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The Effects of Gender Demography in the Workplat&lee Dynamics
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GENDER DEMOGRAPHY IN THE UPPER ECHELON AND
WOMEN'S GENDER IDENTITY — PRELIMINARY INVESTIGATION

ABSTRACT

The effect of female representation in senior passt on the dynamics between
gender differentiated in-groups and out-groups basn important but neglected
issues. Differentiated representation across levethe organizational hierarchy has
been argued to be theoretically important, butviaaté studies are few (Joshi, Liao,
& Jackson, 2006; Konrad & Gutek, 1987; Ridgewayg8)9 This study moves beyond
prior demographic studies on female representationoccupations, jobs, or
workgroups and investigates the effect of femateegentation in senior positions on
the dynamics between members of in-groups compase®men in workgroups and
those of out-groups composed of men. Interviewa tdtal of 72 women managers
and employees drawn from 18 manufacturing compamexe conducted for further
analysis. Data analysis suggests that in sex-iategrcompanies, women’s qualities
were valued, and women were given more opportenibeexploit and develop their
potentials. Women were able to perform well andaade their careers as their male
counterparts. On the contrary, in male-dominatechpamies, as opposed to men,
women were seen as disadvantageous in performamtecareer advancement.
Gender differences were polarized. The findings eh#veoretical and practical
implications.

Keywords: Female Representation, Senior Posititmgjroup, Out-group, Gender
Identity, Gender-based Differences



INTRODUCTION

Increasingly, diversity in the workplace has posedchallenge for human
resource managers and top-level decision makersch@é®l, Kochan, &
McMillan-Capehart, 2002). Concurrent with this giog challenge, in the past
decade an increasing body of research has focusedrous individual attributes
that are used to draw distinctions between subggeuthin an interdependent work
unit (see Jackson, Joshi, & Erhardt, 2003 for & Among these attributes, issues
surrounding gender demography (Frink, RobinsonthRki Arthur, Ammeter, Ferris,
Kaplan, & Morrisette, 2003) and gender diversityw{fer, Richard, & Chadwick,
2003) have not been thoroughly investigated.

Previous research has focused on gender and sexagective attribute of each
individual conterminous with anatomical sex (EI95). The studies that consider
gender demography have sought to investigate wapeaportional representation in
the workplace and subsequent performance outcoengs Dwyer et al., 2003; Frink
et al., 2003). A balanced representation of men w&odhen within organizations
(Frink et al., 2003) or workgroups (Knouse & Dansb999) has been found to be
associated with the best possible performance mésp while an imbalanced
representation has not. However, some researcless triticized the underlying
methodology as unsubstantiated, raising concernsutalpropagating balanced
representation as a strategy to eradicate genderirdination (Blum & Smith, 1988;
Yoder, 1991). Studies employing this methodologyvehanot yet addressed
organizational hierarchy as the root cause of lsaldmr imbalanced representation in
the workplace; thus, we cannot really eliminate dggndiscrimination simply by
presenting positive outcomes of balanced representgly, 1995; Joshi et al., 2006).
Thus, although female representation in seniortipos (Ely, 1994, 1995) plays
important roles in determining women’s workplac@erxences, exactly how it takes
effect is not well understood and requires invedia.

This report investigates the effects of female@spntation in senior positions on
the dynamics between in-groups and out-groupsrdifteated on the basis of gender
(“in-group/out-group dynamics” for short) in manafaring companies in Taiwan.
Taiwan as one of the four Asian Tigers has expeedrexplosive economic growth in
the last few decades. Rapid economic developmaethtiradfustrialization in Taiwan
has led to rising female participation in the wddge. The female workforce
participation rate in 2005 was 48.12%, a rise ofcgt 9% from 39.13% in 1978
(Directorate-General of Budget, Accounting & Stiatis Taiwan, 2005). Changes in
gender demography in the workplace in Taiwan shbakk affected women’s work
experiences. In particular, manufacturing industiie Taiwan have been for a long
time male-dominated. How would women seek theiniitdg and relate themselves
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with career advancement in the workplace in suathustries? Adopting prior

researchers’ perspectives (Ely, 1994, 1995; Jdasal.e2006; Kanter, 1977a, b), this
report seeks to investigate if and how female iggation in senior positions in
manufacturing companies affects the work experigméevomen lower down on the
organizational hierarchy. The work experiences exemplified by whom women

seek identity with and how women relate themselviéls job performance and career
advancement.

LITERATURE REVIEW

The Importance of Gender Demography in Organizatiomal Research

This section discusses the importance of genderodeaphy in organizational
research. Given the amount of attention this tbpis received from prior researchers,
the importance of gender demography seems weifiggstin the following sections,
both theoretical underpinnings for research on gemgmography and a review of
prior studies will be introduced.

An organizational demography approach has been amtyradopted in research
on the dynamics between gender differentiated awgs and out-groups (cf. Joshi et
al., 2006). More than 30 years ago, Kanter (197Fa)ed for a study of the
relationship between the proportion of women inaoigations and organizational
outcomes. Pfeffer (1983) echoed Kanter’'s call bguerg that organizational
demography is an important explanatory variablerganizational research, and that
the demographical attributes should include gerimnter’s (1977b) seminal study of
a large organization revealed that the proportibrmembers of each gender in a
workgroup predisposes the exhibition of charadiedgswithin the group. In a group
containing both majority and minority members diietiated by an attribute
(“skewed group”), the majority would very likely t@me sensitized to their own
characteristics and thereby define social boundafiee majority also tend to interact
significantly among themselves while avoiding cehtaith minority others.

