%
(0.227) (0.238) (0.246)
nettomnk f log 0.0640%= 0.0308
(0.0299) (0.0386)
age 0.0213%*= 0.0190%*=
(0.00333) (0.00374)
hoursworked 0.00954
(0.00621)
Constant 77137 7.242%%* 6.046%** 6.318%**
(0.0862) (0.139) (0.233) (0.3186)
Observations 1,622 1,622 1,513 1,183
R-squared 0.005 0.016 0.058 0.039
Robust standard errors in parentheses
*% 020,01, ** p<0.05, * p<0.1
Satisfaction With Work Itself Men
(D 2) 3 Q)]
satisfactionworkitself satisfactionworkitself satisfactionworkitself satisfactionworkitself
shareofmales -0.330* 0175 0.384* -0.408*
(0.198) (0.204) (0.212) (0.230)
sharedegrees (.83g=== 0.617%*= 0.633%*
(0.236) (0.250) (0.279)
nettoink { log 0.105%** 0.0612
(0.0348) (0.0669)
age 0.00763*= 0.00311
(0.00338) (0.00412)
hoursworked 0.0216%
(0.00939)
Constant 7.642%%= 7.216%*= 6§.324%=* 6.029%*=
(0.120) (0.176) (0.269) (0.500)
Observations 1,500 1,500 1,403 1,134
R-squared 0.002 0.009 0.033 0.018

Robust standard errors in parentheses
=% 020 .01, ** p<0.05, * p<0.1
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Appendix E: OLS Mobility Regression

Mobility Women

(N (2) 3) (C)]
staver staver staver staver
shareofmales2014 -0 239% %= -0.217%** -0.210%** -0.201%*=*
(0.0388) (0.0389) (0.0389) (0.0391)
sharedegrees2014 0.190%=* 0.122%= 0.0415
(0.0492) (0.0491) (0.0466)
nettoink_f log 0.0267%** 0.0329%=
(0.00753) (0.0130)
age2014 0.00461*** 0.00287%**
{0.000751) (0.000793)
hoursworked2014 -0.000479
(0.00137)
Constant 0.974%%= 0. 887*== 0.535%%= 0.629%%=
{0.0135) (0.0268) (0.0593) (0.0886)
Observations 1,362 1,362 1,273 1,003
R-squared 0.021 0.031 0.104 0.066
Robust standard errors in parentheses
**% p<0.01, ** p<0.05, * p<0.1
Mobility Men
(1) (2) (3) )
staver staver staver stayer
shareofinales2014 Q.17 7H** Q. 222% %k 0. 165%+* 0. 13 7H**
(0.0412) (0.0473) (0.0484) (0.0530)
sharedegrees2014 0. 140%* 0.0693 0.0962
(0.0569) (0.0568) (0.0624)
nettoink f log 0.0404%** 0.0270%
(0.0100) (0.0138)
agel0l4 00032 ok * 0,002 GO+ **
(0.000829) (0.000919)
hoursworked2014 0.00261
(0.00241)
Constant 0. TEQ*** 0.7 Lk 0. 32] #** 0. 365%**
(0.0278) (0.0456) (0.0834) (0.125)
Observations 1514 1.314 1,229 1.014
R -squared 0.012 0.017 0.084 0.045

Robust standard errors in parentheses

*¥k p=0.01, ** p=<0.05, * p<0.1
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Appendix F: OLS Regression Overall Job Satisfaction Full-Time

Overall Job Satisfaction Full-Time Women

(1)

satisfactionoverall

shareofmales
sharedegrees
nettoink f log

age

hoursworkedfulltime

Constant

Observations
R.-squared

10.320
(0.367)
1.22 %4k
(0.444)
0.0871
(0.0593)
0.00557
(0.00619)
0.0132
(0.0401)
5 57T HAK
(1.599)

356
0.040

Robust standard emrors in parentheses
Aok pe) 01, ** p<0.05, * p=0.1

Overall Job Satisfaction Full-Time Men

(1)

satisfactionoverall

shareofimales
sharedegrees
nettoink f log

age

hoursworked fulltime

Constant

Observations
F.-squared

_ﬂ_ﬁﬁﬂ***
(0.246)
0.301
(0.287)
0.115
(0.0767)
0.00185
(0.00435)
0.000323
(0.0210)
6. GGG HH*
(0.902)

038
0.018

Robust standard emrors in parentheses
*kk p) 01, ** p<0.05, * p=<0.1
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Appendix G: OLS Regression Satisfaction Work Itself Full-Time

Satisfaction With Work Itself Full-Time Women

(1)
satisfactionw orkitself
shareofmales -0.373
(0.387)
sharedegrees 0.838%
(0.445)
nettoink f log 0.147%*
(0.0594)
age 000838
(0.00649)
hoursworkedfulltime -0.0294
(0.0435)
Constant G O3 Mk
(1.718)
Observations 354
R-squared 0.044