Blau (1977a, b) argued that the size of the promorof members in a group
affects interaction among these members, and batthese members (the in-group)
and other members (out-groups). He further arghatidocial differentiation pertains
to not just the proportionate size of a categoteabocial group, but also
hierarchically arranged social differentials. Samly, Ely (1994, 1995) examined how
female representation at senior levels of law fimffected the self perception and
social identity of lower-level females. The findsngupport a view of gender as an
ongoing process of social construction. The meanmglication, and outcomes of
this social construction differed on the basishaf power differences reflected in the
gender demography across differing levels of omgtional hierarchy. Specifically,
female associates in sex-integrated law firms, @®osed to male-dominated firms,
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tended to develop positive perceptions toward fenprtners and consider them
supportive toward their peers. Ely concluded tfeatitg more females at the top level
of an organization lead to more optimistic evaluasgi on the possibility of career
advancement in the organization. Gender as a pediasis for identification with
other women was enhanced, and women tended tovéeliat expressing their
individuality contributed to their success in thganization. Thus, gender roles are
subjected to the social construction of an orgdimma which is affected by the
proportion of women at the partner level.

In a similar vein, gender demography serves assé#s dar research on gender
diversity, i.e., balanced representation of men woden in organizational settings
(e.g., Frink et al., 2003; Richard, Barnett, Dwy&iChadwick, 2004). In the past few
decades many academic domains such as psychologypraics, sociology, and
education have studied the effects of diversitguding diversity based on gender, on
group process and performance (Wiliams & O’Reilly998). Empirical studies
focused on gender diversity at the group level haneeluced mixed findings. For
example, gender diversity may produce negative atgpan group performance when
the group is male-dominated and may have no impelcen the group is
female-dominated (Williams & O’Reilly, 1998). Pall¢1997) discovered that gender
diversity leads to emotional conflict and decreagedormance outcomes in terms of
productivity. O’Reilly, Williams, and Barsade (1997owever, did not find any
significant relationship between gender diversityd agroup performance when
studying female-dominated groups. Despite theseonsistent findings, the
importance of gender demography and gender diyel&is been recognized and
evident in prior literature.

Theoretical Underpinnings for Research on Gender Dmography

Prior gender demography research is rooted mainlythree theoretical
perspectives (Frink et al.,, 2003; Willlams & O’Rgil 1998); namely, social
categorization/identification theory, the similgféttraction perspective, and the
“value-in-diversity” hypothesis. A literature rewealso suggests that the status-based
perspective emerging from studies on organizatiodamography serves to
complement social categorization/identificationathe(Ely, 1994, 1995; Joshi et al.,
2006). Finally, the resource-based view of the flvas recently emerged as another
theoretical perspective in guiding research on gemtmography (Richard, 2000).
Each of these will be elaborated on below.

The social categorization theory (Tajfel, 1981; nlerr 1987) or social
identification theory (Hogg & Abrams, 1988; Turn@982) argues that individuals
tend to initiate a social categorization processetdeon salient attributes such as race
and gender in order to define their social idenfitgjfel & Turner, 1986). The social



categorization process leads to in-group/out-grdigtinctions (Kramer, 1991), and
members of out-groups are inclined to be seen ss teiustworthy, honest, and
cooperative than are in-group members (Brewer, 18&®el, 1982). Further, research
has shown that heterogeneity in a group can re@suttember dissatisfaction, high
turnover, reduced within-group cohesiveness, comeation and cooperation, as
well as intensified within-group conflict (Crocké& Major, 1989; Moreland, 1985;
Triandis, Kurowski, & Gelfand, 1994; Williams & O#lly, 1998). Studies also show
that group heterogeneity is associated with negagierformance (Pelled, Eisenhardt,
& Xin, 1999; Tsui, Egan, & O'Reilly, 1992).

The status-based perspective argues that thel scaiagorization process
commonly observed in organizational settings canstvengthened when power
differences between sub-groups are present. Fon@ea studies in the U.S. have
shown that overrepresentation of white men in higlevel positions in an
organization can lead to differential treatmentvoimen and people of color (Konrad
& Gutek, 1987; Pfeffer, 1989), including lower pmrhance evaluations and lower
pay for both groups (Heilman, Block, & Stathato897; Heilman, Wallen, Fuchs, &
Tamkins, 2004). On the contrary, lower status iougr members may accept their
“inferiority”, and are less likely to treat highestatus out-group members in a
discriminatory way (Jost & Burgess, 2000), but nyolarize the differences in
psychological and behavioral traits between thgroup members and higher status
out-group members (Alderfer, 1987; Ridgeway, 1988\us, the formal arrangement
of power differences in the organization, i.e.,amgational hierarchy, can reinforce
social categorization processes that have beenggkace.

The similarity/attraction perspective emphasizes #ifect of similarity on
mutual likings of in-group members in a settingaafrkgroup diversity. Similarity in
terms of personal attributes is a source of intag®al attraction (Byrne, Clore, &
Worchel, 1966). Members of homogeneous groups tendite highly in terms of
satisfaction and cooperation, and exhibit low Isev&fl emotional conflicts (Williams
& O’Reilly, 1998). Positive social interaction asdmmunication between members
are easily developed.

The “value-in-diversity” hypothesis holds heteroggynin a group in high regard
(Gruenfeld, Mannix, Williams, & Neale, 1996; Ricda2000). Human beings tend to
communicate more with those similar to themselMdswever, in a group of
heterogeneity, extra information networks are bhaug group members from outside
the group. Heterogeneity in a workgroup also presica mixture of differing
knowledge, skills and capabilities that can bengfibup outcomes (Ancona &
Caldwell, 1992; Pelled, Eisenhardt, & Xin, 1997).

The resource-based view of the firm also apprexitte value that exists in a



workforce of diversity and considers workforce agigy a source of firm competitive
advantage. According to this view, resources thattrioute to the competitive
advantages of a firm should be valuable, inimitabled rare, and some researchers
argued that human resources are just that typesafurces (Pfeffer, 1994; Wright,
McMahan, & McWilliams, 1994) because human resapmessess knowledge, skills
and capabilities that are capable of creating perdmce differentials for an
organization (e.g., Teece, Pisano, & Shuen, 199ghwet al., 1994). Workforce
diversity increases the configuration of knowledgialls, and capabilities of a firm
that create performance differentials through dlycikomplex and causally
ambiguous processes.

Despite all the theoretical underpinnings above, ciato
categorization/identification theory, the statusdwh perspective, and the
similarity/attraction perspective all reinforce atmmplement each other in explaining
and predicting how in-groups and out-groups arenéat, how in-group identity is
developed, and how in-group favoring and discrinona behaviors against
out-groups take place. They are suitable to sesvth@ theoretical underpinnings for
an investigation of how female representation marepositions affects the dynamics
of gender differentiated in-groups and out-groups.

Prior Empirical Studies on Gender Demography

The literature review reveals two main streamstadlies on gender demography
in the workplace. The first stream focuses on thkationship between gender
demography and performance outcomes with a prinaamy of investigating if a
balanced representation between men and womentsesulthe best possible
performance outcomes. Frink et al. (2003) investidathe relationship between
gender demography and organizational performanak faond that an inverted
U-shaped relationship existed between the propomiowomen in the organization
and organizational performance in service/wholészhal industries, but not in others,
l.e., heavy and light manufacturing, financial aotlity industries. When the
percentage of women was nearly 50%, the companidései service/wholesale/retail
industries had the best possible performance owsoM/hen that percentage was
below or above 50%, the performance declined. Kacarsd Dansby (1999) found
that a curvilinear (an inverted U-shaped) relatmps existed between the
proportionate size of women in workgroups and grefipctiveness. The relationship
between the proportionate size of women and grdigeteveness showed a positive
relationship when the percentage of women rangéddam 10% and 50%. Group
effectiveness reached the highest level when theeptage of women ranged
between 30% and 50%. Percentages beyond 50% sénirtpgroup effectiveness.

However, many other studies have not found anyctirelationship between



gender diversity and firm performance, including y&w et al. (2003), Kochan,
Bezrukova, Ely, Jackson, Joshi, Jehn, Leonard, negvand Thomas (2003), and
Richard et al. (2004). Similarly, findings from emgal studies that focused on
gender diversity at the group level have been miXée relationship between gender
diversity and group performance has been foundetgdsitive or negative across
differing research settings. Sometimes the diretationship was not found (see
Williams & O’Reilly, 1998 for a review). One notabktudy is Wright, Ferris, Hiller,
and Kroll (1995), which investigated the effectslbfs. Department of Labor award
announcements for exemplary affirmative action paogs on the stock price
valuation of a firm. The announcements were fountd associated with significant
and positive excess returns, which led to the amnch that quality affirmative action
programs can help improve firm competitive advaesagnd are valued by the market.
Wright et al. (1995) seem to have pointed out anpsong direction for research when
they suggested that diversity practices that pevunegration between the sexes and
differing ethnic groups may improve the relatiopshbetween men and women, as
well as between men and ethnic minorities. In thég, firms may find themselves
better able to utilize their employees of diversilautes. Thus, instead of number
balancing in the workplace, predominant emphasialshbe on support for women
and ethnic minorities, as well as integration bemvenen and women, and between
men and ethnic minorities.

The second stream of studies focuses on processeésoatcomes, i.e.,
in-group/out-group dynamics, of gender demographyarkgroups. As noted earlier,
in terms of women’s dynamics with male out-groupmrbers, Kanter’'s (1977a, b)
studies of workgroups revealed that in a skewedmm which women accounted for
a small percentage, men were inclined to form $ob@ndaries and interact
significantly among themselves while rendering wamen to a socially isolated and
disadvantageous position. Men also pressured wdmeemonstrate their loyalty to
the group. It appears that a comparatively smalpprtion of women triggered the
salience of gender as a basis for comparisons batwen and women in the group.
Men's self-esteem increased and, by devaluing woithery sought to maintain their
identification with the group (Chattopadhyay, Tloaska, & George, 2004; Randel,
2002). Ely’s (1994, 1995) studies extended andsevasidated Kanter’s. For example,
women’s attributes and roles were more subject rgjudice and stereotype in
male-dominated firms than in sex-integrated firm®omen’s situations in the
workplace only seemed to improve when their propodte number increases.
Sackett, DuBois, and Noe (1991) presented supgodwdence of this finding: in
their study, women’s performance ratings were lovmew their proportional
representation was low, while their performancengst were found to be higher than



those for men when their proportional represematgached more than 50%.

Still, the evidence has not been unequivocal. kample, Wharton and Baron
(1991) found that women in number-balancing wotlagions are more satisfied than
women in female-dominated situations, and womeunadigt were found to have the
highest satisfaction when in male-dominated situnesti Further, in workgroups where
women predominate, they display egalitarian atétudoward male colleagues
(Konrad, Winter, & Gutek, 1992; Schreiber, 1979, men tend not to experience
prejudice and differential treatment imposed froranven. Also, the proportional
representation of women has a significant bearimgheir workplace experiences. A
low proportional representation is often associatth increased performance
pressures, alienation from informal social and gseional circles, and biases and
prejudices in role stereotyping. These negativesequnences are usually eliminated
when the proportional representation of women cseased (for reviews, see Konrad
& Gutek, 1987; Yoder, 1991; Wharton, 1992).

In terms of in-group dynamics, the similarity/attian perspective has been
used to predict women’s relationships with same-ge@rs in the workplace. For
example, similarity was presumed to facilitate cammation and foster trust and
reciprocity between women (Lincoln & Miller, 19784cPherson & Smith-Lovin,
1987). However, empirical studies have presentednsistent evidence of this (Ely,
1994). Some results suggested that women lackefideane, were overcontrolling,
and were unable to engage in teamwork (e.g., Hefnlgrdim, 1977; Briles, 1987).
Same-sex relationships concerning women in the place were described as
competitive and problematic (Ely, 1994). Other #&adfound women to be
cooperative (Nicholson, 2000), stressing harmonilling to share power and
information, (Hurst, Rush, & White, 1989) and egalan (Rosener, 1990). Women
were able to build and maintain solidarity and naliBupport among themselves.