Robust standard errors in parentheses
*dk ) 01, ** p<0.05, * p<0.1

Satisfaction With Work Itself Full-Time Men

(1)
satisfactionw orkitself
shareofmales -0.565%*
(0.253)
sharedegrees 0.454
(0.300)
nettoink f log 0.0978
(0.0834)
age 0.000981
(0.00451)
hoursworked fulltime 0.019%9
(0.0210)
Constant 6. 097 *H*
(0.916)
Observations 938
R-squared 0.014

Robust standard emrors in parentheses
¥ =D .01, ** p=<<0.05, * p<0.1
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Appendix H: OLS Regression Overall Job Satisfaction Part-Time

Overall Job Satisfaction Part-Time Women

(1)

satisfactionoverall

shareofmales
sharedegrees
nettoink f log

age
hoursworkedparttime
Constant

Observations
R-squared

-0 543**
(0.248)
0.304
(0.271)
10.0294
(0.0629)
0.0220%%%
(0.00469)
0.0262%%%*
(0.00946)
6. 0T Gk
(0.435)

811
0.045

Robust standard errors in parentheses
ki ) 01, #* p=<0.05, * p=<0.1

Overall Job Satisfaction Part-Time Men

(1)
satisfactionoverall
shareofmales 0.22
(0.564)
sharedegrees 1.156*
(0.652)
nettoink f log -0.146
(0.0947)
age 0.0183%*
(0.00928)
hoursworkedparttime -0.022
(0.0162)
Constant T 380*H*
(0.766)
Observations 192
R-squared 0.051

Robust standard errors in parentheses
4k p) 01, *#* p=<0.05, * p<0.1



Appendix I: OLS Regression Satisfaction With Work ltself Part-Time

Satisfaction With Work Itself Part-Time Women

(1

satisfactionw orkitself

shareofmales -0.688#**
(0.261)
sharedegrees 0.260
(0.293)
nettoink f log -0.0715%*
(0.0426)
age 0.024] ***
(0.00463)
hoursworkedparttime 0.0295#**
(0.00913)
Constant 6457 Ak
(0.355)
Observations 829
R-squared 0.053

Robust standard errors in parentheses
*#k p<0.01, ** p=<0.05, * p<0.1

Satisfaction Work ltself Part-Time Men

(1)

satisfactionw orkitself

shareofmales -0.0118
(0.611)
sharedegrees 1 4524k
(0.718)
nettoink f log -0.0456
(0.107)
age 00113
(0.0100)
hoursworkedparttime 0. 00568
(0.0194)
Constant G200k
(0.821)
Observations 196
R-squared 0.033

Robust standard errors m parentheses
Ak pei) 01, p=0.05, F p=0.1
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Appendix J: OLS Mobility Regression Full-Time

Mobility Full-Time Women

(1)

staver
shareofmales2014 0.150
(0.0919)
sharedegrees2014 0.0478
(0.0843)
nettoink f log 0.0300
(0.0221)
age2014 0.00356%%*
(0.00135)
hoursworkedfulltime2014 -0.0232%*
(0.0115)
Constant 1. 4] Hkk
(0.436)
Observations 273
R-squared 0.099

Robust standard errors m parentheses
4k p<) 01, * p<0.05, * p<0.1

Mobility Full-Time Men

13

staver

shareofimales2014

sharedegrees201-4

nettoink £ log

age2014

hoursworked fulltitne 20 14

Constant

Observations
R-sguared

0. 1Ok
(006 00
0.1 06
(0.0591)
0. 039 T+
(001 TE)
0. Q002 33%*
(0.000996)
_0.00141
(0. 00425
0_300%
(O.217)

851
0043

Robust standard emrors in parentheses
Woksk ) O], ** p=0.05, * p=0_1
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Appendix K: OLS Mobility Regression Part-Time

Mobility Women Part-Time

(1)

staver
shareofmales2014 —0L ] Qe
(0.0454)
sharedegrees2014 0.0395
(0.0561)
nettoink £ log 003344+
(0.0159)
agel014 OO0 gy
(0.000972)
hoursworkedparttime2014 -0.0005 64
(0.00209)
Constant O g Hodk
(0.107)
Observations 730
R-squared 0.062

Robust standard emrors in parentheses
Ak =01, *F p=m0.05, * p=0_1

Mobility Men Part-Time

1)
stayver
shareofmales2014 -0.08 80
(0.116)
sharedegrees2014 O 0Q0OFTFS
(0. 144)
nettoink £ log O.O0124
(O.0222
age20l14 O O0g AT+ *
(0. Q0222
hoursworkedparttime201 4 0. 009 56+
(0.00508)
Constant O _43 g+
(0.180)
Observations 163
R -squared 0,090

Robust standard emrors in parentheses
dkak peo() 01, ** p<0.05_ * p=0.1
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