Prior research on women’s same-sex work relatigsstargely ignored the
socio-cultural contexts in which women work (ENg9#, 1995; Joshi et al., 2006),
thereby ignoring the social categorization processeomen undertake in the
workplace and the dynamics between in-groups atdymups differentiated on the
basis of gender. The major contribution of Ely'sidsés (1994, 1995) lies in the
inclusion of female representation in senior posgito explain the social and gender
identity of junior women in law firms. Gender agasitive basis for identification
with other senior women could only be found whenmea had representation in
senior positions (sex-integrated firms). Furthergroup size, i.e., the proportional
representation of women in workgroups, affected #meount of prejudice and
stereotyping women experienced in the workplacar(éh& Smith-Lovin, 1997; Joshi
et al., 2006; Kanter, 1977a, b), which also afféct®men’s identification with their
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in-groups. Thus, women’s gender identity appearsb& influenced by their
proportional representation in workgroups. Joslale(2006) considered both female
representation in managerial positions of a saleg and the proportional
representation of women in a sales team while tigegeng pay levels of individual
sales employees of both sexes in a large compatheit.S. Although they did not
find a significant relationship between the promortof women in a sales team and
individual pay levels, they did find gender-basednéngs differentials were smaller
when the proportion of female managers increased.

This report proposes that future research follosvapproach of Ely (1994, 1995;
Joshi et al. (2006) by including female represeémbain senior positions to explain
in-group/out-group dynamics. A synthesis of priarkv(Ely, 1994, 1995; Joshi et al.,
2006) also leads to the use of gender identity efitect the in-group/out-group
dynamics. This approach can be significant eveterms of revealing the causal
mechanism underlying the relationship between geddmography in organizations
and organizational performance. As noted abovaliesuin the first stream may or
may not uncover a significant relationship betwdmadanced representation of
members of both sexes (gender diversity) and ozg#iohal performance. The key
may lie in the process by which gender diversitgiganizations is capitalized on for
their benefits (Kochan et al., 2003). The line ofja@ry adopted in the future research
should tap into this very process as power diffeeerbetween men and women are
taken into account and women’s work experiencesraestigated. If junior women
have role models of the same sex for them to iflenith, and receive support from
these role models, they may develop greater ambitidhe work (Ely, 1994, 1995),
which may eventually lead to improved job perforc@nCompanies can thereby
make good use of women’s talents and capabilitves;h in turn can complement the
talents and capabilities of men (Krishnan & Par@Q% Sargent & Stupak, 1989;
Orlitzky & Benjamin, 2003). By contrast, if womertalents and capabilities are not
appreciated and women are rendered to disadvantagessitions in organizations,
good performance is unlikely to follow and earnimiifferentials will remain. In this
way, companies will lose the chance to capitalizeh@ir diverse human resources.
Significance of this Research in Taiwan

The relationship between gender demography andoupgout-group dynamics
has received little attention from academics intEesa, including Taiwan. Taiwan
has national cultural values that stress male sugeg (Chang & Huang, 2005) and
hierarchy (Hofstede, 1997). Power differences betwsen and women still exist,
and may explain the men-women relationships inmtbekplace. Chinese people also
tend to distinguish a group of intimate individu@s in-group) from distant others
(out-groups)(Triandis, 1989). The social categaira process based on salient
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attributes such as gender constantly takes plattehdése offer a platform for the
proposed research and a nurturing ground for patbntinteresting findings to
emerge.

As noted in the introduction, the female labor &participation rate in Taiwan
has been increasing. Several driving forces hawadht about such an increase. The
first pertains to the non-discriminatory educafpalicy of the Taiwanese government.
According to a government report (Directorate-Gahef Budget, Accounting and
Statistics, Taiwan, 2000), in 1999 females accalme 48.8% of the population in
Taiwan, but accounted for 51.4 % of the studentdyshg toward a higher degree, an
increase from 47.4% in 1989. In 1989, the numbefeafales studying toward a
postgraduate degree was about 5,000. In 1999, uimbder had skyrocketed to about
40,000.

The second pertains to the enactment of laws aggéerger discrimination. In
1984, the Labor Standards Act mandated pay equmityeen the sexes. In 2002, the
Gender Equality in Employment Law mandated thatdmxrimination based on
gender be allowed in the workplace, including tleeruitment process. While
guestions surrounding how the law should be entbiaeve incited much debate in
the legislature and in society (Wu & Lin, 2002)etlaw seems certain to affect
business practices in Taiwan.

The governmental industrialization policy and Tamgaparticipation in the
global economy also gave rise to opportunities flamale employment. Modern
management systems are implemented to address aatidnomy and female
participation (e.g., Bae, Chen, Wan, Lawler, & Wahwa, 2003).

Despite the above observations, women still en@utiscriminatory practices
in the workplace with respect to pay raises, wonlarsgements, promotions, and
performance evaluations (Council of Labor Affairfaiwan, 2000). The same
government report details that 65% of reported aekarassment incidents against
women in the workplace were not dealt with. Alsoorkvfamily conflict is an
important challenge female employees must facéhiem to produce satisfactory job
outcomes (Hsu & Hsiao, 2000).

Thus, the increasing female representation in thekmlace juxtaposed against
the persisting discrimination that they face giviee to a need to examine women’s
workplace experiences in Taiwan. There are mames$ consider: How do women
perceive themselves relative to men in their woH®v will they perceive their
feminine qualities? Are these feminine qualitiesipeely or negatively associated
with women'’s job performance and career advancemender what conditions will
masculine and feminine qualities be polarized? Wikilom will women seek identity
with for job performance and career advancementRhe perspective of business
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organizations, concerns regarding women’s workpkqeeriences are necessary as
the experiences may be associated with how orgamizacan best utilize the
knowledge and capabilities of women as an impomapect of their human resources.
This research will shed light on women’'s workplageriences and their coping
processes.

Hypotheses

Female Representation in Senior Positions and | n-Group/Out-Group
Dynamics. Gender identity is an important dimension of waiaaocial identity. “It
Is the meaning women attach to their membershiparcategory ‘female™ (Ely,

1995, p. 591). Thus, women’s gender identity iSexad by drawing comparisons
with out-group members, namely, men. Social categbon/identification theory
argues that social identity obtains significan@ aomparisons between the in-group
and out-groups when power differences betweenibestib-groups exist. How a
member of an in-group perceives his/her membenmshipn that in-group relative to
other relevant out-groups affects the adequacysdfiér social identity in a given
context. In a context where the in-group is peregito be low in status, its members
will tend to polarize and exemplify psychologicaldabehavioral differences between
themselves and members in the out-group (Turn@&2)19 hrough this psychological
process, members of the in-group will increasestience of their group membership
(Deschamps, 1982), and this has implications fanews gender identity.

When in an organization men occupy and predomimapositions of authority
while women fill in lower level positions, such aefarchical group membership
communicates to women that membership in theirrowg is incompatible with
membership in the out-group (men’s group) thahipower (Ely, 1994). Women thus
see themselves as a distinct group in the organizéReskin, 1988) and exaggerate
their differences from men alongside men’s stengotyerceptions of women (Ely,
1995). By contrast, when the career ladder is dpemvomen such that they can be
promoted to positions of authority, women’s gend#entity is less likely to be
problematic. Female gender is no longer seen asmpatible with promotion and
career success, and lower-level women are prowdtdan opportunity to identify
themselves with senior women as role models (E994). Moreover, when women
are promoted to positions of authority, they obtairvantage position to monitor
apparent gender-related inequalities such as gagreatitials, in the organization and
may be willing to reduce them (Joshi et al., 2008)us, female representation in
senior positions should be able to create conditibat dispose equitable allocations
of organizational resources, including pay. Fenaf@esentation in senior positions
should also lead to attributions of gender identitywvomen different from those of
gender identity when men make up the total reptatien in senior positions. In this
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research companies with female representation moisgositions are defined as
sex-integrated companies, while companies witheutale representation in senior
positions are defined as male-dominated companies.

Hypothesis 1. In Taiwan, gender identity of female employees will differ between
male-dominated companies and sex-integrated companies.

Hypothesis 1a. In sex-integrated companies, female employees will tend to see senior
women as sources of support and validation for their career advancement.

Hypothesis 1b. In male-dominated companies, female employees will tend to see their
gender as incompatible with performance and career advancement relative to those in
sex-integrated companies.

Hypothesis 2. In Taiwan, perceptions of gender differences will be more distinct in
male-dominated companies than in sex-integrated counter parts.

As noted above, the investigation in Taiwan shdaddmportant as traditionally
women have had lower status than men and men lenged to occupy senior
positions in companies. However, in recent yearshaee started to see more and
more women in these positions, exerting influencestrategic decision making of
companies. Given the hierarchical mindset of Clane=ople, it may prove interesting
to uncover whether or not female employees looknugenior women in the company
as sources of gender identity. Chinese manageralsyeknown for their paternalistic
style of management (Chang, 1985; Redding, 1998) s@&hior women also exhibit a
similar managerial style and thereby look aftercsdmates of the same sex so that
apparent inequalities between men and women angced® These are questions
worthy of investigation. Figure 1 presents the aesle framework.

Figure 1 Research Framework

Gender Demography in

Organizations In-Grou_p/Out-Group
*\Women'’s representatior Dynamics _ .
in senior positions *Women'’s gender identity

RESEARCH DESIGN

Sample and Procedures
Manufacturing companies were accessed for intewviefvinformants. In each
company, the informants for interviews were thehbgj-ranking female manager and
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at least three female employees (non-managerial)leVhe researcher approached
senior managers of the sample companies to requreshterview of the above
mentioned informants. A total of 18 companies a#ldvthe researcher to conduct the
interviews on-site. Apart from the highest-rankifigmale manager that was
previously designated, in principal three non-manad, female employees were
selected randomly at the time of interview. Thikegup a total of 4 interviewees per
company with the exception of company no. 2 and€Cdmpany no. 2 has only 1
employee available for interview, in addition te Einance Manager. Company no. 4
designated its Finance Manager and 4 other empddypeenterview, in addition to its
Chief of Staff. Six corporate CEOs or senior mangadall male) were interviewed to
corroborate the interviews of corporate women. &ablpresents company profiles.
Table 2 presents the number of informants and ifjleest ranking women manager
interviewed for each company.

Among the 18 companies, the highest-ranking femrede@ager identified was a
Vice General Manager (company no. 5). We also eksewomen serving as Chief of
Staff (company no. 4), Director of the Managementidion (company no. 13), and
Management Representative (company no. 14). Thesganies are defined as
sex-integrated as women were included in top manege teams. The remaining
companies were designated male-dominated. Thesgaoes may have female
managers, specially finance managers. However,rtayor may not be able to have
their voices heard in corporate major decisionsoAlheir positions were highly
protected by the functional roles they play andrtimfluence did not stretch beyond
the functional area. These companies were stiliftechas male-dominated.

The interview of each informant lasted between 4&utes to 2 hours. The
researcher conducted all the interviews with ongvoradditional investigators taking
notes and tape-recording the sessions. The resgarciotes and investigators’ notes
were corroborated immediately after the intervieWse notes were used as a guide to
transcribe the recorded interviews verbatim. Thadcribed protocols were than used
for subsequent analysis.
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Table 1. Profiles of Company

Code Major Products No. of Employees
1 Production automation equipment 400
2 Plastic valves 170
3 Ductile iron and gray iron castings and machinetispa 200
4 Cooling products and solutions 250
5 Amusement Machine 120
6 Autolamps 2000
7 Plastic and steel tool box 180
8 Personal hygiene product 80
9 Metal printing 80
10 Metal parts and components for bicycles 80
11 Art glass lighting product 3000
12 PET, PP, PE bottle 700
13 Office product and lead frame 880
14 Bonded ring and oil seal 150
15 | Fireplace accessories, office supplies, and bd#tysproduct 65
16 Plastic injection and molding (cosmetics container) 220
17 Car and consumer electronics (phone set) 350
18 Semiconductor manufacturing 400
Table 2. No. of Informants and the Highest Rankigmen Manager Interviewed
Code No. of The Highest Ranking Women Manager Interviewed
Informants
1 4 Finance Manager
2 2 Finance Manager
3 4 Finance Assistant Manager
4 6 Chief of Staff
5 4 Administration Vice Manager
6 4 No women manager available, only Accounting
Supervisor
7 4 Vice General Manager
8 4 Administration Assistant Manager
9 4 No women manager available
10 4 No women manager ava_lilable, only Accounting
Supervisor
11 4 Special Assistant (Finance) to the ChairmaheBoard
12 4 Finance Director
13 4 Director of the Management Division
14 4 Management Representative
15 4 Finance Manager
16 4 Finance Manager
17 4 HR Director
18 4 Sales Section Manager
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Data Analysis

With in-depth interviews as the data collection moels, qualitative analysis is
adequate in that it provides a “holistic and cotiakportrayal” (Jick, 1979, 603) of
women’s gender identity in the workplace. The asiglyof data starts from
differentiating between sex-integrated and maleidated companies, followed by
comparing perceptions of women’s qualities on jobrfgrmance and career
advancement and perceptions of gender differenegwelen the two types of
companies. The comparison was achieved by insgecprotocols denoting
relationships between feminine qualities and wos@nt) performance and/or career
advancement and semantics denoting masculine amdife qualities.

Qualitative analysis was complemented by quantgafnalysis. Each of the
semantics denoting masculine or feminine qualivas coded. The number of coded
masculine or feminine qualities that have implieas on job performance and career
advancement can be arrived at for both male-domihand sex-integrated companies.
This further serves as a basis for inspecting hewiriine qualities were related to job
performance and career advancement, and delinetingolarization of masculine
and feminine qualities.

FINDINGS

Women'’s Qualities on Job Performance and Career Adancement

Semantic differences can be observed between segrated and
male-dominated companies regarding how women'sitqggalare perceived in terms
of job performance and career advancement. In thée-dominated companies,
women’s voices were neglected. One informant ewstribed her observation that
“women’s voices were intentionally neglected beeatlseir male superiors do not
want women to be visible in the company.” Women kvbard, but did not receive
equal return in terms of pay raises and promotWomen have to be satisfied with
the status quo and should not express their désireareer advancement. Women
were given job security in the company, and thdlrsteive training for their work.
However, their prospect for career advancemerigeld.

In male-dominated companies, to advance a womaareec is for her to be
tough and aggressive like men. After their prommgtiwomen managers still had to
behave tough and aggressive so that they had er lobtince to let their values and
principles be heard and accepted in the company. stlygests that to advance in the
career in manufacturing companies means to act rilkem. What is difficult for
women is that as women were not given opportuniteegrow in their knowledge,
skills and capabilities, simply to act like men gdasot advance women’s careers.
Women should spend time and efforts on self-legrnidomen were only appreciated

17



when men see them as qualified — having the negesapabilities, and are capable
of contribute to what is valued by men in business.

In sex-integrated companies, women were given egpabrtunities for training
and development. Women'’s qualities were apprecidteslich companies, informants
confidently expressed their contributions to thenpanies. Women were said to have
better capabilities in carrying out a plan, and evéwgically consistent in their
thinking. Women were also seen as better in th@mraunication skills and more
skillful in social interactions. Moreover, women n@emore able than men to come
down off their high horses to negotiate, a quaiportant in business situations.
Likewise, women were less egocentric than men smevowere able to dedicate
themselves fully to their work. Finally, women hadstronger desire to learn and to
develop themselves than men.

Thus, in sex-integrated companies, women’s qualiten be geared toward job
performance and career advancement. In fact, womgmtheir feminine qualities,
along with their training and development receiveal) even outperform men. This
positively reinforces the opportunities they cateabfor career advancement, and the
companies are willing to train and develop theimlan resources, regardless of their
gender.

Perceptions of Gender Differences

In the male-dominated companies, gender differerarespolarized. Women
were seen as lacking vision, and difficult to maintrelationships that are useful for
organizational performance. Certain women qualitvese appreciated, such as being
careful. However, women play supportive roles ia tompany. This definition of
women’s roles coincides with the division of sexesoin a traditional sense in
Taiwan — Men are breadwinners, while women are Imoakers. Men should be
responsible for the development of the whole corgpatile women are supportive
only to help men attend to detalils.

In the male-dominated companies, women were seea @up that needs
protection. What is striking is in the assimilatiprocess of sex roles, “women can be
more tough and aggressive” than men and so mucd¢hatdhe informants said they
even saw women fighting in the workplace. It haansed that the message is clear: In
male-dominated companies, to succeed in one’s cEée exhibit men’s qualities. In
order for women to achieve high performance inrthelbs and to advance their
careers, women should identify themselves with m&hus, women were a
disadvantageous group in the company in terms bf gerformance and career
advancement.

Some of the male-dominated companies have womewingeras finance
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managers. Through time they gained respect in thepertise. They expressed
gaining trust from company CEOs by hard work, etiperthat matches men and
persistence. However, they did not see it as pdatky necessary to help women
lower down in the organizational hierarchy to adetheir careers. Some of them
maintained that it all comes down to one’s abditie terms of promotions. Partly, this
may reflect the fact that women are less competitivmale-dominated companies.
Partly these functional managers may start to Beegelves indispensible in the
companies and do not want their position replagedtber women.

In the sex-integrated companies, gender differeacesless distinct. Women’s
gualities can be emphasized. Women are able torilbotg to revenues and
organizational expansion as men, whereas in the-gd@hinated companies, women
were seen only able to contribute to saving co&ssin sex-integrated companies
gender differences are less distinct, gender rcdesbe switched. For example, one
informant judged that women had a better emotigoatient (EQ), which is good for
career advancement. When approached with a quesgtiom she would learn from to
improve her EQ, the reply was her direct supemdrp was male and had good EQ.
This suggests women in the sex-integrated compatoesot necessarily identify
themselves with men’s qualities for career advaregnThey focus more on qualities
that is not gender-biased and that is judged nacgésr career advancement.

In sex-integrated companies, the senior women esgptktheir willingness to
help lower-level women to advance their careers. d@rleast they expressed
opportunities for the companies to promote womere mindset of “protectionism”
observed among female managers in male-dominatatpaiges is not salient in
sex-integrated companies.

By counting the number of masculine and femininalitjgs deemed necessary
for career advancement in each company, differenaese found between
sex-integrated and male-dominated companies. Tahbeesents the analysis of 6
companies. As portrayed in Table 3, in sex-integratompanies, feminine qualities
are much more valued than in male-dominated comepary contrast, masculine
qualities are more valued in male-dominated congsarthan in sex-integrated
companies. This table supports the fact that thieevaf feminine qualities is
perceived differently in sex-integrated and malead@ted companies.

Consistency was found between sex-integrated are-daeninated companies.
Men are generally seen to have better physicahgtinewhile women are seen as able
to attend to details. However, indeterminacy i atbserved with regard to the
definition of feminine qualities. For example, wamare seen as having better
communication skills and dedication to work thannnme sex-integrated companies,
while in male-dominated companies men are seenetisrin communication and
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dedication to work. This does portray that differes in social contexts may have led
to different interpretations of masculine and feimenqualities.

Table 3. Qualities for Career Advancement

No. of Masculine QualitielNo. of Feminine Qualities
Company 1 4 11
Company 2 2 7
Company 3 4 9
Company 4 5 0
Company 5 4 3
Company 6 8 1

Note: Companies 1-3 were sex-integrated. The rangincompanies were
male-dominated.

DISCUSSION AND IMPLICATIONS

This report investigates the effect of female reprgation in senior positions on
gender identity of women lower down in the orgatiaal hierarchy. Interesting
patterns of results were uncovered between malerdted and sex-integrated
manufacturing companies. In the male-dominated eomes, feminine qualities were
not favorable in job performance and career advaeoé To advance in their careers,
women had to engage in a process of assimilatiainatothey equip with masculine
qualities. In such companies, gender differencese vpmlarized. In sex-integrated
companies, feminine qualities were valued for jobrfgrmance and career
advancement. The qualities pertinent to job peréoroe and career advancement
were less gender-biased. Inter-gender assimilatiderms of personal qualities and
attributes can be observed. Women obtained bepieortunities in developing their
careers.

The differences of results between male-dominated! aex-integrated
companies demonstrate the importance of inspegenger-based in-group/out-group
dynamics from a social point of view, rather thaoldgical one (Ely, 1994, 1995). In
male-dominated companies, the polarization of mascwand feminine qualities is
tightly associated with the division of labor beememen and women in the family,
based on a biological view of sexuality. By contras sex-integrated companies,
women were more flexible in their roles playedthirit companies. They seem to have
a better range of behavioral mode and qualitieshtmose from. Their qualities can
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either be masculine or feminine. Feminine qualitieshot carry a derogatory meaning.
This social construction view of gender should ptul in examining gender
identity in the workplace in Taiwan.

This study has the following theoretical implicauso First, prior research tends
to focus on the effect of gender demography on gmutcomes (e.g., Pelled, 1997,
O'Reilly et al.,, 1997). This study suggests thaarge in gender demography in
senior positions changes women’s gender identity taeir job satisfaction. Further,
prior research may study the relationship betweemdgr demography and group
processes (e.g., Williams & O’Reilly, 1998). Howevaich research has not proposed
a mechanism by which certain processes may emé@ige. study addresses this
drawback.

Second, the conception of manufacturing companresTaiwan has been
presumed to be predominantly male-dominated. Ttoidyschallenges this prevailing
conviction. Rather, gender in the workplace hambg®anging through time. With
changes in female representation in the upper ech@ower differences between
men and women starts to change. Subsequently gathetgity and women’s work
experiences have been changing. This study alsoesckly (1994, 1995) in the
claims that gender demography should be examinedh fa view of social
construction with the meaning, implications and atigs changing all the time. The
findings should contribute to the establishmenadheory of gender demography in
manufacturing companies in Taiwan.

Third, the key may be on how to initiate changdeimale representation at the
higher level. The lower status individuals in thenanity may or may not succeed in
challenging the dominant cultural paradigm estaklis and maintained by the
majority group. Moreover, when confronted with ttheminant view, some women
may choose to be accommodating. Existing theorge® libeen lacking in explaining
when challenges will take place and when accomnmdatill be used. The differing
coping strategies will lead to differing processdaautcomes. This study has
addressed some of the processes and outcomes.

This study also has practical implications. Firsianufacturing companies in
Taiwan are encouraged to accommodate and develop wamen, specially for the
higher level in the organizational hierarchy. Setogovernment policy should also
pay attention to issues concerning utilizing andettgping women. Balanced gender
demography, or gender diversity, represents hunemources with a gestalt of
knowledge, skills and capabilities that should le@d improved organizational
performance.

As a research implication, future studies shoultestigate the social contexts
that lead to different interpretations of masculimed feminine qualities. Future
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studies may also adopt a quantitative approachnuestigating perceptions of
masculine and feminine qualities necessary for jmdrformance and career
development. Finally, as this study mainly focuses women’s perceptions on
masculine and feminine qualities, future studias io@orporate men’s perceptions to
gain a comprehensive view on the changing natugeofler-based differences.

LIMITATIONS AND FUTURE DIRECTIONS

This study has the following limitations. Futurereditions are also proposed.
First, although this study focuses on manufactudogpanies, bias may exist in the
selection of companies and informants. Future rekeia encouraged with a design
that incorporates both qualitative and quantitatilga collection. The number of
company and informant can increase. Second, asionedtabove, this study has
addressed some of the processes and outcomesndift@ping strategies women can
use in facing dominant cultural paradigms maintaibg men. However, exactly what
strategy will be used under what contexts has Bbtupcovered. Future research is
encouraged to address this issue. Third, this relséacuses on women'’s perspectives.
Although six male CEOs are interviewed to supploet ¢laims of female informants,
future research following this line of enquiry shib@adopt a design that includes
men’s perspectives. Finally, this report has netstigated the effect of the size of
in-group on the dynamics between in-group and ootyyg members. A relatively big
size of an in-group is argued to benefit its mermb&tembers of the in-group are
better able to gain access to and controls overnmdtion, tangible and intangible
resources, and social support than out-groups csetpof the numerical minorities.
This advantage can be strengthened by the tend#fnisyman beings to favor their
in-groups and discriminate against out-groups souece allocations (see Hewstone,
Rubin, & Willis, 2002 for a review). Thus, futuresearch could investigate the effect
of the size of in-group on the dynamics betweegrioup and out-group members.
Such investigation should take place in the worligroontexts.
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From: "Dr. Eddy S. Ng" <esng@csupomona.edu>

Sent: Wednesday, July 08, 2009 11:21 PM

To: "Tui McKeown™ <Tui.McKeown@buseco.monash.edu.au>; <MPABANGA@mopipi.ub.bw>;
"Rana Haq" <RaHag@Ilaurentian.ca>; "Booysen, Lize" <BOOYSAE@unisa.ac.za>; "Nkomo,
Stella” <Nkomosm@unisa.ac.za>; "Susaeta, Lourdes™ <LSusaeta@iese.edu>; "Corwin Hsu"
<fbhsu@cc.ncue.edu.tw>; <lillevik@tcnj.edu>; "Ferrante, Claudia J Dr. Civ USAFA/DFM"
<Claudia.Ferrante@usafa.edu>; "Regine" <Regine.Bendl@wu-wien.ac.at>; "Slawek Magala"
<SMagala@rsm.nl>; "Tae-Yeol" <bestkty@cityu.edu.hk>; "regine bendl"
<reginebendl@gmail.com>

Cc: "Dr. Eddy S. Ng" <esng@csupomona.edu>

Subject: Public Policy and Equal Treatment Caucus - 2009 AOM Chicago

Hello everyone:

I hope all is well with you. | just want to send out a reminder for our caucus, on Monday, Aug
10th at 11:00am, at the Hyatt Skyway 269. Given that we only have 90 minutes, | have prepared
an agenda to guide our meeting. | have appended a copy of our original caucus proposal, as well
as the agenda (page 3) here for your convenience.

I have also included a template country table which you should complete prior to the meeting.

Rana Hag has created the table using a Canadian example.  Given the diversity in the development
of national legislations, feel free to omit or add to it. We will work out how best to categorize the
differences in Chicago.

In case | have missed anyone, please feel free forward this on.
I am looking forward to our caucus meeting very much.

Safe travels and see you in Chicago!

Ed Ng

Ed Ng, PhD

Assistant Professor, Management & Human Resources

California State Polytechnic University, Pomona
www.csupomona.edu/~esng
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it 12 = ~ T Public Policy on Equal Treatment: A Cross-Cultural, Multi-National Study ; Meeting
Agenda and Minutes

Public Policy on Equal Treatment:
A Cross-Cultural, Multi-National Study

Monday, August 10", 2009
11:30am-1:00pm
Hyatt Regency, Skyway 269
Agenda:

1. Confirmation of Participants

2. Scope of Project

3. Completion of Country Tables

4. Proposal for Special Issue

5. Research Team; Abstracts

6. Timeline
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Academy of Management
Chicago 2009

Public Policy on Equal Treatment:
A Cross-Cultural, Multi-National Study

Monday, August 10", 2009
11:00am-1:00pm
Hyatt Regency, Skyway 269

Minutes of Meeting

1. Attendance — Regine Bendl (Vienna U.), Claudia Ferrante (U.S. Air Force Academy), Rana
Hag (Laurentian U.), Corwin I-Chieh Hsu (National Changhua U.), Waheeda Lillevik (C. of
New Jersey), Tae-Yeol Kim (City U. Hong Kong), Slawek Magala (Erasmus U.), Eddy Ng
(California State Polytechnic U.)

2. Ed proposed that we put together a special issue based on a collection of 4-6 papers written
by research group. Suggestions include a comparison of the public policies among
different countries, and a lead article based on the development of an index or continuum.
The topic or theme has not been decided but should not replicate the book projects.

3. Claudia and Regine had experiences putting together special issues and indicated that there
should be a call for papers. One alternative is to have a pre-determined set of articles and a

call for add’l papers.

4. The choice of journals will be determined after the topic or theme has been decided.
Everyone agreed to extend the discussions online (see next item), after the meeting.

5. The agreed upon timeline for a proposal is Spring 2010. Ed suggested March 2010.
6. Ed will set up Bb at his campus to facilitate discussions and moving the project forward.

Meeting was adjourned around 1:00pm.
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